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Abstract: Understanding how human resource management is in different contexts is very 

important. Because the success of an organization in achieving its final goals is closely related to 

the understanding of HR managers before implementing governance efforts in the field, one of 

which is applying HR in the international business industry. To understand and apply these human 

resources, we have done a series of electronic data searches. We focus our search on international 

publications through data searches based on the Google Scholar application and other electronic 

data sources that we systematically choose between 2010 and 2021 issues. Then we analyze the 

data by involving the coding system, evaluation, and in-depth interpretation to get answers to the 

research questions of this study with valid and reliable findings. HR management is also critical in 

international business and industrial practices, as is HR in a national context. The difference is 

that HR management is more stringent in the context of human resources in the international 

business Process design is highly structured in a company to ensure the successful and productive 

use of human resources by ensuring that it achieves borderless, territorial, and adaptable goals to 

all conditions, cultures, and geopolitics. 
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INTRODUCTION 

Understanding how to organize human resources in a company is essential and must be done effectively in order 

for them to be productive. (Pieper, 2012; Taylor et al., 1996; Schuler & Rogovsky, 1998; Adler & Ghadar, 

2012). If the organization does not design as expected, it will be difficult for the organization to create and 

compete with its competitors, let alone moving globally. Therefore, understanding HR management is an 

essential component of an organization to stay ahead and reduce employee turnover. In understanding HR 

management, HR governance focuses not only on vacant vacancies but also on the ins and outs and specific 

issues related to vacancies. In this way, HR management must also focus on creating existing workers' 

capabilities through innovative preparation programs so that workers are equipped with the skills needed to 

achieve company goals. According to DeCenzo et al., (2016) HR governance is a way to break through and 

recognize the accessibility and HR needs to achieve their goals; profit and sustainability. 

Futhermore, Judge et al., (2013) HR structuring is an orderly manner that aims to predict the needs and 

accessibility of representatives in the future, both in number and type, with the aim that HR management can get 

ready for the implementation of additional registrations, choices, preparations, and exercises correctly. So as a 

whole, HR structuring is a cycle to ensure the accessibility of labor with the ability, capacity, and experience by 

social needs. For that matter, Allen et al., (2013) said that because the motivation behind the preparation of HR 

was to ensure the compatibility between one job and another, both in terms of the quantity and quality required. 

This interaction depends on the organic market concerning the organization's HR. 

There are several advantages for organizations that complete the arrangement and management of their HR, 

which include expecting the need for a workforce with different abilities in the future. (Jyoti, 2019; Ahmad, 

2015; Masri & Jaaron, 2017). 

The HR group can work proactively in finding a balance of employee entrants to achieve an ideal vision and 

mission of the organization. In this way, HR governance will provide ideal results for the organization and all 

employees, meanwhile following the current HR planning process and labor supply. Iles et al., (2010) said that 
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competent HR management in multinational companies in China must define differences and drivers to achieve 

company goals. (Scullion & Collings, 2011; Gallardo-Gallardo et al., 2013; Al Ariss et al., 2014). The initial 

step that can be taken in HR arranging is to record the accessibility of existing HR in the organization—

beginning from the number of laborers, limit and capacity, instructive foundation, execution to their latent 

capacity. From this information, the HR group can discover how HR arranging is generally proper for the 

organization. 

After collecting current HR information, the next stage is to assess the workforce needed for what is to come. 

(Organization, 2016). In this development, different HR factors such as reducing human resources, opportunities 

to open up, progress, transfer of workers must be considered. A needs assessment is carried out to find the type 

of HR that the organization needs, including increasing the number or increasing the quality of HR, while an 

accessibility assessment is completed to find which HR needs work and is suitable for registration. Of course, 

the size of the human resources currently needed also considers the current condition of the human resources 

that the organization has for accuracy and effectiveness. 

The system and implementation of HR governance after knowing the deficiencies in assessing HR prerequisites 

can now build development techniques based on HR requests that are judged to have been made with the 

techniques used to provide positive answers to the lack of HR problems in organizations such as companies. 

(Armstrong & Taylor, 2020; Boxall et al., 2007). The HR role can complete the movement, registration, 

rethinking, preparation, HR board of directors and changes to the HR development-related approach towards 

improvement. Under the same conditions, companies can also use counseling services to limit negative 

responses, especially those related to legal and regulatory issues through assessment and monitoring. If the 

organization has a proper HR arrangement and is executed ideally, the next stage is assessing and observing its 

HR. Companies can occasionally assess the techniques that have been carried out. This last interaction will 

provide a clear picture of how HR functions and meets organizational and company targets. If inconsistencies 

are later found, they tend to be corrected or changed so that HR development will continue to occur. (Van Buren 

III et al., 2011; Jackson et al., 2014; Voegtlin & Greenwood, 2016). 

As a rule of human resource stacks, a portion of the time recommended as about HRM is a general term that 

combines all parts of HR association, finance, and cutting head examinations dealing with the overall scale of a 

firm's organization. (Liu et al., 2021; Junfang & Shan, 2021). Part of the member's human resources in the 

overall arrangement? As is customary the rule of thumb, the HR supervisor is responsible for securing new 

delegation assurances, organizing unexpected new developments, benefits, and legitimate consistency just like 

some other HR package, to whatever degree they do so on an overall scale. What are the five-part guidelines for 

council human resources rules?. (Greer, 2021; Cummings & Worley, 2014; Caldwell et al., 2008). To 

disseminate it in essence, human resource practice is underrun with five focus cutoffs of focus: staffing, 

development, compensation, prosperity and achievement, and skillset and working relationships. What practices 

are the basis for the council's human resources?. 

Inviting the implementation of an unregulated economy where competition and globalization are the main 

qualities, the importance of human resource accessibility with high seriousness is an unquestionable need. The 

reasons for excellence have changed from traditional ways of dealing with contemporary methodologies to 

scientific capital based on specific information, such as imagination, development, authoritative learning, and 

vital abilities.  

Porsteinsson et al., (2014) stated that this change in perspective had generated information for boards seen more 

overwhelmingly as an essential asset that is important to outperforming people, units, divisions, and 

associations. Likewise, Bonevski et al., (2014) revealed that supervising information is sufficiently related to 

representatives, recognizing worker information, storing and offering in groups, and improving and 

acknowledging developments. As shown by Dozier et al., (2013) say that a significant source of advantage for 

any association should lie in the HR department and how to monitor it. 

HR work is expected to accept all developments that occur. The company has a significant role and can 

influence progress and the association's capacity to digest information; the association can improve better 

considering the association has a division or foundation of innovative and modern work. As indicated by 

Bryson, (2018) a company must have the main thing is developing development through strengthening human 

resources. Compatible associations can learn and be imaginative; this can be imagined if cooperation as a 

different information exercise (information sharing) within the foundation is carried out appropriately. 

Entering the realm of international business, to survive, corporate organizations must have the option to compete 

in the world market. (Blowfield & Murray, 2014; Kinicki et al., 2011; Fleming, 2012). This is because more and 

more companies are entering the world market by trading their goods, establishing offices in various countries, 

and joining unknown corporate unions. Accordingly, these organizations must bring together business sectors 

worldwide, remain alert to opposition abroad, call on a global workforce, and plan workers for assignment on a 

world scale. (Sanusi et al., 2020). An unknown nation can provide other market businesses with millions of new 

clients. Another explanation that organizations will generally organize overseas assignments is that labor costs 

can be reduced-for example, the month-to-month compensation in China is almost the equivalent of a regular 



Nining Purwatmini et al / Understanding Human Resource Management in Global Industry Practices: 
Systematic Review of International Publication 

Journal of Contemporary Issues in Business and Government | Vol 27, Issue 3, 2021                                1977 

day-to-day wage in America. (Brynjolfsson & McAfee, 2014; Fullan, 2007).  Advances in IT also play a role in 

business coherence around the world. Advances in innovation and exchange make it easier for organizations to 

occupy suitable positions around the world. Groups of workers from different time regions can continue the 

business by isolating them on a regional basis or as their subject matter shows. (Ruggie, 2013; Wisor, 2015). 

In plain view, the reasons behind the importance of understanding the behavior and actions of international 

business are because there are more and more influential business organizations, perhaps where study and work, 

Jalil et al., (2010) have conducted operations at the international level and are influenced by the global economy, 

so that is when human resources are required to be of world standards. To become acquainted with the latest 

business techniques and tools, all people engaged in this field must be proactive in finding out and applying 

them. As professional arrangements between countries enforce this worldwide business action, human resources' 

readiness must also be aligned and inline. (Terry, 2011; Weeden, 2015). 

Economic work patterns and agreements support exchanges worldwide, which naturally drive the expansion and 

change of demand for human assets with skilled human resources. Companies with employees and providers in 

different countries need human resources who understand these clients and providers. Bonet et al., (2013) 

associations working in different countries need to understand the laws and guidelines that apply in that country. 

They should have the option of changing the human asset settings in such away. Organizations must have the 

option of delivering their training to the entire global workforce. Different worldwide exercises expect 

administrators to understand human asset standards as a dominant practice in the business sector worldwide. 

(Organization, 2013). 

Several views usually occur when setting up HRM, including sharing the correct abilities depending on the 

situation (not paying too much attention to geographic areas). Dissemination of information and progress was 

scattered throughout the company, which did not think much about the starting point. Difficulty in identifying 

and increasing capacity in all global areas and efforts to understand who is the best to tackle and build capacity 

was essential. As shown by Adler & Ghadar, (2012) the HRM test is a climate that affects significant changes in 

a monetary and mechanical changes. Accessibility and nature of the workforce. Uneven labor force 

development, segment problems, family-work balance, adjustment and consolidation, hierarchical acquisition. 

 

Indonesian Human Resources 

Indonesia's Human Resources Advancing in the Digital Age. Indonesia is currently facing a reward segment that 

must end in 2037. However, this segment's reward is not obtained but requires primary needs, especially the 

quality and severe accessibility of human resources. (Sparrow et al., 2016; Collings et al., 2018). On the way to 

preparing HR advancing, Indonesia faces several difficulties that must be observed in the reward segment, 

including improvements that must be focused on individuals and the government. (Oey-Gardiner, 2011). 

Besides, the quantity of individuals with adequate human resources living in the metropolitan zone is given 

more attention, so that It is essential to control urbanization and supervise a relocation. Consequently, it is 

entirely acceptable with current government approaches, for example, by providing reliable city support to have 

options to control the rate of population development. Moreover, family values are maintained and comfortable 

relationships between ages. 

Current Indonesian human resources according to Muda, (2014) there are several focuses on human 

improvement in 2020 that will be achieved, especially HDI 7.25, economic development 5.6, poverty rate 9.0 

9.0, unemployment rate 5.1 5, so that in 2020 RKP, improvement and development of human resources to 

become quality. Today, inevitably, Indonesian human resources live in the era of the Industrial Revolution 4.0, a 

time that has never been imagined, considering there are difficulties that must be faced at this time. Whereas 

previously, every job to build the economy, every 1℅ of financial development, had the option to open 200,000 

open door jobs. (Udin, 2020). However, currently, in the era of Industry 4.0 unrest, every one℅ financial 

development is only ready to open 75,000 open door jobs. While consistently, there are around 31 million job 

seekers who are looking for new vacancies. 

There can be no other decision for the country's human resources other than building a primary industry within 

4.0 this time. To answer provocations related to the 4.0 Industrial Revolution, Azmar, (2018), Putra et al., (2020) 

public authorities will target the five expected mechanical fields, including food and beverages, materials, cars, 

electronics, and compounds. These fields will need to have options to retain 3.1 million job seekers consistently, 

and there will be many skills that will be needed. For this reason, the reconstruction of education plans and 

exploration for improvement, especially the progress of polytechnics, need to be sharpened. (Marlina et al., 

2019). According to information, there are consistently 3.7 million alumni of secondary schools, vocational 

schools, and religious schools, 1.9 million are required to receive further education, and the remaining 1.8 

million become new job seekers with low abilities and fewer vacancies 4.0. Also, 1.3 million further education 

graduates enter the job market every year. (Nukhairi, 2020). In this way, the Ministry of Manpower needs to 

oversee 3.1 million new workforces, not a simple number. 

Face the progress of the Industrial Revolution 4.0, Indonesian human resources must be severe and need to plan 

talented human resources to overcome labor market problems. (Irawan, 2019). Since many university graduates 
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are more concerned about degrees than abilities, it is essential to educate the general public. To focus on fitness, 

not on the degree of confirmation. (Perdana, 2019). This condition analyzes the demand and supply of 

vocational high school graduates to meet special workers' demands. 

 

METHOD 

The purpose of this systematic review study was to gain a deep understanding of how the human resource 

structure (HR) is in a business or industrial environment at the international level. First, we searched secondary 

data sources using electronic search methods based on HR and business management publications in national 

and international journals. We got based data from Google Scholar and other electronic-based data. We then 

formulated a study research question by considering whether a systematic review was required before 

commencing this study. 

Then we developed a research protocol. Then we determine the qualitative design of this study. Data analysis 

was then extracted from the data that involves a coding system, evaluation, and in-depth interpretation to obtain 

valid and reliable data findings. To get the latest data, we are targeting publications published between 2010 and 

2021. All the search processes to the analysis and collating of data, we follow the direction of a qualitative 

review of the systematic review of HR and international business de Haan, (2019) in another "A systematic 

review of qualitative studies in workplace and executive coaching: The emergence of a body of research." 

 

RESULT 

As we stated in the introduction, our review study aims to gain an in-depth understanding of HR governance in 

various international business complexes through systematic reviews of dozens of articles published by our 

selected international journals. In this section, we only report the pure findings data, while the discussion and 

interpretation of this study's findings will be reported in this study's discussion section. We take this based on the 

advice of experts. Baskerville et al., (2018) said that scientific research results are findings in response to a 

balance between factual questions and answers in theory. So we see this as a process of organizing and grouping 

good information about activity based on facts through the efforts of the researcher's mind in processing and 

analyzing research objects or topics systematically and objectively to solve a problem or test a hypothesis so that 

readers can get information on answers to questions in a study. (Ceulemans et al., 2015).  

Adler & Ghadar, (2012) found our first search results that examined strategic human resource management that 

they view in the context of global business activities. Their paper is included in the review of executives' HR 

assets. The Indian programming industry has undergone sensational developments over the last twenty years, 

and India relies on its people to support this ready-to-use HR for the global industry's needs. Given the 

substance investigation of 25 cases, this paper distinguishes several human assets, board difficulties: supervising 

HR in ready-to-use groups worldwide, shortage of well-informed and skilled programmers, nature of under-

talented workers, absence of many frameworks. Moreover, the human resource cycle being created, high worker 

turnover, a lack of alignment between serious and fun activities, and issues related to treaty representation use. 

This paper builds a model for monitoring development that connects various factors from a study seeking a new 

understanding of India's international arena's human resource development programs. The same study also came 

from Martin et al., (2016). 

Gannon et al., (2015) also searched for understanding human resources at the international level with a study of 

strategic human asset boards with a view to the hospitality and hospitality industry worldwide. Three 

methodologies have been proven to manage essential human assets in the field of business HR. The study 

explores the evidence for synchronous or mixed acceptance of this methodology by eight contextual 

investigation firms in the lodging industry worldwide. The study obtained important input that there is a gap 

between SHRM education and explicit industry demands. The study results acknowledge that where an 

organization or industry demands excellence from its HR and HRM preparation. Those industries have built 

several unmistakable HRM mediations, although somewhat complicated but coordinated. So that in the future, 

the HRM outcome products and the demands of the world of work or industry already have a shared 

understanding and action. 

Likewise, Zheng, (2013) evaluated and extended the study on HR governance expertise for multinational 

companies. This paper targets the study of several important human assets around the world where executives 

prepare the existing human resources. The study also raised the lack of human resources to apply directly to 

developing global companies, especially those operating in Brazil, Russia, India, China, and South Africa. To 

complement the significant human assets around the world today, organizational structure, key factors 

applicable to developed economies with a model that includes all the skills in demand by developing global 

organizations through several recommendations of the study findings. It was recognized that the proposed model 

would better suit the progress of the multinational companies currently on the move, and the caution was arising 

from supervisors around the world to overcome some of the difficulties of boards of directors in international 

corporate environments. 
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Festing et al., (2015) examines gender - a clear advantage in executives worldwide' work scene by investigating 

men and women in the global business fabric. The global execution of executives (GPM) has significant 

consequences for the success of women professionals. Their study found that the trend of female resources did 

not coordinate with more male-dominated GPM training. Astonishingly, this study's results state that this 

contrasting sexual orientation does not fluctuate as indicated by the social basis. This discovery has significant 

consequences for organizations worldwide, which means having capable women will affect its productivity. The 

findings could explain the vocation of a restricted movement of women regularly and significantly influence 

global organizations trying to accommodate more women's representation. 

The findings of Cooke et al., (2019) who understand how far global HRM has gone through a detailed survey of 

global organizational studies (2000-2014). This article surveys the current situation with research on global 

companies (MNCs) in HR assets worldwide written by executives (IHRM). This study expands the number of 

unspoken exiles, the rise of MNCs from the developing business sector, and the development of elective 

transnational financial support may change the area of demand. In growing significant new areas, demand 

studies and expand existing ones. Much knowledge can be drawn from this study that there is a relatively little 

institutional investigation to assess how far the industry's HR governance is globalized. 

Sekiguchi et al., (2016) examined human resources worldwide, especially in all Japanese companies' leading 

industry groups, challenges, and future courses. Japan-wide organizations (MNCs) drew input from achieving 

firm-wide data until the mid-1990s. However, lagging HR examples have presented various problems, expect 

variation for worldwide human resources, chiefs (IHRM), and other organizational practices. In overseeing the 

final changes in multinational companies' IHRM, Japan focused on 'deep internationalization' at headquarters 

and 'external internationalization' in new assistants. They developed constructs that explained this cycle through 

the assessment of Japanese multinational organizations and companies. Also, they saw future investigative 

avenues for a more significant appreciation of Japanese IHRM and created new data on Japanese HR 

development in many international representative offices. 

Brewster et al., (2016) study flow intersections through HRM in businesses worldwide and similar HRM. This 

paper analyzes the contrast between the global HRM boom centered around relative HRM and those centered 

around HRM in businesses worldwide (MNEs). More explicitly, we audit how parts of time, interaction, and 

organization have been treated in the two schools and argue that the schools should primarily be created in 

isolation rather than mutually educational. Based on this investigation, we propose a screening plan that 

illustrates how these intersections of flows can drive hypotheses and experimental observations in HRM in 

MNEs and similar HRMs, to the advantage of both. 

Tung, (2016) presents new thoughts on how human resource governance is related to multicultural business 

team solutions. This study aims to examine the expatriate system's traditional way, the company's professions, 

and which are self-initiated. His paper also understands how this new view will function the work program to 

ensure future HR governance. The findings of this study also look at how absorption capacity is in the mobility 

of multinational people. Finally, it is concluded that this study finds a new understanding of the pattern, nature, 

scope, and reasons for the consolidation of human resources towards business between countries. 

Tiwari, (2013) examines the ways of managing HR in offices and global businesses. In modern times the 

companies and state and business representative offices do not shut themselves off from one country to country. 

This study understands that the company is not an aspect of strategy, framework, or mechanism but about 

human governance in achieving business goals. So the management of international human resources has 

changed the focus from the initial way to a new way where all commercial organizations need effective and 

dynamic HR. All international companies will be interested in effective human resource governance practices 

sensitive to wisdom, cultural customs, and self-adjustment to gain a competitive advantage in international 

relations. Nowadays, the organization needs to play; click here to go to the following organization page. The 

following company is a challenge for HRM in managing the global business world. That is, for example, the 

importance of reliable and trustworthy human resources. 

Closing this finding is the findings of Horwitz, (2015) regarding HR executives in global organizations in 

Africa. Regular writing reviews have these investigations that provide efficient writing surveys from a logical 

point of view and experimental observations on human assets' strategies and practices in organizations 

worldwide (MNCs) in Africa. There is a need to 'assess the situation' of the exploratory distribution of HRM in 

MNCs in Africa both mentally and fundamentally. The survey distinguishes between investigative methods and 

topical methodologies in the writing of HRM in MNCs in Africa. The results offer assistance for specific test 

writing groups. These are questions of interest and inspiration to MNCs, close political economy and 

institutional hypotheses, labor market and HRM examination methods, social ideals of original administrative 

thought, and a research body of HRM practice. Zones for additional exploration are distinguished. 

 

DISCUSSION 

Starting from discussing the results of this study, we would like to remind us again that the primary purpose of 

this review of this publication is to get a specific understanding of how the role and effectiveness of human 
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resource management for companies and businesses in an international context through reviewing scientific 

publication journals as evidence of previous studies generally. 

The study of human resource governance in the business context between countries is critical in increasingly 

global business practices. For this international scale business to be successful, it is necessary to strengthen 

adequate human resources. Efforts to manage HR in an international business context constitute the process of 

implementing recruitment, capacity building, and recognition of their existence in international institutions and 

bodies, which are now increasingly grounded. For this reason, the involvement of HR governance in all 

company contexts is needed, not only for the management of foreigners but also for all representatives of 

national citizens of the company so that they can really be adaptable and can go international together. A similar 

study was also tested by Sidani & Al Ariss, (2014) to institutionalize the drivers of international talent 

governance collaboration by proving the Arab Gulf region's context. Several publications that we have reviewed 

have confirmed our study's opinion that the importance and urgency of strengthening HR capabilities in the 

international business arena is. 

Because of human resources in international business, its existence is increasingly demanded to increase 

business productivity worldwide. Of course, big business is ready with the operational reputation that goes 

international, which continues to expand. This study's theme was carried out by Okoye & Ezejiofor, (2013) 

which impacts HR development productivity. However, each country has its trends and culture, such as patterns 

and ways of working that increase demands for rapid operational development in other parts of the world. The 

findings of several papers that we have reviewed prove that many companies that are not yet advanced have 

now begun to go national with success depending on the optimization of their human resources so that the 

ability to play a role in managing branches outside the country. 

So the findings of these findings require HR managers, especially target companies that are currently facing 

unstable governance challenges. For example, efforts to optimize productivity and product services and 

production projections can be coordinated simultaneously in all international representatives. This must start 

from preparing standardized human resources for international organizations that can adapt the control between 

the headquarter offices simultaneously with an adequate managerial appearance of local human resources. So 

every company must sharpen HR service policies and global governance systems Zaid et al., (2018).  

 

CONCLUSION 

Finally, we arrived after the study to review dozens of international publications on HR and international 

business demands from various geographic and perspectives. This study's findings have answered the study 

questions and accepted the hypothesis that international business best practice requires training and 

improvement of human resource management with skill and intelligence and adaptability to all international and 

regional conditions. With all the challenges and difficulties in the world of operations, the world's business 

organizations still demand the readiness of cutting-edge human resources supported by the dissemination of 

expertise, dissemination of knowledge, adaptability to international culture, and recognizing the effectiveness 

and productivity of company characteristics in different contexts and operations. 
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