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Abstract
As the modern corporation faces the demands of globalisation, the roles and duties of
Human Resources departments are changing. The worldwide supply of talent is
falling short of long-term demand, posing a dilemma for businesses around the world.
This paper investigates the impact of the workforce on Human Resource
Management, both locally and globally, as well as the various factors driving
globalisation in the workforce, as well as the issues and challenges that Human
Resource Management faces in global markets, as well as the benefits of globalisation
Human Resource Information System (HRIS) to the Human Resource (HR)
department.
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INTRODUCTION
Human Resources departments are evolving as modern businesses face various and
complicated issues while also taking advantage of opportunities. Human resource
transformation nowadays is a direct result of rapid changes in enterprises due to
causes such as globalisation. Globalization is defined as "the process of uniting the
peoples of the world into an one society." Economic, technological, socio-cultural,
and political elements are all at work in this process. However, from the perspective
of business, which we are concerned with here, globalisation should be based solely
on economic and technological forces, though organisations opting for global
business must consider the socio-cultural and political forces of the countries in
question when putting their strategies in place. From this perspective, the degree of
globalisation is determined by the following characteristics:
Goods and Services- Exports and imports as a percentage of national income.
Human Resource- Inward/outward migration flows in relation to the total population
of a country.
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Capital- Inward/outward direct investment as a percentage of national income.
Technology– international research and development flows, fraction of population
employing certain technologies, especially factor-neutral advances like cell phones,
the internet, and so on.
While the degree of globalisation is increasing, there is debate over the level of
globalisation accomplished.
The study's goals are to look into the considerable impact of globalisation and the
reasons that drive it on human resource management.
It appears from the research that international human resource management methods
must differ from domestic human resource management practises.
To investigate the concerns and challenges of Human Resource Management in the
Global Market.
Globalization's Driving Forces
The global manufacturing environment has evolved over the previous two decades,
with the majority of manufacturers having a global presence through exports, strategic
alliances, joint ventures, or as part of a dedicated plan to sell and create in foreign
markets.
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(a) Global Market Forces
Global markets have immense development potential, which has resulted in increased
foreign rivalry in local markets, forcing small and medium-sized businesses to update
their operations and even contemplate international expansion.
b) Technological Forces
As products have become more sophisticated and differentiated, and product life
cycles have shrunk, product diversity has increased. There has been a dispersion of
technological knowledge, as well as the emergence of global low-cost manufacturing
areas. Multinational corporations must increase their ability to tap diverse sources of
technology situated in many nations in response to this diffusion of technological
aptitude.
c) Global Cost Forces
New competitive priorities in manufacturing, such as product and process quality,
delivery reliability and speed, customisation, and customer responsiveness, have led
corporations to reprioritize the cost variables that drive their global operations
strategy. The capital intensity of manufacturing facilities has increased dramatically in
a number of high-tech businesses.
d) Macroeconomic and Political Forces
For global operations managers, being confronted with unexpected or unjustifiable
currency devaluations in the foreign nations where they operate is a nightmare. The
global operations manager must be able to manage exposure to changes in normal and
real exchange rates.
GLOBALIZATION'S IMPACT ON HUMAN RESOURCE MANAGEMENT:
In terms of India, the degree of globalisation is fairly low.
In terms of per capita income gains owing to globalisation, India ranks last out of 42
countries in the globalisation index. Globalization has the following effects in terms
of human resource management:
Impact on Employment Patterns:
Globalization has drastically altered the employment landscape by driving businesses
to arrange their operations around their key competencies in order to successfully
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respond to competitive challenges. Human resources, not physical or financial
resources, are the fundamental means of establishing competitive advantage in the
market place in the globalisation period.
Impact on Human resource development:
Impact on Human resource development: As a result, any new technology is made
available to a wide range of consumers, necessitating new human resource
capabilities. As a result, human resources will be able to work in a changing work
environment as a result of globalisation.
Employee Expectations:
Globalization has significant

socio-cultural

ramifications. The

international

demonstration effect enhances the expectations of a country's citizens. Employee
expectations are greatly raised as a result of the international demonstration impact.
These expectations are expressed not simply in terms of higher monetary
compensation, but also in terms of how they should be treated.
Impact on Workplace Procedures:
Globalization introduces modern management methods, particularly those that are
relevant to work practises, into organisations. As a result of globalisation, several
modern concepts in human resource management have been adopted by Indian
enterprises. Employee empowerment, work-life balance, and alternative work
schedule alternatives are just a few of the themes covered.
DOMESTIC AND INTERNATIONAL HRM COMPARISON
International HRM practises must be distinct from domestic HRM practises. As
illustrated in the table below, this discrepancy exists on six dimensions.
S.No.

Dimension

Domestic HRM

International
HRM

1

Nature of HR activities

Less and

More and varied

homogenous
2

Perspective
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3

Involvement in employees

Less

More

Relatively low

Relatively high

personal lives
4

Emphasis on change in
employee mix

5

Risk exposure

Low

High

6

External Influences

Less

More

Let's go over these features one by one and see how international HRM differs from
local HRM.
ADDITIONAL AND VARIED HUMAN RESOURCE ACTIVITIES:
In international HRM, there are more and more diverse HR activities than in domestic
HRM. Because these activities must be conducted in a new context in international
HRM, the number of the same HR tasks that are necessary for domestic HRM also
grows.
BROADER PERSPECTIVE IS REQUIRED:
As compared to International HRM the domestic HRM necessitates a significantly
broader viewpoint in nearly all HR functions. It suggests that when making judgments
about international HRM, HR managers must examine a variety of issues.
MORE INVOLVEMENT IN THE PERSONAL LIVES OF EMPLOYEES:
When compared to domestic HRM, foreign HRM requires HR managers to be more
involved in employees' personal life. This amplified level of commitment is necessary
to ensure that people are correctly placed in a foreign part with which they are
unaccustomed.
A STRONG FOCUS ON CHANGES IN EMPLOYEE MIXES:
Changes in personnel mix, particularly in terms of nationality, are given a lot of
attention in international HRM. When a company opens a branch office in a foreign
country, this frequently occurs.
EXPOSURE TO HIGH RISK:
When compared to domestic HRM, overseas HRM has a higher risk exposure. In an
international firm, the threat might be of several forms.
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EXTENSION OF EXTERNAL EXPOSURE:
International HRM events are influenced by a variety of external influences, as
conflicting to domestic HRM. HR managers must deal with a transformed sociocultural environment, political and legal framework, and so on.
MANAGEMENT OF HUMAN RESOURCES IN THE GLOBAL MARKET,
THERE ARE ISSUES AND CHALLENGES MANAGEMENT OF HUMAN
RESOURCES
(HRM) challenges to businesses, particularly those operating across national borders
as a multinational or global enterprise competing in global markets, entail many
factors, and centralization of human resource practises is unquestionably necessary to
improve global competitiveness and empower employees for global assignments. The
difficulty for all firms, regardless of size, in order to succeed in the global market is to
recognise global corporate cultural variations and invest in human resources. There
are several human resource management difficulties that are unique to the global
organisation, according to Vernon (2004). Staffing policies, selecting and retaining
skilled people, training and development while encouraging employees to be
imaginative and creative, cultural hurdles, and legal framework are among the most
pressing concerns. Understanding the difficulties of living and working conditions,
remote performance reviews, training and management development, remuneration
packages, and labour relations and organised labour laws are among the other
obstacles.
CONCLUSION:
A number of causes are driving the rise of globalisation, including a scarcity of talent
in emerging nations, worldwide market forces, technical forces, and global cost
forces. In addition, this article analyses numerous concerns in Human Resources
Management as well as worldwide market challenges. In addition, in this study, the
duties and responsibilities of Human Resources in this globalisation period are
examined.
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