
International Journal of Current Science Research and Review 

ISSN: 2581-8341    

Volume 08 Issue 04 April 2025    

DOI: 10.47191/ijcsrr/V8-i4-07, Impact Factor: 8.048   

IJCSRR @ 2025   

 

www.ijcsrr.org 

    

1612   *Corresponding Author: Ajlal Haider                                                                Volume 08 Issue 04 April 2025 

                   Available at: www.ijcsrr.org 

                                                              Page No. 1612-1631 

 

Digital Transformation in Human Resource Management: A Case Study of 

Haier Group and Its Strategic Implications for Businesses 
 

Zarina1, Ajlal Haider2, Asma Suhail3 
1 Department of Management, Faculty of Economics and Business, Airlangga University, Indonesia 
2 Department of Management, Faculty of Economics and Business, Airlangga University, Indonesia 

3 Department of dental medicine university of Airlangga surabaya Indonesia 

 

ABSTRACT: This study explores the strategic implications of digital transformation for corporate growth and sustainability by 

examining its function in human resource management (HRM), particularly within Haier Group. HRM must adjust by utilizing 

technology to improve organizational performance as the global economy continues to change due to digitalization. The study 

discusses the ethical ramifications of the "soft" and "hard" models of human resource management as well as the growing 

significance of digital HRM in the increasingly interconnected world. The study examines how Haier Group has improved its HR 

procedures, such as hiring, training, performance management, and employee engagement, by implementing digital tools and 

platforms. Haier has a competitive edge in the worldwide market thanks to its strategic approach, which combines innovation, 

technology, and human resources. The study also explores the drawbacks and advantages of digital HRM, including enhanced 

employee satisfaction, cost savings, and data-driven decision-making. Finally, the study sheds light on HRM's future by highlighting 

how crucial it is to constantly adjust to new technology in order to be competitive. 
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1. INTRODUCTION 

The term "human resource management," or "HRM," refers to how individuals who work for an organization are managed. HRM 

entails overseeing all aspects of the workforce, including hiring and vetting, training and development, performance evaluation, pay, 

and employee relations. The basic goal of HRM is to make sure that the organization has the correct mix of workers with the abilities, 

expertise, and attitudes needed to accomplish its objectives successfully. Any organization's HRM department is essential because 

it fosters an environment that encourages employees to give their best work. Increasing an organization's performance is one of the 

key objectives of human resource management (HRM). A limited number of studies, however, have specifically addressed the 

multidimensional nature of performance and connected HR procedures to different outcome aspects. By linking HR practices to 

three outcome dimensions financial, organizational, and employee (HR) outcomes this study contributes to the body of literature 

(Vermeeren et al., 2014). Employee staffing, staff development, performance management, compensation management, and 

promoting employee involvement in decision-making are just a few examples of the routines of human resources that fall under the 

definition of HRM. According to Foss and Lyngsie, HRM activities should be carried out for the following reasons: first, to assign 

responsibilities to team members and individuals; second, to create and promote rewards for knowledge sharing, individual 

accomplishments, and benefit sharing; third, as a channel for intra-organizational information sharing about procedures like job 

rotation and knowledge sharing; fourth, to create opportunities for internal and external training for employees; and finally, to carry 

out retention, recruitment, and training activities. 

HRM procedures are important for achieving organizational objectives and gaining a competitive edge. Any organization's success 

is influenced by a variety of variables, but according to RBV, its most valuable asset is its workforce. By incorporating the advantages 

of sound HRM procedures and innovation into everyday business processes, organizations can attain SOP. Previous studies have 

examined these practices from the viewpoint of VRIN ("valuable, rare, imperfectly imitable, and non-substitutable") resources, 

contending that these characteristics of human resources support SOP. This indicates that HRM implementations are important to 

organisations more than ever. Management personnel are very interested in how well their company can use HRM techniques to 

favourably influence how workers behave at work and fully exploit their abilities to provide new business processes, support the 
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achievement of organisational goals, and eventually realise SOP(Rasool et al., 2019). In any firm where there are human employees, 

human resource management (HRM), or the management of work and people towards desired goals, is a key activity. HRM is a 

natural byproduct of establishing and expanding an organisation, thus its presence does not require a lengthy justification. The breadth 

of HRM and its main subfields are the main topics of this essay. For instance, HR policy and practise subfunctions are covered by 

Micro HRM (or "MHRM")(Boxall et al., 2009). 

 

1.2 Countermeasure Suggestions for Digital Transformation of Enterprises 

bolster the development of digital abilities. Improve the digital cognition of all employees, especially supervisors, while also 

stepping up the training of digital skills for corporate workers. Businesses could introduce more employees to help manufacturing 

companies speed up the digitalization process by attracting multifaceted digital skills who are familiar with both technology and 

manufacturing. Strengthen the instruction in digital application abilities for entry- level staff so that they fully understand the 

convenience that work has become more digital, and raise "digital" literacy levels across the board. Businesses need to improve how 

they use digital technologies for production management. Business digital management is a crucial sign of an enterprise's capacity 

for digital transformation. Manufacturing companies should concentrate on raising the level of digital output as they implement 

digital technology. We should pay attention to how digital technology is used throughout the industrial process, open the data chain, 

and stop the formation of "data silos." Ensure information and data security during the digital transformation. To secure the integrity, 

authenticity, and real-time nature of data, the state should establish regulatory policy papers requiring cloud service providers to 

adequately protect the system security of public databases and public cloud systems. To maximise the protection of the legitimate 

rights and interests of businesses and prevent the development of data monopolies and data security issues, corresponding regulatory 

measures should be developed for those who are led by a few enterprises to develop and turn the private cloud into an industry 

database, operating system, and cloud service platform open to the society. 

 

1.3 Challenges in Digitalizing Human Resource Management: 

Traditional management is insufficient in the digital era of enterprises and business processes. Only technology can handle complex 

corporate procedures. The business's increased development has diversified, manipulated, and involved human capital management. 

Through digitalization, information management has become more methodically manageable. Due to this revolution, human 

resources management (HRM) has changed to digital human resources management (Digital HRM) (Greenwood, 2002). Without a 

question, digitization benefits the firm and its stakeholders greatly, however there are drawbacks to applying and implementing 

these services. Many firms lack a clear long-term strategy for implementing the digitalization of human resource services, which 

affects the security and loyalty of employees. However, there aren't enough precise budgets to make it possible to accomplish these 

medium- and long-term objectives. Depending on an organization's level of agility and reluctance to change, several processes may 

be implemented. While updating digital systems, a lack of democracy and agility could extend the process. Moreover, top 

management may be reluctant to adopt or invest in digitization. This difficulty may result from ignorance of or inexperience with 

using digital transformation to improve operations. A 2020 poll by PwC Middle East and SAP found that 35% of human resource 

managers lacked the skills necessary to lead digital transformation projects, while 46% of them lacked the requisite abilities to 

advance digitalization. The survey also showed that the typical employee went through more than 12 big and minor changes in a year, 

many of which were met with resistance due to the employee's mindset or lack of motivation to adapt to the digital revolution 
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Fig. 1 Challenges faced by HRM 

 

1.4 The Dual Nature of HRM in Modern Organizations 

The "soft" model of HRM, the kind that claims to care for the employee, is what raises the most ethical questions because it is seen 

as a more covert and potentially sneaky form of HRM. The modern organization is said to be characterized by a number of behaviors, 

such as flexibility, teamwork, cultural management, and an emphasis on core competencies, according to popular theorists (such as 

Pfeffer, 1994). According to the language of the dominant paradigm, these procedures give employees the chance to participate, 

develop new abilities, handle a variety of duties, and exert more influence over their work. The implication is that the company feels 

a duty to look out for its workers. "Soft" HRM appears to do well when compared to the Kantian maxim that employees should be 

treated as ends in and of themselves while respecting their rights as individuals. But, as was previously mentioned, critical theorists 

have revealed the other side of a double-edged blade. HRM's language may be "soft," but in practise it is nearly always "harsh" 

(Legge, 1995). Their acceptance under the terms of Kantian ethics is insecure if the potential dualism of these acts is accepted and 

we are no longer confident that individual rights are being honoured. If the person is not perceived totally as a means to an objective 

that is thought to at least partially have intrinsic value, soft HRM activities are evaluated against Kantian criteria as ethical. From the 

same angle, strict HRM procedures are viewed as unethical because they exclusively view employees as a tool to an end. But, there 

is another angle from which to view this disagreement. It is riskier for the employee to be exposed to such methods than for them 

to be confronted with blatantly hard HRM tactics if we cannot be certain of the soft nature of HRM practises (cannot be certain that 

the sheep is not a wolf in sheep's clothing). A wolf poses less of a hazard than a wolf disguised as a sheep because we are aware to 

be cautious when approaching. 

Could the removal of soft HRM jargon actually provide employees more freedom and empowerment? According to (Vallance, 

1995)any conduct that is not "productive of the corporate purpose" is impermissible since it might restrict someone's freedom. The 

subject of ethical concern is posed in light of this blending of "soft" and "hard" HRM: under what conditions, if any, is it acceptable 

for employees to be "used" as a means to an end(Greenwood, 2002). 
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Fig.2 Dual nature of HRM 

 

1.5 Benefits of Digital Human Resource Management 

The way we live, work, and conduct business is changing as a result of the digital age. Every component of HRM may be impacted 

by e-HR. A digital mindset, or a digital approach of managing, coordinating, and leading change, can first aid corporate leaders and 

employees. the way people engage and communicate at work, what they anticipate from their employers and careers, where they 

work, and when they work are all affected by digitalization. Because the evolution of digitalization has an impact on businesses on 

many levels, it is necessary to acquire and adapt new knowledge and new working methods. The relationship between "individuals 

and organizations, as well as subordinates and supervisors," is mediated by technology. As a result, it has also shortened the distance 

within organizations, allowing staff members to work from home and communicate with one another remotely. Heracleous stresses 

"the need of investing in the development of required new skills, especially if the transition entails new technology and new jobs," 

in addition. Digital technology will therefore continuously alter how businesses recruit, oversee, and assist employees. In addition, 

HRM has the chance to reinvent HRM procedures and systems through digital platforms, apps, and methods of providing HR 

services, revolutionising the entire employee experience. Also, the use of digital HRM is seen as a green HRM idea that can improve 

an organization's environmental performance. According to several earlier research, integrating digital technology into HR job today 

involves streamlining and enhancing the employee experience. 

The commercial world of today has a growing requirement for digital HRM. Companies must undergo digital transformation in 

order to stand out from the competition and remain relevant in their fields. The conclusions of this study will be crucial in helping 

organizations implement digital HR successfully and boost performance. This study gave the reader an overview of the HR digital 

industry. The results should serve as a starting point for future study in digital HRM and help other academics locate relevant papers 

when doing literature reviews for their own projects. Researchers could also benefit from the findings because they will serve as a 
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foundation for understanding how digital HRM affects organizational performance. The importance of digital HRM is on the rise 

these days, and firms are becoming increasingly concerned about it. It is advised that the researchers look more closely at how 

performance has changed from the past to the present, how much it has impacted the companies, the function of the HR manager, 

and the evaluation of the implementation's return on investment. 

The use of technology to manage human resources inside a company is referred to as "digitalizing HRM" (Human Resource 

Management). It entails the use of digital platforms, software, and online tools to expedite and automate HR operations like hiring, 

performance evaluation, employee development, and payroll. 

The development of digitalization in HRM has brought significant benefits to organizations, including: 

1.5.1 Efficiency: The amount of time and effort needed to manage HR duties has decreased because to digitization, which has 

sped up and improved HR procedures. Online recruitment tools, for instance, can help businesses screen and shortlist candidates 

more rapidly, and automated performance management tools can make it easier for managers to provide staff feedback and set goals 

for them. 

1.5.2 Data-driven decision making: HR departments can now gather and analyse enormous amounts of data on employee 

performance, engagement, and satisfaction thanks to digitalization. The performance of the organisation as a whole can be improved 

by using this data to make better informed decisions about HR strategies and policies. 

1.5.3 Improved employee experience: Employee experience has improved as a result of the ease with which employees can 

now access HR services and data thanks to digitalization. Employees can update their personal information, examine pay stubs, and 

request time off using self-service portals, all without having to speak with an HR agent. 

1.5.4 Cost savings: Data entry and other manual HR functions have become less necessary as a result of digitalization, which 

has decreased administrative expenses for businesses. 

With the use of new technologies like AI, machine learning, and blockchain, the development of digitalization in HRM is likely to 

continue in the future. These innovations could enhance HR's productivity, precision, and decision-making abilities even further. 

Organizations must, however, strike a balance between the advantages of digitization and the need to preserve close relationships with 

employees while also protecting the security of employee information. 

 

1.6 Opinion For Private Enterprises 

The external environment of business management has changed significantly as a result of the growth of information technology 

and economic globalization. Every corporate organization is searching for the best human resources management in the current 

competitive environment. The administration of human resources must address these issues. Data-based HRM can generate 

company innovation and management innovation through the observation of data with the use of Internet technology. It is possible 

to increase the operational effectiveness of human resources, protect human capital investment, and generate more futuristic talent 

planning and management by keeping an eye on organizational operations. In addition to improving the quality of human resources 

and giving employees more attention, the HR department keeps up with the trend of digitalizing HR administration in contemporary 

businesses. We have suggested the following in response to the growing trend in HR management. 

1.6.1 Create a positive company culture: 

In line with the current trend in human resource management, businesses must create better talent strategies, establish stronger 

corporate cultures, and speed up the reform of human resource management. "Culture may be an organization's greatest asset or its 

greatest liability." Business culture needs to change to reflect the morals and ethics of young people. The corporate culture must be 

welcoming, inclusive, and harmonious. Instead of focusing on repetition and compliance like in conventional people management, 

it needs to highlight employees' originality and critical thinking. In all facets of human resources, including remuneration, benefits, 

performance management, learning and development, rewards and recognition, and employment, businesses must exhibit a cohesive 

corporate culture. 

1.6.2 Achieving the alignment of business and personal goals: 

Enterprises need to achieve the unification of corporate aims and individual ambitions in the harsh rivalry of economic globalization. 

The first requirement is that businesses and employees have the same objectives. In order to establish the work objectives, sign 

contracts, and work towards achieving the objectives, managers and executors communicate with one another. Employees and the 

organization will work harder to meet their objectives when they have a common mission and identity. Second, workers ought to 
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develop sharing skills. The squad works as a cohesive unit. The team members' knowledge, abilities, and resources must be 

completely shared. The only way we can succeed is if we cooperate. Finally, distribute accountability. In order to accomplish the 

goals, management and employees must share responsibility when mistakes are made that result in losses. 

1.6.3 updating digital equipment: 

Using Internet technologies and digital platforms, human resource management is quickly taking over as the primary method of 

managing human resources. Due to its numerous benefits, more and more businesses are paying attention to it. Employees give 

knowledge, skills, and expertise to meet corporate goals as a valued organizational human capital. Regarding the future, digital 

technology has impacted human resource management. The technological level and effective use of office software or tools are 

essential for achieving the digital transformation of human resource management. Businesses must continuously raise the 

organizational and member levels of their digital offices and learn to use data to inform all facets of their human resource 

management. Enterprises can accomplish open, transparent, scientific, and unambiguous performance management with the use of 

digital human resource platforms. Digital human resource platforms, particularly management by objectives, can encourage 

employees to conduct scientific self- evaluation and self-management in accordance with their own performance and make their 

self- management more objective. 

1.6.4 Enhancing digital proficiency among employees: 

In addition to being a requirement for modern development, the digital reform of human resources is also an unstoppable trend. 

Human resources may integrate business needs, talent strategy, employee experience, and technology realisation when employee 

digital proficiency is increased. By the use of the digital platform, employees may connect with business teams and technical 

specialists and produce more value through better collaboration and interaction. 

Review of literature: 

(Jiang & Wang, 2018) suggested that the human resource management of businesses is greatly impacted by the advancement of 

Internet technology, the advent of the big data era, and the growth of artificial intelligence. Big data can be used to handle a vast 

number of human resource information enterprises, enhancing the effectiveness and caliber of enterprise human resource 

management while also ensuring that it is operating normally and reducing costs for the company. The enterprise's human resource 

management needs to adapt to the times, keep up with technological advancements, fully utilise big data and the intelligent function 

of artificial intelligence, build a new human resource management model, and develop a systematic and efficient management 

system. Big data is used in the organization's human resource management to actualize the humanization and digitalization of the 

enterprise management and to support the enterprise's long-term growth (Jiang & Wang, 2018). 

According to (Liu et al., 2021)Independent technological innovation is urgently needed to advance both economic and social 

development, as well as the internal demand for equipment manufacturing companies to increase their core competitiveness. This 

study uses the iceberg theory to analyse the explicit and implicit influencing factors of technological independent innovation based 

on the development status of technological independent innovation in equipment manufacturing enterprises. The integrated 

DEMATEL-ISM method is then used to obtain the multilevel hierarchical structure model of explicit and implicit influencing factors 

and its key influencing factors. The three enterprise facets offer solutions and preventative measures for issues already in existence, 

present accurate and practical advice for the technologically independent innovation of equipment manufacturing enterprises, and 

create a strong framework for China's industrial revival and economic growth (Liu et al., 2021). 

(Mou & Luo, 2021) suggested that One of the most efficient strategies to increase efficiency in public administration is to improve 

human resource management effectiveness and organisational competitiveness. Information-based human resource management is 

a crucial component of bettering human resource management. A new, open, and comprehensive HRM model called "informatized 

HRM" uses software systems as a platform and advanced electronic information technology as a means to achieve low cost, high 

efficiency, and joint participation of all employees in the management process in order to realise the strategic position of human 

resources. In this work, we examine the theoretical underpinnings of HR-related theories and build and construct an HR informational 

management system based on B/S architecture, MVC model, which enhances the operational effectiveness of public administration 

and enhances the efficacy of HR integration 

According to (Zhu (Jason) et al., 2022)the main subject of the current study, a Chinese city that primarily relied on tourism, has 

been devastated by the spread of the COVID-19 epidemic. Semi- structured and in-depth interviews with China Highlights travel 

agency managers were conducted using phenomenological research methods in this article. This article examines China Highlights' 
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efforts to revive the operation and expansion of the tourism industry in Guilin, China, in the aftermath of the pandemic through the 

application of tourism resilience theory in the area of tourism crisis management. The findings indicate that China's tourist sector is 

just entering the fast-growth phase of the country's economic recovery, and it will be difficult for tourism businesses to decide how to 

conduct themselves wisely both during the pandemic and after it has gone. It suggests that the tourism resilient theory can function 

as a cutting-edge crisis management framework to assist tourism businesses in reviving their performance in trying circumstances. 

(Zhang & Chen, 2022)suggested that manufacturing companies can transform and upgrade themselves through digitalization, but 

there is no standardized method for determining how far along they are in their digital development. This paper suggests including 

three major dimensions of business model change, technical capability change, and organizational way change to comprehensively 

measure the degree of digital transformation of enterprises. It also suggests countermeasures to encourage the development of digital 

transformation of traditional manufacturing enterprises based on a summary of the existing research on the degree of digital 

transformation of manufacturing enterprises. 

According to (Tortorella et al., 2021) since the 1950s, the manufacturing industry has found extensive use for Total Productive 

Maintenance (TPM), a significant maintenance management strategy based on lean concepts. Industry 4.0 (I4.0) has more recently 

supported the digitalization of a number of functional domains, bringing disruptive innovation to manufacturing settings. This study 

intends to investigate how I4.0 technologies have been incorporated into Total Productive Maintenance (TPM) procedures in 

numerous sizable manufacturing firms. Four factories in Southern Brazil are investigated using a case-based approach to research. 

Within-case and cross- case investigations are carried out under the direction of the Diffusion of Innovation Theory (DIT) as a 

theoretical lens. The results show that, although their degree and orientation vary depending on the attribute, the integration of I4.0 

into TPM produces benefits and hurdles related to DIT's features (actual advantage, compatibility, complexity, trialability, and 

observability). Companies may be able to build countermeasures to encourage the adoption of innovation by identifying factors that 

could hinder the successful digitalization of TPM. Our findings may aid practitioners in the digitization of TPM by providing a more 

accurate picture of the challenges and advantages they might face in the real world. Five study hypotheses that are based on the 

findings from the multiple case data are presented at the end of the paper. 

(Shan & Xie, 2023)suggested that the digital management of college archives is a crucial component of the college and university's 

digital campus construction due to the quick advancement of the informatization building process. In addition to being a necessary 

component of digital campus development, it is also an unavoidable result of that development. The world of archives has undergone 

significant transformation as a result of modern information technologies. Through automation, digital management of archives has 

increased the labour efficiency of archival work. It has also increased the social utilisation of archives and broadened the radiation 

surface of archives utilisation through networks. The storage space lowers storage costs and increases the financial benefits of 

archival work. The digitalization of pre-college archives still faces numerous challenges, including low digitization, a lack of 

common standards in office automation and file management systems, docking issues, a lack of digital skills in archives, and a lack 

of resources and technology. This report offers corresponding solutions to these issues and suggests that college archives be built 

digitally as a new area of witchcraft that requires more research. 

(Scheepers et al., 2022) suggested that in the craft industry, digital technologies are increasingly utilized. Businesses can profit from 

innovative technology in a number of ways, but using them can also lead to unpleasant emotions and stress. Statistics on perceived 

stress, the strain it causes, and its impact on health are scarce. However, given the digitalization of the craft industry, more knowledge 

is required about the fundamentals of a healthy work environment. We investigated managers' and employees' perspectives on 

digitalization in craft firms in order to pinpoint specific entry sites for preventive measures to reduce technostress. Method: To 

determine how managers and staff in the craft sector understood digitalization and its perceived consequences on their health, 26 

guidelines-based interviews were performed. A structured qualitative content analysis served as the foundation for the data analysis. 

Results: Due to easier access to information, for example, digitalization is seen as easing labour in the administrative sector. Yet, 

the actual craft job is seen to be more psychologically taxing, for instance because of technologically more complicated heating 

systems. Similarly, a higher level of stress is experienced in relation to constant accessibility and workplace surveillance. Clear 

preventative goals, such as digital breaks or increased engagement in technology decisions, are expressed in order to lessen the 

experience of stress. Conclusion: Technostress causes an increase in psychological stress for managers and staff in craft businesses. 

In the context of digitalization, there is a willingness to implement preventive measures and a desire for more support in fostering 

wholesome working circumstances. 
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According to (Wu, 2023) this work primarily makes use of Citespace, a visualisation tool, to visually examine 1783 pieces of 

literature on human resource management with big data research that were gathered by CNKI journals between 2013 and 2022. The 

development state of domestic human resource management with big data research has been determined through the examination 

of research areas and research hotspots. Despite the fact that domestic big data research on human resource management is 

progressing fast, numerous data analyses reveal that there are still certain issues in this field of study, including flawed and unbalanced 

research models and a dearth of quantitative analysis. This essay will offer suggestions that have aided further investigation into 

these problems. 

According to (Gimpel & Schmied, 2020) understanding and controlling the negative consequences of digitalization are necessary 

for achieving a successful digital future. The goal of this essay is to list, organize, and explain the most serious negative effects and 

risks of digitization. In order to do this, we employ an iterative taxonomy building approach that is informed by scholarly research, 

media reports, and expert interviews. a thorough tiered taxonomy of the negative effects of IT use is the end result. The taxonomy 

will act as the foundation for subsequent investigation into recognizing and controlling the dangers and negative impacts of 

digitalization. It helps information system scholars conduct accurate net benefit analyses of the effects of using more and more IT- 

based systems that are intelligent, linked, and pervasive. Additionally, it encourages anticipating and controlling negative impacts 

while designing such systems. 

(Feng et al., 2018) suggested that Germany proposed Industry 4.0, which will revolutionise the manufacturing industry. How does 

this revolution affect China's industrial industry? The idea is to pinpoint issues and offer remedies. The study conducts a thorough 

examination of the current state of China's manufacturing on the basis of statistical data analysis and qualitative analysis. 

Subsequently, the primary issues facing China's industrial sector were examined. The study concludes by proposing specific 

defences for China's manufacturing industry. The measures included encouraging technological innovation by enhancing official-

industry-university- research-customer cooperation, creating manufacturing technology criteria in line with accepted international 

standards, establishing intelligent key projects and launching pilot projects, and building network infrastructure. Since China's 

manufacturing sector is still not particularly developed, it is important to take advantage of industry 4.0. The solutions suggested in 

this paper can be applied to China's industrial sector in the era of Industry 4.0. 

According to (Duvvuri, 2021) the external environment of corporate management is constantly changing as a result of economic 

globalisation and information technology. Enterprise human resource management is evolving to meet the demands of market 

competition. Via a study of the literature, the first chapter presents the idea and importance of human resources. The key research 

methodologies, such as literature review, case study, questionnaire survey, descriptive analysis, and quantitative analysis, are 

introduced in the second chapter. The third chapter, which is a practical section, discusses the research methodology and data 

analysis used in this paper's discussion of human resource management. Initially, the researcher recognises three major dimensions: 

the shift in the emphasis of employee management, the interaction between businesses and employees, and the tools and platforms for 

human resource management. The author then analyses the interview data, the relationship between businesses and employees, and 

the association between businesses and employees using linear regression. Data on human resources and case evidence are examined 

and drawn conclusions. The research findings and recommendations for corporate human resource management are presented in the 

fourth chapter. The evolution of human resources has given more consideration to the psychological issues that employees face, the 

harmonious growth of the relationship between employers and employees, the increasingly obvious digital trend in human resource 

management, and the rise of virtual human resources as a significant development path. The organisation needs to create a positive 

corporate culture, align the objectives of the business and its employees, and enhance both their digital systems and their digital 

capabilities in order to deal with the changing nature of human resource management in the future. 

 

3. METHODOLOGY 

The condition of human resource development is a very complicated management topic that is 

entangled with several intricate, enormous, and multifaceted human resource phenomena. The modification of human resource 

theory, the reflection of organization members, and the modification of human resource norms are all examples of this. Even some 

knowledge of psychological, social, and neurological concepts and processes are involved. As opposed to being an auxiliary 

transformation, "the continual improvement of human resource development and human resource management methods has 

transformed into a collective core element of the company's strategic goals." The inquiry and research on the development of human 
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resources have benefited from the expertise of many academics. It goes without saying that the analysis of the development trend 

of human resources must be based on the current state of human resource development. By carefully examining the hints provided 

by people's actions in reality and in a variety of phenomena, we can gradually come to understand the development trend of human 

resources in the future. Of course, the opinions and theories of academics are equally significant. Our ability to obtain some sorted 

and summarized views depends on our ability to comprehend these crucial conclusions. These second-hand accounts have a more 

logical structure, and the opinions presented are also very clear. It can help us cut costs significantly. Thus, this article will use case 

study, descriptive analysis, and quantitative analysis techniques to make human resource development as clear, complete, and 

objective as feasible. 

3.1 Analysis Process: 

These approaches are separated into qualitative research method and quantitative research method based on the characteristics of the 

analytical methods. These techniques will be used in this study to examine and analyse the state of enterprise human resource 

management today and where it is headed in the future. The steps that made up this study are listed below. 

Step 1: Researchers will search and gather pertinent literature and materials on the state of human resource management today and 

in the future through online libraries and archives, including journals, newspapers, magazines, academic conference records, etc. 

This paper organises the existing literature after it has been gathered, reclassifies the academics' perspectives, and then goes on to 

further analyse and contrast them. 

Step 2: Researchers will select exemplary instances in SMEs based on the issues and focus selected in the preceding step. 

Researchers look up public records and information on these illustrative cases, categorise the data, and evaluate the relationship 

between various pieces of evidence. 

Step 3: The participants and the SMEs who served as a sample were sent questionnaires to get their thoughts and views on these 

topics based on the specifics of the present HRM situation learned from the cases. The questionnaire included both formal and 

unstructured questions to help researchers better understand the attitudes, sentiments, and perceptions of these people. Upon the 

receipt of the surveys, it was determined using the background data if the respondents were representative, and the data from the 

valid questionnaires was then examined and arranged. 

Step 4: This study offers its hypothesis on the future development trend of human resources and identifies the independent, 

dependent, and control variables to be researched based on the literature review and the case study. This paper created linear regression 

equations for these variables after doing the necessary groundwork, and it set the significance level at 10%. This study will 

investigate the relationship between the independent and dependent variables after the data have been calculated and attempt to 

explain them using the relevant theories. 

Step 5: We will summarize the current state of HRM, discuss its projected growth, and offer logical solutions to any potential issues 

that SMEs may face in the future. 

3.2 Digital trend of Human Resource Management: 

Digital human resource management is the future trend in human resource management as a result of the globalization and 

digitalization of the global economy. The term "digital transformation of HRM" refers to the development of new HRM techniques 

using computer science and digital technology to satisfy the demands of the information era. Human resource management and the 

working lives of employees are both becoming increasingly influenced by digital technologies. It can help with organizational 

structure optimization, corporate process restructuring, and employee productivity enhancement. To accommodate corporate HR 

management operations, the traditional HR management system is more akin to a closed, single HR management system. The web 

server, which is connected to the contemporary HR cloud platform and can use Internet resources to deliver more information for 

the enterprise's HR administration. Artificial intelligence can be used by businesses to significantly increase the effectiveness of their 

services while reducing the manual component. The development of emerging markets, environmental factors, high technology, and 

the creation of firms that strive to successfully achieve these themes have been made clear by the competitive environment of the 

twenty-first century and the requirement for corporate culture. 
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Fig.3 information of five representative companies 

 

The Internet and the advancement of information technology have made remote team building possible. Corporate organizations 

are now flatter and more virtualized thanks to the Internet. Teams no longer have time or distance restrictions on their communication 

and cooperation. Remote employees and performance management techniques have developed into a research topic and a new trend 

for future HR work in order to adapt to the working style of remote teams. The growth of digital HR management technologies, 

such as remote performance reviews, remote hiring, remote employee training, and digital contracts, etc., reflects the trend of digital 

HR management. The Internet and IT platforms are used by these tools. "Electronic Human Resource Management System is a 

paperless-based system that plays a crucial role in streamlining organizational activities, overcoming the barriers of a paper-based 

system, lowering cost, time, and efforts, improving the quality of services, and giving more accurate data." Companies have been 

able to achieve the goal of continuously increasing their competitiveness, attain excellence in HR management, and create a distinct 

competitive edge with the use of digital HRM platforms and telecommuting software. The ideal way to implement digital HR 

management is through software and informational platforms. 

Case Study: 

3.3 Human resource management system of Haier: 

Using everyone's potential through a structure that encourages both internal and external competitiveness is Haier's first HR 

management principle. The foundation and central idea of Haier's "OEC" management model is the management, cultivation, and 

service of people (where "O" stands for "overall," "E" for "everyone, everything, every day," and "C" for "control and clear"). 

Each enterprise within the group should develop its own management system in accordance with its particular scenario while 

adopting the fundamental principles of the enterprise as a whole. Establishing a just, equitable, and open system of competition is the 

second principle. 

(1) There is an on-duty standard for each position. Applicants can compare these requirements, and if they meet them, they can 

apply for the position and be included to the company's talent bank. (2) Each month, working personnel are assessed and evaluated. 

(3) The system of up and down promotions enables employees to change positions and broaden their skill set. (4) Haier uses the talent 

pool approach to draw in talent. The talent pool includes rankings and opportunities that go along with it. If there are open 

opportunities, talented people will be promoted. The education and training policies are discussed in the third principle. The most 

essential means of raising employee quality are education and training. Pre-service, adaptive, and improvement training are all 

offered by Haier. Each gives varied weight to training material created for particular positions. Also, management teams receive 
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additional training, and employees who work in scientific research can participate in short-term training as well as foreign training. 

The training programme at Haier raises staff standards and aids in personnel development issues. The fourth rule entails a complex 

management structure. Haier follows the management principle of "daily clear and daily closing," which clearly communicates 

information about management and control to all employees. Every employee's daily action must be monitored and checked, and 

using a scientific evaluation, the results must be compared to the plan. 

3.4 Haier Group Introduction: 

The world's largest manufacturer of home appliances, Haier was established in Qingdao in 1984. Mr. Zhang, the company's principal 

founder, currently serves as chairman of the board and CEO. Nowadays, Haier employs more than 80000 people worldwide over 

twenty-one global industrial parks, five significant R&D facilities, and nineteen international trade enterprises. Haier's global 

turnover in 2012 was 163.1 billion Yuan, and its profit was 9 billion Yuan, growing by a factor of 

2.5 over revenue growth. According to the global authority survey data on the consumer market, Euromonitor, Haier became the top 

brand of global white goods for four years in a row; according to the 2012 annual from Boston Consulting Group in the United States, 

Haier is among the "top 50 of the world's most innovative enterprises" and the only Chinese company in the top 10. 

Additionally, Haier collaborates with world-class suppliers, research organisations, and renowned universities in the global five 

research and development centre to establish strategic partnerships and create an innovation ecosystem of more than 120 scientists 

and engineers based on network media. About 13952 patent applications were submitted by Haier by the end of 2012, one of which 

included 8987 approved patents. 

3.5 The strategic mode of Haier’s technological innovation: 

With the start-up in 1984, Haier introduced machinery and four-star refrigerator production technologies from Germany's Liebherr. 

Throughout this procedure, Haier sent people to the German Liebherr Corporation for training in order to research new technologies. 

Through training and imitation innovation, Haier broke through and mastered the core technology, creating the first refrigerators of 

the Asia level. Since then, Haier has entered the home appliance market in a similar manner. For instance, in 1993, Haier and Italy 

Merlot collaborated on the production of a drum-type, fully automatic washing machine. Haier has steadily entered a phase of 

independent innovation as its product line has grown, and it now owns the benefits of cheap cost, excellent quality, and expanded 

domestic and international sales. 

3.6 Support mechanism for human resources in relation to Haier's technical innovation plan: 

Haier introduced the "type manager" mechanism innovation, under which high-end Haier products were developed, such as the space 

frequency conversion refrigerator and the P7 pen-style mobile phone, which received positive reviews on the market both 

domestically and internationally and generated significant profits for the company. "Type managers" are expected to be in charge of 

the market, seek out science and technology innovation topics from consumers and the market, as well as pursue creating technologies. 

Thus, scientific research personnel must concentrate on market user requirements and satisfy user demand in order to draw users' 

attention and boost the competitiveness of the firms. The "Type Manager" mechanism enthuses scientific research employees and 

unleashes their improved potential. 

The Chinese government sponsored and backed Haier's internationalization initiative. Haier was able to get some special terms that 

other Chinese businesses could not due to its status as an international player. For instance, Haier already received approval to set 

up a financial company, to control the majority of shares in a local commercial bank, and to collaborate with an American insurance 

firm. It would often be impossible for a manufacturer to obtain authorization to enter the financial sector without actively pursuing 

internationalization and holding a strong position in the home appliance industries. 

 

4. RESULT AND DISCUSSION 

The additive technique is the one that is most frequently used to assess HRM practices. This method was utilized in the current 

study to assess the state of HRM practices in Bangladesh's public and private industrial businesses. A 31-item scale was used to ask 

the HR managers of the surveyed companies to indicate the prevalence of each activity there. The replies are then totaled together, 

with the assumption being that a greater number denotes better HRM practice status. Content validity was applied to evaluate the 

magnitude of the current study's validity. A scale's content is evaluated subjectively but systematically to see how well it corresponds 

to the current measurement task (Malhotra, 2009). The leading literature, models, theories, and texts relating to the topic and the 
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research questions were used to develop the questionnaire's contents for this reason. A panel of specialists certified the scale's content 

validity after making the required adjustments. The HR managers of the studied industrial firms were provided a structured 

questionnaire because they are the best qualified people to provide information about HRM procedures (Huselid & Becker, 1996; 

Tzafrir, 2006) 

 
Fig.4 Digitalization of HR in different fields 

 

There are two gaps that may serve as convergence limits. The first is the discrepancy between national culture and universalism. In 

many fields, "cultural distance" has been extensively employed as a crucial explanatory element. The phrase "country institutional 

profile" was used by Kostova. The second restriction results from a mismatch between organisational mindsets and recently 

implemented HRM improvements. Procedures might not align with the ideals that most employees hold. The level of 

"institutionalisation" of the HRM practise at two levels determines how successful adoption will be. Employees just follow formal 

regulations at the "implementation" level, which is the first. This level, which is comparatively shallow, is frequently employed to 

assist HRM convergence. 

                  
Fig.5 Human resource management Paradigm 
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"Internalization" is a second, more profound phase that is accomplished when staff members are dedicated to, pleased with, and 

psychologically invested in the procedure. This type of transference is more challenging to study and less readily "visible" (requiring 

more time and effort). As a result, discrepancies between adopted practices and attitudes show a lack of internalization and a failure 

to imbue the practice with values. Some practices could be simpler to put into practise, but far more challenging to internalise. Hence, 

even though these are "best practises," they might not have a good impact unless everyone accepts them. Clearly, the most important 

thing is to go beyond generalised descriptions of HRM reform. Aspects that may be convergent must be separated from those that 

are still different or even divergent. According to Child, research may simultaneously show evidence for continuity and divergence, 

with convergence studies emphasising macro-level variables (structure, technology) and divergence studies emphasising micro-

level ones (behavior of people in organizations). Additionally, some claim that convergence and contingency techniques are 

compatible and function at various levels of the structure of an HRM system. 

 

Fig.6 Different enterprises having microblog and tmall fans 

 

Change at one level does not necessarily indicate change at another. People at lower levels frequently oppose policies that are 

advocated at the level of system architecture because they may be impractical due to regional cultures and practises, a lack of training, 

or even ignorance. Due to procedures, ignorance, or broader environmental constraints, operational strategies may be permitted at 

the practise level but not incorporated into policy or architecture by higher levels. According to Becker and Gerhart, system 

architecture-level universal ("best practise") impacts should be anticipated. Divergent phenomena would, however, be more 

plausible at the policy and practise levels. As a result, the question of the transferability and convergence of HRM systems becomes 

less. 

4.1 Development in HRM for asean countries enterprises: 

The degree to which businesses in various nations and at various levels have adopted the idealised HRM model of the HRM 

framework. There was virtually little shift towards the HRM paradigm at the level of Beliefs and Assumptions. Businesses in the 

four nations agreed that mutuality must be defined by explicit norms. These regulations frequently limit personal initiative and do 

little to promote commitment. Little in these companies' conduct suggested that they view their employees as a source of competitive 

advantage or that they should be considered as a valuable asset. This was especially true for businesses in China, Korea, and 

Thailand, where human resources were frequently seen as a supplemental expense. Japan being the one exception, businesses. 
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Businesses in Thailand and Korea showed some change in this area. In these situations, efforts were being made to provide concise 

descriptions of the values and missions of the businesses. Yet, there is little proof that these statements had a significant impact on 

organisational behaviour. The architecture or deep structure of enterprise HRM in these nations hasn't altered all that much, 

according to the findings about the role of Beliefs and Assumptions. The absence of change at this level shows that shared attitudes, 

business structures, and cultural norms have been significant barriers to convergence. Furthermore, the adoption of these core 

components of the HRM model appears to be constrained by the current economic development levels of China and Thailand. By 

looking at the factors stated under Strategic Qualities and Managerial Roles, it is possible to determine whether HRM is being 

practised at the company policy level. If HRM has a strategic perspective, it should be evident in the prominence of line managers, 

the focus on the customer as the primary connection, and the centrality of HRM to business objectives. In Chinese and Thai 

businesses, there has only been minimal movement on these dimensions. There was little evidence to show that company strategies 

or line managers were significant predictors of HRM, and Thai businesses were the least developed on both dimensions. Nonetheless, 

these businesses had made an effort to build a customer-centered approach. 

                 
Fig.7 Improving strategies of Chines Business 
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In contrast, Chinese businesses had made conscious efforts to improve the strategic nature of their HRM. Customer focus, business 

strategy, and line managers were starting to play a part in the administration of human resources, albeit still being underdeveloped. 

The discrepancies between China and Thailand and Japan and Korea, on the one hand, and China and Thailand, on the other, strongly 

imply that the country's level of development and the ownership of the company can, at least in part, explain these results. Once 

more, it is true that economic, cultural, and national elements, as well as common business attitudes, have worked together to thwart 

convergence. The individual Key Lever level is where the adoption of the HRM paradigm is most significant. The majority of the 

six practises were implemented by businesses in all four of the countries, or were in the process of being adopted. The most common 

approaches include teamwork, open hiring policies, and ongoing training. However, there has not been a widespread acceptance, 

and the implementation of these HRM methods has tended to be somewhat ad hoc and "pick-and-mix" (confirming much other 

research, as in the UK). The reforms were frequently prompted by cost concerns, particularly those that dealt with hiring practises, 

contract personalization, and incentive compensation. An surge in training for Korean and Thai businesses was also influenced by 

the presence of multinational corporations, the quest for greater human resource value, and the growing importance of quality in 

international markets. In China, the central government spearheaded many of these reforms in an effort to create a more market-

oriented economy. Between businesses in each of the four countries as well as between them, the specifics of each activity differed 

greatly. For instance, individual contracts are required by law for all state-owned businesses in China and are originally valid for 

one year. Contrarily, contracts are more easily negotiated in Korea, where the terms can vary greatly between businesses. 

 

 
Fig.8 Japanese enterprise HRM system 

 

Similar to Korea, the Japanese enterprise HRM system appears to be undergoing significant change, according to numerous press 

reports and publications. These publications have primarily concentrated on the decline of seniority compensation and lifelong 

employment. Notwithstanding this, the vast majority of Japanese businesses have continued to use the "conventional" structure, 

even if this has been the case in some businesses. Because of Japan's collectivist culture, businesses there have been "slow" to change 

their HRM procedures. As a result, individual contracts are uncommon in Japan, where pay systems often depend on collective 

bargaining and all employees receive comparable benefits. Even in cases when individual performance-related pay schemes have 

been implemented, they often make up a modest part of overall compensation. Furthermore, according to Benson's research, from 

1991 to 1995, less Kansai manufacturing companies used these programmes. 61 The underdeveloped character of individual 

performance-related payment systems, which were tied to firm rather than individual achievement, is evident in the fact that this fall 
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happened during an economic crisis. Chinese state-owned companies have undoubtedly seen significant transformations in recent 

years. According to a recent study by Benson and Zhu, although there have been significant changes in HRM, the process was being 

driven more by important managers' transformative roles than by values or missions. As a result, HRM development has advanced 

unevenly across businesses. Markets, the effects of economic change, and the enterprise's financial situation were among the issues 

noted as being crucial in this process. We identified three types of enterprise HRM: minimalist, transitional, and adoption. In short, 

globalization was starting to affect Chinese businesses, but only within the constraints of a centralized system, traditional cultural 

norms, and so on. 

It demonstrates that out of all examined respondents, administrative personnel had the highest representation (42.90%), followed 

by production employees, who accounted for 549 of 1471 respondents (37.32%). The least represented group of responders are those 

who hold management jobs (18.49%). Several respondents answered other questionnaire questions even though they chose not to 

respond to the question about their job classification, so they were included in the group of respondents who did not respond. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Fig.9 Absolute frequency and relative frequency in Human Source management 

 

A reliable collection tool was created with the intention of collecting data (the research questionnaire). The research questionnaire 

was created using socio-demographic questions and questions about perceived organisational performance. Socio-demographic 

questions focused on the respondents' gender, job classification, date of birth, and the territorial reach of the business as well as the 

number of employees. Respondents had the following options for answers when asked about perceived organisational performance: 

worse, worse, better, much better. By calculating the Cronbach's coefficient alpha, it was possible to determine whether the data 

collection method was reliable in terms of the questionnaire's internal consistency. We can say that the data collecting method is 

adequate for scientific purposes because the Cronbach's coefficient alpha for items related to perceived organisational performance 

attained a level of 0.85. Multiple-stage random conglomerate sampling was used to choose the study sample and distribute the data 

collecting instrument (the research questionnaire). To ensure interaction with the respondents and familiarisation with how to 

complete specific items of the research questionnaire, the paper questionnaire was directly given to employees of industrial 

businesses. Data was gathered between September 2018 and January 2019. The confidentiality of each responder was protected when 

the results were processed. The authors of the paper employed descriptive statistical methods to analyse the data they had 

collected, and the results were presented as tables (cross-tables, tables of absolute and relative frequencies, and supplemental tables 
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of statistical test results) and graphs (polygon). Microsoft Excel was used to process the data collected. The statistically significant 

differences and correlations between the chosen dependent and independent variables were also found using non-parametric 

statistical tests. Specifically, the following tests were used: Chi- squared test and Spearman's rho correlation coefficient, or Pearson's 

chi-squared test. In IBM SPSS 22.0, the aforementioned statistical tests were run to evaluate the chosen research hypotheses 

(Statistical Package for the Social Sciences). At a 0.01 level (significance level = 1%) the significance level was significant. So, the 

results that were collected and interpreted can be regarded as statistically significant. All sections of the work, from the introduction 

to the discussion, made use of fundamental cognitive processes like comparison, analysis, synthesis, abstraction, generalization, and 

deduction. 

 

Fig.10 

 

To increase corporate revenues, businesses can use the recommendation system (RS) in a variety of applications. Combining the RS 

study findings to date, we find that the majority of them concentrate on the construction of RS in various contexts and the prediction 

of RS application effect. Internet users are paying a lot of attention to social media, which has emerged as a significant trend in 

many industries, particularly business. A lot of business generated content (EGC) has come into people's awareness as their 

comprehension of social media platforms has grown. Social media has amassed a significant quantity of user characteristic data as a 

result of the integration of e-commerce and social media, which the social media platform can utilise as a guide for developing a 

company's RS. 
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Fig.11 stocks of different enterprises 

 

The information on microblogs frequently reflects the author's emotional state or the propensity for emotional expression on a given 

subject. Microblog writing can be used as a significant corpus of data because it lends itself well to emotional analysis. Both positive 

and negative information, according to Smith and Petty, can raise awareness. Positive, negative, and neutral emotions are classified 

by Huffaker, who also confirms that emotional signals receive more feedback. This study will categorise the emotions found in 

enterprise microblog contents into three categories— positive, negative, and neutral—and examine the results of interaction tactics 

used in conjunction with these emotions. 

 

5. CONCLUSION 

Work on this will interact the researchers to broad their new thinking and ideas. In this work we have studied HRM procedures are 

important for achieving organizational objectives and gaining a competitive edge. The "soft" model of HRM, the kind that claims 

to care for the employee, is what raises the most ethical questions because it is seen as a more covert and potentially sneaky form 

of HRM. Digital human resource management is the future trend in human resource management as a result of the globalization and 

digitalization of the global economy. Each enterprise within the group should develop its own management system in accordance 

with its particular scenario while adopting the fundamental principles of the enterprise as a whole. Haier collaborates with world-

class suppliers, research organisations, and renowned universities in the global five research and development centre to establish 

strategic partnerships and create an innovation ecosystem of more than 120 scientists and engineers based on network media. About 

13952 patent applications were submitted by Haier by the end of 2012, one of which included 8987 approved patents. It demonstrates 

that out of all examined respondents, administrative personnel had the highest representation (42.90%), followed by production 

employees, who accounted for 549 of 1471 respondents (37.32%). The least represented group of responders are those who hold 

management jobs (18.49%). The degree to which businesses in various nations and at various levels have adopted the idealised 

HRM model of the HRM framework. There was virtually little shift towards the HRM paradigm at the level of Beliefs and 

Assumptions. Businesses in the four nations agreed that mutuality must be defined by explicit norms. some claim that convergence 

and contingency techniques are compatible and function at various levels of the structure of an HRM system. 
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