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Abstract 
 
 Human resource management 
practices are crucial in determining an 
organization's performance. Due to the 
incorporation of technology and the advent 
of upcoming trends, the field of human 
resource management (HRM) is 
undergoing tremendous change. This 
chapter examines the relationship between 
technology and HRM procedures, 
highlighting how it might affect businesses 
and employees. It explores the advantages 
and disadvantages of automation, artificial 
intelligence, data analytics, and remote 
work settings. The chapter talks about how 
these developments are changing employee 
growth, performance reviews, and general 
HR tactics. It also handles possible issues 
including privacy, bias, and worker 
welfare. This study explores the changing 
link between technology and HRM and 
provides insights into how businesses can 
take advantage of these trends to boost 
employee engagement, productivity, and 
innovation while minimizing potential 
risks.  
 
Keywords: Human Resource Management, 
Human Resource Management Practices, 
Technology, Future Trends, Challenges. 
 

Authors 
 
Dr. Gunjan Malik 
Associate Professor 
Institute of Hotel & Tourism Management 
Maharshi Dayanand University  
Rohtak, India. 
 
Sweety 
Research Scholar 
Institute of Hotel & Tourism Management 
Maharshi Dayanand University 
Rohtak, India. 
 
 

 
 
 
 
 
 
 
 
 
 
 
 
 



Futuristic Trends in Management 
e-ISBN: 978-93-5747-635-5 

IIP Series, Volume 3, Book 10, Part 1, Chapter 5  
FUTURE TRENDS IN HUMAN RESOURCE MANAGEMENT PRACTICES IN THE DIGITAL AGE 

 

Copyright © 2024 Authors                                                                                                                       Page | 86 

I. INTRODUCTION 
 
 The term "human resource management" (HRM) refers to a strategic and all-
encompassing method of overseeing a company's staff, including hiring, selecting, 
developing, evaluating, and compensating people as well as ensuring their general well-
being. To maximize productivity, encourage employee engagement, and help organizations 
accomplish their strategic goals, the multidisciplinary area of human resource management 
(HRM) entails matching human capital with the organization's goals, culture, and values. 
From its early days as a mostly administrative role with a personnel management emphasis, 
HRM has greatly developed. Modern Human resource management has broadened its focus 
to include strategic planning, hiring talent, fostering employee engagement, and performance 
evaluation, and other areas while still having necessary administrative responsibilities like 
payroll and compliance. This change reflects the understanding that human capital is a key 
factor in corporate performance. Employee behavior is widely acknowledged to have an 
impact on company performance, at least in part, and that these behaviors can provide a 
source of long-term competitive advantage. (Huselid, 1995; Huselid et al. 1997; MacDuffie, 
1995). The impression of human resource management (HRM) techniques on worker growth 
and behaviour has an impact on company performance. According to Becker and Huselid 
(1998) and Huselid (1995), these practices determine the kind of workers who are chosen, 
their abilities and motivation, as well as the chances and incentives they have to come up 
with new and improved methods of performing their duties. These HRM procedures are 
frequently referred to as high-involvement HRM procedures since they foster skill growth, 
motivation, and discretionary effort (Huselid, 1995).  
 
 The term "human resource management" (HRM) practices refers to the structured and 
methodical actions, regulations, and procedures that businesses use to efficiently manage 
their staff at all stages of the employee lifecycle. These procedures are intended to recruit, 
train, inspire, and retain staff members, thereby enhancing the organization's overall 
performance, expansion, and competitive advantage. Human resource management practices 
cover a broad variety of tasks involving operational execution, strategic planning, and 
continuing assessment. These procedures are designed to satisfy the particular requirements, 
goals, and culture of the company. HRM now plays a more strategic role in promoting 
organizational performance than just doing typical administrative tasks. The problems 
brought on by globalization, workforce diversity, remote work, and the need for ongoing skill 
development are being met by HR professionals using technology, data analytics, and 
creative techniques. 
 
II. HRM PRACTICES 

 
 Some HRM Practices are as follows: 
 
1. Recruitment and Selection: These procedures entail determining the staffing needs, 

locating possible candidates, doing interviews, and choosing people who are the best fit 
for the positions and culture of the firm. Vlachos asserts that a highly selective hiring 
procedure is advantageous for finding the best applicant who can handle a diversity of job 
requirements, has the required skills and experience, and fits in well with the 
environment, all while ensuring that they have been chosen to deal with a dynamic 
culture and atmosphere. The finest applicants should be hired by a company so that they 
won't be as keen to go on to other positions. Additionally, Anwar & Abd Zebari (2015) 
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pointed out that a labor-intensive, expensive hiring process is the foundation of a key 
profit-generating strategy used by HRM. 

 
2. Training and Development: Designing training programs, workshops, and development 

initiatives are examples of HRM practices in this area that are meant to progress 
employees' skills, knowledge, and capacities so they can perform their works well and 
contribute to the expansion of the firm. According to Collins & McNulty (2020), off-the-
job exercise increases efficiency but on-the-job exercise does not enhance performance. 
In addition, effective training boosts knowledge and skill efficacy of employees as well as 
employee satisfaction, all of which are essential for accomplishing corporate 
goals. (Guest et al. 2020). According to Kundu (2000), businesses should make 
significant investments in employee training to ensure that customer-oriented strategies 
are implemented successfully. Similar to this, Blair and Sisakhti (2007) have shown that 
spending money on training and development has significant returns. So, it is true that 
firms can benefit greatly from investing in staff training and development. 

 
3. Performance Appraisal and Feedback: Setting explicit performance expectations, 

giving frequent feedback, conducting performance reviews, and coordinating team and 
individual goals with organizational objectives are all part of good performance 
management methods. In addition, According to Low (2007), a performance assessment 
is a system of measurements and procedures that compares an employee's behaviour and 
performance to predefined standards and goals and yields information about that 
employee's performance, discipline, strengths, and shortcomings. According 
to Mohamed Abduljlil ALDamoe et al. (2012) The performance evaluation process 
provides mutual understanding between the subordinate and the supervisor by specifically 
examining the subordinate's job-specific performance priorities and expectations, 
communication, and assigned responsibilities. Additionally, it is a method of giving 
scheduled and episodic feedback that aims to improve teamwork and encourage more 
effective and capable work. 

 
4. Employee Engagement and Motivation: Employee motivation and engagement are 

crucial aspects of human resource management (HRM) that have a big impact on the 
effectiveness, productivity, and overall success of an organization. HRM techniques in 
employee engagement and motivation help to promote job satisfaction, dedication, and a 
sense of ownership among employees by promoting a pleasant work environment and 
coordinating employees' goals with those of the firm. According to numerous studies 
including Bailey et al. (2017), Crawford et al. (2010), Halbesleben (2010), and Saks 
(2006), employee attitudes, behaviors, performance, and well-being are all directly 
correlated with company results including financial and customer indicators of 
performance. 

 
5. Diversity and Inclusion Management: It refers to the practice of fostering a climate at 

work that honours and respects individual diversity and ensures that everyone has 
equivalent access to opportunities, resources, and experiences, notwithstanding of their 
identities, backgrounds, or other traits. It includes a variety of tactics and programs 
designed to support an inclusive workplace culture and encourage a diverse workforce.  
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III.  EVOLVING HRM PRACTICES IN THE DIGITAL AGE 
 
 The way organizations run, communicate, and interact with their stakeholders has 
undergone a significant transition with the advent of the digital age. In reaction to this digital 
revolution, human resource management (HRM) practices, a crucial aspect of organizational 
success, have undergone a substantial transformation. Modern HRM practices reflect a shift 
toward data-driven, flexible, and individualized talent management approaches. Utilizing 
technology efficiently enables firms to streamline HR procedures, improve employee 
satisfaction, and take advantage of the opportunities and challenges that the digital revolution 
presents. In a world that is digitally advanced and networked, this transformation places 
HRM in a position to be a strategic partner in fostering organizational success. 
 
IV.  THE IMPACT OF TECHNOLOGY ON HRM PRACTICES 
 
 The management of human relationships is being significantly impacted by 
technological breakthroughs. The way the Human Resources (HR) department interacts with 
employees, gathers data, and assesses employee performance has undergone a significant 
transformation. The use of technology in HR is improving its effectiveness and 
standardization. Online hiring, employee communication, employee performance data 
analysis, established management of large amounts of data, and adoption of best security 
practices for the security of digital data are just a few of the practices showcasing the 
extraordinary technological presence in the ever-changing landscape of growth (Saxena et al. 
2021). 
 
 The incorporation of technology has transformed the field of human resource 
management (HRM) in an era of rapid technological advancement. Technology has changed 
HRM procedures, boosting efficiency, accuracy, and strategic decision-making across the 
board, from hiring and training to performance management and employee engagement. The 
numerous effects of technology on various HRM practices are examined in this section. 
 
1. Recruitment and Selection: Technology has revolutionized how businesses find, 

evaluate, and hire talent. 
 

 AI-Powered Recruitment: By streamlining candidate sourcing, screening, and 
matching, artificial intelligence increases the effectiveness of the hiring process. 

 Online Job Portals: Employers can connect with a larger pool of applicants and spot 
passive job searchers thanks to job boards and professional networking websites. 

 Video Interviews: Remote candidate evaluation is made possible via virtual 
interviews, which removes geographical restrictions and shortens the hiring process. 
Businesses that use AI to assess candidates' "fitness" for a job posting are required to 
disclose what "general types of characteristics" the AI is using to evaluate and choose 
candidates, according to the Artificial Intelligence Video Interview Act of Illinois, 
which took effect on January 1st, 2020. (Heilweil, 2020). 

 E-Learning Platforms: Online training materials, webinars, and e-learning platforms 
enable self-paced learning, making instruction available to  staff members wherever 
they are and whenever they need it. 

 Virtual reality (VR) and augmented reality (AR) technology produce immersive 
learning environments for the improvement of practical skills. 
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2. Performance Management: 
 

 Real-Time Feedback: Digital systems provide continuous feedback, substituting 
ongoing performance conversations for annual assessments. 

 Analytics for Employee Performance: Data analytics give HR professionals insights 
into employee performance trends and assist them in identifying areas that need 
improvement. By using advanced data analysis techniques to improve accuracy and 
objectivity in the assessment process, HR analytics was identified as a potential 
option (Sharma 2017). 

 360-Degree Feedback Tools: Online tools make it easier to gather comments from 
many sources and present a thorough picture of employee performance. The 360-
degree feedback approach is defined as "the feedback process that involves gathering 
perceptions about a person's behavior and the impact of that behavior from the 
person's supervisor or supervisors, direct reports, colleagues, fellow project team 
associates, internal and external clienteles, and suppliers (Lepsinger & Lucia, 1997). 

 
3. Platforms for Enhancing Employee Engagement: Organizations can evaluate 

employee mood, get feedback, and put plans into place using digital platforms. 
 

 Social Intranets: Internal social networks encourage employee interaction, 
teamwork, and a sense of community. 

 Apps for Rewards and Recognition: Mobile apps allow for peer-to-peer recognition 
that is quick and effective, fostering a positive work environment. 

 
4. Data-Driven Decision-Making:  

 
 Analysing workforce data with the use of data analytics technologies enables HR 

managers to make well-informed decisions about organizational strategy and 
personnel management. Tools for data-driven decision-making creation and 
implementation are just one of several steps that must be taken to ensure optimal 
use (Mandinach, Honey and Light, 2006) 

 
 Predictive Analytics: Predictive models pinpoint trends and patterns to foresee future 

labour market demands, including risks of turnover and skill gaps. 
 
5. Flexibility and Remote Employment: Technology is facilitating the growth of remote 

employment and flexible working conditions. 
 

 Tools for Virtual Collaboration: Communication, project management, and video 
conferencing services enable smooth cooperation between remote teams. 

 Cloud-Based HR Systems: By using the cloud, employees can access HR services 
and data from a distance. 

 
6. Data Security and Privacy: 
 

 Cyber Security: HR departments need to protect employee data from online dangers 
and make sure that data protection laws are being followed. 
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 Ethical AI Use: Potential biases and ethical issues in AI-driven HRM practices need 
to be carefully considered. 
 

Technology has fundamentally changed HRM procedures, from hiring to 
performance evaluation. Businesses that adopt technology-driven HRM practices get 
a competitive edge by increasing productivity, making data-driven decisions, and 
cultivating an environment that prioritizes the needs of their employees and 
encourages innovation and growth. Although technology has many advantages, its 
application necessitates careful consideration of data security, ethical issues, and the 
proper ratio of automation to human interaction. 

 
V. FUTURE TRENDS IN HRM PRACTICES 
 
1. AI and Automation: It's anticipated that automation and artificial intelligence (AI) will 

become more integrated into HRM procedures. AI can automate procedures like resume 
screening, matching candidates, and even first interviewing, increasing productivity and 
lowering bias. 
 

2. Data Analytics: To help them make wise judgments, HR departments are increasingly 
using data analytics. By identifying trends in employee performance, engagement, and 
attrition, predictive analytics enables businesses to take preventative action. 
 

3. Remote Work and Flexibility: It's anticipated that these trends will continue to grow. To 
facilitate remote cooperation, sustain team unity, and ensure work-life balance, HRM 
procedures will need to be modified. Remote working, also known as flexible working 
arrangements, is becoming increasingly popular in the community as a result of both 
sociological trends and technology improvements. Unexpected benefits include increased 
creativity as a result of improved work-life balance, which has fostered flexible working 
arrangements (Hunter 2019). 
 

4. Employee Well-Being: Businesses are putting more focus on workers' overall health, 
both mental and physical. HRM procedures will include initiatives to reduce stress, 
flexible work schedules, and wellness programs. 
 

5. Continuous Learning and Reskilling: As technological breakthroughs alter sectors, 
HRM practices will concentrate on offering chances for continuous learning and 
reskilling to support people in remaining relevant in their professions. 
 

6. Personalized Employee Experience: To increase engagement and job satisfaction, HRM 
will customize employee experiences based on individual preferences, needs, and career 
objectives. 
 

7. Diversity, Equity, and Inclusion (DEI): DEI efforts will continue to get top priority in 
HRM practices, resulting in more inclusive and varied workplaces that encourage 
creativity and cooperation. An axiological attitude toward procedural and distributive 
fairness in organizations and institutions is frequently present with DEI (Arsel, Crockett, 
and Scott, 2022). 
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8. Agile Performance Management: Continuous feedback, goal-setting, and performance 
conversations that are in line with agile work practices are replacing traditional annual 
performance reviews 
 

9. Gig Economy Integration: HRM procedures will change to accommodate gig workers 
and independent contractors, effectively integrating them into the workforce and ensuring 
they contribute to the objectives of the firm. Gig workers ostensibly have the option to 
decide how practically every part of their employment will be handled (Lehdonvirta, 
2018). Platform companies contend that gig employees, as self-governing contractors, are 
ostensibly exempt from HRM activities because they are free to work whenever and 
however, they like without having human managers monitor their performance (Cross & 
Swart, 2021; Keegan & Meijerink, 2022). 
 

10. Leadership Development: HRM will prioritize creating innovative leaders who can 
work in an uncertain environment, manage remote teams, and inspire creativity. 
 

11. Ethical AI Usage: As AI is used more frequently in HRM, ethical considerations, 
transparency, and fairness in algorithm-driven judgments will receive more attention. 
 

12. HR as a Strategic Partner: HRM will keep moving away from administrative duties and 
into a strategic partner position, working closely with senior management to match HR 
strategies with overarching company objectives. 

 
These trends are connected and illustrate how technology, the nature of work, and 

employee expectations are all changing. In the competitive and dynamic environment of 
the future, organizations that proactively adopt these trends in their HRM strategies will 
do better.  

 
VI.  OBSTACLES POSED BY UPCOMING SHIFTS IN HRM PRACTICES 
 
 While many upcoming advances in human resource management (HRM) have the 
potential to improve working conditions, others may have the opposite effect. Here are a few 
possible Challenges of upcoming advancements in HRM practices: 
 
1. Resistance to Change: Employees accustomed to conventional procedures may be 

resistant to the introduction of new HRM practices, particularly those incorporating 
technology. This opposition could obstruct the effective adoption of these procedures and 
impair organizational development. 
 

2. Lack of Human Touch: Automation and AI can speed procedures, but they may also 
make HR interactions less individualized and personal. Particularly in areas like conflict 
resolution, counselling, and mentorship, this might have an impact on employee morale, 
satisfaction, and engagement. 
 

3. Skill Gaps and Learning Challenges: Rapid technological progress could cause a skills 
gap in the workforce. Employees risk losing marketability on the job market and 
decreasing productivity in their existing positions if they are not given the proper training 
to stay current with new technologies. 
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4. Unfair Access to Opportunities: In a world where HRM is heavily reliant on 
technology, workers without access to or proficiency with digital tools may encounter 
difficulties getting access to critical information, opportunities for professional growth, 
and training. This can result in inequity in the workforce. 
 

5. Reduced Personal engagement: As digital communication and virtual collaboration 
technologies become more prevalent, there may be less face-to-face engagement among 
employees and between employees and supervisors. Effective communication, teamwork, 
and relationship-building may all be hampered by this. 
 

6. Job Security Decline: The gig economy and the increase in contract or freelance labour 
may cause traditional job security to decline. Employees might be forced into unstable 
employment situations without access to benefits or long-term stability. 
 

7. Automation and Job Displacement: As automation, AI, and robotics are used more 
often in HRM, some job roles—especially those that include regular tasks—may become 
obsolete. While these technologies can increase productivity and decrease human error, 
they may also cause certain individuals who lack the appropriate abilities to work with 
these technologies to lose their jobs. 
 

8. Concerns about privacy and data security: Concerns about privacy and data security 
may surface when HRM depends more on technology for tasks like employee monitoring, 
performance appraisal, and data analysis. The gathering and storage of sensitive 
employee data put companies at risk of cyberattacks and data breaches, which could 
violate the privacy of the employees. 
 

9. Employee Well-being and Burnout: While technology might provide flexibility and 
remote work opportunities, it can also blur the lines between work and home life, 
increasing employee burnout. Employee well-being may be negatively impacted by 
constant connectivity and expectations of availability outside of typical business hours. 

 
While implementing new HRM practices, it's critical for firms to carefully analyse 

these potential negative effects and take proactive actions to mitigate them. The key to 
overcoming these obstacles will be to take a balanced strategy that values both 
productivity and employee wellbeing. 

 
According to Abdelaal, Musthafa, and Halid (2022), Recent innovations in 

business structures, employment practices, business conduct, and corporate strategies 
have been radically altered by digital technologies. Because of this, the human resources 
(HR) role has developed to embrace the role of technology in design thinking, strategy, 
and implementation. Due to an expansion in the tourism business, one of the industries 
moving at an incredibly quick rate in developing nations is the hotel industry. On the 
other hand, the hotel business is significantly increasing the environmental load. As a 
result of the numerous environmental problems the hotel industry has encountered over 
the years, there is growing pressure to respond appropriately to environmental problems 
and embrace sustainable business practices. The hotel and its stakeholders benefit from 
these practices, which encompass the use of digital human resource management (HRM) 
methods. The environmental performance of the hotel business is significantly influenced 
by digital HRM practices, including digital recruiting, selection, training, and 
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development, performance evaluation, and remuneration. According to this study, the 
hotel business may enhance both its overall organizational performance and 
environmental performance with the aid of digital HR practices and technology. 

 
VII.  CONCLUSION 
 
 In conclusion, a dynamic interplay of technological breakthroughs, shifting labour 
demographics, and changing organizational needs is destined to dramatically influence the 
future of Human Resource Management practices. According to Yuvraj and Suganthiya 
(2021), The potential for process speed and efficiency improvements, cost savings, higher 
levels of customer satisfaction, more accurate data, improved process transparency and 
consistency, increased information availability, and the facilitation of change in the role of 
HR managers are the typical drivers behind the use of technology in HRM activities. To be 
competitive and adaptable to the demands of the modern workplace, firms must foresee and 
embrace emerging trends as they negotiate the complexity of the digital age. Companies face 
both significant obstacles and exciting opportunities as a result of the integration of 
technology and the development of future trends in human resource management (HRM) 
practices. HRM is at the vanguard of this shift as technology continues to change the business 
landscape, influencing how firms find, nurture, and retain talent. 
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