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Digital transformation has transformed the way 
organizations recruit, develop, evaluate, and retain 
talent. In this context, the human resource’s 
function is no longer positioned as an 
administrative unit but must become a strategic 
actor connecting technology, human capabilities, 
and organizational performance. Recent literature 
shows that digital HR transformation has evolved 
from the concept of e-HRM to digital HRM, then 
moved to a more strategic level in the form of a 
digital HR strategy, namely explicit integration 
between HR processes, data, and digital 
technologies to create value. At the same time, the 
literature also emphasizes that the success of HR 
digital transformation is not solely determined by 
technology adoption, but also by governance, 
management support, employee digital 
competency, a human-centric work experience, 
and the management of ethical risks such as 
algorithmic bias, data privacy, and decision 
transparency. This article critically reviews the key 
literature on human resources digital 
transformation strategies by highlighting 
conceptual evolution, drivers of change, strategies 
implementation, benefits, challenges, and future 
research agendas. The synthesis shows that an 
effective digital HR transformation strategy rests 
on at least eight pillars: alignment of business and 
HR strategies, re-digitization of HR processes, 
utilization of HR analytics and AI, digital capability 
building, human-centered work experience design, 
change management, data-ethics governance, and 
digital maturity measurement.  
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INTRODUCTION 
Technological changes, automation, AI, big data, and the digitalization of 

work processes have accelerated the redefinition of jobs and competencies across 
various sectors. The World Economic Forum, in its Future of Jobs Report 2025, 
emphasized that the report gathered perspectives from more than 1,000 global 
companies representing over 14 million workers to map the future of jobs. How 
technological, demographic, and economic changes are shaping jobs and skills 
needs through 2030. From an HR perspective, these findings suggest that 
organizations need a new approach to workforce planning, reskilling, talent 
management, and work design. In other words, digital transformation is not just 
a corporate technology issue, but a strategic people management issue. 

In HRM literature, this shift drives a shift in the role of the HR function 
from "administrative support" to "strategic value architect." (Nastase, Adomnitei, 
and Apetri: 2025) emphasize that in the digital era, human capital is no longer 
simply a managed resource, but a catalyst for transformation itself. They also 
emphasize the need for people-centered ecosystem that connects technology 
adoption with employee experience, learning agility, and psychological safety. 
This perspective is crucial because many organizations fail not because of a lack 
of technology, but because they neglect the human side of transformation. 
 
LITERATURE REVIEW 

One important contribution to the literature comes from Strohmeier 
(2020), who explains that the discourses on digitization of HRM, digitalization of 
HRM, digital transformation of HRM, and digital disruption of HRM are often 
used interchangeably without conceptual clarity. He therefore offers more 
precise terminology and typology and demonstrates that digital human resource 
management is an evolutionary development of previous technology-based HR 
concepts. This contribution is significant because the HR digital transformation 
strategy must start from clarity on the level of change: whether organizations 
simply automate administrative processes, digitize workflows, or completely 
transform their people management models. 

Earlier literature has actually discussed e-HRM, but with a limited focus. 
(Marler and Fisher: 2013), through a review of 40 studies, found that e-HRM 
research was still in its early stages and had not yet provided strong empirical 
evidence that e-HRM directly resulted in strategic outcomes or organizational 
performance. 

The review actually shows that e-HRM results are very contextual and 
very influenced by implementation design, managerial involvement, and 
resistance to change. Thus, the lesson from the e-HRM phase is that HR 
technology is not automatic making HR strategic; new strategic value emerges 
when technology is combined with clear managerial decisions, organizational 
design, and business objectives. 

Subsequent developments expanded the discussion from simply using 
electronic systems to the concept of digital HR strategy. (Ruiz, Benitez, Castillo, 
and Braojos: 2024) define it as an explicit recognition of the fusion and integration 
between HR processes and digital technology. More importantly, they 
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empirically demonstrated in a sample of 351 companies that digital HR strategy 
positively impacts company performance. This finding shifts the focus from 
“does the organization use HR technology” to “does the organization have an 
HR strategy?” digital that is integrated, deliberate, and aligned with the purpose 
of value creation.” 
 
METHODOLOGY 

Zhang and Chen (2024) offer one of the clearest frameworks for driving 
digital HR transformation. They identify five key drivers: internal customer 
digital needs, industry digital innovation, competitor challenges, digital 
innovation governance, and the demands of the digital era itself. They also 
emphasize that the essence of this transformation is reflected in the digital 
workplace, digital HRM processes, and digital employee services. 

This framework demonstrates that HR digital transformation strategies 
should not be narrowed down to HRIS application projects, as the underlying 
drivers are competitive, institutional, and organizational at the same time. 
Bansal, Panchal, Jabeen, Mangla, and Singh (2023) complement this view with 
the concept of HRDT (human resource digital transformation) as a phenomenon 
shaped by digital factors and individual factors that together produce innovation 
capabilities. 

Its contribution is important because it reminds us that digital 
transformation of HR is never only produced by systems, but also by the 
psychological readiness, competence, and behavior of actors within the 
organization. Therefore, HR digital transformation strategy must be understood 
as a socio-technical process: technology provides the possibilities, but people 
determine their realization. 
 
RESEARCH RESULT AND DISCUSSION 
Alignment of Business Strategy, HR Strategy, and Governance 

The first and most fundamental strategy is alignment between business 
strategy and HR strategy. The literature shows that organizations that 
successfully transform their HR functions are not those that are quickest to 
acquire new technology, but rather those that most clearly link digital 
investments to business priorities, work models, and needs future capabilities. 
Shahiduzzaman (2025) refers to HR strategy and governance as one of the key 
factors for increasing HR digital maturity. This finding is in line with Ruiz et al. 
(2024), which shows that a new digital HR strategy is valuable when it positioned 
as an integrated system that supports company performance. 

The implication is that organizations need to begin their HR digital 
transformation with strategic questions: what competencies are required for the 
new business model, which HR processes are most critical, which decisions must 
be data-driven, and what governance structure ensures consistent 
implementation. Without answers to these questions, HR digital transformation 
can easily degenerate into expensive but shallow, partial digitization. Integrative 
literature also shows that many HR digital initiatives fail due to the 
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fragmentation between strategy, systems, and implementation realities at the 
work unit level. 
 
HR Process Redesign, Not Just Automation 

Digital HR transformation requires process redesign, not just the 
digitization of old forms. Zhang and Chen (2024) emphasize that digital HRM 
processes encompass the implementation of selection, training and development, 
and assessment functions based on cutting-edge technology. This means 
organizations must re-examine recruitment, onboarding, learning, performance 
management, succession planning, and employee service processes from an 
experience perspective user experience, decision speed, and data integration. If 
organizations simply move analog processes to digital platforms without 
simplifying processes and roles, then the efficiency that is 
expected is usually not achieved. 

A review by Virmani et al. (2025) shows that DHRM helps automate and 
streamline tasks such as recruitment, training, appraisal, and performance 
management. However, its primary value lies in its ability to provide real-time 
data so decision-makers can act faster and more accurately. Thus, an effective HR 
digital transformation strategy must incorporate simplification processes, system 
integration, and redesign of HR roles to reduce administrative work and increase 
space for strategic functions. 
 
Leveraging HR Analytics, AI, and Data-Driven Decision Making 

One of the core elements of HR digital transformation is the shift from 
intuition-based to data-driven decisions. In their AI capability framework, 
Chowdhury et al. (2023) demonstrated that AI in HRM promises value for 
organizations, employees, and customers, but these benefits don't automatically 
emerge simply because the technology is adopted. New value is created when 
organizations have adequate AI capabilities, including organizational resources, 
a human-AI collaboration design, and a clear strategic orientation. This means 
that AI in HR is not a not just an automation tool, but rather an organizational 
capability that must be built. 

Madanchian, Taherdoost, and Mohamed (2023) showed that AI-driven 
HR tools are mainly used to optimize recruitment, performance management, 
and Employee engagement. Nastase et al. (2025) strengthen this argument by 
showing how AI and machine learning are used for resume screening, chatbot 
interviews, predictive attrition models, career development recommendations, 
and sentiment analysis-based performance insights. Based on this, HR digital 
transformation strategies should position HR analytics and AI as tools to 
improve decision quality, not replace human judgment entirely. 

In the context of organizational outcomes, recent evidence is quite 
consistent. Lou, Hong, and Li (2024) showed that digital transformation 
positively impacts HRM and HRD, which in turn contributes to innovative work 
behavior and job performance. Zhang et al. (2024) also found that digital HR 
practices drive digital transformation, innovative behavior, and productivity in 
SMEs in China. Synthesis of these two studies shows that HR digital strategy is 
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most valuable when HR does not stop at digital administration, but uses data to 
shape employee learning, innovation, and productivity. 
 
Digital Capability Development, Reskilling, and Talent Architecture 

The literature is very consistent that digital transformation of HR without 
strengthening human capabilities will result in “technology implementation 
without capability absorption”. World the Economic Forum emphasizes that 
technological change is forcing organizations to reimagine workforce and skills 
strategies. Shahiduzzaman (2025) also points out that employee adoption and 
competencies, as well as HR practitioners' competencies, are important factors in 
increasing the digital maturity of the HR function. Therefore, a transformation 
strategy is essential. 

Digital HR must include reskilling and upskilling agendas as core 
elements, not supplementary programs. In a more strategic framework, 
upskilling means not only technical training in system usage, but also a redesign 
of talent architecture. Organizations need to identify emerging roles, critical 
digital skills, appropriate learning patterns, and career paths that reflect the 
digital work environment. Nastase et al. (2025) point out that. The Industry 5.0 
environment demands hybrid skills, a combination of technical skills, creativity, 
empathy, and critical thinking. This means a mature digital HR strategy is 
essential developing talent that is able to work with technology, not just operate 
technology. 
 
Human-Centric Work Experience 

Recent literature rejects an overly technocentric approach to digital 
transformation. Nastase et al. (2025) emphasize that organizations need to build 
people-centered ecosystems that connect technology adoption with employee 
experience, learning agility, and psychological safety. In this sense, HR digital 
transformation strategies must consider. Employees as users, co-creators, and 
subjects of change. The success of a digital HR system is therefore determined by 
usability, fairness, role clarity, speed of service, and the quality of the work 
experience perceived by employees. 

A human-centric approach is also increasingly important as digital 
technology transforms the nature of employment relationships. A review by 
Úbeda-García et al. (2025) shows that the AI-HRM literature has grown rapidly 
since 2016 and identifies themes ranging from automation and predictive 
analysis to personalization of the employee experience. However, the same 
review emphasizes the need for a balance between technological innovation and 
strict ethical principles, particularly in algorithmic transparency, fairness, and 
personal data management. This means that a good work experience in the 
digital age is not only about system convenience, but also about fairness and 
trust. 
 
Change Management and User Adoption 

One of the most common mistakes in HR digital transformation is to view 
resistance as solely a matter of individual attitudes. However, empirical reviews 



Santoso, Maulana, Zagladi, Nora 

1120 
 

show that adoption is influenced by many factors. Theres and Strohmeier (2024), 
based on meta-analytic structural equation modeling of 134 primary studies and 
768 effect sizes, shows that research on digital HRM adoption has been 
fragmented and then proposes a modified UTAUT as a unifying theory to explain 
adoption across contexts. This finding is important because it implies that digital 
HR transformation strategies must consider performance expectancy, effort 
expectancy, social influence, and facilitative conditions. 

Virmani et al. (2025) provide additional evidence that management 
support, HR practices Sustainable HR, and employee engagement play a crucial 
role in the relationship between DHRM and organizational performance. They 
also show that external environmental factors significantly influence DHRM 
practices. This means that digital HR transformation must be managed as a 
multi-layered change process: there are layers of technology, processes, user 
behavior, and so on leadership, and external environmental pressures. A good 
implementation strategy therefore requires strong communication, line manager 
involvement, training design, and ongoing feedback mechanisms. 
 
Ethics, Bias, Privacy, And Risk Governance 

The more sophisticated HR technology becomes, the greater the need for 
ethical governance. Tambe, Cappelli, and Yakubovich (2019) have warned from 
the outset that AI in HRM While promising efficiency, it also brings significant 
challenges. Hunkenschroer and Luetge (2022) systematically mapped the 
opportunities, risks, ambiguities, and ethical mitigation strategies in AI-enabled 
recruiting and selection. This literature demonstrates that a mature HR digital 
transformation strategy must incorporate clear principles regarding 
transparency, accountability, auditability, non-discrimination, and data 
protection. 

Kekez, Lauwaert, and Begičević Ređep (2025) even show that studies on 
bias and discrimination in AI-HRM are often conceptually vague; more than half 
of the articles they reviewed did not clearly define bias and discrimination. On 
the practical side, Soleimani et al. (2025) used a grounded theory approach based 
on interviews with 39 HR professionals and AI developers to emphasize the 
importance of both technical and people-focused competencies to reduce bias in 
AI-based recruitment systems. 

Therefore, a digital HR transformation strategy isn't simply about 
developing a code of ethics; organizations need to establish algorithmic audit 
procedures, human oversight, decision documentation, and appeals channels 
for affected employees or candidates. 
 
Measuring Digital Outcomes And Maturity 

HR digital transformation strategies need to be measured not only by the 
number of applications used, but also by the maturity of the system and the value 
generated. Shahiduzzaman (2025) suggests that digital maturity is a "learning 
journey" to optimize technology use and achieve long-term competitive 
advantage. Based on 190 articles, he identified three main driving themes: digital 
transformation and competition, innovation and performance management, and 
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COVID-19 adaptive HRM. Therefore, the indicators. The success of HR digital 
transformation should include aspects of strategy and governance, the quality of 
employee experience, user adoption, HR practitioner capabilities, the quality of 
data-based decisions, organizational agility, and contributions to innovation and 
performance. 
 
Literature Synthesis: HR Digital Transformation Strategy Model 

Based on the literature reviewed, the HR digital transformation strategy 
can be synthesized as a layered model. The first layer is strategic alignment, 
which aligns the HR transformation agenda with the organization's business 
model and competitive priorities. 

The second layer is process redesign and digital architecture, which 
simplifies HR processes and integrates digital platforms to prevent 
fragmentation of HR data and services. The third layer is analytics and intelligent 
decision support, which uses HR analytics, AI, and automation to support 
recruitment, learning, performance, and retention decisions. 

The fourth layer is people capability and adoption, which is ensuring that 
HR Professionals, line managers, and employees have the competence and 
motivation to work in a digital environment. The fifth layer is ethics and human-
centric governance, which ensures that digital speed and efficiency do not 
compromise fairness, trust, and dignity. 

The model also clarifies that successful HR digital transformation must be 
simultaneous and integrative. The older literature on e-HRM demonstrated weak 
evidence when technology was separated from the strategic context. The more 
recent literature demonstrates stronger results when HR digital transformation 
is viewed as a socio-technical system linking strategy, technology, processes, 
data, culture, and human experience. In other words, the best strategy is not 
“digitizing HR,” but rather “building HR capable of leading a digital 
organization.” 
 
Research Gap and Further Research Agenda 

Although the literature on HR digital transformation is rapidly growing, 
a number of gaps remain. Research remains a challenge. First, there remains a 
significant need for a truly integrative model. Marler and Fisher (2013) point to 
the lack of direct evidence between e-HRM and strategic outcomes, while new 
studies often focus on a single aspect such as AI recruitment, people analytics, or 
digital adoption. Consequently, we still lack empirical models that 
simultaneously examine the relationship between digital HR strategy, digital 
maturity, employee experience, ethics governance, and organizational 
performance in one complete framework. 

Second, the literature still needs richer cross-context evidence. Many 
empirical studies are conducted in specific countries, sectors, or types of 
organizations, for example, SMEs in China. ICT companies, or digital recruitment 
settings. However, the influence of organizational culture, regulations, 
technological maturity, and workforce readiness can significantly alter the 
results. Implementation. Third, ethical issues still require sharper 
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operationalization, particularly regarding algorithm audits, explainability, and 
employee perceptions of fairness. Therefore, future research should encourage 
longitudinal, cross-country, and cross-industry designs, combining quantitative 
and qualitative approaches to capture the complexities. 
a more comprehensive digital transformation of HR. 
 
CONCLUSION AND RECOMMENDATION 

This literature review shows that the digital transformation strategy of 
human resources. It is a strategic process that goes far beyond the automation of 
administrative functions. Digital HR transformation is essentially an effort to 
redesign people management to be more responsive, data-driven, adaptive, and 
aligned with business direction. The development from e-HRM to digital HR 
strategy demonstrates that new technologies generate value only throughwhen 
combined with appropriate process design, human capabilities, leadership and 
governance. 

Practically, organizations seeking to succeed in HR digital transformation 
need to develop an integrated strategy: align the digital agenda with business 
strategy, redesign HR processes, responsibly leverage analytics and AI, build 
digital competencies, strengthen employee experience, systematically manage 
change, and implement robust ethical governance. Academically, this field still 
has ample room for the development of integrative models and stronger 
empirical evidence. Therefore, HR digital transformation should be understood 
not as a short-term technology project, but as an architecture of organizational 
change that places people and technology in a productive, equitable, and 
sustainable relationship. 
 

ADVANCED RESEARCH 
This literature review highlights that HR digital transformation is a 

strategic and multidimensional process that goes beyond administrative 
automation, focusing on aligning technology with business goals, process 
redesign, human capabilities, and governance. It emphasizes that value creation 
depends on the integration of digital tools with organizational readiness, 
including data-driven decision-making, employee experience, and ethical 
considerations. Moreover, the study identifies the need for stronger integrative 
models and empirical evidence, positioning HR digital transformation as a long-
term architecture of organizational change rather than a short-term technological 
initiative. 
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