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Abstract: With the rapid development of the digital economy, enterprise employment management is facing unprecedented 
changes. Digital transformation not only brings about efficiency improvements and innovations in flexible employment 
models but also presents new compliance challenges. This paper explores the compliance issues in enterprise employment 
management in the context of the digital economy, including unclear legal positioning of new employment relationships, 
blurred working hours and labor boundaries, conflicts between algorithmic control and the protection of labor rights and 
interests, etc. Through the analysis of these issues, this paper proposes countermeasures such as constructing a digital 
compliance management system, optimizing employment models and contract management, strengthening data and 
algorithm compliance management, and enhancing enterprise compliance management capabilities and legal literacy. The 
research shows that enterprises should strengthen compliance management during the process of digital transformation 
to ensure the legality and transparency of employment relationships, thereby promoting the sustainable development of 
enterprises.
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1. Introduction
The digital economy, as the most dynamic and innovative field in the global economy today, is developing at 
an unprecedented pace and profoundly changing every aspect of social life. According to statistics, in 2023, the 
scale of China’s digital economy reached 53.9 trillion yuan, becoming an important engine for economic growth. 
In the cultural and tourism industry, the in-depth integration of scenic spot operation manpower and digital labor 
forces provides proactive management, care, and services for tourists, greatly enhancing the quality of tourists’ 
experiences. In the Internet technology industry, the development of automated advertising placement platforms, 
combined with advertisers’ bidding strategies and platform user profiles, can accurately match advertising 
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demands, reduce labor costs, and improve operational efficiency [1]. In the manufacturing industry, the application 
of various robots and digital services has effectively filled the labor gap, reduced cost waste, and improved 
production efficiency. For example, with the help of digital technology, the production cycles of benchmark 
factories in fields such as large aircraft, new-energy vehicles, and high-speed EMUs have been significantly 
shortened by 30%, and production efficiency has increased by nearly 30% [2]. A large-scale automobile dealership 
group has not only increased labor efficiency by 20%–30% through digital transformation but also solved a series 
of problems, such as difficult recruitment, high labor costs, many safety hazards, and low automation levels. In 
2020, after Beijing’s taxi industry accessed the online ride-hailing platform, drivers’ incomes increased by 30%, 
and the empty-driving rate decreased by 20% [3].

At the same time, the rapid development of digital technology has activated work methods such as 
telecommuting and working from home and has given rise to new labor relationships such as platform-based 
employment. These innovations not only improve work efficiency and increase employment flexibility but also 
make the compliance issues of employment management more complex, leading to an increase in labor disputes. 
How to ensure legality and compliance while protecting innovation has become a key issue that enterprises need 
to solve urgently.

China’s current labor laws and regulations have certain lags in dealing with new employment forms. 
Enterprises often face problems such as unclear legal application, non-standard social insurance contributions, and 
imperfect labor contract management in practice. These problems not only increase the legal risks of enterprises 
but may also affect the basic rights and interests of employees and hinder enterprises from fulfilling their social 
responsibilities.

Therefore, studying the compliance challenges and countermeasures of enterprise employment management 
in the context of the digital economy not only has important theoretical value but also has far-reaching practical 
significance. This paper aims to analyze the main compliance problems faced by enterprises during the digital 
transformation process, explore their causes, and propose corresponding countermeasures and suggestions to 
provide theoretical support and practical guidance for enterprise compliance management.

2. Characteristics of enterprise employment management in the context of the digital 
economy
The digital economy has given rise to diverse employment models, making enterprise employment management 
characterized by “data-driven, coexistence of flexibility and risks, and interweaving of technological empowerment 
and institutional lags.”

2.1. Data-driven management decisions
Enterprise employment management has shifted from experience-orientation to data-driven. Management 
decisions are based on the systematic analysis of human resources data, such as recruitment, performance, and 
turnover, achieving precise talent allocation and scientific management. Enterprises construct human resources 
data analysis systems, evaluate employment effectiveness through quantitative indicators, and provide data support 
for strategic decisions [4].

2.2. Algorithm-driven management
Algorithm-driven management has become another significant feature of enterprise employment management. 
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Enterprises construct algorithm systems based on mathematical models and statistical analysis to achieve the 
automated execution of employment management decisions. In the recruitment process, intelligent screening 
algorithms can automatically evaluate the matching degree of candidates according to job requirements; in 
performance management, algorithm systems can integrate multi-dimensional data to generate objective 
performance evaluation results [5]. The role of human resources managers has thus changed from direct decision-
makers to designers of algorithm rules and supervisors of system operations, with the focus of work shifting to 
algorithm optimization and result evaluation.

2.3. Flexible employment structure
The digital economy has given rise to diverse employment models, and enterprise employment structures have 
become highly flexible [6]. Core employees coexist with flexible workers, telecommuting combines with on-site 
work, and full-time and part-time employees collaborate. Enterprises can dynamically adjust human resources 
allocation according to business needs, forming a more flexible employment system. This structural change 
directly affects the complexity of employment compliance management.

2.4. Intelligent prevention and control of compliance risks
Enterprise employment management incorporates intelligent compliance monitoring mechanisms to identify 
potential risks through system warnings. Intelligent contract management ensures the legality of labor relations; 
automated attendance systems monitor the compliance of working hours management; and built-in compliance 
inspection mechanisms in the recruitment process prevent discrimination risks [7].

3. Opportunities brought by the digital economy era to enterprise employment 
management
3.1. Digital-driven human resources management decisions
Through big data analysis technology, enterprises can achieve multi-dimensional mining and analysis of human 
resources data and construct a scientific employment decision-making support system [8]. This system can 
accurately evaluate the compliance costs, legal risks, and management benefits of different employment methods, 
providing data support for enterprises to develop compliant and efficient employment strategies. For example, 
enterprises can identify potential compliance risk points by analyzing the data patterns of historical labor dispute 
cases; optimize internal management processes by benchmarking the employment compliance practices of 
leading enterprises in the industry; and proactively respond to the possible impacts of changes in labor laws and 
regulations through predictive analysis.

According to the research data of Smart Contracts, enterprises that establish a labor employment compliance 
system through the Compliance Number Zhifa Yongfa Platform have an average reduction of 65% in the cost of 
handling employment disputes [9]. This shows that digital tools not only help enterprises improve management 
efficiency but also provide strong support for enterprises to deal with risks. The data-driven decision-making 
mechanism has enhanced the scientific nature of employment management, laying a solid foundation for 
enterprises to maintain a compliant competitive advantage in a complex and changeable legal environment.

3.2. Diverse expansion of flexible employment models
The development of digital technology has promoted the transformation of enterprise employment models 
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from the traditional “company + employee” fixed-employment method to the flexible “platform + individual” 
employment model. The gig economy, relying on Internet platforms, has created a large number of part-time 
and flexible employment opportunities, enabling enterprises to accurately connect with the professional talents 
required for short-term projects. For example, by implementing the combination of dynamic employment and 
employment digitization, the pilot supermarkets of BBK Group have reduced labor costs by 30% [10]. The “shared 
employee” model promotes the optimal allocation of human resources through the temporary deployment of labor 
forces between enterprises without changing the original labor relations of employees [11].

The popularization of new work methods such as telecommuting has also brought changes to enterprise 
employment management. The progress of digital technology enables enterprises to flexibly arrange hybrid work 
models according to business characteristics, balancing the advantages of centralized and remote work, reducing 
office space investment, and meeting employees’ flexible work needs.

3.3. Intelligent employment relations and digital risk prevention
Digital technology provides enterprises with an unprecedented ability to manage employment relations in a refined 
manner. Through intelligent contract management systems, e-signing platforms, and digital archives, enterprises 
can achieve digital management of the entire life cycle of labor contracts [12]. This intelligent management not 
only optimizes process efficiency but also significantly improves employment compliance. The system can 
automatically compare the consistency of contract terms with the requirements of the latest laws and regulations 
and remind managers to make necessary corrections; the e-signing platform ensures the legal validity of the 
signing process and evidence retention; and the digital archive facilitates enterprises to respond to labor inspections 
and audits at any time.

At the same time, intelligent systems form a “safety net” for enterprise employment compliance management 
through real-time data collection, intelligent algorithm analysis, and automatic warning mechanisms. The system 
can continuously monitor the deviations between enterprise employment practices and labor law requirements 
and issue early warning signals before risk events occur [13]. For example, when overtime hours approach 
the legal limit, social insurance contributions are abnormal, or labor contracts are about to expire, the system 
will automatically remind relevant responsible persons to take measures. In addition, intelligent systems can 
automatically match corresponding rights and interests protection measures for different types of employees (such 
as full-time, part-time, outsourced, and interns), avoiding compliance risks caused by confusion of employment 
types.

4. Challenges brought by the digital economy to enterprise employment management
4.1. Unclear legal positioning of new employment relations
The new employment models derived from the digital economy have broken the traditional labor-relation 
identification standards, putting legal application in a difficult situation. The relationship between platform 
enterprises and workers often falls between labor relations and labor service relations, lacking a clear legal 
position. In the “Li Xiangguo v. Beijing Tongcheng Biying Technology Co., Ltd. Labor Dispute Case” in 
2018, it was for the first time determined that the relationship between platform deliverymen and the platform 
constituted a labor relation. However, to avoid employment costs, various delivery platforms have developed 
diverse employment forms through outsourcing and hierarchical subcontracting, making the identification of legal 
relations increasingly complex.
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The differences in regional labor laws and regulations further increase the difficulty of compliance 
management for cross-regional employment [14]. At the same time, issues such as the validity determination of 
e-labor contracts and the social insurance contribution responsibilities for non-standard employment relations still 
lack clear regulations. In judicial practice, there are frequent phenomena of different judgments for the same or 
similar cases. Sometimes, even the arbitration institutions and courts in the same region have opposite opinions, 
exposing enterprises to significant legal risks and uncertainties.

4.2. Blurred working hours and labor boundaries
The popularity of telecommuting and instant messaging tools has led to an increasingly prominent phenomenon 
of invisible overtime, such as “not logging off after work.” Although the court has determined that some online 
standby time constitutes overtime, the law has not yet formed a clear definition standard [15]. Enterprises find it 
difficult to accurately calculate employees’ actual working hours and overtime hours, facing the risk of violating 
working-hour regulations.

Under the flexible employment model, the working hours of workers are highly fragmented. For example, 
online ride-hailing drivers are paid by the order, and shared employees work across enterprises. The traditional 
working-hour system is difficult to apply. This makes issues such as overtime pay calculation and the protection of 
the right to rest more complex, increasing the possibility of potential labor disputes.

4.3. Conflicts between algorithmic control and the protection of labor rights and interests
Enterprises increasingly rely on algorithms to manage and control the labor process, but there are obvious conflicts 
between algorithmic management and traditional labor protection systems. In platform-based employment, 
enterprises use algorithms to precisely control workers. For example, food-delivery platforms use indicators such 
as the shortest delivery time and the optimal route planning to prompt riders to speed or run red lights, endangering 
their personal safety and health. This kind of “algorithmic black-box” management lacks transparency, making it 
difficult for workers to lodge effective complaints or defenses.

Enterprises use digital tools to monitor employees’ behaviors, often over-collecting personal data, triggering 
risks of privacy violation and data abuse [16]. How to balance data application and privacy protection has become 
a key challenge for enterprise compliance management. In addition, the application of algorithms in recruitment, 
promotion, rewards, and punishments may lead to employment discrimination. Algorithms based on historical 
data are likely to solidify biases such as gender and age, and the opacity of the algorithm decision-making process 
makes it difficult for workers to question its rationality.

4.4. Insufficient enterprise compliance management capabilities and legal literacy
Digital transformation requires enterprises to establish a compliance management system suitable for new 
employment relations, but most enterprises lack a systematic risk prevention and control mechanism. Especially 
in new fields such as e-labor contract management, telecommuting compliance supervision, and the fairness 
guarantee of algorithmic decision-making, enterprise managers have not updated their legal knowledge in a timely 
manner and find it difficult to accurately apply the latest laws and regulations, increasing the employment risks of 
enterprises [17]. The human resources department faces an increasing number of legal risks, but managers have an 
insufficient understanding of current labor laws and regulations and pay insufficient attention to newly introduced 
laws and regulations, resulting in many compliance hidden dangers in daily management.
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5. Countermeasures for ensuring the compliance of enterprise employment 
management in the context of the digital economy
5.1. Constructing a digital compliance management system
Enterprises should establish and improve human resources management systems according to the characteristics 
of the digital economy and their actual situations, including basic documents such as labor contract management, 
salary and welfare systems, and performance appraisal standards, and clarify the management norms for different 
employment forms. Through the human resources management system, the electronic release of regulations and 
the signing by employees are realized to ensure the legality of the system and the employees’ awareness rate. 
The system automatically records the time when employees view and confirm, providing strong evidence for 
compliance.

For new work methods such as telecommuting and flexible work, enterprises need to develop clear working-
hour definition standards and recording methods to protect employees’ right to rest and overtime rights. For new 
employment models such as shared employment and platform-based employment, enterprises should formulate 
special management regulations to clearly define the rights and responsibilities between enterprises and workers, 
avoiding legal risks caused by ambiguous employment relations.

5.2. Optimizing employment models and contract management
Facing the diversification of employment models in the digital economy, enterprises need to clearly distinguish the 
legal attributes of different models to ensure clear employment relations and reduce compliance risks. For short-
term and seasonal tasks, enterprises can use outsourcing or labor dispatch to reduce management burdens. At the 
same time, flexible employment can also be carried out through gig-economy platforms to ensure employment 
compliance.

In terms of contract management, enterprises should follow the provisions of the “Labor Contract Law of the 
People’s Republic of China”, standardize the contract-signing process, ensure the signing of written contracts, and 
clarify the rights and obligations of both parties. For flexible employment models, special attention should be paid 
to the legality and integrity of contract terms to avoid legal risks caused by missing contracts or ambiguous terms. 
The signing, storage, and management of e-labor contracts are realized through the digital HR system to ensure the 
transparency and legality of the contract process.

When using employment methods such as shared employment, labor dispatch, and outsourcing, enterprises 
should clarify the rights and responsibilities of each party through contracts. Technologies such as blockchain can 
be used to enhance the transparency and traceability of labor contract management, and intelligent analysis tools 
can be used to monitor compliance status and discover potential problems in a timely manner.

5.3. Strengthening data and algorithmic compliance management
Enterprises should formulate employee data collection and use policies, clarify the purposes and boundaries of 
data processing, implement data classification and grading management, and strengthen protection measures for 
sensitive information, such as data encryption and secure storage. Enterprises should obtain the explicit informed 
consent of employees to ensure data-processing transparency and the legal and compliant use of employee data. In 
the telecommuting scenario, enterprises should develop clear working-hour definitions and overtime determination 
standards and establish telecommuting attendance and supervision mechanisms to balance management needs and 
employee privacy protection and ensure data compliance.

When using artificial intelligence for decision-making in recruitment, performance evaluation, etc., 
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enterprises should ensure the fairness of algorithms to avoid compliance risks such as employment discrimination 
caused by algorithmic biases. A manual review link should be retained, and an algorithm decision-making appeal 
and correction mechanism should be established to protect employees’ rights and interests. At the same time, 
enterprises should regularly use fairness testing tools to check algorithms to ensure that they do not contain hidden 
biases.

5.4. Enhancing enterprise compliance management capabilities and legal literacy
Enterprises should adhere to the “people-oriented” management concept, combine compliance management with 
enterprise sustainable development, and ensure the positive interaction between legal compliance and enterprise 
development. Enterprises should establish a dedicated compliance management team, pay close attention to the 
changes in policies and regulations related to the digital economy, especially in areas such as flexible employment 
and data security, and adjust employment strategies and management models in a timely manner.

Enterprise managers can participate in industry associations, summits, and other activities to understand 
industry best practices, exchange compliance management experience with peers, and jointly address the 
challenges brought by the digital economy. At the same time, human resources managers should continuously 
improve their legal literacy by self-studying national labor laws and regulations and relevant policies formulated 
by local governments. HRs should also actively participate in special human resources law training programs 
organized by local government departments and relevant institutions to understand the latest trends and case 
analyses of labor laws and regulations and enhance compliance management capabilities.

6. Conclusion
With the continuous advancement of the digital economy, the complexity and challenges faced by enterprise 
employment management are increasing. Digital transformation has brought new models of efficiency 
improvement and flexible employment to enterprises, but it is also accompanied by a series of compliance 
problems, especially legal challenges in new employment relations, working-hour definition, and algorithmic 
decision-making. This paper analyzes these challenges and proposes relevant countermeasures, aiming to help 
enterprises establish an effective compliance management system in the context of the digital economy to ensure 
the legality and transparency of employment management.

However, although many solutions can be applied, enterprises still face multiple difficulties in actual 
operations, especially in terms of the lagging legal framework and immature technology applications. In the future, 
enterprises not only need to pay attention to technical support for compliance management but also strengthen 
their adaptation to and update of laws and regulations, and promote the improvement of relevant policies. The 
rapid development of the digital economy requires enterprises to find a more balanced path between innovation 
and compliance to ensure that while enhancing labor efficiency and technology applications, the basic rights and 
interests of workers are always protected.

In conclusion, the compliance of enterprise employment management is not only related to the avoidance 
of legal risks but also directly affects the social responsibility and sustainable development of enterprises. With 
the continuous evolution of the digital economy, enterprises need to continuously improve their compliance 
management capabilities and optimize employment models in the future to adapt to the challenges of the new 
situation and achieve long-term sustainable development. By continuously improving the compliance management 
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system, enterprises can better adapt to the changes of the digital economy era and create greater value for society.
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