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Abstract: The application of information technology in human resource management is driving a 
profound transformation in modern enterprise management models. This paper explores the role 
of information technology in improving recruitment efficiency, optimizing employee performance 
management, enhancing organizational collaboration, and promoting enterprise innovation. By an-
alyzing the current state of information management and typical use cases, the paper summarizes 
its positive impact on improving corporate management efficiency and achieving strategic goals. 
Additionally, this paper delves into the challenges enterprises face in applying information technol-
ogy, including data security, technology adaptability, and insufficient employee skills. Finally, 
based on technological development trends, recommendations are provided that rely on emerging 
technologies such as artificial intelligence and blockchain, aiming to offer a reference for the ongoing 
development of enterprise human resource management information systems. 
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1. Introduction 
With the rapid development of information technology, traditional human resource 

management models are facing increasing challenges, particularly in the context of ex-
panding enterprise scale and growing management complexity. Human resource man-
agement is not only about managing employees but is also a crucial guarantee for the 
implementation of corporate strategies. In this process, the introduction of information 
technology has brought revolutionary changes to human resource management, provid-
ing more efficient and intelligent management tools [1]. Information technology, through 
data integration, process automation, and intelligent decision-making, helps enterprises 
optimize resource allocation, enhance employee performance, and foster continuous in-
novation and competitiveness. However, despite the numerous advantages brought by 
information technology, many enterprises still face a series of problems during implemen-
tation, including poor technology adaptability, data security risks, and insufficient em-
ployee training. Therefore, exploring the practical application of information technology 
in human resource management, analyzing its advantages and challenges, has become a 
significant issue in contemporary management studies. This paper will analyze the cur-
rent application of information technology in human resource management, explore its 
optimization effects, and propose corresponding strategies to provide theoretical refer-
ences and practical guidance for future innovations and improvements in enterprise in-
formation management [2]. 
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2. The Current Application of Information Technology in Enterprise Human Resource 
Management 

As enterprises continue to demand greater management efficiency and decision-
making accuracy, the application of information technology in human resource manage-
ment has gradually become a mainstream trend. Whether large, medium, or small enter-
prises, all are adopting information systems to handle heavy management tasks and com-
plex human resource needs to varying degrees. The application of information technology 
in recruitment, training, performance management, compensation and benefits, etc., has 
not only improved management efficiency but also provided more precise data analysis 
and decision support for enterprises. Despite these advancements, enterprises still face 
challenges such as technology compatibility, employee acceptance, and system mainte-
nance [3]. 

2.1. Core Tools and Platforms of Information Technology 
In the digital transformation of human resource management, core tools and plat-

forms of information technology play a crucial role. Currently, commonly used core tools 
in human resource management include Enterprise Resource Planning (ERP) systems, 
Human Resource Information Systems (HRIS), Applicant Tracking Systems (ATS), em-
ployee relationship management platforms, and cloud-based compensation management 
systems. ERP systems typically integrate various enterprise resources, including human 
resources, finance, and supply chain management. Many enterprises use ERP systems to 
manage staffing, payroll, performance evaluations, and other basic functions, improving 
overall operational efficiency through the integration of these functions. HRIS platforms 
are specifically designed for human resource management, mainly used for integrating 
and managing employee information, recruitment processes, attendance tracking, and 
training records. In recruitment, modern enterprises increasingly rely on ATS, which au-
tomates the process of screening resumes, arranging interviews, and tracking applicant 
progress, significantly saving time for HR departments and improving recruitment accu-
racy [4]. Additionally, cloud-based compensation management platforms have emerged 
in recent years. Enterprises use these platforms to manage compensation and benefits sys-
tems in a unified manner, enabling real-time data updates, self-service queries for em-
ployees, and automatic calculations, which greatly facilitates transparency and automa-
tion in compensation management. Employee relationship management platforms (e.g., 
Workday, SAP SuccessFactors) assist enterprises in managing the entire employee lifecy-
cle, including onboarding, in-service, and offboarding, as well as employee satisfaction 
surveys and workplace communication, further strengthening employee relationship 
management. Although these information technology tools and platforms significantly 
enhance the efficiency and accuracy of human resource management, some challenges 
remain in their practical application. For instance, when selecting and implementing in-
formation systems, enterprises often face issues such as system functionality mismatches, 
low employee acceptance, and potential data security risks. Furthermore, poor system in-
tegration and complex operations are also common challenges when implementing infor-
mation management. Therefore, selecting the right tools and platforms that match the en-
terprise's needs and achieving seamless integration between systems are critical issues 
that need to be addressed in the process of digital transformation in modern enterprises 
[5]. 

2.2. Typical Use Cases of Information Technology Application 
Information technology has permeated every critical aspect of human resource man-

agement, from recruitment, training, and performance management to employee relations, 
compensation, and benefits, all of which enhance management efficiency, optimize deci-
sion-making processes, and strengthen corporate competitiveness. Information technol-
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ogy plays a particularly significant role in the following typical use cases. Firstly, in re-
cruitment management, information technology through ATS has automated the recruit-
ment process. Traditional recruitment often relies on manual resume screening and inter-
view scheduling, which is both time-consuming and prone to biases. Modern recruitment 
management systems can automatically screen resumes based on keyword matching, 
helping enterprises quickly identify candidates who meet the job requirements, signifi-
cantly improving recruitment efficiency. These systems also evaluate candidates' inter-
view results and generate detailed reports, helping HR make more informed hiring deci-
sions. The automated recruitment process not only improves efficiency but also enhances 
the candidate experience, making recruitment more transparent and effective [6]. Sec-
ondly, the application of information technology in employee training and development 
continues to deepen. With the rise of online education and remote work, Learning Man-
agement Systems (LMS) have become an important tool for corporate training. Through 
LMS platforms, employees can choose suitable online courses based on their individual 
needs, and enterprises can provide personalized training content based on employees' 
learning progress and performance. This information-driven training model breaks the 
time and space limitations of traditional classroom learning, while using data analysis to 
help enterprises assess training effectiveness and optimize training content, offering con-
tinuous support for employees' career development. In performance management, infor-
mation technology has made performance evaluation more accurate and efficient. With 
information-based performance management systems, enterprises can set clear perfor-
mance indicators, monitor employees' work performance in real-time, and automatically 
generate performance reports. These systems reduce subjectivity in manual assessments, 
enhancing the objectivity and fairness of evaluations. Additionally, information-based 
performance management systems provide decision support for management through 
data analysis, helping enterprises identify outstanding and underperforming employees, 
thereby developing reasonable reward and punishment policies to improve overall work 
efficiency. Compensation and benefits management is an indispensable part of human 
resource management, and the application of information technology in this area further 
improves the transparency and accuracy of compensation management. Through com-
pensation management systems, enterprises can calculate salaries, bonuses, and benefits 
in real-time, reducing errors in manual calculations. Employees can also access their 
payslips, vacation balances, and other personal information through self-service queries, 
increasing transparency in compensation management. Moreover, information-based 
compensation and benefits systems can optimize compensation structures based on mar-
ket data and company budgets, making compensation systems more rational and com-
petitive [7]. 

3. The Optimizing Effect of Information Technology on Human Resource Manage-
ment 
3.1. Data-Driven Decision Making: The Application of Data Analysis and Intelligent 
Recommendation 

One of the greatest advantages of information technology is its ability to drive deci-
sion-making through data, significantly enhancing the scientific and precise nature of hu-
man resource management. As companies increasingly prioritize data collection and anal-
ysis, traditional experience-based decision-making is gradually being replaced by data-
driven, intelligent decisions. This shift is particularly evident in areas such as recruitment, 
performance evaluation, and employee development, where data analysis and intelligent 
recommendation technologies are playing an increasingly important role. First, data anal-
ysis in recruitment management has greatly improved the accuracy and efficiency of the 
hiring process. By integrating historical recruitment data, candidate background infor-
mation, and job match data, HR can use data analysis tools to assess the potential of can-
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didates and accurately predict their future job performance. For example, machine learn-
ing algorithms can intelligently screen candidates who meet the specific requirements of 
a job, based on past recruitment data, and even predict a candidate's suitability before an 
interview, thus significantly reducing the subjective factors in recruitment decisions. Dur-
ing the recruitment process, data analysis also helps HR identify the most effective re-
cruitment channels, optimize recruitment strategies, and improve overall hiring outcomes. 
Secondly, in performance management, data-driven decision-making plays an equally 
critical role. Traditional performance assessments often rely on subjective evaluations by 
supervisors, which can be influenced by personal biases. However, by using information 
systems to collect employee work data, behavioral data, and project results, managers can 
derive more objective and comprehensive performance evaluations through data analysis. 
For example, by analyzing employee output, team collaboration, and customer feedback, 
performance management systems can generate detailed reports to help businesses iden-
tify strengths and weaknesses in employee performance, and develop targeted improve-
ment plans. Additionally, data analysis can help managers spot potential performance 
issues early, allowing for timely interventions to prevent long-term negative impacts. The 
application of intelligent recommendation systems further enhances the effectiveness of 
data-driven decision-making. Using big data and artificial intelligence technologies, sys-
tems can analyze employee work performance, career development potential, and train-
ing needs in real-time, and provide personalized career development advice and training 
recommendations based on these data. For instance, the system can recommend appro-
priate training courses based on an employee's work history and learning progress, help-
ing them improve skills, thereby enhancing overall performance and job satisfaction. At 
the same time, intelligent recommendation technology can help companies identify em-
ployees with promotion potential, create career development paths for them, and provide 
customized career planning and resource support. In conclusion, data-driven decision-
making and intelligent recommendation systems make human resource management 
more precise, transparent, and efficient. By analyzing comprehensive employee data, 
companies can evaluate work performance, development potential, and training needs 
from multiple dimensions, allowing them to develop more targeted human resource strat-
egies. This data-based decision-making approach not only reduces human bias but also 
enhances the scientific and fairness of decisions, providing strong support for the sustain-
able development of businesses [8]. 

3.2. Process Automation and Efficiency Improvement: Digital Collaboration and Resource 
Integration 

One of the most significant effects of information technology in human resource man-
agement is its promotion of process automation, which significantly improves manage-
ment efficiency and operational accuracy. The introduction of digital collaboration tools 
and resource integration platforms has made traditional human resource management 
processes more streamlined, reducing manual operations and repetitive tasks, and freeing 
up more time and energy for strategic decision-making and innovative work. First, pro-
cess automation greatly improves work efficiency by reducing manual intervention. In a 
range of daily tasks, such as recruitment, onboarding, performance assessments, and pay-
roll distribution, information systems can automatically execute tasks. For example, in the 
recruitment process, traditional methods often require manual resume screening, inter-
view scheduling, and tracking candidate status. However, with recruitment management 
systems, all these steps can be automated. The system can automatically screen resumes 
based on job requirements, schedule interviews with qualified candidates, and notify rel-
evant personnel, significantly reducing the time and error rate associated with manual 
intervention. Similarly, during onboarding, digital platforms can automatically create em-
ployee records, assign training, and set up onboarding tasks, ensuring seamless integra-
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tion across all stages and greatly improving the efficiency of the onboarding process. Sec-
ondly, the introduction of digital collaboration tools has promoted cross-departmental 
and cross-regional teamwork. In traditional management models, communication be-
tween team members and departments is often limited by time, space, and process con-
straints, leading to inefficiency in collaboration [9]. However, digital tools, such as enter-
prise social platforms, online meeting software, and collaborative office systems, allow for 
real-time information transmission, fast decision-making, and more efficient collaboration. 
For example, using cloud-based HR systems, managers can access employee data in real-
time, conduct remote approvals, provide feedback, and make adjustments. This highly 
digitalized collaboration model ensures smooth information flow, improves management 
efficiency, and is particularly beneficial in global teams and distributed organizational 
structures. Resource integration is another important optimization effect brought about 
by information technology. Traditional human resource management often involves mul-
tiple systems and tools, with recruitment, payroll, performance, and other management 
functions typically handled by separate systems, resulting in information silos and pro-
cess fragmentation. Through the integration of information platforms, companies can con-
solidate various human resource management functions into a single system, eliminating 
the need for repetitive data entry and reducing the complexity of data transfer. For exam-
ple, integrated HR management platforms can consolidate recruitment, training, attend-
ance, payroll, and other functions, enabling real-time data sharing and updates, allowing 
businesses to access comprehensive employee data and make more scientific and timely 
decisions. Furthermore, resource integration helps companies better manage and allocate 
human resources, improving resource utilization efficiency. Through process automation 
and digital collaboration, companies can not only enhance the efficiency of daily manage-
ment tasks but also optimize internal communication and resource allocation, promoting 
smooth cross-departmental collaboration and strategic execution. The application of in-
formation technology enables businesses to save time and costs, reduce human errors, and 
increase work efficiency, providing managers with more time for strategic and innovative 
work. This efficiency improvement driven by information technology not only helps busi-
nesses cope with increasingly complex management tasks but also offers greater adapta-
bility and sustained development power in the face of fierce market competition [10]. 

4. Challenges Facing Modern Enterprise Human Resource Information Management 
4.1. Risks of Data Security and Privacy Protection 

As enterprises gradually achieve the informatization of human resource manage-
ment, they enjoy the efficiency and convenience brought by technology, but also face se-
vere challenges regarding data security and privacy protection. Human resource manage-
ment systems involve large amounts of sensitive data, including employee personal in-
formation, compensation, job performance, and health status. If this data is leaked or mis-
used, it can have a significant impact on the company’s reputation and employee trust, 
and may even result in legal risks. First, data breaches are a major risk in informatized 
management. With the widespread use of information platforms, more and more compa-
nies store employee data on the cloud or other digital platforms. While this centralized 
data storage improves the efficiency of information management, it also increases the risk 
of data breaches. If enterprises fail to implement adequate security measures, hacker at-
tacks, system vulnerabilities, or improper actions by internal personnel could lead to the 
leakage of sensitive data. For example, when upgrading systems or migrating data, if strict 
encryption and access control measures are not in place, hackers could exploit system 
vulnerabilities to steal employee personal information, causing serious security incidents. 
Second, data privacy is another significant challenge facing companies. In some countries 
and regions, there are strict legal regulations protecting personal privacy data, such as the 
European Union’s General Data Protection Regulation (GDPR) and China’s Personal In-
formation Protection Law (PIPL). These regulations impose stringent requirements on the 
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processing of data by companies. If companies fail to comply with these legal regulations 
in the collection, storage, processing, and use of data, they may face hefty fines and dam-
age to their market reputation. Additionally, employee awareness of the need to protect 
personal data is increasing. If companies cannot ensure the privacy and security of em-
ployee data, they may experience employee turnover or even legal action. Furthermore, 
the information system itself may become a source of security vulnerabilities. Some com-
panies, due to budget or technical limitations, may choose immature or insecure systems 
or software during the informatization process, increasing the risk of data leakage. Addi-
tionally, if companies neglect information security management during system use, lack 
effective security strategies and monitoring measures, this could lead to data exposure or 
misuse. For example, if there are flaws in access control management, unauthorized em-
ployees or external partners may gain access to data they should not have access to, lead-
ing to information leakage or misuse. Therefore, enterprises must prioritize data security 
and privacy protection as they advance human resource informatization management. 
Companies should adopt multilayered security measures, including encryption technol-
ogy, identity authentication, and access control, to ensure that sensitive data is always 
secure during storage, transmission, and processing. At the same time, companies need 
to enhance employee awareness of security and foster a culture of information security 
across the organization. Most importantly, companies should establish stringent data pri-
vacy management systems to ensure compliance with relevant laws and regulations, re-
ducing the risk of data leakage and misuse, and protecting employee privacy rights. In 
conclusion, data security and privacy protection are issues that cannot be overlooked in 
informatized management. Companies must take practical and effective security 
measures to prevent data breaches, privacy violations, and the legal risks associated with 
them. This will not only help maintain the company’s reputation and employee trust but 
also ensure the smooth implementation of informatized management. 

4.2. The Conflict Between Technical Adaptability and Insufficient Employee Skills 
In the process of implementing human resource informatization management in 

modern enterprises, the conflict between technical adaptability and insufficient employee 
skills is a common and prominent challenge. Although informatization technologies have 
brought many advantages to human resource management, such as improved efficiency, 
reduced errors, and optimized decision-making, employees' technical adaptability, usage 
ability, and acceptance often become bottlenecks in advancing informatization. This con-
flict not only affects the effectiveness of informatized systems but may also prevent com-
panies from fully leveraging the potential of technology, even leading to the risk of wasted 
technical investments. First, many companies, when introducing new technologies or in-
formatization platforms, focus too much on the functionality of the system and the ad-
vancement of the technology, while neglecting employees' ability to adapt to these new 
technologies. For most employees, especially those who have relied on traditional manual 
operations for a long time, using informatized systems often requires a significant adap-
tation period. New systems with complex interfaces and cumbersome functions, com-
bined with insufficient training for employees, can lead to confusion and unfamiliarity 
during use, which, in turn, affects work efficiency. For example, many companies intro-
ducing new recruitment management or performance evaluation systems may encounter 
issues such as inefficient recruitment processes and inaccurate performance data if em-
ployees lack the necessary training, ultimately impacting management decisions. Second, 
the general lack of technical ability among employees is another reason why informatiza-
tion technologies fail to fully realize their potential. As the informatization process pro-
gresses, employees need not only basic computer skills but also a certain level of data 
analysis and processing capabilities. However, many employees, especially those at lower 
levels, have limited technical proficiency and lack the necessary knowledge and experi-
ence to use informatization tools effectively. This makes it difficult for employees to fully 
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utilize the functions offered by informatized tools, and they cannot actively participate in 
data collection, analysis, and decision-making processes, ultimately affecting the overall 
effectiveness of human resource management. Additionally, poor technical adaptability 
may lead to employee resistance to informatized systems. In some traditional industries 
and companies, employees may be conservative about new technologies, fearing that in-
formatized systems will change their work methods, increase their work difficulty, or 
even lead to layoffs. This psychological barrier can result in employees exhibiting passive 
behavior, inefficient usage, or even complete avoidance of the system, thereby impacting 
the adoption and effectiveness of the system. To effectively address the conflict between 
technical adaptability and insufficient employee skills, companies need to take a compre-
hensive approach. First, before introducing informatized systems, companies should con-
duct thorough employee skill assessments and develop corresponding training plans 
based on employees' technical levels. Through training, employees' technical literacy can 
be improved, helping them master necessary system operation skills and reduce their re-
sistance to new technologies. Additionally, companies can provide user-friendly inter-
faces and streamlined processes to reduce the complexity of system use, improving the 
user experience and making it easier for employees to adapt to the new system. Second, 
during the implementation of informatized systems, companies should offer sufficient 
support and assistance to employees, especially in the early stages. This can include set-
ting up technical support teams, providing online help documents, and offering video 
tutorials to help employees resolve issues they encounter during use. By regularly collect-
ing employee feedback, companies can optimize and adjust the system to better meet em-
ployees' practical needs. In conclusion, the conflict between technical adaptability and in-
sufficient employee skills is a significant issue that companies must address when advanc-
ing human resource informatization. By providing training to improve employees' tech-
nical capabilities, simplifying system processes, and offering continuous support and op-
timization, companies can ensure that employees can smoothly adapt to using informa-
tized management tools, thereby achieving the integration of technology and human re-
source management, improving overall management efficiency and decision-making 
quality. 

5. Future Development Directions and Optimization Strategies 
With the continuous advancement of information technology, the digital transfor-

mation of human resources management in enterprises will enter a deeper phase. The 
future development direction will place more emphasis on intelligence, personalization, 
and comprehensive integration. To address the challenges currently faced and further im-
prove the efficiency and effectiveness of human resources management, companies need 
to adopt a series of optimization strategies to ensure that information systems can truly 
realize their potential and meet the demands of future development. First, the future of 
human resources management will increasingly rely on the deep application of artificial 
intelligence (AI) and big data technologies. The use of AI in recruitment, performance 
evaluation, and employee development will become more common and profound. 
Through AI technologies, companies will be able to more accurately predict the career 
development paths of employees, assess whether candidates are suitable for positions, 
and even automate career planning and training recommendations for employees. This 
will greatly improve management efficiency and help companies better uncover em-
ployee potential, optimizing human resource allocation. In terms of data analysis, big data 
technologies will help companies gain a more comprehensive understanding of employee 
needs and behavior patterns, providing more precise support for decision-making. Com-
panies should strengthen their investment in these technologies, introducing advanced AI 
algorithms and big data analysis platforms to enhance the intelligence level of human re-
sources management. Second, personalized employee experience will become a key de-
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velopment direction in future human resources management. Traditional human re-
sources management often adopts a uniform management model, overlooking individual 
differences among employees. In the future, companies will pay more attention to the 
personalized needs of employees, providing tailored services through information sys-
tems. For example, companies can automatically recommend suitable training courses or 
career development paths based on employees' personal interests, work habits, skill levels, 
and other information, helping employees achieve self-improvement. At the same time, 
personalized compensation and benefits systems will further develop, offering flexible 
reward and benefits schemes based on employee performance and needs through data 
analysis, thereby increasing employee satisfaction and loyalty. In terms of system integra-
tion, the future trend will be to achieve comprehensive integration and seamless connec-
tion of various human resources management systems. As the number of information 
management tools in companies increases, the problem of data silos becomes more severe. 
To improve management efficiency and the value of data usage, companies should pro-
mote the integration of various human resources management systems (such as recruit-
ment, compensation, training, performance management, etc.) to form a unified HR infor-
mation platform. This will not only eliminate redundant data entry and transmission but 
also ensure real-time data updates and sharing, allowing managers to gain a more com-
prehensive understanding of employee performance and make more scientific human re-
sources decisions. Moreover, the integration of cloud computing and enterprise resource 
planning (ERP) systems will make human resources management more flexible and con-
venient, improving overall management effectiveness. To address data security and pri-
vacy protection challenges, future optimization strategies should include strengthening 
data security measures and establishing a sound privacy protection mechanism. Compa-
nies must adopt more advanced encryption technologies to ensure the security of sensitive 
data during storage and transmission. At the same time, regular data security audits 
should be conducted to identify potential security vulnerabilities and risks, preventing 
data breaches. Companies should also strengthen compliance management in terms of 
employee privacy protection to ensure that all data processing activities comply with na-
tional and regional privacy protection regulations, thus avoiding legal risks.In addition, 
employee technical training and adaptability remain key factors in driving the informati-
zation process. To help employees better adapt to information management tools, compa-
nies should regularly conduct technical training to enhance employees' digital abilities 
and skills in using information systems. Companies can use online learning platforms, 
virtual classrooms, and other methods to allow employees to access required training con-
tent anytime and anywhere. Moreover, companies can use feedback mechanisms to un-
derstand the issues employees encounter during use and make targeted optimizations, 
ensuring that technical adaptability is effectively addressed. In summary, the future of 
enterprise human resources information management will develop toward intelligence, 
personalization, and integration. Companies need to increase investments in AI, big data, 
cloud computing, and other fields, continuously improving the intelligence and data anal-
ysis capabilities of management systems. At the same time, employee technical training 
should be strengthened to enhance their ability to adapt to information management tools, 
ensuring that information systems can truly create value for both enterprises and employ-
ees. Through these optimization strategies, companies will be able to fully leverage the 
advantages of information technology, enhance the overall effectiveness of human re-
sources management, and promote sustainable development. 

6. Conclusion 
With the rapid development of information technology, enterprise human resources 

management is undergoing profound changes. Informatization has not only improved 
management efficiency but also optimized decision-making processes and enhanced em-
ployee experiences. However, challenges such as data security, insufficient employee 
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skills, and technical adaptability remain. To address these issues, companies need to 
strengthen data protection, improve employees' technical capabilities, and promote the 
integration and intelligent application of systems. In the future, technologies such as AI, 
big data, and cloud computing will further drive innovation in human resources manage-
ment, and personalized services and intelligent decision-making will become key areas of 
development. Through effective optimization strategies, companies can fully exploit the 
advantages of information technology, improve the overall effectiveness of human re-
sources management, and foster sustainable development. 

References 
1. G. Ni, "Application analysis of enterprise human resource management informatization," J. Human Resource Dev., vol. 5, no. 3, 

pp. 35-40, 2023, doi: 10.23977/jhrd.2023.050306. 
2. H. Li, "Optimization of the enterprise human resource management information system based on the internet of things," Com-

plexity, vol. 2021, art. no. 5592850, 2021, doi: 10.1155/2021/5592850. 
3. D. Zhou, "[Retracted] Application of data mining technology in enterprise digital human resource management," Security Com-

mun. Networks, vol. 2022, art. no. 7611623, 2022, doi: 10.1155/2022/7611623. 
4. J. Yu, "[Retracted] Enterprise human resource management model by artificial intelligence digital technology," Comput. Intell. 

Neurosci., vol. 2022, art. no. 6186811, 2022, doi: 10.1155/2022/6186811. 
5. S. Liu, "Human resource management of internet enterprises based on big data mobile information system," Mobile Inf. Syst., 

vol. 2021, art. no. 1549342, 2021, doi: 10.1155/2021/1549342. 
6. A. Guliyeva, U. Rzayeva, and A. Abdulova, "Impact of information technologies on HR effectiveness: A case of Azerbaijan," Int. 

J. Adv. Comput. Sci. Appl., vol. 11, no. 2, pp. 81-89, 2020, doi: 10.14569/IJACSA.2020.0110212. 
7. L. Dai and K. Zhang, "Application of information technology in enterprise management," Manag. Entrep. Trends Dev., vol. 2, no. 

24, pp. 50-58, 2023, doi: 10.26661/2522-1566/2023-2/24-05. 
8. S. Vahdat, "The role of IT-based technologies on the management of human resources in the COVID-19 era," Kybernetes, vol. 51, 

no. 6, pp. 2065-2088, 2022, doi: 10.1108/K-04-2021-0333. 
9. Y. Li and C. He, "Exploration and research on improvement ideas of enterprise human resource management and planning in 

the new media era," Development, vol. 5, pp. 6, 2021, doi: 10.25236/IJFS.2021.031008. 
10. J. Li, "Design of enterprise human resources decision support system based on data mining," Soft Comput., vol. 26, no. 20, pp. 

10571-10580, 2022, doi: 10.1007/s00500-021-06659-4. 
 
Disclaimer/Publisher’s Note: The statements, opinions and data contained in all publications are solely those of the individual au-
thor(s) and contributor(s) and not of GBP and/or the editor(s). GBP and/or the editor(s) disclaim responsibility for any injury to 
people or property resulting from any ideas, methods, instructions or products referred to in the content. 


	1. Introduction
	2. The Current Application of Information Technology in Enterprise Human Resource Management
	2.1. Core Tools and Platforms of Information Technology
	2.2. Typical Use Cases of Information Technology Application

	3. The Optimizing Effect of Information Technology on Human Resource Management
	3.1. Data-Driven Decision Making: The Application of Data Analysis and Intelligent Recommendation
	3.2. Process Automation and Efficiency Improvement: Digital Collaboration and Resource Integration

	4. Challenges Facing Modern Enterprise Human Resource Information Management
	4.1. Risks of Data Security and Privacy Protection
	4.2. The Conflict Between Technical Adaptability and Insufficient Employee Skills

	5. Future Development Directions and Optimization Strategies
	6. Conclusion
	References

