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ABSTRACT
Changes are necessary, that’s a way one can be prepared for what’s to come in future. Of all the drastic and 
major changes, this paper shall however focus on the shift of Human Resource Management; the core of any 
organization that targets to achieve their premeditated outcomes through planning strategically. To stay 
abreast of the demands and rigor within the profession, Human Resource Management must always adapt 
and respond to changes thereby altering their own competencies and knowledge (Peacock, 2017). Between 
familiarizing new technology in different range of any given organization and managing their resources, 
Human Resource has somehow missed out on some of the major disadvantages that came along. This 
research paper thus shall introduce a very innovative and new technology; Blockchain to fill up gap that the 
existing technology has created and strategically overcome the loss in future. Presenting in detail about any 
technology on papers is easier, but how far would organizations understand the necessity of this implementa-
tion and even if they are willing to take the risk was calculated through conducting this quantitative research. 
A very detailed literature review has been done in this research paper to point out the gap created and how it 
could be mend. Finally, it was concluded that the surveyed population which represented the Human 
Resource, settled introducing this technology would be a strategic move.  
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       Blockchain has successfully become the new buzz word as once internet was and many among fortune 
500 companies have already started the use of blockchain in their business. Companies such as IBM, SAP, 
Microsoft and Boeing (Semenova, 2020). As we have reached towards the conclusion lets sum up the 
benefits adding BT into any given organization. 
A) Self-Sovereign Identity: Daniel Roddy of Deloitte Consulting told SHRM that he believes 
blockchain will make “self-sovereign identities” a reality (Susan, 2018). Which means employee or applying 
candidate has the free-will to choose and select whom to share their personal information with and to what 
extent.
B) Transparency: Once added to blockchain system nothing can be altered. Allowing full transparency 
between job seeker and recruiter making screening the right candidate easier while keeping their data intact.
C) Less time consuming and no data breach.
       But then, majority of the people don’t understand the implementation process attached to it. This research 
paper has firstly addressed the underlying issues related to recruitment and data security which is brought 
upon by the free-flow of information due to substantial dependence on internet and proposed a solution with 
this technology. There are financial sectors where the implementation of blockchain is relatively visible. 
They are ahead of others because the very idea about the existence of such a technology came into being with 
cryptocurrency; Bitcoin. researchers assume blockchain would be massively adopted but the time required 
to perform such core transformation is tremendous, possibly within the next 5-10 years (Ellis, 2016). The 
traditional way how data is stored and managed now is markedly different from how this research suggested 
storing over blockchain. It is an efficient process as it respites double-entry and saves data chronologically 
and decentralized. It would be difficult to explain and teach the organizations how to store data on 
blockchain. Plus, there would be many more trying to figure if that would require hiring someone with 
blockchain educational background or it’s just like the internet that is available to all and is used in every 
sector. And many also have the misconception that adding blockchain into the system would cost to existing 
organization rather than saving. Which is true in the case that adding a new and unknown technology plus 
when it is in hype implementing it would cost the company, but those are charges a company should bear 
rather than possibly being vulnerable to losing company data. In fact, it would be best for the organization to 
adopt it in an early stage before the price spikes. Any organization willing to adopt requires to go through a 
whole process of changing and linking internal processes with external companies who have also 

implemented blockchain operating system. Also, there are many companies that would like to take the 
advantage of these mega-trends but face challenges on how to build these capabilities. Some are waiting for 
the revelation process and following others like the late adaptors. All these are primary problems the 
companies would be facing while implementing and some solutions to how it could be overcome but the 
change is very necessary. PwC and Garter developed a listing of key technology mega-trends for 2017, the 
top 5 combined areas include: a) Analytics including machine learning and artificial intelligence, b) cloud 
computing, c) Internet of Things and connected systems such as drones, d) virtual and augmented reality, and 
e) Blockchain technology including distributed ledgers and value exchange transactions (Woodside, et al., 
2012). It can be determined that the transition is happening and possibly faster than predicted and it is 
definitely a strategic move for the organization to start incorporating it within their system. If they would like 
to stay ahead in the technology adoption curve. As the process is lengthy and requires a lot of understanding 
and changes, HRM should start with making the initial changes rather than watching other organization 
already using blockchain to offer better service. The process of adoption can be suggested in 3 steps:
       Building the Application Programming Interface (API): this is technical challenge for the company 
willing to adopt but has been made easy by cloud. So, companies who are willing to start using without a very 
drastic change can obviously go for the Microsoft Azure, where they would require to set-up anything new 
from the already existing cloud platform they are using. It would be a smooth transaction like an update.
       Centralize Identity:  start initializing use of cryptographic signatures for all the stakeholders included in 
the HRM for the recruitment process. For example, for the recruitment process, they could start with smart 
blockchain cloud and exchange public keys between universities so they can start with uploading 
certifications directly into the cloud. Or implement smart contract in the payroll, this could be the easiest one. 

Eventually migrate to Chronological Data Format: the information now for most organizations are stored in 
double-entry model. Instead, slowly the organization could move towards chronological data format in the 
beginning to later instrument blockchain much easily.

This technology has the potential to disrupt and innovate several key areas of HRM. The research has 
highlighted that it can aid in the crisis of data breech saving the organization expenses plus cut-cost on the 
software used in recruitment and data storing and save time from this lengthy procedure; that could even be 
unsuccessful and employee an unworthy candidate. This was the financial prospective. How and if adding 
blockchain technology would have any socio-economic difference and improve the standards would 
probably need further exploration as it is yet very uncertain. From a political point of view, it could also be a 
major problem as implementing blockchain is undermining one’s authority, by decentralizing the ways how 
government and legislations had a hold over the personal details and authorization. It could be the case that 
it’s easier to discuss the changes only on paper and a great challenge to deal with in real. But again, this has 
been the case for every new disruptive innovation. The results found though the data collected and evaluated 
from the sample indicated a shortage of knowledge about blockchain in the HR and it requires a greater 
theory explanation and practical work knowledge to hasten the adoption process within organizations. Or 
further research could be done on how blockchain could fit into the already existing API recruitment tool to 
make it more efficient. Organizations might be more willing to adopt it with a minor change with added 
benefit of security over total disruption. 

Similar to the one we have already discussed, the ingenious amalgamation of Microsoft azure; blockchain 
adds the security and google gets to keep their client that had invested in cloud. 
While these are not the only ways in how blockchain technology can contribute to changes in business 
models, there is yet much uncertainty as to how it would evolve and affect the way in which business will be 
done in 21st century. Further research could also be devoted to studying the post-adoption process thought 
multiple industries which have already embraced the technology to influence the decision making of other 
organizations to incorporate this technological innovation. 



Blockchain is a type of database that is built using hundreds and thousands of computers to encompass huge 
storage potential. The data gathered are usually stored in blocks until it reaches its limits. A next block is then 
created which includes hash from the previous block, to identify the continuity and every new block has their 
own unique timestamp. These blocks are stored with the same information in all present nodes to keep the 
data intact and decentralized. The hashing and decentralization make the hacking or modifying of any 
recorded data next to impossible. The key elements present in the blockchain is the: 
Distributed ledger technology:  this helps in the merging of all data into one shared ledger and avoids the 
duplication of data several times, which is evident in typical business network. 
Immutable records: once the data enters the block it cannot be altered, if any changes are required all nodes 
should consent and a new block is created to reverse the error and both the blocks are made visible. which 
brings down the possibility of hacking.

The rapid revolution of contemporary technologies has already pushed different businesses to come up with 
new strategies to survive. But we are not in the beginning of this generation, we are right in the middle of it 
moving towards another industrial revolution. (Vollmer, 2018). Different business sectors have integrated 
within their process the Internet of Things, Artificial Intelligence, cyber-physical systems and Cloud and 
cognitive computing (Cabe, Atwell; Design, Machine; Cleveland, 2017). The idea is to chain machines, 
intelligent devices, and systems into creating a smart network throughout the value chain that could control 
each other, make processes easier, smart and less time consuming. This in return has made the consumers 
more aware. According to Universal Robot Chief Technology Officer Esben H. Ostergaard, the next industri-
al revolution is necessary because consumers now demand more individualization in the products they buy, 
meaning; they prefer a more “hands-on” personalization and customization (Cabe, Atwell; Design, Machine; 
Cleveland, 2017).  But what these customers aren’t aware of until now is that this same technology that helps 
in making things more accessible and customized are only growing stronger by feeding on their personal 
information’s. Sounds like not true but this little personal information is treated as data that are creating new 
challenges about privacy, national security, and maybe even democracy itself from meddling into election 
decision to cyber-attacks (Foundation, 2020). 
The start of blockchain mainly happened over Bitcoin; a peer-to-peer cryptographic online currency which 
allows payments directly without any intermediary /financial institution. Contemporary applications of 
Blockchain are predicted to have the potential to build the trust and transparency economy that has been 
disrupted by the industrial revolution (Nakamoto, 2008). This research paper would be the first investigation 
that analyses the blockchain-Strategic Human Resource Management integration literature up until now. 
As per study and research material, it is also prominent that recent use of cloud computing embraced by the 
business organizations to store data, reducing the down-time and minimizing costs to set-up-processes is the 
main target of hackers (Kouatli, 2014). The amount of data produced every day is approximately 2.5 quintil-
lion bytes, its increasing as we read. The pace is getting faster, and the number is increasing with the growth 
of the Internet of Things (IoT) (Marr, 2018). 

Background of the problem

Blockchain Technology (BT)
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Keywords: Human Resource Management (HRM), Strategic Human Resource Management (SHRM), 
Blockchain Technology, Applicant Tracking System (ATS).



The concept of strategy is the center piece of this dissertation. So, it is important to establish a working 
definition of the word strategy swotting the major characterizations and concepts represented in different 
academic and business literature. It is necessary as there are several authors that define strategy in 
considerable forms. Strategy is a form of plan, “a company’s strategy is the game plan for positioning the 
company in chosen market arena, competing successfully, pleasing customers and achieving good business 
performance” (Arthur , et al., 1999). This is necessary as the manager shall steer the organizations near future 
with their knowledge, skills, and abilities. According to Dr.Dave Ulrich, Father of modern HR, “ 
high-performing HR professionals think and act from the outside-in”( Ulrich, D., Brockbank, W., Ulrich, M. 
& Kryscynski, D. 2015). Some also argue strategy making could be the role of HR but Line managers play 
a major role in the implementation process ( (Bagga & Srivastava, 2014).
        A competent HR professional strategically institutes stability in the organization while con-currently 
facilitating innovation, flexibility and adaptability (Ulrich, D., Brockbank, W., Ulrich, M. & Kryscynski, D. 
2015). With this in mind, many organizations have unified artificial intelligence into their business, but there 
are some security issues regarding this which has been mentioned earlier. There is another technology 
however which has the potential to overcome the concerns and could mend the trust and transparency issues 
creating that holistic environment strategic organizations are looking for: blockchain technology. Blockchain 
technology is a decentralized digital ledger technology that can better facilitate data management, 
provenance and security, and has the potential to transform human resource management (Mackey, 
Tsung-Ting, Clauson, Church, Grishin, Obbad, Barkovich, & Palombini, 2019).  

“Blockchain has the potential of helping recruiters verify candidate credentials in a highly secure way and 
reducing chances of credentials being altered or faked,” says Stacey Harris, vice president of research and 
analytics at IT (Zielinski, 2018). This innovative and disruptive technology which managed to get quite the 
attention was first introduced by Satoshi Nakamoto for the bitcoin protocol in 2008. At that time blockchain 
mainly worked as just the platform on which bitcoin was built. But due its distinctive feature of being open, 
transparent and secure distributed ledger technology that disregards the need for trusted third party or 
centralized authority, by 2014 many business scholars had started to research blockchains different aspects 
and business application (Yung, et al., 2020). Blockchain 3.0 is hyped for its popular non-finance use across 
all functions, business and industries. In addition, the smart contract and public and private key feature 
present in it allows the employee and employer to be protected in accordance with local legalization (Pinna 
& Ibba, 2019). 

The purpose of this research is to study the diffusion of blockchain technology into strategic human resource 
management.  keeping this purpose in mind, the research will address two questions, as mentioned below:
RQ1:  How the Human Resource management practices are compromised against the technological 
advancement.
RQ2: Can adding blockchain into Human Resource management be the new strategic movement?

Strategic Human Resource Management (SHRM)

Blockchain technology and SHRM

Research questions
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To make a clear understanding of blockchain technology and how its implication could enhance or 
support the pathway to strategic human resource management; syndicate outside-in approach.
To create awareness of the probable risks surrounding the existing use of technology in HR. 
To discuss its limitation specially in the strategic human management sector.

A survey questionnaire was made and sent out to HR managers within Qatar to create a convenience sample 
and 31 participants were surveyed. The response was inadequate. Most the sample population never replied 
to email sent to them. The primary purpose of surveying a decent number of populations is to achieve the 
generalizability of results. So, to get a better response rate the survey was made open to people residing in the 
middle east. The survey was however limited to HR managers. Through stratified random sampling (SRS) 
which is subset of unbiased sampling the entire population was given the equal chance of being chosen. 

Results: RQ 2: Can adding blockchain into Human Resource management be the new strategic movement?
H01: No, adding blockchain technology into recruitment isn’t considered a strategic move by the HR 
managers.
HA1: Yes, adding blockchain technology into recruitment is considered a strategic move by the HR 

Data collection instruments: An introductory brief was attached along with the survey designed 
on google forum familiarizing the new blockchain technology and addressing the threat HR is (would) face 
due to the use of cloud computing in recruitment, how this new technology would amend the gap and save 
the organization from the threatening cyber-attacks, hackers and scammers. Initially the survey was only sent 
to HR professionals via email. But there were no responses. Possible scenario could be that most emails never 
reached the HR and the email just landed in the scam folder. So, the strategy had to be changed and various 
online platform like LinkedIn and WhatsApp was used for a better and easy reach. The use of an online 
survey demonstrated to be more secure, time-efficient and less-error prone than the previous chosen method. 
The informed consent statement sent to the participants exhaustively stated the purpose of the study. The 
number of questions were diminutive so the respondent wouldn’t feel uninterested in replying, staged 
chronologically first half was to understand if they were introduced to blockchain in their organization. 
Second half had two short videos explaining the possible cyber-threat and another visualizing how block-
chain could help and later the question was posted if the respondents felt positively or negatively towards the 
implementation in their organization. A feedback question was posted as well for the respondents to mention 
their queries or suggestions.

Ethical Considerations: During the whole process it was kept in mind that participants understand 
the concept of the survey and feel motivated to respond with information that could add value to the results 
of the survey. They were also assured confidentiality; the purpose was highlighted and it was made sure they 
understood that the research is for academic purpose only. A copy of the informed consent letter is included 
in Appendix. Also, to be noted that the gathered data was collected under non-experimental conditions 
without any control over the participants.

The present research is a quantitative study.

Research Objective 

METHODS

Sample:
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advantage of these mega-trends but face challenges on how to build these capabilities. Some are waiting for 
the revelation process and following others like the late adaptors. All these are primary problems the 
companies would be facing while implementing and some solutions to how it could be overcome but the 
change is very necessary. PwC and Garter developed a listing of key technology mega-trends for 2017, the 
top 5 combined areas include: a) Analytics including machine learning and artificial intelligence, b) cloud 
computing, c) Internet of Things and connected systems such as drones, d) virtual and augmented reality, and 
e) Blockchain technology including distributed ledgers and value exchange transactions (Woodside, et al., 
2012). It can be determined that the transition is happening and possibly faster than predicted and it is 
definitely a strategic move for the organization to start incorporating it within their system. If they would like 
to stay ahead in the technology adoption curve. As the process is lengthy and requires a lot of understanding 
and changes, HRM should start with making the initial changes rather than watching other organization 
already using blockchain to offer better service. The process of adoption can be suggested in 3 steps:
       Building the Application Programming Interface (API): this is technical challenge for the company 
willing to adopt but has been made easy by cloud. So, companies who are willing to start using without a very 
drastic change can obviously go for the Microsoft Azure, where they would require to set-up anything new 
from the already existing cloud platform they are using. It would be a smooth transaction like an update.
       Centralize Identity:  start initializing use of cryptographic signatures for all the stakeholders included in 
the HRM for the recruitment process. For example, for the recruitment process, they could start with smart 
blockchain cloud and exchange public keys between universities so they can start with uploading 
certifications directly into the cloud. Or implement smart contract in the payroll, this could be the easiest one. 

Eventually migrate to Chronological Data Format: the information now for most organizations are stored in 
double-entry model. Instead, slowly the organization could move towards chronological data format in the 
beginning to later instrument blockchain much easily.

This technology has the potential to disrupt and innovate several key areas of HRM. The research has 
highlighted that it can aid in the crisis of data breech saving the organization expenses plus cut-cost on the 
software used in recruitment and data storing and save time from this lengthy procedure; that could even be 
unsuccessful and employee an unworthy candidate. This was the financial prospective. How and if adding 
blockchain technology would have any socio-economic difference and improve the standards would 
probably need further exploration as it is yet very uncertain. From a political point of view, it could also be a 
major problem as implementing blockchain is undermining one’s authority, by decentralizing the ways how 
government and legislations had a hold over the personal details and authorization. It could be the case that 
it’s easier to discuss the changes only on paper and a great challenge to deal with in real. But again, this has 
been the case for every new disruptive innovation. The results found though the data collected and evaluated 
from the sample indicated a shortage of knowledge about blockchain in the HR and it requires a greater 
theory explanation and practical work knowledge to hasten the adoption process within organizations. Or 
further research could be done on how blockchain could fit into the already existing API recruitment tool to 
make it more efficient. Organizations might be more willing to adopt it with a minor change with added 
benefit of security over total disruption. 

Similar to the one we have already discussed, the ingenious amalgamation of Microsoft azure; blockchain 
adds the security and google gets to keep their client that had invested in cloud. 
While these are not the only ways in how blockchain technology can contribute to changes in business 
models, there is yet much uncertainty as to how it would evolve and affect the way in which business will be 
done in 21st century. Further research could also be devoted to studying the post-adoption process thought 
multiple industries which have already embraced the technology to influence the decision making of other 
organizations to incorporate this technological innovation. 
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managers. 
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Age Frequency % 
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  Note: most participants were between the age margin of 32 and 50 years of age, with more than half repre-
senting the age between 32 and 42 years of age (shown in bold). N= 31
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“51 and above”, to understand whether there was a relevance: if the z-generation was more aware of block-
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Table 1 presents the frequency and percentage data for age group

Note: most participants were between the age margin of 32 and 50 years of age, with more than half 
representing the age between 32 and 42 years of age (shown in bold). N= 31

with the use of technology and because of which they weren’t reachable via the google forum survey. Given 
the COVID-19 situation it was in the best interest for both parties to not arrange any meeting face-to-face. 
First step was to understand if age had any effect on the managerial position and the second table would 
indicate gender relevance as mentioned below.

This table indicates there is an unequal distribution of male and female participants with a frequency ratio of 
23:8. As we can see from this table above the HR manager position is more earned by male over female 
where 74.2% respondent were male candidate. Female representation is comparatively low at 25.8% of the 
sample. There could be several underlying reasons to this distinctive representation, though this research 
isn’t about that. Studies however have demonstrated an increase of 29% more female for HR position, last 
year in 2020 (the highest ever recorded) (Catalyst, 2020). This can be a topic for other research work, 
especially HR position held by women with the understanding of blockchain technology. 
Table 3 presents the frequency and percentage data for Highest Educational attainment.

Gender Frequency % 
Male 23 74.2% 
Female 8 25.8% 

Note: the age distribution is shown for the actual sample (N= 31)

Highest Educational 
attainment 

Frequency % 

Secondary 0 - 

Bachelors 6 19.4% 
Masters 14 45.2% 
Doctorate 11 35.5% 

This table indicates there is an unequal distribution of male and female participants with a frequency ratio of 
23:8. As we can see from this table above the HR manager position is more earned by male over female 
where 74.2% respondent were male candidate. Female representation is comparatively low at 25.8% of the 
sample. There could be several underlying reasons to this distinctive representation, though this research 
isn’t about that. Studies however have demonstrated an increase of 29% more female for HR position, last 
year in 2020 (the highest ever recorded) (Catalyst, 2020). This can be a topic for other research work, 
especially HR position held by women with the understanding of blockchain technology. 

Highest Educational 
attainment 

Frequency %  

Secondary 0 -  

Bachelors 6 19.4%  
Masters 14 45.2%  
Doctorate 11 35.5%  

 

Table 3 presents the frequency and percentage data for Highest Educational attainment.
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when it is in hype implementing it would cost the company, but those are charges a company should bear 
rather than possibly being vulnerable to losing company data. In fact, it would be best for the organization to 
adopt it in an early stage before the price spikes. Any organization willing to adopt requires to go through a 
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2012). It can be determined that the transition is happening and possibly faster than predicted and it is 
definitely a strategic move for the organization to start incorporating it within their system. If they would like 
to stay ahead in the technology adoption curve. As the process is lengthy and requires a lot of understanding 
and changes, HRM should start with making the initial changes rather than watching other organization 
already using blockchain to offer better service. The process of adoption can be suggested in 3 steps:
       Building the Application Programming Interface (API): this is technical challenge for the company 
willing to adopt but has been made easy by cloud. So, companies who are willing to start using without a very 
drastic change can obviously go for the Microsoft Azure, where they would require to set-up anything new 
from the already existing cloud platform they are using. It would be a smooth transaction like an update.
       Centralize Identity:  start initializing use of cryptographic signatures for all the stakeholders included in 
the HRM for the recruitment process. For example, for the recruitment process, they could start with smart 
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theory explanation and practical work knowledge to hasten the adoption process within organizations. Or 
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make it more efficient. Organizations might be more willing to adopt it with a minor change with added 
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organizations to incorporate this technological innovation. 



194 |   Westford Research Journal 2022 | Volume 2 Issue 1

Note: sample (N=30) with people from 14 different countries, but residing in middle east working as 
immigrants in the HR position. 

The findings from table 3 is very significant as it represents the highest educational qualification of our 
survey participants. Firstly, to represent that higher education above bachelors played a role in becoming 
HR manager and secondly to indicate the clarity of the decisions made by these participants in adding 
blockchain technology. More than half the sample population has attained a higher education with majority 
falling in court of master degree; a percentage of 45.2% and second adding to doctorate degree; a percent-
age of 35.5%. Added total of 80.7% or 25 participants out of the sample size of 31. 
A second quick analysis was done from the excel sheet and results found that 5 out the 6 participants with 
bachelor degree fell under the age group of 26-31 years of age. Which means they are possibly new into 
the HR manager role. Understanding from table 1 and 3 indicated that the majority of the survey popula-
tion had the adequate experience and the educational background to conclude and make the right decision 
on behalf of their organization.

 Note: Master is highest educational qualification attained with a percentage of 45.2% and secondly
doctorate with a percentage of 35.5% from the sample (N=31).

  This table points to the diversity of nationalities in the HR management position working all over 
middle-eastern regions. With leading position of 23% Indians. Among others there were Bangladeshi, 
Filipino, Pakistani, Qatari filling up 10% each. South African 6% and Emiratis 6%. And rest were from 
Bosnia and Herzegovina, British, Egyptian, Lebanese, Omani, Saudi and Sri-Lankan representing only 1% 
each. Even though the percentage seems very low, it reverently directed towards   the different range of 
cultures present in the middle east. However, regretfully this table could not be included in any of data 
analysis as there was a missing information. But the information gathered had to be presented to show the 
diversity. 
Table 5 and 6 presents the frequency and percentage data of HR professionals who are acquainted with 
blockchain technology.

Table 3 presents the frequency and percentage data for Highest Educational attainment.

 Nationalities Frequency  % 

Bangladeshi 3 10% 
Bosnia and Herzegovina 1 3% 
British 1 3% 
Egyptian 1 3% 
Filipino 3 10% 
Indian 7 23% 
Lebanese  1 3% 
Omani 1 3% 
Pakistani 3 10% 
Qatari 3 10% 
Saudi 1 3% 
Sri Lankan 1 3% 
South African 2 6% 
UAE 2 6% 
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Note: 64.5% of the survey pollution (N=31) answered they have heard of blockchain. 

Note: 83.9% of the population gave the right answer.

The question asked to form the answer to table 5 was, “Have you any idea about Block Chain Technology?” 
to which majority of the population answered “yes” with a protrusive percentage of 64.5% that 20 people out 
of the 31 that participated. This question was followed up by the second question to verify in depth the 
understanding of this 64.5% of the population which has been mentioned below.

Responses from table 6 shows participants know bitcoin better than blockchain. Underlying reason could be 
that bitcoin has gained quiet a fame and many don’t know bitcoin is mainly built on the frame of blockchain. 
As we can see from table 5 that 35.5% of the population had answered they didn’t know what blockchain 
was but 83.9% from the responses in table 6 shows the participants knew blockchain and bitcoin were 
different. That indicates, the HR managers required more understanding of blockchain and how it could help 
in recruitment process. 
Data from table 3, 5 and 6 were put through a regression analysis; to understand if the educational 
qualification had an impact with the understanding of this technology. 
X range: data from table 5 and 6
Y range: data from table 3

Table 6 acquired the frequency and percentage of how many of these above mentioned knew blockchain
but thought it was same as bitcoin

Responses Frequency Percentage  

Yes 20 64.5% 
No  11 35.5% 

Responses Frequency Percentage 

No 26 83.9% 
Yes 5 16.1% 

 

The overall regression model was 
significant, F (2,28) = 6.1, p < 0.05, 

2  

Note: Data from table 3 (Highest educational attainment) acted as the dependent variable and Table 5 (Idea 
about blockchain technology) & table 6 (similarity between blockchain and bitcoin) acted as the 
independent variable

       Blockchain has successfully become the new buzz word as once internet was and many among fortune 
500 companies have already started the use of blockchain in their business. Companies such as IBM, SAP, 
Microsoft and Boeing (Semenova, 2020). As we have reached towards the conclusion lets sum up the 
benefits adding BT into any given organization. 
A) Self-Sovereign Identity: Daniel Roddy of Deloitte Consulting told SHRM that he believes 
blockchain will make “self-sovereign identities” a reality (Susan, 2018). Which means employee or applying 
candidate has the free-will to choose and select whom to share their personal information with and to what 
extent.
B) Transparency: Once added to blockchain system nothing can be altered. Allowing full transparency 
between job seeker and recruiter making screening the right candidate easier while keeping their data intact.
C) Less time consuming and no data breach.
       But then, majority of the people don’t understand the implementation process attached to it. This research 
paper has firstly addressed the underlying issues related to recruitment and data security which is brought 
upon by the free-flow of information due to substantial dependence on internet and proposed a solution with 
this technology. There are financial sectors where the implementation of blockchain is relatively visible. 
They are ahead of others because the very idea about the existence of such a technology came into being with 
cryptocurrency; Bitcoin. researchers assume blockchain would be massively adopted but the time required 
to perform such core transformation is tremendous, possibly within the next 5-10 years (Ellis, 2016). The 
traditional way how data is stored and managed now is markedly different from how this research suggested 
storing over blockchain. It is an efficient process as it respites double-entry and saves data chronologically 
and decentralized. It would be difficult to explain and teach the organizations how to store data on 
blockchain. Plus, there would be many more trying to figure if that would require hiring someone with 
blockchain educational background or it’s just like the internet that is available to all and is used in every 
sector. And many also have the misconception that adding blockchain into the system would cost to existing 
organization rather than saving. Which is true in the case that adding a new and unknown technology plus 
when it is in hype implementing it would cost the company, but those are charges a company should bear 
rather than possibly being vulnerable to losing company data. In fact, it would be best for the organization to 
adopt it in an early stage before the price spikes. Any organization willing to adopt requires to go through a 
whole process of changing and linking internal processes with external companies who have also 

implemented blockchain operating system. Also, there are many companies that would like to take the 
advantage of these mega-trends but face challenges on how to build these capabilities. Some are waiting for 
the revelation process and following others like the late adaptors. All these are primary problems the 
companies would be facing while implementing and some solutions to how it could be overcome but the 
change is very necessary. PwC and Garter developed a listing of key technology mega-trends for 2017, the 
top 5 combined areas include: a) Analytics including machine learning and artificial intelligence, b) cloud 
computing, c) Internet of Things and connected systems such as drones, d) virtual and augmented reality, and 
e) Blockchain technology including distributed ledgers and value exchange transactions (Woodside, et al., 
2012). It can be determined that the transition is happening and possibly faster than predicted and it is 
definitely a strategic move for the organization to start incorporating it within their system. If they would like 
to stay ahead in the technology adoption curve. As the process is lengthy and requires a lot of understanding 
and changes, HRM should start with making the initial changes rather than watching other organization 
already using blockchain to offer better service. The process of adoption can be suggested in 3 steps:
       Building the Application Programming Interface (API): this is technical challenge for the company 
willing to adopt but has been made easy by cloud. So, companies who are willing to start using without a very 
drastic change can obviously go for the Microsoft Azure, where they would require to set-up anything new 
from the already existing cloud platform they are using. It would be a smooth transaction like an update.
       Centralize Identity:  start initializing use of cryptographic signatures for all the stakeholders included in 
the HRM for the recruitment process. For example, for the recruitment process, they could start with smart 
blockchain cloud and exchange public keys between universities so they can start with uploading 
certifications directly into the cloud. Or implement smart contract in the payroll, this could be the easiest one. 

Eventually migrate to Chronological Data Format: the information now for most organizations are stored in 
double-entry model. Instead, slowly the organization could move towards chronological data format in the 
beginning to later instrument blockchain much easily.

This technology has the potential to disrupt and innovate several key areas of HRM. The research has 
highlighted that it can aid in the crisis of data breech saving the organization expenses plus cut-cost on the 
software used in recruitment and data storing and save time from this lengthy procedure; that could even be 
unsuccessful and employee an unworthy candidate. This was the financial prospective. How and if adding 
blockchain technology would have any socio-economic difference and improve the standards would 
probably need further exploration as it is yet very uncertain. From a political point of view, it could also be a 
major problem as implementing blockchain is undermining one’s authority, by decentralizing the ways how 
government and legislations had a hold over the personal details and authorization. It could be the case that 
it’s easier to discuss the changes only on paper and a great challenge to deal with in real. But again, this has 
been the case for every new disruptive innovation. The results found though the data collected and evaluated 
from the sample indicated a shortage of knowledge about blockchain in the HR and it requires a greater 
theory explanation and practical work knowledge to hasten the adoption process within organizations. Or 
further research could be done on how blockchain could fit into the already existing API recruitment tool to 
make it more efficient. Organizations might be more willing to adopt it with a minor change with added 
benefit of security over total disruption. 

Similar to the one we have already discussed, the ingenious amalgamation of Microsoft azure; blockchain 
adds the security and google gets to keep their client that had invested in cloud. 
While these are not the only ways in how blockchain technology can contribute to changes in business 
models, there is yet much uncertainty as to how it would evolve and affect the way in which business will be 
done in 21st century. Further research could also be devoted to studying the post-adoption process thought 
multiple industries which have already embraced the technology to influence the decision making of other 
organizations to incorporate this technological innovation. 
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 Note: Majority of the population had a negative answer 87.1% 

as we can read from the analysis that R square is 0.30 which indicates there is only 30% chance that 
understanding of blockchain was related to the highest education attained by our surveyed population. For 
that purpose, a short video was added into the survey with the heading, “understand how blockchain works 
and bitcoin is just a part of it”. the idea was to anticipate if there was any difference in the decision making 
after understanding blockchain and recruitment process through it.

Followed by table 5 and 6 and the short video for understanding the blockchain technology, a question was 
posed to understand if any of the organization from which our survey population belonged had started the 
use of blockchain. The majority of the answer was negative by 87.1%, which was foreknown. Even though 
majority of the respondents in table 5 had a positive answer with 64.5% yes as answer, the implementation 
of blockchain is yet to happen. 
The next 3 questions were designed to find out the organization’s recruitment process and how much they 
were aware about the risk of automated cloud-based recruitment software.
Question: Does your company use Recruiting Software to track/hire new applicants?
Table 8: records the frequency and percentage of the answer to question mentioned above.

The table indicates most organizations haven’t yet adopted the technology and they are using the paper-based 
recruiting or via social media platform. Which answers why there is many positive responses for the next 
table which predicts the frequency and percentage of organizations that check the applicant’s profile on 
social-media.
Table 9: points to the frequency and percentage of recruiter exploring future employee’s social media profile.

Table 7 presents the frequency and percentage data of the usage of blockchain in the organization of the 
surveyed population (N=31). Majority of the answer was negative; 27 participants of 31.
Among the positive answers there was one which had previously answered that they thought blockchain and 
bitcoin was same, so the answer had to be counted invalid.

Note: 64.5% of the survey population answered their organization did not use APS tracking system, which 
turned out to be assorted response both in favor to this research and opposite. 

Note: sample size N=31. With a tie between positive and negative responses. And 16.1% respondent which 
didn’t feel comfortable attending this question.

Responses Frequency Percentage  

No 27 87.1% 
Yes   4 12.9% 

Responses Frequency Percentage  

No 20 64.5% 
Yes   11 35.5% 

Response Frequency Percentage 

Yes 13 41.9% 
No 13 41.9% 
Choose not to answer 5 16.1% 

 

       Blockchain has successfully become the new buzz word as once internet was and many among fortune 
500 companies have already started the use of blockchain in their business. Companies such as IBM, SAP, 
Microsoft and Boeing (Semenova, 2020). As we have reached towards the conclusion lets sum up the 
benefits adding BT into any given organization. 
A) Self-Sovereign Identity: Daniel Roddy of Deloitte Consulting told SHRM that he believes 
blockchain will make “self-sovereign identities” a reality (Susan, 2018). Which means employee or applying 
candidate has the free-will to choose and select whom to share their personal information with and to what 
extent.
B) Transparency: Once added to blockchain system nothing can be altered. Allowing full transparency 
between job seeker and recruiter making screening the right candidate easier while keeping their data intact.
C) Less time consuming and no data breach.
       But then, majority of the people don’t understand the implementation process attached to it. This research 
paper has firstly addressed the underlying issues related to recruitment and data security which is brought 
upon by the free-flow of information due to substantial dependence on internet and proposed a solution with 
this technology. There are financial sectors where the implementation of blockchain is relatively visible. 
They are ahead of others because the very idea about the existence of such a technology came into being with 
cryptocurrency; Bitcoin. researchers assume blockchain would be massively adopted but the time required 
to perform such core transformation is tremendous, possibly within the next 5-10 years (Ellis, 2016). The 
traditional way how data is stored and managed now is markedly different from how this research suggested 
storing over blockchain. It is an efficient process as it respites double-entry and saves data chronologically 
and decentralized. It would be difficult to explain and teach the organizations how to store data on 
blockchain. Plus, there would be many more trying to figure if that would require hiring someone with 
blockchain educational background or it’s just like the internet that is available to all and is used in every 
sector. And many also have the misconception that adding blockchain into the system would cost to existing 
organization rather than saving. Which is true in the case that adding a new and unknown technology plus 
when it is in hype implementing it would cost the company, but those are charges a company should bear 
rather than possibly being vulnerable to losing company data. In fact, it would be best for the organization to 
adopt it in an early stage before the price spikes. Any organization willing to adopt requires to go through a 
whole process of changing and linking internal processes with external companies who have also 

implemented blockchain operating system. Also, there are many companies that would like to take the 
advantage of these mega-trends but face challenges on how to build these capabilities. Some are waiting for 
the revelation process and following others like the late adaptors. All these are primary problems the 
companies would be facing while implementing and some solutions to how it could be overcome but the 
change is very necessary. PwC and Garter developed a listing of key technology mega-trends for 2017, the 
top 5 combined areas include: a) Analytics including machine learning and artificial intelligence, b) cloud 
computing, c) Internet of Things and connected systems such as drones, d) virtual and augmented reality, and 
e) Blockchain technology including distributed ledgers and value exchange transactions (Woodside, et al., 
2012). It can be determined that the transition is happening and possibly faster than predicted and it is 
definitely a strategic move for the organization to start incorporating it within their system. If they would like 
to stay ahead in the technology adoption curve. As the process is lengthy and requires a lot of understanding 
and changes, HRM should start with making the initial changes rather than watching other organization 
already using blockchain to offer better service. The process of adoption can be suggested in 3 steps:
       Building the Application Programming Interface (API): this is technical challenge for the company 
willing to adopt but has been made easy by cloud. So, companies who are willing to start using without a very 
drastic change can obviously go for the Microsoft Azure, where they would require to set-up anything new 
from the already existing cloud platform they are using. It would be a smooth transaction like an update.
       Centralize Identity:  start initializing use of cryptographic signatures for all the stakeholders included in 
the HRM for the recruitment process. For example, for the recruitment process, they could start with smart 
blockchain cloud and exchange public keys between universities so they can start with uploading 
certifications directly into the cloud. Or implement smart contract in the payroll, this could be the easiest one. 

Eventually migrate to Chronological Data Format: the information now for most organizations are stored in 
double-entry model. Instead, slowly the organization could move towards chronological data format in the 
beginning to later instrument blockchain much easily.

This technology has the potential to disrupt and innovate several key areas of HRM. The research has 
highlighted that it can aid in the crisis of data breech saving the organization expenses plus cut-cost on the 
software used in recruitment and data storing and save time from this lengthy procedure; that could even be 
unsuccessful and employee an unworthy candidate. This was the financial prospective. How and if adding 
blockchain technology would have any socio-economic difference and improve the standards would 
probably need further exploration as it is yet very uncertain. From a political point of view, it could also be a 
major problem as implementing blockchain is undermining one’s authority, by decentralizing the ways how 
government and legislations had a hold over the personal details and authorization. It could be the case that 
it’s easier to discuss the changes only on paper and a great challenge to deal with in real. But again, this has 
been the case for every new disruptive innovation. The results found though the data collected and evaluated 
from the sample indicated a shortage of knowledge about blockchain in the HR and it requires a greater 
theory explanation and practical work knowledge to hasten the adoption process within organizations. Or 
further research could be done on how blockchain could fit into the already existing API recruitment tool to 
make it more efficient. Organizations might be more willing to adopt it with a minor change with added 
benefit of security over total disruption. 

Similar to the one we have already discussed, the ingenious amalgamation of Microsoft azure; blockchain 
adds the security and google gets to keep their client that had invested in cloud. 
While these are not the only ways in how blockchain technology can contribute to changes in business 
models, there is yet much uncertainty as to how it would evolve and affect the way in which business will be 
done in 21st century. Further research could also be devoted to studying the post-adoption process thought 
multiple industries which have already embraced the technology to influence the decision making of other 
organizations to incorporate this technological innovation. 
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Note: a massive positive response of 83.9%.

This question was sensitive and many participants might feel uncomfortable answering it, keeping that in 
mind an option of “choose not to answer” was provided too. Throughout the entire research there wasn’t 
another table with a tie for positive and negative responses.  Reponses recorded here showed 41.9% positive 
answer agreeing to the fact that HR managers from their organization does go through employee profile prior 
to recruiting. Which could be obvious again given that now a days most jobs are posted via LinkedIn or 
Facebook for better and easier reach. Or another possibility could be these organizations are well aware about 
the negative impact of APS and hacking for data breech which is visible in the next table 10.

Table 10 showcases the frequency and percentage data of awareness among HR managers about the 
possibility of recruitment software hacking.

The figure showed more than half the population 83.9% knew about the risk. It could be that because of that 
reason most companies didn’t install the technology. It is better to mention prior to starting the survey an 
introduction stating the reason for the survey was posted on top in google forum. Along with the video 
showing how blockchain technology works in keeping the data integrity. At this point it was predicted most 
the survey population understood blockchain and might be willing to add it into their organization. To figure 
that out, survey question was addressed trying to understand whether these HR managers thought adopting 
blockchain would be a right fit for their organization.  The pie chart has been added below to give a better 
visualization to the recorded responses followed by table 11.

Responses Frequency Percentage  

Yes 26 83.9% 
No  5 16.1% 

Table 11 indicates the frequency and percentage of 5 different chronologically ordered answers from strongly 
disagree, disagree, neutral, agree to strongly agree.

Responses Frequency Percentage 

Strongly Agree 2 6.5% 
Agree 9 29% 
   
Neutral 16 51.6% 
Disagree 3 9.7% 
Strongly disagree 1 3.2% 
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Microsoft and Boeing (Semenova, 2020). As we have reached towards the conclusion lets sum up the 
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A) Self-Sovereign Identity: Daniel Roddy of Deloitte Consulting told SHRM that he believes 
blockchain will make “self-sovereign identities” a reality (Susan, 2018). Which means employee or applying 
candidate has the free-will to choose and select whom to share their personal information with and to what 
extent.
B) Transparency: Once added to blockchain system nothing can be altered. Allowing full transparency 
between job seeker and recruiter making screening the right candidate easier while keeping their data intact.
C) Less time consuming and no data breach.
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upon by the free-flow of information due to substantial dependence on internet and proposed a solution with 
this technology. There are financial sectors where the implementation of blockchain is relatively visible. 
They are ahead of others because the very idea about the existence of such a technology came into being with 
cryptocurrency; Bitcoin. researchers assume blockchain would be massively adopted but the time required 
to perform such core transformation is tremendous, possibly within the next 5-10 years (Ellis, 2016). The 
traditional way how data is stored and managed now is markedly different from how this research suggested 
storing over blockchain. It is an efficient process as it respites double-entry and saves data chronologically 
and decentralized. It would be difficult to explain and teach the organizations how to store data on 
blockchain. Plus, there would be many more trying to figure if that would require hiring someone with 
blockchain educational background or it’s just like the internet that is available to all and is used in every 
sector. And many also have the misconception that adding blockchain into the system would cost to existing 
organization rather than saving. Which is true in the case that adding a new and unknown technology plus 
when it is in hype implementing it would cost the company, but those are charges a company should bear 
rather than possibly being vulnerable to losing company data. In fact, it would be best for the organization to 
adopt it in an early stage before the price spikes. Any organization willing to adopt requires to go through a 
whole process of changing and linking internal processes with external companies who have also 

implemented blockchain operating system. Also, there are many companies that would like to take the 
advantage of these mega-trends but face challenges on how to build these capabilities. Some are waiting for 
the revelation process and following others like the late adaptors. All these are primary problems the 
companies would be facing while implementing and some solutions to how it could be overcome but the 
change is very necessary. PwC and Garter developed a listing of key technology mega-trends for 2017, the 
top 5 combined areas include: a) Analytics including machine learning and artificial intelligence, b) cloud 
computing, c) Internet of Things and connected systems such as drones, d) virtual and augmented reality, and 
e) Blockchain technology including distributed ledgers and value exchange transactions (Woodside, et al., 
2012). It can be determined that the transition is happening and possibly faster than predicted and it is 
definitely a strategic move for the organization to start incorporating it within their system. If they would like 
to stay ahead in the technology adoption curve. As the process is lengthy and requires a lot of understanding 
and changes, HRM should start with making the initial changes rather than watching other organization 
already using blockchain to offer better service. The process of adoption can be suggested in 3 steps:
       Building the Application Programming Interface (API): this is technical challenge for the company 
willing to adopt but has been made easy by cloud. So, companies who are willing to start using without a very 
drastic change can obviously go for the Microsoft Azure, where they would require to set-up anything new 
from the already existing cloud platform they are using. It would be a smooth transaction like an update.
       Centralize Identity:  start initializing use of cryptographic signatures for all the stakeholders included in 
the HRM for the recruitment process. For example, for the recruitment process, they could start with smart 
blockchain cloud and exchange public keys between universities so they can start with uploading 
certifications directly into the cloud. Or implement smart contract in the payroll, this could be the easiest one. 

Eventually migrate to Chronological Data Format: the information now for most organizations are stored in 
double-entry model. Instead, slowly the organization could move towards chronological data format in the 
beginning to later instrument blockchain much easily.

This technology has the potential to disrupt and innovate several key areas of HRM. The research has 
highlighted that it can aid in the crisis of data breech saving the organization expenses plus cut-cost on the 
software used in recruitment and data storing and save time from this lengthy procedure; that could even be 
unsuccessful and employee an unworthy candidate. This was the financial prospective. How and if adding 
blockchain technology would have any socio-economic difference and improve the standards would 
probably need further exploration as it is yet very uncertain. From a political point of view, it could also be a 
major problem as implementing blockchain is undermining one’s authority, by decentralizing the ways how 
government and legislations had a hold over the personal details and authorization. It could be the case that 
it’s easier to discuss the changes only on paper and a great challenge to deal with in real. But again, this has 
been the case for every new disruptive innovation. The results found though the data collected and evaluated 
from the sample indicated a shortage of knowledge about blockchain in the HR and it requires a greater 
theory explanation and practical work knowledge to hasten the adoption process within organizations. Or 
further research could be done on how blockchain could fit into the already existing API recruitment tool to 
make it more efficient. Organizations might be more willing to adopt it with a minor change with added 
benefit of security over total disruption. 

Similar to the one we have already discussed, the ingenious amalgamation of Microsoft azure; blockchain 
adds the security and google gets to keep their client that had invested in cloud. 
While these are not the only ways in how blockchain technology can contribute to changes in business 
models, there is yet much uncertainty as to how it would evolve and affect the way in which business will be 
done in 21st century. Further research could also be devoted to studying the post-adoption process thought 
multiple industries which have already embraced the technology to influence the decision making of other 
organizations to incorporate this technological innovation. 
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 Note: 80.6% of the respondents had a positive response.

Note: population size N=31 of which 24 agreed adding blockchain into HR is a strategic move.

Note: Neutral was the highest recorded answer with more than half the surveyed population at 51.6%.

 The idea of not adding blockchain into their organization weighed down the positive population. Most 
recorded response was neutral with 51.6%. however, there was still 6.5% population that strongly agreed and 
29% which agreed to adding blockchain technology into their organization. the negative response was few 
with 9.7% disagree and only 3.2% strongly disagreeing. It was understandable as at this point most of them 
were confused about the new addition. To add some ideas and more emphasize a second video was added 
explaining how implementing this new technology in recruitment would aid the organization followed by 
another question to figure out if their thoughts changed after watching the video.

The answers drastically changed when the survey population understood blockchain technology and how its 
implementation eases recruitment process with strong data protection and transparency. 80.6% population 
agreed to the idea of implementation and only 16.1% thought it was a good idea to implement blockchain. An 
open- ended questionnaire was posted at the end of survey to allow surveyor to portray their personal 
thoughts and ideas. Which we will see the end. The final table posed below records the responses to the very 
last questions and answer to our research question, “whether adding blockchain into the organization is a 
strategic move or vice-versa”.

Table 12:  recorded the frequency and percentage of notable change in response to the addition.

Table 13: indicates the frequency and percentage of the responses of HR personnel perspective in adding 
blockchain

Again, majority of the participants voted yes to adding blockchain and that it would be a strategic move. For 
further clarification, a correlation analysis was done to find the relation between implementing blockchain 
technology and if it was a strategic move. Which indicated r = .60 which is a very strong positive correlation.

Responses Frequency Percentage 

Yes 25 80.6% 
No 5 16.1% 
Not at the moment  1 3.2% 

 

Responses Frequency Percentage 

Yes 24 77.4 % 
No 7 22.6% 

 

       Blockchain has successfully become the new buzz word as once internet was and many among fortune 
500 companies have already started the use of blockchain in their business. Companies such as IBM, SAP, 
Microsoft and Boeing (Semenova, 2020). As we have reached towards the conclusion lets sum up the 
benefits adding BT into any given organization. 
A) Self-Sovereign Identity: Daniel Roddy of Deloitte Consulting told SHRM that he believes 
blockchain will make “self-sovereign identities” a reality (Susan, 2018). Which means employee or applying 
candidate has the free-will to choose and select whom to share their personal information with and to what 
extent.
B) Transparency: Once added to blockchain system nothing can be altered. Allowing full transparency 
between job seeker and recruiter making screening the right candidate easier while keeping their data intact.
C) Less time consuming and no data breach.
       But then, majority of the people don’t understand the implementation process attached to it. This research 
paper has firstly addressed the underlying issues related to recruitment and data security which is brought 
upon by the free-flow of information due to substantial dependence on internet and proposed a solution with 
this technology. There are financial sectors where the implementation of blockchain is relatively visible. 
They are ahead of others because the very idea about the existence of such a technology came into being with 
cryptocurrency; Bitcoin. researchers assume blockchain would be massively adopted but the time required 
to perform such core transformation is tremendous, possibly within the next 5-10 years (Ellis, 2016). The 
traditional way how data is stored and managed now is markedly different from how this research suggested 
storing over blockchain. It is an efficient process as it respites double-entry and saves data chronologically 
and decentralized. It would be difficult to explain and teach the organizations how to store data on 
blockchain. Plus, there would be many more trying to figure if that would require hiring someone with 
blockchain educational background or it’s just like the internet that is available to all and is used in every 
sector. And many also have the misconception that adding blockchain into the system would cost to existing 
organization rather than saving. Which is true in the case that adding a new and unknown technology plus 
when it is in hype implementing it would cost the company, but those are charges a company should bear 
rather than possibly being vulnerable to losing company data. In fact, it would be best for the organization to 
adopt it in an early stage before the price spikes. Any organization willing to adopt requires to go through a 
whole process of changing and linking internal processes with external companies who have also 

implemented blockchain operating system. Also, there are many companies that would like to take the 
advantage of these mega-trends but face challenges on how to build these capabilities. Some are waiting for 
the revelation process and following others like the late adaptors. All these are primary problems the 
companies would be facing while implementing and some solutions to how it could be overcome but the 
change is very necessary. PwC and Garter developed a listing of key technology mega-trends for 2017, the 
top 5 combined areas include: a) Analytics including machine learning and artificial intelligence, b) cloud 
computing, c) Internet of Things and connected systems such as drones, d) virtual and augmented reality, and 
e) Blockchain technology including distributed ledgers and value exchange transactions (Woodside, et al., 
2012). It can be determined that the transition is happening and possibly faster than predicted and it is 
definitely a strategic move for the organization to start incorporating it within their system. If they would like 
to stay ahead in the technology adoption curve. As the process is lengthy and requires a lot of understanding 
and changes, HRM should start with making the initial changes rather than watching other organization 
already using blockchain to offer better service. The process of adoption can be suggested in 3 steps:
       Building the Application Programming Interface (API): this is technical challenge for the company 
willing to adopt but has been made easy by cloud. So, companies who are willing to start using without a very 
drastic change can obviously go for the Microsoft Azure, where they would require to set-up anything new 
from the already existing cloud platform they are using. It would be a smooth transaction like an update.
       Centralize Identity:  start initializing use of cryptographic signatures for all the stakeholders included in 
the HRM for the recruitment process. For example, for the recruitment process, they could start with smart 
blockchain cloud and exchange public keys between universities so they can start with uploading 
certifications directly into the cloud. Or implement smart contract in the payroll, this could be the easiest one. 

Eventually migrate to Chronological Data Format: the information now for most organizations are stored in 
double-entry model. Instead, slowly the organization could move towards chronological data format in the 
beginning to later instrument blockchain much easily.

This technology has the potential to disrupt and innovate several key areas of HRM. The research has 
highlighted that it can aid in the crisis of data breech saving the organization expenses plus cut-cost on the 
software used in recruitment and data storing and save time from this lengthy procedure; that could even be 
unsuccessful and employee an unworthy candidate. This was the financial prospective. How and if adding 
blockchain technology would have any socio-economic difference and improve the standards would 
probably need further exploration as it is yet very uncertain. From a political point of view, it could also be a 
major problem as implementing blockchain is undermining one’s authority, by decentralizing the ways how 
government and legislations had a hold over the personal details and authorization. It could be the case that 
it’s easier to discuss the changes only on paper and a great challenge to deal with in real. But again, this has 
been the case for every new disruptive innovation. The results found though the data collected and evaluated 
from the sample indicated a shortage of knowledge about blockchain in the HR and it requires a greater 
theory explanation and practical work knowledge to hasten the adoption process within organizations. Or 
further research could be done on how blockchain could fit into the already existing API recruitment tool to 
make it more efficient. Organizations might be more willing to adopt it with a minor change with added 
benefit of security over total disruption. 

Similar to the one we have already discussed, the ingenious amalgamation of Microsoft azure; blockchain 
adds the security and google gets to keep their client that had invested in cloud. 
While these are not the only ways in how blockchain technology can contribute to changes in business 
models, there is yet much uncertainty as to how it would evolve and affect the way in which business will be 
done in 21st century. Further research could also be devoted to studying the post-adoption process thought 
multiple industries which have already embraced the technology to influence the decision making of other 
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        This indicated 60% of the survey population believed adding blockchain technology in HR would be a 
strategic move for the organization.  As the result proposes, the outcome of the hypothesis testing analysis 
suggests retaining of hypothesis HA1 and rejecting H01. In summary it was shown that, addition or 
implementation of blockchain technology in Human Resource management for recruitment purpose would 
act as a strategic move.  
       By the end of the questionnaire an open-ended question was added for the surveyors to add their opinion 
or comment on the work. There were a few suggestions, which suggested they required the change but didn’t 
understand and if blockchain could be given to them in the form of an application it would have been easier 
to use, which was found to be a good observation. The following section shall address this issue in the form 
of further research suggestions.

       Blockchain has successfully become the new buzz word as once internet was and many among fortune 
500 companies have already started the use of blockchain in their business. Companies such as IBM, SAP, 
Microsoft and Boeing (Semenova, 2020). As we have reached towards the conclusion lets sum up the 
benefits adding BT into any given organization. 
A) Self-Sovereign Identity: Daniel Roddy of Deloitte Consulting told SHRM that he believes 
blockchain will make “self-sovereign identities” a reality (Susan, 2018). Which means employee or applying 
candidate has the free-will to choose and select whom to share their personal information with and to what 
extent.
B) Transparency: Once added to blockchain system nothing can be altered. Allowing full transparency 
between job seeker and recruiter making screening the right candidate easier while keeping their data intact.
C) Less time consuming and no data breach.
       But then, majority of the people don’t understand the implementation process attached to it. This research 
paper has firstly addressed the underlying issues related to recruitment and data security which is brought 
upon by the free-flow of information due to substantial dependence on internet and proposed a solution with 
this technology. There are financial sectors where the implementation of blockchain is relatively visible. 
They are ahead of others because the very idea about the existence of such a technology came into being with 
cryptocurrency; Bitcoin. researchers assume blockchain would be massively adopted but the time required 
to perform such core transformation is tremendous, possibly within the next 5-10 years (Ellis, 2016). The 
traditional way how data is stored and managed now is markedly different from how this research suggested 
storing over blockchain. It is an efficient process as it respites double-entry and saves data chronologically 
and decentralized. It would be difficult to explain and teach the organizations how to store data on 
blockchain. Plus, there would be many more trying to figure if that would require hiring someone with 
blockchain educational background or it’s just like the internet that is available to all and is used in every 
sector. And many also have the misconception that adding blockchain into the system would cost to existing 
organization rather than saving. Which is true in the case that adding a new and unknown technology plus 
when it is in hype implementing it would cost the company, but those are charges a company should bear 
rather than possibly being vulnerable to losing company data. In fact, it would be best for the organization to 
adopt it in an early stage before the price spikes. Any organization willing to adopt requires to go through a 
whole process of changing and linking internal processes with external companies who have also 

implemented blockchain operating system. Also, there are many companies that would like to take the 
advantage of these mega-trends but face challenges on how to build these capabilities. Some are waiting for 
the revelation process and following others like the late adaptors. All these are primary problems the 
companies would be facing while implementing and some solutions to how it could be overcome but the 
change is very necessary. PwC and Garter developed a listing of key technology mega-trends for 2017, the 
top 5 combined areas include: a) Analytics including machine learning and artificial intelligence, b) cloud 
computing, c) Internet of Things and connected systems such as drones, d) virtual and augmented reality, and 
e) Blockchain technology including distributed ledgers and value exchange transactions (Woodside, et al., 
2012). It can be determined that the transition is happening and possibly faster than predicted and it is 
definitely a strategic move for the organization to start incorporating it within their system. If they would like 
to stay ahead in the technology adoption curve. As the process is lengthy and requires a lot of understanding 
and changes, HRM should start with making the initial changes rather than watching other organization 
already using blockchain to offer better service. The process of adoption can be suggested in 3 steps:
       Building the Application Programming Interface (API): this is technical challenge for the company 
willing to adopt but has been made easy by cloud. So, companies who are willing to start using without a very 
drastic change can obviously go for the Microsoft Azure, where they would require to set-up anything new 
from the already existing cloud platform they are using. It would be a smooth transaction like an update.
       Centralize Identity:  start initializing use of cryptographic signatures for all the stakeholders included in 
the HRM for the recruitment process. For example, for the recruitment process, they could start with smart 
blockchain cloud and exchange public keys between universities so they can start with uploading 
certifications directly into the cloud. Or implement smart contract in the payroll, this could be the easiest one. 

Eventually migrate to Chronological Data Format: the information now for most organizations are stored in 
double-entry model. Instead, slowly the organization could move towards chronological data format in the 
beginning to later instrument blockchain much easily.

This technology has the potential to disrupt and innovate several key areas of HRM. The research has 
highlighted that it can aid in the crisis of data breech saving the organization expenses plus cut-cost on the 
software used in recruitment and data storing and save time from this lengthy procedure; that could even be 
unsuccessful and employee an unworthy candidate. This was the financial prospective. How and if adding 
blockchain technology would have any socio-economic difference and improve the standards would 
probably need further exploration as it is yet very uncertain. From a political point of view, it could also be a 
major problem as implementing blockchain is undermining one’s authority, by decentralizing the ways how 
government and legislations had a hold over the personal details and authorization. It could be the case that 
it’s easier to discuss the changes only on paper and a great challenge to deal with in real. But again, this has 
been the case for every new disruptive innovation. The results found though the data collected and evaluated 
from the sample indicated a shortage of knowledge about blockchain in the HR and it requires a greater 
theory explanation and practical work knowledge to hasten the adoption process within organizations. Or 
further research could be done on how blockchain could fit into the already existing API recruitment tool to 
make it more efficient. Organizations might be more willing to adopt it with a minor change with added 
benefit of security over total disruption. 

Similar to the one we have already discussed, the ingenious amalgamation of Microsoft azure; blockchain 
adds the security and google gets to keep their client that had invested in cloud. 
While these are not the only ways in how blockchain technology can contribute to changes in business 
models, there is yet much uncertainty as to how it would evolve and affect the way in which business will be 
done in 21st century. Further research could also be devoted to studying the post-adoption process thought 
multiple industries which have already embraced the technology to influence the decision making of other 
organizations to incorporate this technological innovation. 
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paper has firstly addressed the underlying issues related to recruitment and data security which is brought 
upon by the free-flow of information due to substantial dependence on internet and proposed a solution with 
this technology. There are financial sectors where the implementation of blockchain is relatively visible. 
They are ahead of others because the very idea about the existence of such a technology came into being with 
cryptocurrency; Bitcoin. researchers assume blockchain would be massively adopted but the time required 
to perform such core transformation is tremendous, possibly within the next 5-10 years (Ellis, 2016). The 
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2012). It can be determined that the transition is happening and possibly faster than predicted and it is 
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and changes, HRM should start with making the initial changes rather than watching other organization 
already using blockchain to offer better service. The process of adoption can be suggested in 3 steps:
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certifications directly into the cloud. Or implement smart contract in the payroll, this could be the easiest one. 
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beginning to later instrument blockchain much easily.

This technology has the potential to disrupt and innovate several key areas of HRM. The research has 
highlighted that it can aid in the crisis of data breech saving the organization expenses plus cut-cost on the 
software used in recruitment and data storing and save time from this lengthy procedure; that could even be 
unsuccessful and employee an unworthy candidate. This was the financial prospective. How and if adding 
blockchain technology would have any socio-economic difference and improve the standards would 
probably need further exploration as it is yet very uncertain. From a political point of view, it could also be a 
major problem as implementing blockchain is undermining one’s authority, by decentralizing the ways how 
government and legislations had a hold over the personal details and authorization. It could be the case that 
it’s easier to discuss the changes only on paper and a great challenge to deal with in real. But again, this has 
been the case for every new disruptive innovation. The results found though the data collected and evaluated 
from the sample indicated a shortage of knowledge about blockchain in the HR and it requires a greater 
theory explanation and practical work knowledge to hasten the adoption process within organizations. Or 
further research could be done on how blockchain could fit into the already existing API recruitment tool to 
make it more efficient. Organizations might be more willing to adopt it with a minor change with added 
benefit of security over total disruption. 

Similar to the one we have already discussed, the ingenious amalgamation of Microsoft azure; blockchain 
adds the security and google gets to keep their client that had invested in cloud. 
While these are not the only ways in how blockchain technology can contribute to changes in business 
models, there is yet much uncertainty as to how it would evolve and affect the way in which business will be 
done in 21st century. Further research could also be devoted to studying the post-adoption process thought 
multiple industries which have already embraced the technology to influence the decision making of other 
organizations to incorporate this technological innovation. 
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500 companies have already started the use of blockchain in their business. Companies such as IBM, SAP, 
Microsoft and Boeing (Semenova, 2020). As we have reached towards the conclusion lets sum up the 
benefits adding BT into any given organization. 
A) Self-Sovereign Identity: Daniel Roddy of Deloitte Consulting told SHRM that he believes 
blockchain will make “self-sovereign identities” a reality (Susan, 2018). Which means employee or applying 
candidate has the free-will to choose and select whom to share their personal information with and to what 
extent.
B) Transparency: Once added to blockchain system nothing can be altered. Allowing full transparency 
between job seeker and recruiter making screening the right candidate easier while keeping their data intact.
C) Less time consuming and no data breach.
       But then, majority of the people don’t understand the implementation process attached to it. This research 
paper has firstly addressed the underlying issues related to recruitment and data security which is brought 
upon by the free-flow of information due to substantial dependence on internet and proposed a solution with 
this technology. There are financial sectors where the implementation of blockchain is relatively visible. 
They are ahead of others because the very idea about the existence of such a technology came into being with 
cryptocurrency; Bitcoin. researchers assume blockchain would be massively adopted but the time required 
to perform such core transformation is tremendous, possibly within the next 5-10 years (Ellis, 2016). The 
traditional way how data is stored and managed now is markedly different from how this research suggested 
storing over blockchain. It is an efficient process as it respites double-entry and saves data chronologically 
and decentralized. It would be difficult to explain and teach the organizations how to store data on 
blockchain. Plus, there would be many more trying to figure if that would require hiring someone with 
blockchain educational background or it’s just like the internet that is available to all and is used in every 
sector. And many also have the misconception that adding blockchain into the system would cost to existing 
organization rather than saving. Which is true in the case that adding a new and unknown technology plus 
when it is in hype implementing it would cost the company, but those are charges a company should bear 
rather than possibly being vulnerable to losing company data. In fact, it would be best for the organization to 
adopt it in an early stage before the price spikes. Any organization willing to adopt requires to go through a 
whole process of changing and linking internal processes with external companies who have also 

implemented blockchain operating system. Also, there are many companies that would like to take the 
advantage of these mega-trends but face challenges on how to build these capabilities. Some are waiting for 
the revelation process and following others like the late adaptors. All these are primary problems the 
companies would be facing while implementing and some solutions to how it could be overcome but the 
change is very necessary. PwC and Garter developed a listing of key technology mega-trends for 2017, the 
top 5 combined areas include: a) Analytics including machine learning and artificial intelligence, b) cloud 
computing, c) Internet of Things and connected systems such as drones, d) virtual and augmented reality, and 
e) Blockchain technology including distributed ledgers and value exchange transactions (Woodside, et al., 
2012). It can be determined that the transition is happening and possibly faster than predicted and it is 
definitely a strategic move for the organization to start incorporating it within their system. If they would like 
to stay ahead in the technology adoption curve. As the process is lengthy and requires a lot of understanding 
and changes, HRM should start with making the initial changes rather than watching other organization 
already using blockchain to offer better service. The process of adoption can be suggested in 3 steps:
       Building the Application Programming Interface (API): this is technical challenge for the company 
willing to adopt but has been made easy by cloud. So, companies who are willing to start using without a very 
drastic change can obviously go for the Microsoft Azure, where they would require to set-up anything new 
from the already existing cloud platform they are using. It would be a smooth transaction like an update.
       Centralize Identity:  start initializing use of cryptographic signatures for all the stakeholders included in 
the HRM for the recruitment process. For example, for the recruitment process, they could start with smart 
blockchain cloud and exchange public keys between universities so they can start with uploading 
certifications directly into the cloud. Or implement smart contract in the payroll, this could be the easiest one. 

Eventually migrate to Chronological Data Format: the information now for most organizations are stored in 
double-entry model. Instead, slowly the organization could move towards chronological data format in the 
beginning to later instrument blockchain much easily.

This technology has the potential to disrupt and innovate several key areas of HRM. The research has 
highlighted that it can aid in the crisis of data breech saving the organization expenses plus cut-cost on the 
software used in recruitment and data storing and save time from this lengthy procedure; that could even be 
unsuccessful and employee an unworthy candidate. This was the financial prospective. How and if adding 
blockchain technology would have any socio-economic difference and improve the standards would 
probably need further exploration as it is yet very uncertain. From a political point of view, it could also be a 
major problem as implementing blockchain is undermining one’s authority, by decentralizing the ways how 
government and legislations had a hold over the personal details and authorization. It could be the case that 
it’s easier to discuss the changes only on paper and a great challenge to deal with in real. But again, this has 
been the case for every new disruptive innovation. The results found though the data collected and evaluated 
from the sample indicated a shortage of knowledge about blockchain in the HR and it requires a greater 
theory explanation and practical work knowledge to hasten the adoption process within organizations. Or 
further research could be done on how blockchain could fit into the already existing API recruitment tool to 
make it more efficient. Organizations might be more willing to adopt it with a minor change with added 
benefit of security over total disruption. 

Similar to the one we have already discussed, the ingenious amalgamation of Microsoft azure; blockchain 
adds the security and google gets to keep their client that had invested in cloud. 
While these are not the only ways in how blockchain technology can contribute to changes in business 
models, there is yet much uncertainty as to how it would evolve and affect the way in which business will be 
done in 21st century. Further research could also be devoted to studying the post-adoption process thought 
multiple industries which have already embraced the technology to influence the decision making of other 
organizations to incorporate this technological innovation. 
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       Blockchain has successfully become the new buzz word as once internet was and many among fortune 
500 companies have already started the use of blockchain in their business. Companies such as IBM, SAP, 
Microsoft and Boeing (Semenova, 2020). As we have reached towards the conclusion lets sum up the 
benefits adding BT into any given organization. 
A) Self-Sovereign Identity: Daniel Roddy of Deloitte Consulting told SHRM that he believes 
blockchain will make “self-sovereign identities” a reality (Susan, 2018). Which means employee or applying 
candidate has the free-will to choose and select whom to share their personal information with and to what 
extent.
B) Transparency: Once added to blockchain system nothing can be altered. Allowing full transparency 
between job seeker and recruiter making screening the right candidate easier while keeping their data intact.
C) Less time consuming and no data breach.
       But then, majority of the people don’t understand the implementation process attached to it. This research 
paper has firstly addressed the underlying issues related to recruitment and data security which is brought 
upon by the free-flow of information due to substantial dependence on internet and proposed a solution with 
this technology. There are financial sectors where the implementation of blockchain is relatively visible. 
They are ahead of others because the very idea about the existence of such a technology came into being with 
cryptocurrency; Bitcoin. researchers assume blockchain would be massively adopted but the time required 
to perform such core transformation is tremendous, possibly within the next 5-10 years (Ellis, 2016). The 
traditional way how data is stored and managed now is markedly different from how this research suggested 
storing over blockchain. It is an efficient process as it respites double-entry and saves data chronologically 
and decentralized. It would be difficult to explain and teach the organizations how to store data on 
blockchain. Plus, there would be many more trying to figure if that would require hiring someone with 
blockchain educational background or it’s just like the internet that is available to all and is used in every 
sector. And many also have the misconception that adding blockchain into the system would cost to existing 
organization rather than saving. Which is true in the case that adding a new and unknown technology plus 
when it is in hype implementing it would cost the company, but those are charges a company should bear 
rather than possibly being vulnerable to losing company data. In fact, it would be best for the organization to 
adopt it in an early stage before the price spikes. Any organization willing to adopt requires to go through a 
whole process of changing and linking internal processes with external companies who have also 

implemented blockchain operating system. Also, there are many companies that would like to take the 
advantage of these mega-trends but face challenges on how to build these capabilities. Some are waiting for 
the revelation process and following others like the late adaptors. All these are primary problems the 
companies would be facing while implementing and some solutions to how it could be overcome but the 
change is very necessary. PwC and Garter developed a listing of key technology mega-trends for 2017, the 
top 5 combined areas include: a) Analytics including machine learning and artificial intelligence, b) cloud 
computing, c) Internet of Things and connected systems such as drones, d) virtual and augmented reality, and 
e) Blockchain technology including distributed ledgers and value exchange transactions (Woodside, et al., 
2012). It can be determined that the transition is happening and possibly faster than predicted and it is 
definitely a strategic move for the organization to start incorporating it within their system. If they would like 
to stay ahead in the technology adoption curve. As the process is lengthy and requires a lot of understanding 
and changes, HRM should start with making the initial changes rather than watching other organization 
already using blockchain to offer better service. The process of adoption can be suggested in 3 steps:
       Building the Application Programming Interface (API): this is technical challenge for the company 
willing to adopt but has been made easy by cloud. So, companies who are willing to start using without a very 
drastic change can obviously go for the Microsoft Azure, where they would require to set-up anything new 
from the already existing cloud platform they are using. It would be a smooth transaction like an update.
       Centralize Identity:  start initializing use of cryptographic signatures for all the stakeholders included in 
the HRM for the recruitment process. For example, for the recruitment process, they could start with smart 
blockchain cloud and exchange public keys between universities so they can start with uploading 
certifications directly into the cloud. Or implement smart contract in the payroll, this could be the easiest one. 

Eventually migrate to Chronological Data Format: the information now for most organizations are stored in 
double-entry model. Instead, slowly the organization could move towards chronological data format in the 
beginning to later instrument blockchain much easily.

This technology has the potential to disrupt and innovate several key areas of HRM. The research has 
highlighted that it can aid in the crisis of data breech saving the organization expenses plus cut-cost on the 
software used in recruitment and data storing and save time from this lengthy procedure; that could even be 
unsuccessful and employee an unworthy candidate. This was the financial prospective. How and if adding 
blockchain technology would have any socio-economic difference and improve the standards would 
probably need further exploration as it is yet very uncertain. From a political point of view, it could also be a 
major problem as implementing blockchain is undermining one’s authority, by decentralizing the ways how 
government and legislations had a hold over the personal details and authorization. It could be the case that 
it’s easier to discuss the changes only on paper and a great challenge to deal with in real. But again, this has 
been the case for every new disruptive innovation. The results found though the data collected and evaluated 
from the sample indicated a shortage of knowledge about blockchain in the HR and it requires a greater 
theory explanation and practical work knowledge to hasten the adoption process within organizations. Or 
further research could be done on how blockchain could fit into the already existing API recruitment tool to 
make it more efficient. Organizations might be more willing to adopt it with a minor change with added 
benefit of security over total disruption. 

Similar to the one we have already discussed, the ingenious amalgamation of Microsoft azure; blockchain 
adds the security and google gets to keep their client that had invested in cloud. 
While these are not the only ways in how blockchain technology can contribute to changes in business 
models, there is yet much uncertainty as to how it would evolve and affect the way in which business will be 
done in 21st century. Further research could also be devoted to studying the post-adoption process thought 
multiple industries which have already embraced the technology to influence the decision making of other 
organizations to incorporate this technological innovation. 
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       Blockchain has successfully become the new buzz word as once internet was and many among fortune 
500 companies have already started the use of blockchain in their business. Companies such as IBM, SAP, 
Microsoft and Boeing (Semenova, 2020). As we have reached towards the conclusion lets sum up the 
benefits adding BT into any given organization. 
A) Self-Sovereign Identity: Daniel Roddy of Deloitte Consulting told SHRM that he believes 
blockchain will make “self-sovereign identities” a reality (Susan, 2018). Which means employee or applying 
candidate has the free-will to choose and select whom to share their personal information with and to what 
extent.
B) Transparency: Once added to blockchain system nothing can be altered. Allowing full transparency 
between job seeker and recruiter making screening the right candidate easier while keeping their data intact.
C) Less time consuming and no data breach.
       But then, majority of the people don’t understand the implementation process attached to it. This research 
paper has firstly addressed the underlying issues related to recruitment and data security which is brought 
upon by the free-flow of information due to substantial dependence on internet and proposed a solution with 
this technology. There are financial sectors where the implementation of blockchain is relatively visible. 
They are ahead of others because the very idea about the existence of such a technology came into being with 
cryptocurrency; Bitcoin. researchers assume blockchain would be massively adopted but the time required 
to perform such core transformation is tremendous, possibly within the next 5-10 years (Ellis, 2016). The 
traditional way how data is stored and managed now is markedly different from how this research suggested 
storing over blockchain. It is an efficient process as it respites double-entry and saves data chronologically 
and decentralized. It would be difficult to explain and teach the organizations how to store data on 
blockchain. Plus, there would be many more trying to figure if that would require hiring someone with 
blockchain educational background or it’s just like the internet that is available to all and is used in every 
sector. And many also have the misconception that adding blockchain into the system would cost to existing 
organization rather than saving. Which is true in the case that adding a new and unknown technology plus 
when it is in hype implementing it would cost the company, but those are charges a company should bear 
rather than possibly being vulnerable to losing company data. In fact, it would be best for the organization to 
adopt it in an early stage before the price spikes. Any organization willing to adopt requires to go through a 
whole process of changing and linking internal processes with external companies who have also 

implemented blockchain operating system. Also, there are many companies that would like to take the 
advantage of these mega-trends but face challenges on how to build these capabilities. Some are waiting for 
the revelation process and following others like the late adaptors. All these are primary problems the 
companies would be facing while implementing and some solutions to how it could be overcome but the 
change is very necessary. PwC and Garter developed a listing of key technology mega-trends for 2017, the 
top 5 combined areas include: a) Analytics including machine learning and artificial intelligence, b) cloud 
computing, c) Internet of Things and connected systems such as drones, d) virtual and augmented reality, and 
e) Blockchain technology including distributed ledgers and value exchange transactions (Woodside, et al., 
2012). It can be determined that the transition is happening and possibly faster than predicted and it is 
definitely a strategic move for the organization to start incorporating it within their system. If they would like 
to stay ahead in the technology adoption curve. As the process is lengthy and requires a lot of understanding 
and changes, HRM should start with making the initial changes rather than watching other organization 
already using blockchain to offer better service. The process of adoption can be suggested in 3 steps:
       Building the Application Programming Interface (API): this is technical challenge for the company 
willing to adopt but has been made easy by cloud. So, companies who are willing to start using without a very 
drastic change can obviously go for the Microsoft Azure, where they would require to set-up anything new 
from the already existing cloud platform they are using. It would be a smooth transaction like an update.
       Centralize Identity:  start initializing use of cryptographic signatures for all the stakeholders included in 
the HRM for the recruitment process. For example, for the recruitment process, they could start with smart 
blockchain cloud and exchange public keys between universities so they can start with uploading 
certifications directly into the cloud. Or implement smart contract in the payroll, this could be the easiest one. 

Eventually migrate to Chronological Data Format: the information now for most organizations are stored in 
double-entry model. Instead, slowly the organization could move towards chronological data format in the 
beginning to later instrument blockchain much easily.

This technology has the potential to disrupt and innovate several key areas of HRM. The research has 
highlighted that it can aid in the crisis of data breech saving the organization expenses plus cut-cost on the 
software used in recruitment and data storing and save time from this lengthy procedure; that could even be 
unsuccessful and employee an unworthy candidate. This was the financial prospective. How and if adding 
blockchain technology would have any socio-economic difference and improve the standards would 
probably need further exploration as it is yet very uncertain. From a political point of view, it could also be a 
major problem as implementing blockchain is undermining one’s authority, by decentralizing the ways how 
government and legislations had a hold over the personal details and authorization. It could be the case that 
it’s easier to discuss the changes only on paper and a great challenge to deal with in real. But again, this has 
been the case for every new disruptive innovation. The results found though the data collected and evaluated 
from the sample indicated a shortage of knowledge about blockchain in the HR and it requires a greater 
theory explanation and practical work knowledge to hasten the adoption process within organizations. Or 
further research could be done on how blockchain could fit into the already existing API recruitment tool to 
make it more efficient. Organizations might be more willing to adopt it with a minor change with added 
benefit of security over total disruption. 

Similar to the one we have already discussed, the ingenious amalgamation of Microsoft azure; blockchain 
adds the security and google gets to keep their client that had invested in cloud. 
While these are not the only ways in how blockchain technology can contribute to changes in business 
models, there is yet much uncertainty as to how it would evolve and affect the way in which business will be 
done in 21st century. Further research could also be devoted to studying the post-adoption process thought 
multiple industries which have already embraced the technology to influence the decision making of other 
organizations to incorporate this technological innovation. 
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