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Digital Human Resource Management is a digital transformation in human resource practices and
processes through the use of electronic media, mobile, analytics and information technology to make
human resource management more efficient. In other words, digital human resource management
basically performs or manages all human resource work using soft technologies, applications and the
internet.

Digitalization or digital transformation is something that all organizations must bring to be efficient and
relevant in the future. Otherwise, they will be left behind by other organizations in the market industry.
This study reviews several studies and discusses the concept and various aspects of digital human
resource management.

This study mainly relied on secondary data. The findings of this study are important for organizations to
help them effectively implement digital human resource management and thereby improve their
performance. Furthermore, the findings can help researchers by providing a basis for understanding the
impact of digital human resources on organizational performance.
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INTRODUCTION

Today, concepts such as “digitalization’?, “digitalization™?, “digital transformation™ or “digital disruption™®
are among the most prominent and discussed terms. In general, such concepts indicate the increasing use
of technology, and the corresponding fundamental changes in various areas of business and society. This
concept is also true for the field of human resource management.

In human resource management, the concept of digital human resource management, (Thite, 2019;
Pantelidis, 2019), and related concepts such as digitalization, (Meijerink et al., 2018; Van Kruining 2017),
digital transformation, (Bissola and Imperatori, 2018; Vardarlier, 2020) and digital disruption (Larkin, 2017;
Platanou and Maikeld, 2016 ) are increasingly used in human resource management. However, at present,
these concepts are often used in an implicit, heterogeneous, and incremental way.

First, authors frequently use concepts in an implicit way. That is, they do not provide explicit definitions
but assume that readers understand the intended meaning (e.g., Bajer, 2017; Larkin, 2017).
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Second, authors use concepts in an incoherent way. That is, they use concepts with multiple and sometimes
contradictory understandings (e.g., understanding disorder).

Third, authors frequently use concepts in an incremental way (Larkin, 2017, and Platanou and Maikela,
2016),

That is, they use new concepts to represent old, well-known phenomena (e.g., Martini and Cavenago 2019;
Thite, 2018). It is clear that the current discussion on digital HRM lacks “conceptual clarity.” However,
conceptual clarity is important for several interrelated reasons.

First, conceptual clarity is important to avoid the mere duplication of concepts (Suddaby, 2010). (It should
be ensured that digital HRM (and related concepts) do not simply represent “new definitions for old
phenomena”. Otherwise, new concepts are used only as synonyms for established concepts and in particular
the prominent concept of electronic (e-) HRM, e.g. (Bondarouk et al. 2016; Strohmeier, 2007).

Second, conceptual clarity is essential to avoid confusion and misunderstanding. (Suddaby, 2010) It should
be ensured that human resource (HR) researchers have a common understanding that facilitates cross-
communication in digital HRM.

Third, conceptual clarity is essential to avoid research gaps (Suddaby, 2010). Ill-defined terms should be
avoided, as they do not allow precise operationalization and lead to divergent research results on digital
HRM. Given this background, the aim of this paper is to provide a conceptual explanation of digital HRM.

DIGITAL HUMAN RESOURCE MANAGEMENT

To understand the concept of digital human resource management more deeply, it is necessary to define the
meaning of human resource management. According to Huselid (1995), the most important areas of human
resource management practice are: “recruitment and selection, socialization, job design, training and
development, participation, career development, performance appraisal, employee rewards and job
security”.

Furthermore, Bredin & Soderlund (2011) explained human resource management as practices related to the
relationship between employees and the organization in which they work. Furthermore, HRM can be
explained as the management of human resources in order to enable the organization to grow.

The development of information technology has played a key role in the evolution of HRM (Kavanagh &
Johnson, 2009) (In the business world, digital technologies are changing every aspect of HRM from
recruiting and hiring new employees, training and development, performance appraisal and rewards and
compensation), Maditheti (2017) (Therefore, a comprehensive transformation from traditional to digital in
terms of HRM policies and strategies and the way HRM practices are implemented is needed.

According to Meditti® , digital basically manages all HRM functions through technologies, applications and
the internet. There should also be innovations in HRM practices for recruiting, rewarding and evaluating
employees. Digital HRM also has an impact on the way employees are trained. (Saini, 2018).

U (2016) in a study conducted at the University of Sub-Saharan Africa found that the maximum percentage
of employees agree that HRM-E enhances their performance. It also studied the impact of digitalization on
human resource development, talent management and workplace performance. The research findings
indicate a positive impact of digital transformation on all variables. (Tripathi &Kushwaha (2017).
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It is strongly recommended for organizations to advance digitalization in HRM practices as it has become
very important these days. A recent study by Fedorova et al. (2019) showed that digitizing HRM processes
can eliminate many routine tasks, reduce the risk of human error, and empower experts to solve important
problems, enabling them to use their knowledge and skills more effectively in solving business problems.
Therefore, based on previous research, implementing digital HRM is important for organizations to improve
performance and maintain relevance in the digital arena. (Iwu,2016)

HOW DOES DIGITAL HRM WORK?

Schwab (2016) in “The Fourth Industrial Revolution” explains how digital technologies have
fundamentally changed the way organizations work, work styles, and how they operate. Therefore,
digitalization is something that organizations should specifically incorporate into their HRM. For example,
traditional recruitment and selection methods cannot reach a large geographic area of millions of people at
once.

However, technology has made recruitment more efficient and effective by distributing information in a
more engaging manner. For example, Unilever is one of the global companies that is fundamentally
changing its recruitment process. The company is experimenting with social media, online games, and
artificial intelligence to further digitize recruitment. (Banu, 2019).

Another example is related to employee training and development. Employees can access training program
information from remote locations, participate in virtual classes, and evaluate progress through the system
and portal. Furthermore, Gomes & Nawaz (2017) reported that HR information systems are useful in HR
processes and act as a strategic tool for organizational development. (Anthony, 2014)

Also explained that this technology acts as an enabling tool for better performance through “cloud-based
services, decision-making analytics, borderless teams and real-time talent management across the
organization”. According to Larkin (2017) The developments in HR can be categorized into three main
groups: “inside, outside and across”, for example, if the organization is considered “inside”, it means that
it has an active digital office. The employer and employee communicate electronically and all information
is disseminated in the form of video/audio or via mobile device.

Secondly, there is “outside”, which involves the employee or management level who is digitally active for
the employee and management. Here they will use mobile devices to allow employees to do their work in
a better and more efficient way.

Employees are more informed, engaged and alert in these systems because they can perform their tasks
anywhere and anytime, thus bringing real-time feedback to management. The third is “Dressertaser” which
means changes in the organization as a whole. Digitalization will bring innovation, collaboration and new
strategies throughout the organization. Employees will become global workers by sharing their knowledge
and ideas globally. (Saini ,2018)

ELEMENTS OF DIGITAL ORGANIZATIONAL MANAGEMENT

In the era of technology, human resource management has changed to match the competitive and dynamic
world. Human resource management has transformed from traditional to digital. The following elements
are needed to bring about a transformation in human resource management:

1. Digital Workforce

In the era of millennials, the current generations are considered digital workforce, they have internet-
connected devices and web-based applications and services have always fascinated their daily lives. With
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this workforce, the organization needs to be digital to interact with the digital employee (Sharon &
Aggarwal, 2017). Therefore, digital human resource management is embedded with mobile apps, design
thinking, video, behavioral economics and the use of system analytics. (Maditheti, 2017).

2. Digital Work and Task

The content of work is digitized by using technology in work activities and management functions.
Organizations should integrate digital elements into work processes and transform traditional manual tasks
into digital tasks (27). Organizations should also use digital tools and media to communicate with
employees. Work and tasks in the organization should be organized digitally.

3. Digital Support Management

Digital Support Management involves planning, implementing, and using digital technologies to support
human resource management activities, such as payroll processing, compensation, performance
management, training and development, and so on.( Baiyere A and Salmela,2013)

4. Updating HR Technology

There is a huge shift from traditional HR software to modern ones, such as cloud-based systems. Recently,
HR applications have migrated to mobile devices and may shift to mobile platforms in the future. These
applications enable analysis, measurement, and prediction of employee performance. Mobile applications
facilitate work across borders and in remote geographies. (Maditheti, 2017)

Benefits of Digital Human Resource Management

The digital world is changing the way we live, work, and organize and conduct business. Digital human
resource management can help leaders and employees in business move towards a digital mindset, a digital
way of managing, organizing, and leading change. (DiRomualdo . et al. 2018).

It shows that digitalization is changing the way employees communicate and interact in the workplace, their
expectations of their employer and job, where they work, and when they work.

Since the digital evolution affects organizations at different levels, there is a need to develop and adapt new
knowledge and new ways of working (Bondarouk, & Ruél. 2009). Kiesler et al. (1984) argued in their
research that technology mediates the relationship between “individuals and organizations, and
subordinates and supervisors”.

Therefore, it has also reduced the distance in organizations so that employees can work from home and
interact with others across geographical areas. Furthermore,( Heracleous,2003) also emphasizes “the
importance of investing in the development of new skills needed, especially if the change involves new
technology and new roles”.

Therefore, digital technology is continuously changing the way organizations recruit, manage and support
people. Furthermore, HRM creates the opportunity to transform the entire employee experience by
changing HRM processes and systems.

Also, applied digital HRM as a concept Green HRM is considered to be a process that can contribute to an
organization's environmental performance (Yusoff, et al. 2018). Some previous studies have shown that
today's HR work involves streamlining and improving the employee experience by integrating digital
technology.

Challenges for HR Professionals
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In the era of digital transformation, organizations must adapt to changing HR practices. According to
Sureshkrishna & Das (2019), HR managers have found that digitalization as an external pressure for change
poses challenges for them in various ways, through the need for new HR competencies due to digitalization
and flexible ways of working. Sureshkrishna & Das (2019) identify several prominent challenges as
follows:

1. Understanding digitalization

2. Adapting to new roles

3. Agility

4. Exploring and developing digital competencies
5. Implementing organizational changes

6. Dealing with new forms of employment
DISCUSSION AND CONCLUSION

Digital HRM has become a part of today's business world. Organizations must move towards digital
transformation to gain competitive advantage and relevance in the industry. This study provides an
overview of digital resource management and the findings of this study are important for organizations in
helping them effectively implement digital HRM and thereby improve their performance. Also, these
findings can serve as a basis for researchers to conduct further research in the field of digital HRM and help
other researchers identify relevant studies in the literature review phase of their work.

In addition, these findings can help researchers by providing a basis for understanding the impact of digital
HRM on organizational performance. Nowadays, digital HRM is very vital and is of increasing concern to
organizations.

It is recommended that researchers have a deeper study on how performance has changed from the past to
the present, the extent of its impact on organizations, the role of the HR manager, and evaluation on
implementation investment.
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