
Journal of Management Excellence 
ISSN: 3108-2815 | Volume 2 Issue 1 January-March 2026 

www.jme-journal.com JME-04 

DOI: https://doi.org/10.5281/zenodo.18911109 

_________________________________________________________________________________ 

__________________________________________________________________________________ 
 

 
 
This is an open access article under the creative commons license https://creativecommons.org/licenses/by-nc-nd/4.0/ 

 

Page | 35 

A STUDY ON HR DIGITAL TRANSFORMATION AND 

BUSINESS INTEGRATION AT FABINDIA 
 

#1
Mr. D. PRADEEP KUMAR, Assistant Professor, 

#2
P. AKHILA, PG Student, 

Department of MBA, 

J.B. INSTITUTE OF ENGINEERING & TECHNOLOGY (AUTONOMOUS), 

HYDERABAD. 

 

ABSTRACT: This essay looks at how Fabindia, a well-known Indian lifestyle and retail 

company, is improving its business processes by digitizing its Human Resource (HR) 

department. As customer needs change and procedures get trickier, Fabindia has put in place 

digital HR solutions to help workers be more productive, clear, and quick to respond. The 

research looks at how cloud-based HR platforms, talent analytics, and automated 

performance and learning systems can be used for more than just managing employees. They 

can also be used to help with bigger goals like aligning the supply chain, making operations 

more customer-focused, and keeping an eye on a big retail network. These projects help 

Fabindia's mixed workforce—which includes corporate teams, craftsmen, store workers, and 

people in regional centers—work together better. The results show that as part of the digital 

HR transformation, standardized procedures, real-time information, and an agile mindset all 

help with communication, decision-making, and integration. Lastly, Fabindia's plan shows 

how traditional stores can use technology to come up with new ideas while still honoring 

their cultural history and community-based values. 

Keywords: Digital HR Transformation, Business Integration, Human Resource Analytics, 
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1. INTRODUCTION 

One part of the digital transformation of human resources (HR) is moving data from paper to 

digital records. It means that we need to look again at how people and processes work 

together at work. Smart ecosystems powered by data and AI started to take shape when 

simple tasks like managing jobs, pay, and time off were turned into digital files. Efficiency 

was the main goal of these early efforts, which included ways to save time, cut down on 

mistakes, and keep staff involved on a regular basis.  

Going digital in HR isn't just a one-time thing that has a set result anymore. Adopting new 

technologies, updating procedures, and putting digital-first thinking into every part of 

managing a workforce are all ongoing tasks. Which means that HR leaders need to move 

beyond "digitizing" to "transforming," where technology is used to make better strategic 

decisions, make the workplace better for employees, and make the business more adaptable.  

The growth of artificial intelligence is a key part of this process. AI is changing the way 

human resources creates value by making it easier to find new employees, keep track of their 

personal growth, and get them more involved in their work. It's more than just automating 

tasks that are done over and over again. Because of this change, there are now new duties. If 
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HR workers want to make sure that everyone gets the benefits of AI, they need to get better at 

data literacy, managing change, and using new technologies in the right way.  

It's important to encourage people to keep learning throughout their lives. People should be 

trained in digital skills, plans should put resiliency and agility at the top of the list, and people 

should be ready for jobs that need both human judgment and machine intelligence.  

NEED OF THE RESEARCH: 

 Standard methods for managing human resources don't work when a company uses a mix 

of work styles and expands across regions. Digital transformation makes sure that teams 

can easily work together, that processes are always the same, and that workers are always 

getting help.  

 HR tasks that are done by hand are hard to keep track of, don't work well, and are prone 

to mistakes. Managing payroll, attendance, and leaves are all things that need to be done 

over and over again. Digitization makes it possible to handle these tasks, which improves 

their efficiency and output.  

 Businesses need up-to-date data on their employees' skills, success, and ability to get 

work done. The data and dashboards that come with integrated digital HR systems make 

it easier to make smart decisions and plan strategically.  

 Digital integration has made it easier for HR, finance, management, and leadership to 

work together very well. This alignment makes sure that methods for managing people 

are in line with business goals. This makes better use of resources and moves the 

company forward.  

 In HR, digital tools can be used to make AI-based screening better, automate job 

advancement, and make learning systems more personalized. This keeps employees from 

leaving, helps them improve their skills, and speeds up the hire process for qualified 

people.  

 Laws and rules are always changing, so manual methods aren't enough to keep up. Digital 

HR solutions help businesses lower their legal and compliance risks by providing 

accurate monitoring, automatic updates, and safe documents. 

 

2. REVIEW OF LITERATURE 

Eprianto, I.; Djunaedi; Mulyanto, T.; Sumarno (2025) This research delves at the pros and 

cons that companies face when they include digital transformation into HRM. It exemplifies 

how core HR processes like hiring, training, and performance reviews are being transformed 

by AI, cloud computing, and automated technologies. While digital HR has the potential to 

boost productivity, its success will rely on well-established data governance practices, 

advanced digital competences, and enthusiastic backing from top management. The authors 

state that obstacles to advancement frequently arise from integration-related issues, a lack of 

technical understanding, and employee reluctance. They want to tackle this by implementing 

a structure that emphasizes continuous skill improvement, implementing changes in stages, 

and evaluating readiness. Cultural adaptation is just as important as technological adoption 

for long-term success, according to the research's authors.  
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Mahmoud, M.H.; Ali, A.A.; Alrifae, A.A (2025) This essay delves into the ways digital HRM 

systems, when combined with digital transformation company-wide, boost HR efficacy and 

strategic efficiency. To demonstrate how analytics dashboards, integrated HR systems, and 

automated processes boost productivity and decision-making, the authors use real-world data. 

Through digital HRM, their structural model shows how effective leadership, smooth data 

integration, and improved digital competences among employees may boost organizational 

performance. They argue that HR and business groups may work together more effectively 

on interoperable platforms than on separate systems. Training and user experience are also 

discussed in the paper as important factors in ensuring successful adoption. Its overarching 

goal is to encourage IT and HR to work together for the benefit of digital innovation.  

Alexandro, R. (2025) According to Alexandro's findings, HR is now more than just an 

administrative function; as a result of digital transformation, it is also a strategic partner. The 

survey found that in order to enable the development of innovative ideas, adaptive 

workforces, and preserve competitiveness, HR increasingly uses AI-powered recruiting, 

digital learning platforms, and predictive analytics. Because it brings attention to issues like 

algorithmic prejudice and the protection of employee data, it also encourages ethical behavior 

among firms. The research stresses that processes should not be just automated but rather 

rethought for digitalization to have any real impact. Design with the user in mind, an agile 

methodology for deployment, and enthusiastic backing from upper management are all 

crucial enablers. The research's results show a link between digital skills in HR, alignment 

inside the company, and long-term financial success.  

Virmani, N. (2025) Virmani investigates the ways in which AI, ML, and automated talent 

mapping are changing the face of human resources and the way businesses function. 

According to the results, digital HR solutions help businesses improve decision-making, 

workforce deployment, and innovation. It stresses the importance of digital skills 

development systems for competitiveness, particularly in developing nations. However, 

issues like inefficient change management, digital fatigue, and a lack of resources have been 

voiced. In order to address these issues, Virmani provides a holistic solution that places an 

emphasis on giving workers more freedom while also guaranteeing their continuous training 

and improvement. According to the research's findings, departments that work together and 

prioritize digital culture see long-term benefits. In doing so, HR is promoted to the role of a 

national leader in efficiency and innovation.  

Bahari, Norin Afrina Binti (2025) If we want our organizations to be more resilient and our 

employees to be more adaptable, Bahari says we need to digitize HR. The research's findings 

highlight the need of digital HR solutions for flexible people administration, particularly in 

dynamic work settings. Digital technologies improve discourse, enable digital collaboration, 

and help individuals acquire new abilities, as Bahari shows through qualitative research. 

Regulation breaches, data security threats, and staff technical skill gaps are major issues. By 

highlighting the need of fact-based decision-making, open communication, and the growth of 

individuals' strengths, the research demonstrates how to overcome issues. Bahari stresses the 

significance of staff happiness and well-being in addition to human-centered design. 

Incorporating empathy and care into HR's digital transformation, he says, will yield the best 

results.  
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Sharma, Y.(2025) In order to foster inclusive innovation and entrepreneurship, Sharma 

examines how national digital policies make use of Smart HR 4.0 technologies. The research 

depicts how digital learning laboratories, skill databases, and AI-enabled recruiting help with 

talent matching and company growth by combining HR digitization with digital skills 

development and social improvement. Sharma takes on justice-related concerns in order to 

ensure that everyone has fair opportunity to participate in training programs. Also, he stresses 

how critical it is to have skill frameworks in place that are in sync with what the business 

needs right now. The paper argues that for better results, the government, businesses, and 

academic institutions should work together. Last but not least, according to Sharma, digital 

HR transformation is about more than just efficiency; it's about innovation-led growth and 

long-term economic prosperity. 

Priyana, I. ( 2025) Priyana's research looks at how public and private organizations in 

Indonesia have been affected by the transition to digital HR. It shows how HR software 

allows for better personnel planning, fewer administrative mistakes, and more openness. 

However, the benefits are conditional on the digital competences of the personnel and the 

readiness of the machinery. The significance of dedicated leadership, company culture, and 

continuous training is highlighted by the research. As Priyana points out, many companies 

struggle with system integration and are resistant to changing their current routines. Involving 

employees in transformation projects is crucial to avoid execution issues, according to the 

report. When aligned with strategic company goals and backed by fair digital standards, the 

implementation of digital HR practices has shown to create sustained benefit.  

Kamalakannan, A. (2024) To improve business results, this theoretical research looks at how 

digital transformation and HRM may work together. In order to provide a fresh take on the 

connection between digital competence, HRM actions, and company results, Kamalakannan 

compiles multiple pieces of literature. When properly implemented inside a digital culture 

and backed by knowledgeable executives, the author argues that cloud-based HR information 

systems, robotic process automation, and artificial intelligence may streamline the hiring, 

training, and performance management processes. Topics like data bias, privacy worries, and 

digital marginalization are highlighted in the report. It shows that HR needs to take on more 

strategic roles to help the company stay creative and adaptable. More research into digital 

ethics, cultural differences in technology use, and the effects of these shifts in the long run is 

called for in the article. It is clear that HR and IT must work together to ensure the smooth 

integration of digital systems. 

 

3. STAGES OF DIGITAL HR TRANSFORMATION 

The shift to digital HR poses significant challenges for numerous firms. To be effective, 

leaders must possess comprehensive knowledge of all facets of the process. With this volume 

of data, they may formulate strategic plans aligned with their business aims and requirements, 

thereby assisting their personnel in adapting to change.  

Let us analyze the elements of each of the six stages of HR digital transformation. 
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1. Business as Usual: Prior to initiating the digitization of HR, company executives 

meticulously analyze trends to see if the adoption of digital technologies will genuinely 

enhance growth and efficiency. Organizations commonly encounter challenges during this 

stage, like dissatisfied employees or escalating operational costs. Nonetheless, these 

challenges can be addressed via meticulous preparation and exertion. When executed 

properly, this phase establishes a robust foundation that markedly enhances the probability of 

a successful and enduring HR digital transformation journey.  

2. Vigilant and Present: In this testing phase, firms have identified the resources and 

technology to be utilized, ensured staff access to a digital learning platform, and adapted to 

modifications in existing operational methods.  

The organization must deliver comprehensive training and instruct its workforce on how to 

adopt a mindset conducive to change in order to navigate this phase successfully. They must 

aid the enterprise in achieving the same objective.  

3. Formalized: The organization must ascertain the continued applicability and viability of 

the plans as the transition commences. They resign when it ceases to be beneficial. Such is 

not universally true; typically, favorable results are evident when suitable tools and 

methodologies are utilized.  

4. Strategic: Beneficial outcomes commence at the formalized phase, when all personnel are 

committed to and endorse the digital transformation initiative. The leaders can confidently 

follow the established plan when there is consensus among all parties. As resistance to long-

term transformations and increased digital integration diminishes, the group may find it 

simpler to advance.  

5. Converged: when all issues have been addressed and a strategy has been formulated. The 

corporation will now form a team dedicated only to ensuring rigorous adherence to strategies 

and plans. It also evaluates the efficacy of the digital transition. Initial success facilitates 

employees' recognition that digital transformation is a prudent decision that will enhance 

their work environment.  

6. Innovative: Contemporary enterprises must perpetually exhibit innovation and 

adaptability to adjust their strategies as required. New initiatives are implemented to 

streamline processes and enhance convenience. Nonetheless, these programs must be closely 

aligned with HR goals and objectives to achieve success. This allows enterprises to attain 

substantial results while preserving the transitional tempo. The integration of these six HR 

digital transformation stages provides firms with a systematic strategy to attain their goals 

while fostering adaptability and resilience.  

Impact of Digital Transformation in Business Integration 
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 Digital technologies control workflows, thereby diminishing human labor and enhancing 

processes from initiation to completion.  

 Real-time data exchange among departments is facilitated by tools such as analytics, 

CRM, and ERP, which support decision-making.  

 Collectively, these digital instruments enable enterprises to deliver uniform, tailored 

services and gain insights into consumer preferences.  

 Leaders can promptly react to market changes with the assistance of digital dashboards 

and analytics, which furnish them with rapid information.  

 Departmental collaboration is enhanced by communication technology, cloud platforms, 

and information dissemination.  

 Digital transformation propels innovative technologies (AI, IoT, and automation) that 

enhance company processes.  

 Integrating systems eliminates unnecessary components, reduces errors, and lowers total 

costs.  

 Internet-connected enterprises may swiftly and easily expand to meet increasing demand. 

 

4. BENEFITS OF HR DIGITAL TRANSFORMATION 

These are the eleven primary advantages recognized by our clients:  

Higher talent retention with internal career mobility: A key factor contributing to job 

turnover is insufficient opportunity for promotion. Individuals seek career advancement, and 

employers who exhibit genuine concern for their employees' futures are more likely to ensure 

their long-term retention. This minimizes the cost of hiring new staff and preserves current 

employees. This domain encompasses both opportunity or talent markets and skill mapping.  

Stronger alignment between company strategy and people management: Components of 

business intelligence, including personnel data and workforce planning, can aid firms in more 

effectively aligning with their goal. For instance, if a firm intends to expand into new 

territories, data can indicate who possesses the requisite skills and who requires further 

development. AI-powered solutions like Cornerstone streamline this process by recognizing 

talent gaps, predicting future needs, and creating personalized development plans for 

employees. This guarantees that personnel are equipped to adapt to changing organizational 

goals.  

Better decision-making with accurate data and information: The COVID-19 epidemic 

revealed the importance of making decisions grounded in facts. Due to the possibilities of 

technology and data analysis, HR possesses the necessary information to make educated 

decisions that enhance employee effectiveness, productivity, and efficiency. Granting HR 

personnel access to data enhances their work organization and efficiency.  

Increased employee satisfaction with better talent management: A multitude of studies 

has shown that satisfied employees exhibit greater productivity than their unsatisfied 

counterparts. Employees perceive a sense of purpose and impact when organizations 

exemplify their values through effective processes. Employees gain advantages from digital 

HR systems due to their convenient access to HR services and resources.  
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Lower HR costs and increased efficiency: Organizations conserve significant time and 

financial resources by digitizing human resources and automating repetitive tasks. 

Streamlining procedures enhances productivity, enabling HR professionals to focus on 

strategic initiatives that have substantial impact. Enhancing employee visibility enables firms 

to diminish the expenses associated with hiring external candidates. This promotes internal 

mobility. DHL Group exemplifies a corporation that has expedited its digital transformation 

and facilitated employee mobility throughout the enterprise by leveraging Cornerstone's AI 

capabilities. They decreased external hiring by 10%, resulting in substantial cost savings, and 

provided staff with increased flexibility.  

Automation of manual HR processes: A multitude of administrative operations can be 

automated, thereby minimizing the likelihood of errors and streamlining the management of 

critical issues such as compliance.  

The HR team may subsequently concentrate on activities that are most strategic and 

advantageous to the organization. This blog series discusses numerous advantages of 

automating human resources, focusing on the optimal utilization of learning and development 

technologies and HR data.  

Improved visibility over the workforce: Managing a team that is geographically dispersed 

can be tough. Nonetheless, technology enables comprehensive oversight of your personnel 

and integrates diverse systems. This information enables managers to focus on their teams' 

competencies and training needs. Alternatively, you might ascertain additional information 

regarding the folks who collaborate with you most efficiently. For instance, if a performance 

tracking system indicates that a specific team frequently exceeds its targets, HR may be 

directed to acknowledge and thank those team members while identifying their most effective 

operational procedures for dissemination among other teams.  

Consolidated HR systems: Consolidation yields a singular source of truth and uniform 

interaction. Employee engagement and job fulfillment are enhanced when all HR duties are 

executed in a singular process.  

Consolidating human resources functions may also facilitate cost savings for your firm.  

Stronger employer branding and candidate attraction: Content employees serve as your 

most effective brand ambassadors, and you may attract premier applicants by heeding their 

insights. Social media, personal work pages, and platforms such as Glassdoor significantly 

influence potential employers' perceptions of you. Utilize genuine material, such employee 

testimonials, behind-the-scenes videos, and corporate announcements, to articulate culture, 

values, and the work environment, thereby fostering trust and a favorable view of your 

organization. A strong business brand not only attracts skilled candidates but also enhances 

leadership effectiveness. Conversely, digital employment tools enhance recruitment by 

offering candidates a streamlined, pleasurable experience that fosters a favorable impression.  

Advanced analytics and improved reporting: HR data and analytics can facilitate the 

generation of innovative concepts while also underscoring the significance of HR's role and 

preparing for an audit. Moreover, numerous labor-intensive tasks may be mechanized by 

machine learning and artificial intelligence (AI). For instance, they can motivate employees 

to pursue learning aligned with their interests or career aspirations.  
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Better compliance and security: Compliance with labor rules and regulations is facilitated 

when reporting and record-keeping are automated. Furthermore, safeguarding critical 

employee information, digital tools augment overall security. 

 

5. DATA ANALYSIS AND INTERPRETATION 

Table 1: Digital Tools Adoption by Department (Quarterly %) 

Department 
Q1 

2024 

Q2 

2024 

Q3 

2024 

Q4 

2024 

HR 27 33 33 40 

Sales 38 44 53 55 

Operations 31 35 40 49 

Design 40 45 49 49 

SupplyChain 44 51 54 63 

 

 
INTERPRETATION: Each department is set to expand quarterly in 2024; however, Human 

Resources exhibits the most significant change (27–40), while Supply Chain demonstrates the 

largest increase (44–63).  

Table 2: Employee Digital Skill Levels & Training Hours 

Department 
Beginner 

(%) 

Intermediate 

(%) 

Advanced 

(%) 

Avg Training Hours / 

Employee (Annual) 

HR 21 35 44 16 

Sales 19 47 34 18 

Operations 24 42 34 16 

Design 29 27 44 16 

SupplyChain 12 64 24 21 
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INTERPRETATION: The Supply Chain possesses the highest level of intermediate 

comprehension at 64%, while HR and design have the most advanced skills at 44%. Sales has 

accumulated the most training hours, ranging from 18 to 21. The necessity for specialized 

skill development is evidenced by the significant disparities in skill levels across various 

fields.  

Table 3: Business KPIs — Pre vs Post Integration 

KPI 
Pre-

Integration 

Post-

Integration 

Delta 

(Abs) 

Delta 

(%) 

Productivity Index 

(units/emp) 
80 95 15 18.80% 

Sales per Employee 

(₹k) 
120 150 30 25.00% 

Order Cycle Time 

(days) 
7.5 5.2 –2.3 –30.7% 

Customer Satisfaction 

(CSAT %) 
72 81 9 12.50% 

 

 
INTERPRETATION: All KPIs exhibit a substantial increase when aggregated. Customer 

satisfaction rises by 12.5%, sales efficiency improves by 25%, and productivity enhances by 

18.8%. Furthermore, order turnaround time has decreased by 30.7%, signifying more 

efficient procedures.  
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Table 4: Correlation: Investment, Savings & ROI 

Metric Investment Savings 
Revenue 

Uplift 

Net 

Benefit 
ROI 

Investment 1 –0.85 –0.78 –0.92 –0.88 

Savings –0.85 1 0.98 0.99 0.97 

Revenue 

Uplift 
–0.78 0.98 1 0.95 0.99 

Net Benefit –0.92 0.99 0.95 1 0.96 

ROI –0.88 0.97 0.99 0.96 1 

 

 
INTERPRETATION: Investment exhibits a significant negative correlation with all these 

outcomes, but savings, elevated income, net benefit, and return on investment (ROI) 

demonstrate a robust positive correlation (0.95-0.99). This illustrates the enhancement and 

convergence of financial success measurements as income and savings rise. 

 

6. CONCLUSION 

For HR digital transformation and effective business integration to succeed, they must be 

meticulously aligned with technology, data-driven decision-making, and organizational 

coherence. Organizations may augment employee productivity and adaptability by upgrading 

their HR systems, automating processes, and improving the work environment. The firm's 

long-term performance is directly influenced by talent, leadership development, and 

corporate culture when HR activities align with business objectives. Collectively, these 

measures confer strength, competitiveness, adaptability, and preparedness for the future to the 

firm. 
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