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The increase in the pace of globalization has brought tremendous changes in business opportunities. This 
transformation caused by globalization has not only had an effect on all the department in an organization but also 
human resource management (HRM).The main objective of this paper examines the impact of globalization and the 

issues and challenges that confront the HRM in the global market and also its benefit to HRM. It also focuses on understanding the functions 
of HR and how it can transform itself and contribute in business operations and become a business partner. A quantitative approachwere in 
Twenty-one companies within Karnataka(India) was taken purposively which included manufacturing, IT, and service industry. There were a 
total of 254 respondents.Results provide insights that globalization has brought a drastic changes in the working system,culture, technology and 
tools of HR, increased the engagement level of HRprofessionals provided autonomy in their work and thus the human resource department can 
transform itself to be a strategic business partner.
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Introduction:
Globalization implies the opinion of local and nationalistic perspec-
tives to a broader outlook of aninterconnected and interdependent 
world with free transfer of capital frontiers. However, it does not in-
clude unhindered movement of labour and, as suggested by some 
economists, may hurt smaller or fragile economies if applied indis-
criminately. According to Arthur (1994) see globalization in the ten-
dency of businesses, technologies or philosophies to spread through-
out the world, or the process of making this happen. Otokiti (2004) 
.Greengard (1995) defined globalization asthe system of interaction 
among the countries of the worldin order to develop the global econ-
omy. Globalization refersto the integration of economics and societies 
all over the world. Globalization involves technological, economic, 
political and cultural exchanges made possible largely by advances in 
communication, transportation, and infrastructure. 

Effective HRM enables employees to contribute effectively and pro-
ductively to the overall company direction and the accomplishment 
of the organization’s goals and objectives.Human Resource (HR) pro-
fessionals in the Federal sector workforce are in a state of transition. 
“Outsourcing of human resource functions is expected to increase in 
2008 after remaining relatively flat since 2005,”The cumulative total 
contract value of human resources outsourcing (HRO) transactions 
reached $ 21.2 billion in 2006 and is expected to be $25.4 billion by 
the end of this year,” according to the study by the Everest Research 
Institute. Accenture, Convergys and IBM have gained significant HRO 
market share in terms of total contract value while Hewitt remains the 
market leader in terms of annual contract value, the study notes”. 

The root of all myths lie in the way,  that HR has been perceived by top 
line executives as ‘advocates’ and by shop floor workers as ‘manage-
ment’s stooge’. It is the prerogative of the HR professionals to remove 
these misconceptions by acting as a vital link between the strategic and 
operational functions in an organization. HR professionals should be 
considered valuable and sought by their peers for their knowledge and 
solutions, substantial changes in how they work and contribute. As the 
progression of development in HR field continues from the reputation 
of administrative managers to strategic consultants, this transition has 
been a challenge for many practitioners (Laabs, 1997). 

The essence of competitiveness is liberated when human resource  
believe on what  they think and do is important—and then get out of 
their way while they do it. Competitive advantage is the ability of one 
business to outperform other business; therefore organisations have 
to focus on each and every activity related to its business accordingly. 
The challenge today is not just retaining talented people, but fully en-
gaging them, capturing their minds and hearts at each stage of their 
work lives.” (Kaye,& Jordan 2003).The economic downturn that started 
in 2008 has had a substantial impact on decisions by management 
and employee engagement. Aligning employee values, goals aspira-
tions with those of the organisation is the best method of achieving 
the sustainable employee engagement. Increased emphasis on the 

need to improve the efficiency of HR services is leading to innovative 
approaches to redesigning HR delivery systems. 

However, evolving roles will require that HR professionals be respon-
sible first and foremost for understanding and furthering business 
needs. In order to provide useful information to managers, it is nec-
essary to evaluate the results generated by the design and imple-
mentation of personnel policiesthe diagnosis of improvement areas.
Similarly, Smith and Kelly (1997) believed that future economic and 
strategic advantage will rest with the organizations that can most 
effectively attract, develop, and retain diverse group of the best and 
the brightest human talent in the market place. Many HR (human re-
source) executives and managers are so busy taking care of their daily 
duties,which are generally administrative, that they neglect to consid-
er important issues that are coming down the road. This is a trap that 
any department can fall into, but it can be especially devastating for 
HR, which must battle decades of preconceived notions about the de-
partment’s ability to contribute to corporate planning.

Objective of the study:
Globalisation has brought Changes in business environment and this 
has substantially affected the approach to manpower and the sys-
tems and tools of HR department. Technological changes are promi-
nent among them, computer revolution, mechanization and automa-
tion of office operations, quick communication systems like satellite 
communication and facsimile introduction, electronic revolution, and 
such other new developments have revolutionized the vital areas of 
business.Thus this research paper involves three main research objec-
tive, they are:

1. To analyze the impact of globalization and the issues and chal-
lenges that confronts the HRM in the global market.

2. To examine the functions of HR and how it can transform itself 
and contribute in business operations and become a business 
partner

3. To understand any changes or development in the working envi-
ronment of HRM due globalization.

 
Methodology:
A quantitative approach was used to enable the researchers to col-
lect data. Permission was taken from the authorities concerned after 
explaining to them the purpose of the study. The criterion for par-
ticipation in this study was all HR employees. It is a study based on 
self-administered questionnaire with the top management, manag-
ers, executive of HR working in the Department of HR in Karnataka(In-
dia). Twenty-one companies were taken purposively which included 
manufacturing, IT, and service industry. There were a total of 254 re-
spondents.Care was taken to ensure privacy and they were assured 
confidentiality of their identity. The data collected were tabulated and 
analyzed using the statistical package SPSS (Statistical Package for the 
Social Sciences). Findings were described using proportions and per-
centages.



GJRA - GLOBAL JOURNAL FOR RESEARCH ANALYSIS  X 194 

Volume-3, Issue-7, July-2014 • ISSN No 2277 - 8160

Results and Discussion:

 

Figure 1 : Baseline Information
 
Figure 1 clearly shows that when it came to the size of the organiza-
tion, majority (60.6%)of participants have had an experience work-
ing in the organization between 0-5 years. 20.9% of the respondents 
were having between 6-10 years and 12.6% of the participants were 
between 11-15, 4.33% have 16-20 years of experience and 1.57% of 
the respondents have 20 and above of experience. 61.4% of the re-
spondents were males and 38.6% were female.

Majority 60.2% of the respondents were between 18-23 years 21.3% 
of the participants were between 24-29 years, 30-47 were 14.2% and 
48-53 above were 4.33%. . Majority 53.9% were executives,25.2% 
were Senior Executives,13% of the respondents were associate man-
agers, 4.33% were managers and 3.54% were senior managers.40.6% 
of the respondents were from manufacturing set up,28.3% were from 
service and 31.1% were from IT industry. 67.3% of the respondents 
supervised others and 32.7% did not supervise anyone.

 

Figure 2: Impact of globalization on HR department
 
Figure 2clearly shows that, out of 254 participants,majority(71.15%) 
agree and 28.85%highly agree that globalisation has improved the 
structure of HR.All the respondents(100%)agree that globalization has 
helped take stock, has improved the style, areas, growth, and chang-
ing role of HR. For the respondents, 71.15% agree and 28.85% highly 
agree that the HR department is complex and makes work difficult. 
The complexity associated with the new systemhas compelled the or-
ganization to implement it in a “big bang” manner (Thompson et al., 
2012).We can clearly see that 69.23% agree, 19.23% highly agree, and 
11.5% disagree that competency requirement has improved after glo-
balization. A majority (67.31%)of the participants agree, 15.38% high-
ly agree, and only 17.31% disagree that due to globalisationthe HR 
department collects information on HR and identify areas that need 
improvement. 

 

Figure3:Globalisation –Effect on HR functions
 
Figure 3 clearly states that 76.92% agree that globalization has helps 
in identifying potential candidate.Majority (76.92%) highly agree 
with a substantial percentage (23.08%) of the respondents agreeing 
that due to globalization the HR department has improved in  staff 

planning, identifying, and retaining employee capabilities. Majority 
(80.77%) agree that today the department does better recruitment 
and tracing competent employees through various system( HR Au-
dit, HRIS, Social websites). Nearly more than half of the respondents 
(76.92%) agree and23.08%highly agree that HR department has de-
veloped better training modules, 88.46% agree that payroll system 
has improved, 63.46% agree thatthere has been an improvement in 
performance record with 28.85% highly agreeing. Seventy-five per-
cent agree that globalization has helped improved absence manage-
ment system.

Out of 254 participants, 59.62% agree that there has been an im-
provement inthe scheduling system of HR, and 84.62% agree that 
today HR department has aclear understanding of HR process.Figure 
3 clearly shows that majority(67.31%) of the participants agree that 
manual processinghad been replace and this is because of the com-
petitiveness of globalization and also to reduce cost.

More than half of the participants (78.85%) agree that globalization 
has helped HR department in delivery of strategic competencies.Like 
what IBM did in which it served more than 1.2 million per year on 
printing and mailing There is an mixed opinion that agree (57.69%)
and disagree(42.31%) that the complexity of the system is under-
estimated.Majority (76.92%) agree and 19.23% highly agree that 
today there is an ability to realize value of human resource.Majority 
(76.92%) agree that HR department has aligned the needs associat-
ed with its range of operating system. There’s a small percentages 
(3.85%) who disagree.

Figure 4: Globalisation - HR as a Strategic Partner
The above figure 4 clearly shows that 77% and 93% of the respond-
ents  highly agree that globalisation has helped to formulate long 
term and short term goals 87% agree that this has inturn helped to 
formulate vision, plans and brought about improvement in assess-
ing the competency requirements for the department as well as the 
organization.Thus globalisation has attempted to assess the existing 
skills and the competency gaps in order to achieve the long-term 
business goals and short term results of the company.Majority(90%) 
of the participants agree that  due to globalization HR department 
helps to collect information and identify areas that need improve-
ment.

91% agree that the evaluation of HR audit has helped the organi-
zation to have a clear understanding of the lacunae and align the 
HR processes with business goals. The competencies may deal with 
technical aspects, managerial aspects, and people.It has helped in 
identifying the required competencies for future business goals this 
not only as increased quality of work but as also taken stock of things 
to improve HR for expanding, diversifying and entering into a fast 
growth phase.A majority (90%) of the respondents agree that globali-
sation has helped to engage their employees clearly and articulate 
the goal of HR department and have developed a “business plan” to 
achieve the same.

Conclusion:
HR is in a Transition stage the practitioner will have to develop oth-
ers within the organization to provide results that is rewarding to all 
stakeholders.  Although risk taking is not considered to be typical of 
HR professionals, the practitioner have to realize the similarities they 
have with other business professionals in the spirit of entrepreneuri-
alism.  Competencies can offer the HR practitioners an opportunity to 
define excellence and demonstrate the value they bring to their or-
ganizations. From this study it is clear that there has been an impact 
due to Globalisation on the roles, practices and functions of HR.HR 
professionals should have aspirations, develop strategies that an-
chors towards business, should be more matrixes driven, demonstrate 
hands-on competency in business matters by understanding global 
culture. HR professionals should join with managers in championing 
HR issues of an organization,should be confrontative, challenging as 
well as supportive, Global staffing and global leadership development 
are the two components of global human resources with the greatest 
potential for powerful leverage for global firms.HR should be more to-
wards e-HR. The department must be known as an Organization that 
anticipates change and understands what is necessary to implement 
it in HR Executives, must accept that Constant Learning and Skill en-
hancement are essential to their being Contributor to the Business. 
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Staying focused on Issues rather than on personalities.Developing 
web-based HR Business Partner Portal. So in order to manage increas-
ingly scarce human and intellectual capital the ultimate goal of HR 
should be this transformation  that is the integration of HR becoming 
good business people and business people becoming good HR peo-
ple.

REFERENCES Alan,Price.(2007).Human Resource Management in a Business Context.3rd Edition Thomson. | | Armstrong, M. (2004). A Handbook of Human 
Resource Management Practice, 9th Edition, South Asian Published. | | Arthur, J. B. (1994). "Effects of Human Resource System on Manufac-
turing Performance and Turnover".Academy of Management Journal. | | Bates.(2001).No experience necessary? HRMagazine, 46(11), 34-41. | 

| Bee, F., & Bee, R. (2002). Managing information and statistics London: Chartered institute of | personnel and development | | B.H. Hravey, (2000).“Technology, Diversity and 
Work Culture: Key trends in the Next Millennium”, HR magazine. | | Byham,W.C., Riddle,S,L.(1999).Outsourcing: A strategic tool for a more strategic HR. Employment Relations 
Today,26(1), 37-55. | | Corporate Leadership Council.,(2003).Developing HR Professionals for Strategic Partnership, Washington: Corporate Executive Board. | | Dave, Ulrich. “A new 
mandate for Human Resources”, Harvard Business Review, Jan-Feb 1998. | | Dave,Ulrich.,Michael, R. Losey.(1997).Tommorow’s HR Management. John wiley&sons publishers. | | 
David,Ulrich.,Wayne,Brockbank.,Jon,Younger.,Justin,Allen.,Mark,Nyman.(2009), HR Transformation: Building Human Resources from the Outside in.Mc,Graw-Hill Professional pub-
lishers. | | Frank, F,D.,Finnegan, R,P.,&Taylor.,C.,R. 2004 ‘The race for talent: retaining and | engaging workers in the 21st century’, Human Resource Planning, Vol 27, No 3, pp12-25. 
| | H,R,William.,C,Byham.(1999),Outsourcing: A strategic tool for a more strategic Employment, Relations Today, volume 26, Issue 1, pages 37–55. | | Jonathon,R,B., Halbesleben, 
M.,& Ronald, Buckley.2004 ‘Burnout in Organizational Life’ Journal of Management 30(6) 859–879 | | Laabs,J.J.(1997).Stay a step ahead with 5 key skills.Workforce,76(10), 56-65. 
Retrieved,April12,2014 from findarticles.com/p/articles/mi_hb4831/is_12_25/ai_n29063251/ | | Leigh,Rivenbark.(2005).The Future of Human Resource Management.HR Magazine. 
fromhttp://findarticles.com/p/articles | | Monappa., M. Engineer. (1999). “Liberalisation and Human Resource Management”, Response books, New Delhi | | Steve, Ballmer. (2010),HR 
as a Business Partner,HR Magazine Retrieved April 10, 2014 from http://findarticles.com/p/articles | | Steve, Bates. (2002).Facing The Future-Human Resource Management is Chang-
ing, HR Magazine Retrieved April10,2011,from,http://findarticles.com/p/articles/. | | V.S.P. Rao.(2009) Human Resource Management, Excel books, New Delhi. | | 


