
 

International Journal on Science and Technology (IJSAT) 

E-ISSN: 2229-7677   ●   Website: www.ijsat.org   ●   Email: editor@ijsat.org 

 

IJSAT25023401 Volume 16, Issue 2, April-June 2025 1 

 

Human-Centric HRM: Taking Advantage of 

Possibilities and Combating Obstacles 
 

Ruchita Chauhan1, Dr Ashutosh Kumar Mishra2 

 

1Research Scholar, ISBM University 
2Associate Professor, SRM Business School, BKT, Lucknow 

 

Abstract 

Human Resources (HR) have evolved dramatically over time, from administrative functions to 

strategic workforce management. HR Industry 4.0 introduced digital technologies such as AI, data 

analytics, and automation, which transformed talent acquisition, performance management, and 

employee engagement. Human-centric HR (HR Industry 5.0) blends cutting-edge technologies 

with human-cantered approaches that emphasize empathy, emotional intelligence, and employee 

well-being.In an increasingly integrated global economy, human resource professionals must 

traverse multiple cultural environments, regulatory frameworks, and talent pools. Globalization 

has altered the business landscape, necessitating HR strategies to adapt to new problems and 

possibilities in a variety of settings. HR practitioners must create rules and practices that respect 

local norms while remaining aligned with business goals.Globalization has resulted in the rise of 

virtual teams, necessitating specialized HR practices to manage distributed teams. Cultural 

variations have an impact on recruiting, selection, performance management, training, and 

employee relations, making cultural sensitivity critical for successful human resource management 

in global organizations. MNCs must invest in cultural competency training for HR professionals 

and workers to help them understand the complexity of operating in different cultural contexts. 

Finally, HR Industry 5.0 highlights the value of international projection, cultural sensitivity, and 

cultural sensitivity in managing varied global company contexts 

 

HR Industry 5.0 is distinguished by widespread adoption of HR technologies like as cloud-based 

HRIS, talent management platforms, AI-powered recruitment tools, and virtual reality-based 

training simulations that improve HR efficiency, effectiveness, and employee experience. These 

technologies allow multinational firms to streamline procedures, make data-driven choices, and 

deploy resources more strategically across their worldwide operations. However, they also provide 

difficulties, such as data privacy, security, and compliance with local rules. To overcome these 

complications, multinational corporations must develop strong data protection measures, 

maintain openness in data handling methods, and undertake frequent audits. 

 

Case studies highlight effective practices and challenges in managing human resources in a global 

environment. For example, Silicon Valley-based technology firm Company A effectively bridged 

the cultural difference between American and Chinese employees by implementing cross-cultural 

training programs, mentoring programs, and adjusting business procedures to Chinese cultural 
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norms. This method resulted in greater intercultural communication, increased productivity, and 

a collaborative work atmosphere that encourages innovation and growth. 

 

Introduction 

We are at the cusp of Human-centric HR(HR Industry 5.0) in the rapidly evolving field of human 

resources (HR), which is defined by the confluence of cutting-edge technology, globalization, and an 

unyielding emphasis on human-centric methods. As we set out on this path, it is critical to understand 

how HR Industry 5.0 is projected internationally and to interpret the multitude of possibilities and 

problems it poses for enterprises throughout the globe. This introduction provides the framework for a 

thorough grasp of the subtleties and complexities involved in this paradigm shift, acting as a doorway to 

our investigation. 

 

1. A Brief Overview of Human Resource Evolution 

Over the years, there has been a notable shift in the perception of human resources, which was formerly 

thought of as a transactional department mostly focused on compliance and administrative duties. 

Organizations have progressively come to understand the strategic relevance of their workforce, starting 

with personnel management in the early 20th century and progressing to human resource management 

(HRM) in the later half. The introduction of Artificial Intelligence (AI), data analytics, and automation 

into HR processes, together with the emergence of HR Industry 4.0, signalled a turning point. HR 

Industry 5.0 was made possible by this digital revolution, which also transformed performance 

management, employee engagement, and talent acquisition. 

 

2. Technology and Humanity at the Apex of Human-centric HR 

HR Industry 5.0 is the result of combining cutting-edge technology with a fresh focus on human-

centered methodologies. Fundamentally, it is the understanding that technology should support human 

talents rather than replace them, resulting in a mutually beneficial partnership between humans and 

machines. HR professionals use AI and predictive analytics to make data-driven choices, maximize 

worker productivity, and customize employee experiences in this day and age. In addition, they place a 

high priority on emotional intelligence, empathy, and worker well-being, realizing that people are still 

essential to generating new ideas and achieving organizational success. 

 

3. The Significance of Global Forecasting in Human Resources 

It is impossible to exaggerate the importance of international projection in HR given that businesses 

work in a global economy that is becoming more integrated. Global firms must traverse a variety of 

cultural environments, legal systems, and talent pools, which calls for HR procedures that cut across 

national borders. HR professionals need to be able to handle the challenges of working in global 

business contexts, whether they are growing their company internationally, overseeing remote workers 

across continents, or encouraging diversity and inclusion in multicultural workplaces (Iverson, 1996; 

Keir, 2016). Furthermore, in an international talent pool, businesses fight not just for market share but 

also for the brightest brains on the planet. 

 

The HR Industry 5.0 International Projection 

A. HR Practices and Globalization's Effect 
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The corporate environment has changed as a result of globalization, which has made it easier for 

companies to expand internationally and created previously unheard-of levels of interconnection. In this 

regard, HR procedures have had to adjust to the opportunities and difficulties brought about by 

conducting business in a variety of cultural, legal, and financial contexts. In addition to making 

managing global workforces more challenging, globalization has forced a move toward more 

standardized but flexible HR procedures. Organizations face a wide range of difficulties as they grow 

internationally, from disparities in labour laws and cultural norms to shifts in the workforce's 

demographics and expectations for talent (Department of Personnel and Training, 2009; Hasan, Jawaad, 

& Butt, 2021; Soythong, 2023).  

 

HR specialists are essential in helping this shift because they create procedures and policies that respect 

regional traditions while still supporting the overall objectives of the company.  

Furthermore, as a result of globalization, virtual teams with members from various physical areas have 

become more prevalent. Specialized HR techniques are needed to manage such geographically 

distributed teams. These tactics include the use of virtual collaboration technologies, cross-cultural 

training courses, and efficient communication routes. The HR Industry 5.0 places significant emphasis 

on utilizing technology to surmount geographical obstacles and promote cooperation, inventiveness, and 

information exchange amongst geographically separated teams.  

 

B. The Significance of Cultural Sensitivity in International Businesses 

The foundation of effective HR management in multinational businesses (MNCs) is cultural sensitivity. 

Cultural variations have an influence on HR functions such as performance management, employee 

interactions, training and development, and recruiting and selection. In the end, diminished 

organizational performance might result from misunderstandings and conflicts brought on by a failure to 

recognize and appreciate these distinctions. For both HR staff and workers to effectively manage the 

challenges of operating in many cultural contexts, multinational corporations must fund cultural 

competence training. This entails learning about cultural aspects including power distance, uncertainty 

avoidance, individualism vs collectivism, and long-term versus short-term orientation (Cartwright & 

Holmes, 2006; Reio & Ghosh, 2009). Organizations can create cohesive international teams, encourage 

inclusion, and overcome cultural gaps by cultivating cultural intelligence. 

 

C. Global use of human resource technologies 

The use of HR technology has transformed how businesses manage their worldwide workforce. HR 

Industry 5.0 is characterized by a proliferation of innovative technologies aimed at enhancing HR 

efficiency, effectiveness, and employee experience, from cloud-based HRIS and talent management 

platforms to AI-driven recruitment tools and virtual reality-based training simulations (Bakker & 

Bakker, 2011; Brodie, Hollebeek, Jurić, & Ilić, 2011; H. M. MAHFUZUR RAHMAN et al., 2023; 
Hasan et al., 2021; Henson & Reardon, 2005; Lum, Kervi 

For multinational corporations, HR technologies offer several benefits, including centralized data 

management, real-time analytics, and automation of repetitive tasks(Madsen, Miller, & John, 2005). 

These technologies enable HR professionals to streamline processes, make data-driven decisions, and 

allocate resources more strategically across global operations. Furthermore, they facilitate seamless 
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communication and collaboration among geographically dispersed teams, driving productivity and 

innovation. 

 

However, the adoption of HR technologies also poses challenges, particularly concerning data privacy, 

security, and compliance with local regulations. MNCs must navigate these complexities by 

implementing robust data protection measures, ensuring transparency in data handling practices, and 

conducting regular audits to mitigate risks associated with data breaches and regulatory non-

compliance.In summary, the international projection of HR Industry 5.0 is characterized by the impact 

of globalization, the importance of cultural sensitivity, and the widespread adoption of HR technologies. 

In the following sections, we will delve deeper into these themes through a series of case studies that 

illustrate best practices and lessons learned in managing HR in a global context. Through these case 

studies, we aim to provide actionable insights that HR professionals can leverage to navigate the 

complexities of HR Industry 5.0 effectively. 

 

The Impact of Metaverse on HR 

The Metaverse, a virtual shared space where users interact with each other and digital objects in a 

computer-generated environment, is poised to revolutionize the future of work and HR practices. As 

technology continues to advance, the Metaverse presents both opportunities and challenges for HR 

professionals worldwide. In this section, we will explore the potential impact of the Metaverse on HR in 

the context of talent acquisition, employee engagement, and organizational culture. 

 

A. Talent Acquisition in the Metaverse 

The Metaverse offers HR professionals innovative ways to attract and recruit talent from around the 

globe. Virtual job fairs, career expos, and recruitment events hosted in the Metaverse provide 

organizations with a platform to showcase their employer brand and engage with potential candidates in 

immersive virtual environments. Job seekers can explore virtual job booths, interact with company 

representatives, and participate in virtual interviews—all from the comfort of their homes. 

 

Moreover, the Metaverse enables organizations to assess candidates' skills and competencies through 

interactive simulations and virtual assessments. For example, companies can create virtual work 

environments where candidates can demonstrate their problem-solving abilities, teamwork skills, and 

creativity in real-time scenarios. By leveraging the Metaverse for talent acquisition, HR professionals 

can broaden their reach, reduce recruitment costs, and identify top talent more efficiently. 

 

B. Employee Engagement in the Metaverse 

In an era of remote work and distributed teams, the Metaverse offers HR professionals new opportunities 

to foster employee engagement and collaboration. Virtual offices and meeting spaces in the Metaverse 

provide employees with a digital environment where they can connect with colleagues, attend team 

meetings, and collaborate on projects in real-time. These virtual spaces can be customized to reflect the 

organization's culture and values, creating a sense of belonging and community among remote 

employees. 
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Furthermore, the Metaverse allows for immersive and interactive employee training and development 

programs. Instead of traditional classroom-style training sessions, employees can participate in virtual 

workshops, simulations, and role-playing exercises designed to enhance their skills and knowledge. By 

gamifying learning experiences and incorporating elements of virtual reality, HR professionals can 

create engaging and impactful training programs that resonate with employees. 

 

C. Organizational Culture in the Metaverse 

As organizations embrace the Metaverse, HR professionals must consider its implications for 

organizational culture and identity. Virtual work environments in the Metaverse may challenge 

traditional notions of workplace culture, requiring organizations to redefine their values, norms, and 

communication practices in a digital context. HR professionals play a crucial role in shaping and 

nurturing a positive and inclusive virtual culture that reflects the organization's core values and promotes 

collaboration and innovation. 

 

Moreover, the Metaverse blurs the boundaries between work and leisure, raising questions about work-

life balance and well-being. HR professionals must establish clear policies and guidelines to ensure that 

employees can disconnect and recharge outside of virtual work environments. Additionally, HR teams 

may need to provide support and resources to help employees navigate the challenges of virtual work, 

such as virtual fatigue and isolation. 

In conclusion, the Metaverse holds immense potential to transform HR practices and the future of work. 

By embracing virtual recruitment methods, fostering employee engagement in virtual environments, and 

nurturing a positive virtual culture, HR professionals can harness the power of the Metaverse to drive 

organizational success in the digital age. However, they must also be mindful of the challenges and 

complexities inherent in virtual work and take proactive steps to address them. As the Metaverse 

continues to evolve, HR professionals must remain agile, innovative, and forward-thinking in their 

approach to HR management. 

 

Strategic HR Value Chain Model:  

In the vibrant tapestry of modern business, it's the people who bring color, energy, and purpose to every 

organizational endeavor. Their talent, dedication, and creativity are the beating heart of success, 

propelling organizations forward in their quest for excellence. At the center of this human mosaic lies 

Human Resources (HR)—a vital force that cultivates, empowers, and celebrates the diverse talents and 

aspirations within an organization. 

 

Enter the Strategic HR Value Chain Model—a compass guiding organizations on a journey of unlocking 

human potential, fostering growth, and nurturing a culture of fulfillment and achievement. This model is 

not just about processes and procedures; it's about the people—each one valued, supported, and 

encouraged to thrive. 

 

Imagine a workplace where every employee feels not just a part of the team, but a cherished member of 

a close-knit family. Picture an environment where growth isn't just a corporate goal, but a shared journey 

of discovery and development. This is the promise of the Strategic HR Value Chain Model—a promise 

rooted in the belief that when people are at the forefront, success naturally follows. 
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1. Talent Acquisition and Deployment: 

Objective: Attract and deploy talent that aligns with organizational goals and values. 

Measurable Metrics: 

        Time-to-fill:  Measure the time taken to fill open positions, indicating recruitment efficiency. 

        Quality of hire:  Assess the performance and fit of new hires against predefined criteria. 

        Cost-per-hire:  Calculate the cost incurred to recruit and onboard new employees. 

 

2. Learning and Development: 

Objective: Develop employee skills and competencies to enhance performance and drive organizational 

growth. 

Measurable Metrics: 

        Training effectiveness: Evaluate the impact of training programs on employee performance and 

behavior. 

        Skills proficiency: Assess employees' proficiency levels before and after training interventions. 

        Return on investment (ROI) of training: Determine the financial impact of training initiatives on 

organizational outcomes. 

 

3. Performance Management: 

    Objective: Set clear performance expectations, provide regular feedback, and recognize and reward 

high performance. 

    Measurable Metrics: 

        Key performance indicators (KPIs): Define and measure KPIs aligned with organizational goals 

and job roles. 

        Performance ratings: Assess employee performance against predefined criteria and performance 

standards. 

        Employee engagement scores: Measure employee engagement levels and correlation with 

performance ratings. 

 

4. Total Rewards and Compensation: 

    Objective: Design and implement competitive compensation and benefits packages to attract, retain, 

and motivate employees. 

Measurable Metrics: 

        Total compensation package: Calculate the total value of compensation and benefits provided to 

employees. 

        Compensation competitiveness: Benchmark compensation levels against industry standards and 

competitors. 

        Employee satisfaction with rewards: Measure employee satisfaction with compensation, benefits, 

and recognition programs. 

 

5. Employee Engagement and Well-being: 

    Objective: Foster a positive work environment, promote employee engagement, and support employee 

well-being. 
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    Measurable Metrics: 

        Employee engagement survey results: Measure employee perceptions of job satisfaction, 

organizational commitment, and willingness to recommend the company as a great place to work. 

        Employee turnover rate: Calculate the percentage of employees leaving the organization 

voluntarily. 

        Health and wellness program participation: Track employee participation in health and wellness 

initiatives and programs. 

 

6. HR Analytics and Insights: 

    Objective: Utilize data analytics to gain insights into workforce trends, inform decision-making, and 

drive HR strategy. 

    Measurable Metrics: 

        HR metrics dashboard: Monitor key HR metrics such as turnover rate, employee engagement 

scores, and recruitment metrics in real-time. 

        Predictive analytics accuracy: Assess the accuracy of predictive models in forecasting workforce 

trends and future HR needs. 

        Impact of HR initiatives: Measure the impact of HR interventions on organizational outcomes such 

as productivity, profitability, and customer satisfaction. 

 

7. Strategic HR Alignment: 

    Objective: Ensure alignment between HR practices and organizational goals to maximize 

organizational performance and effectiveness. 

    Measurable Metrics: 

        HR alignment score: Assess the degree of alignment between HR strategies and organizational 

objectives based on key performance indicators. 

        HR agility index: Measure HR's ability to respond quickly and effectively to changes in the 

business environment. 

        Strategic HR contribution: Quantify the contribution of HR practices to achieving organizational 

goals and objectives. 

 

The Strategic HR Value Chain Model provides a specialized and measurable framework for HR 

professionals to align HR practices with organizational objectives, measure outcomes at each stage of 

the HR value chain, and demonstrate the strategic impact of HR on organizational performance and 

effectiveness. By focusing on measurable metrics and outcomes, HR professionals can effectively 

evaluate the effectiveness of their HR practices and make data-driven decisions to drive organizational 

success. 

Implementing the Strategic HR Value Chain Model requires a structured approach and collaboration 

across various functions within the organization.  

Here's a step-by-step guide on how an organization can implement this model effectively: 

 

1. Assess Current State: 

 

https://www.ijsat.org/


 

International Journal on Science and Technology (IJSAT) 

E-ISSN: 2229-7677   ●   Website: www.ijsat.org   ●   Email: editor@ijsat.org 

 

IJSAT25023401 Volume 16, Issue 2, April-June 2025 8 

 

    Conduct a comprehensive assessment of the organization's current HR practices, processes, and 

systems. 

    Identify strengths, weaknesses, opportunities, and threats (SWOT analysis) related to HR 

management. 

    Gather feedback from employees, managers, and key stakeholders to understand their perspectives on 

HR effectiveness and areas for improvement. 

 

2. Define Organizational Objectives: 

    Align HR objectives with the organization's overall strategic goals and priorities. 

    Define key performance indicators (KPIs) and measurable outcomes that reflect the desired impact of 

HR practices on organizational success. 

    Ensure clarity and alignment of HR objectives with business objectives to drive strategic alignment 

and focus. 

 

3. Design HR Value Chain: 

    Map out the HR value chain based on the Strategic HR Value Chain Model, identifying key stages 

and processes from talent acquisition to HR analytics. 

    Define the objectives, activities, and measurable metrics for each stage of the HR value chain. 

    Develop standardized processes, procedures, and guidelines to ensure consistency and effectiveness 

across HR functions. 

 

4. Invest in Technology and Analytics: 

    Invest in HR technologies and analytics tools that enable data-driven decision-making, monitoring, 

and evaluation of HR performance. 

    Implement HRIS (Human Resource Information Systems), learning management systems, 

performance management tools, and analytics platforms to support HR processes and initiatives. 

    Provide training and support to HR professionals on using technology and analytics tools effectively 

to drive HR performance and outcomes. 

 

5. Develop Talent and Capability: 

    Invest in talent development and capability building for HR professionals to equip them with the 

skills, knowledge, and competencies required to implement the Strategic HR Value Chain Model. 

    Provide training, workshops, and certifications on HR best practices, strategic alignment, data 

analytics, and technology utilization. 

    Foster a culture of continuous learning, innovation, and collaboration within the HR team to drive 

excellence and effectiveness in HR management. 

 

6. Implement Performance Management System: 

    Implement a robust performance management system that aligns individual and team goals with 

organizational objectives. 

    Define clear performance expectations, set SMART (Specific, Measurable, Achievable, Relevant, 

Time-bound) goals, and provide regular feedback and coaching to employees. 
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    Evaluate employee performance based on predefined criteria and KPIs, recognizing and rewarding 

high performance and addressing performance gaps proactively. 

 

7. Monitor, Evaluate, and Iterate: 

    Establish regular monitoring and evaluation mechanisms to track progress, measure outcomes, and 

identify areas for improvement. 

    Review HR metrics, analytics, and performance indicators regularly to assess the effectiveness of HR 

practices and initiatives. 

    Solicit feedback from employees, managers, and stakeholders to gather insights into HR performance 

and identify opportunities for enhancement. 

    Iterate and refine HR strategies, processes, and practices based on data-driven insights and feedback 

to drive continuous improvement and optimization. 

 

8. Communicate and Engage: 

    Communicate HR objectives, initiatives, and outcomes transparently and effectively across the 

organization. 

    Engage employees, managers, and stakeholders in the HR transformation process, soliciting their 

input, participation, and support. 

    Foster open communication channels, feedback mechanisms, and forums for dialogue to ensure 

alignment, collaboration, and engagement in HR initiatives. 

 

By following these steps and adopting a systematic approach, organizations can effectively 

implement the Strategic HR Value Chain Model, align HR practices with organizational objectives, and 

drive tangible results in terms of organizational performance, employee engagement, and HR 

effectiveness. Continuous monitoring, evaluation, and iteration are essential to ensure ongoing alignment 

and optimization of HR practices with evolving business needs and objectives. 

 

Conclusion 

In navigating the complexities of contemporary business landscapes, organizations are increasingly 

recognizing the pivotal role of Strategic Human Resource (HR) Management in driving sustainable 

growth and success. The implementation of the Strategic HR Value Chain Model underscores the 

transformative potential of aligning HR practices with organizational objectives, measuring outcomes at 

each stage of the HR value chain, and fostering a culture of continuous improvement and innovation. As 

we conclude this discourse on strategic HR management, it becomes evident that the strategic alignment 

of HR practices with organizational goals is not merely an aspiration but a fundamental imperative for 

organizations striving for excellence in the 21st-century global economy. 

 

Measurable Results and Data-Driven Decision Making 

The Strategic HR Value Chain Model's emphasis on quantifiable results and data-driven decision-

making is essential to its efficacy. Organizations may obtain practical insights into workforce trends, 

performance indicators, and HR effectiveness by using a methodical approach to HR management and 

utilizing HR analytics tools and approaches. HR practitioners may track progress, pinpoint areas for 
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development, and make well-informed decisions to maximize HR strategies and practices by utilizing 

HR metrics dashboards, predictive analytics models, and impact assessment approaches. 

 

Innovation and Constant Improvement 

In the fast-paced, cutthroat corporate world of today, striving for greatness is a continuous process rather 

than a final goal. A culture of innovation and constant improvement is embodied by the Strategic HR 

Value Chain Model, where HR procedures are improved and adjusted iteratively to meet shifting 

business requirements and new trends. Organizations may unlock the full potential of their HR 

department, spur innovation, and achieve long-term sustainable success by cultivating a culture of 

learning, experimentation, and collaboration. 

A Human-Cantered Method for HR Administration 

 

The Strategic HR Value Chain Model emphasizes the continued significance of the human element in 

HR management despite the quickening pace of automation and technological innovation. HR 

practitioners must maintain a human-centric strategy that prioritizes empathy, diversity, and employee 

well-being above and beyond the metrics and data. By placing a high priority on employee development, 

engagement, and happiness, businesses can create a productive work environment that draws top talent, 

encourages creativity, and builds high-achieving teams. 

 

The capacity of HR management to develop, adapt, and innovate in response to new possibilities and 

challenges is crucial for its future, as is clear when we consider the strategic imperatives listed in the 

Strategic HR Value Chain Model. In the digital age, organizations will continue to be guided by the 

human-centric approach to HR management, the strategic alignment of HR practices with organizational 

objectives, the focus on quantifiable outcomes and data-driven decision-making, and the dedication to 

continuous improvement and innovation. 

In conclusion, companies looking to maximize their effect on organizational performance and optimize 

their HR processes should use the Strategic HR Value Chain Model as a framework. In an increasingly 

dynamic and competitive economic world, companies may unleash the potential of their staff, spur 

innovation, and achieve sustainable development and prosperity by adopting strategic HR management 

practices. 
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