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Abstract:  Digital transformation has brought significant changes to 

organizational dynamics and human resource management patterns. The 

digital era is characterized by developments in information technology, 

automation, big data, and artificial intelligence, which directly require 

organizations to change their approach to managing their workforce. This 

study aims to analyze relevant HR management strategies in the digital era 

with a focus on building adaptive and innovative organizations. The study 

method was conducted through an analysis of the latest literature related to 

digitalization trends, modern HR management models, and best practices in 

employee competency development. The results of the study show that key 

strategies include digital talent management, technology-based skills 

development, digital recruitment systems, data-based performance 

management, and a collaborative work culture supported by digital 

platforms. In addition, strengthening soft skills such as creativity, critical 

thinking, and agility are determining factors for organizational success in 

facing business environment uncertainty. This research confirms that 

organizations that are able to integrate HR management strategies with 

digital technology will be more adept at adapting to change and encouraging 

continuous innovation. Thus, HR management in the digital age not only 

functions as a workforce manager, but also as a strategic catalyst in creating 

long-term competitive advantage. 
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INTRODUCTION 
The digital era has had a significant 

impact on how organizations operate and 

compete in the global market (Amelica, 2025; 

Miradji, 2024; Zahroh, 2025). These changes 

are not only related to the adoption of 

technology, but also touch on fundamental 

aspects of human resource management (HRM) 

as a strategic asset of the organization. 

Advances in information technology, big data, 

artificial intelligence (AI), and business process 

automation have accelerated the pace of 

transformation, requiring organizations to be 

increasingly adaptive in responding to rapid 

dynamics. In this situation, organizations that 

are able to integrate technology into their HR 

management processes will have a more 

sustainable competitive advantage over those 

that are still stuck in conventional approaches 

(Alqami, 2023). This transformation means that 

HR management no longer functions merely as 

an administrative unit focused on managing 

employee data, payroll, or employment 

contracts, but has evolved into a strategic 

function that is integrated with the 

organization's long-term goals. Human 

resource management is now required to play a 

role in designing digital talent development 

strategies, building technology-based 

recruitment systems, and creating a sustainable 

learning ecosystem that is relevant to industry 

needs (Anam, 2024). Thus, the role of human 

resources is no longer passive, but active as a 

catalyst for organizational change in the digital 

age. In this context, the challenges faced by 

organizations are becoming increasingly 

complex. It is not enough to simply adopt the 

latest technology; it is also necessary to build an 

organizational culture that is adaptive, agile, 

and innovation-oriented. This means that 

organizations must be able to balance the use of 

technology for operational efficiency with the 

development of human potential as a source of 

creative and innovative ideas. Without this 

balance, organizations risk getting stuck in a 

mechanistic pattern that may be effective in the 

short term but fails to drive long-term 

competitiveness. Therefore, building an HR 

management system that can foster an adaptive 

culture while encouraging continuous 

innovation has become one of the strategic 

agendas that must be prioritized by every 

organization in this digital era. 

Previous studies have extensively 

discussed the role of technology in supporting 

human resource management (HRM) (Irfieh, 

2024; Kristiyanti, 2024; Nisa, 2024), for 

example through the implementation of e-

recruitment, digital-based training systems, and 

the use of data analytics in performance 

management. These studies have generally 

made important contributions to enriching our 

understanding of how technology can improve 

the efficiency of HR processes. However, most 

studies still emphasize the technical aspects of 

technology implementation, such as the 

effectiveness of algorithms in the selection 

process, the efficiency of online training 

platforms, or the accuracy of people analytics in 

assessing performance. This dominant focus on 

technical aspects tends to overlook the broader 

strategic dimension, namely how HR 

technology can be integrated as a key 

instrument in supporting organizational 

transformation towards a more adaptive, 

collaborative, and innovative model. 

In other words, previous research has 

been partial in nature because it only highlights 

one aspect of technology or specific HR 

practices separately, without explaining how 

these various elements can be integrated into a 

comprehensive strategic framework. This 

limitation has resulted in a lack of 

understanding of how HR digitalization can 

serve as a catalyst in building an agile 

organizational culture and creating long-term 

value through innovation. In addition, there is 

still little research linking digital HR 

transformation with strategic management 

theory, so that the potential role of digital HR 

as a pillar of organizational competitiveness in 

the face of technological disruption has not 

been optimally explored. This has created a 

research gap, namely the lack of studies that 

comprehensively discuss digital HR 

management strategies with a focus on 

technology integration, digital talent 

development, the formation of a collaborative 

culture, and increasing organizational agility. 

By closing this gap, this research is expected to 
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provide both conceptual and practical 

contributions, namely presenting a new 

understanding that HR digitalization is not only 

an operational instrument but also an integral 

part of organizational strategy in creating 

sustainable competitive advantage. 

This study attempts to combine strategic 

management perspectives with HR 

digitalization approaches within a more 

integrative framework. While most previous 

studies have focused solely on the technical 

aspects of technology implementation in HR 

functions, this study goes beyond that by 

emphasizing that HR management has a dual 

role, namely as a technology facilitator and a 

catalyst for organizational transformation. This 

approach presents a new perspective by linking 

digital talent management strategies, the 

development of a technology-based 

collaborative work culture, and the formation of 

organizational agility as complementary 

components in creating sustainable 

competitiveness. Another unique aspect of this 

research is how digitization is not only viewed 

as a tool for efficiency, but also as a foundation 

for designing an adaptive organizational 

architecture. By emphasizing the integration of 

technological mastery, human potential 

development, and the formation of an agile 

organizational culture, this research provides a 

theoretical contribution in the form of a 

comprehensive conceptual framework. This 

framework highlights that the success of digital 

transformation requires more than just 

investment in technology; it must be supported 

by an HR management strategy that focuses on 

creating new value through collaboration, 

innovation, and continuous learning. Thus, this 

research not only expands academic 

understanding of the strategic role of HR in the 

digital age, but also offers practical 

perspectives for organizations seeking to build 

a responsive, creative, and future-oriented work 

ecosystem. This contribution emphasizes that 

digital HR management is not merely an 

operational tool serving administrative needs, 

but a key pillar connecting technology and 

people to shape sustainable competitive 

advantage amid global dynamics full of 

uncertainty. 

METHOD 

This study uses a literature review 

approach with the aim of exploring, analyzing, 

and synthesizing various empirical and 

conceptual findings related to human resource 

management (HRM) strategies in the digital 

era. This method was chosen because it is 

relevant for exploring a comprehensive 

conceptual framework and identifying best 

practices from various organizations in facing 

the challenges of digitalization. The research 

data sources were obtained from scientific 

articles, reputable international journals, 

conference proceedings, industry reports, and 

textbooks published in the last ten years, 

especially from 2015 to 2025, considering that 

this period marked the acceleration of digital 

transformation in various sectors. The inclusion 

criteria covered literature that specifically 

discussed the topics of digital human resource 

management, digital talent development, 

organizational agility, and organizational 

innovation. Meanwhile, literature that was not 

relevant to the research focus or had 

methodological validity limitations was 

excluded from the analysis. 

Data analysis techniques were carried 

out through content analysis to find patterns, 

themes, and relationships between concepts that 

emerged from various sources. The analysis 

process is carried out systematically through 

three stages, namely: data reduction by sorting 

relevant literature according to criteria, 

presenting data in the form of a thematic matrix 

that links HR management strategies with 

aspects of organizational adaptability and 

innovation, and drawing conclusions by 

developing a conceptual framework that 

emphasizes the strategic role of digital HR 

management in building adaptive and 

innovative organizations. By using this 

literature study method, the research is 

expected to provide a strong conceptual 

contribution and serve as a basis for future 

empirical research that tests the application of 

digital HR management strategies in different 

organizational contexts 

 

. 
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RESULTS AND DISCUSSION 
Digital transformation has brought 

fundamental changes to the paradigm of human 

resource management (HRM) (Sinambela, 

2025; Saputri, 2024; Alwi, 2022). Whereas 

previously HRM was viewed more as an 

administrative function focused on record 

keeping, payroll, and other administrative 

obligations, its role has now shifted to a 

strategic function oriented towards creating 

overall organizational value. This shift has 

occurred because digitalization requires 

organizations to not only manage their 

workforce efficiently, but also to be able to 

optimize human potential as an asset that drives 

competitive advantage. In other words, HR is 

no longer seen as merely a factor of production, 

but as a strategic partner in shaping the 

direction and sustainability of the organization. 

The use of digital technologies such as big data, 

artificial intelligence (AI), cloud computing, 

and the Internet of Things (IoT) opens up new 

opportunities for organizations to automate 

processes that were previously complex and 

time-consuming (Pratama, 2023; Wahyudi, 

2023; Sudiantini, 2023). This technology 

enables predictive analysis of employee trends, 

competency requirements, and potential 

workforce turnover, allowing HR managers to 

design more proactive, data-driven policies. For 

example, big data and AI are used to identify 

employee productivity patterns, map career 

potential, and tailor development programs 

relevant to individual and organizational needs. 

The use of digitalization in HR 

management is the implementation of a cloud-

based Human Resource Information System 

(HRIS) (Roswandi, 2025; Febriana, 2025). This 

system not only functions as an employee 

database, but also as an integrative platform that 

brings together various HR activities, from 

recruitment, attendance, performance 

evaluation, to competency development. The 

existence of cloud-based HRIS has proven to 

facilitate real-time integration of employee 

data, minimize administrative errors, and 

accelerate the process of analyzing HR needs. 

In this way, organizations can make faster, 

more accurate decisions based on accurate 

information. Another advantage of 

implementing a digital system in HR 

management is the increased ability of 

organizations to respond to the increasingly 

fast-paced and uncertain business dynamics. 

Through an automated and real-time data-based 

system, organizations are not only able to 

improve operational efficiency, but also be 

more adaptive in facing market changes and 

consumer needs (Olayinka, 2021). This shows 

that digital transformation does not merely 

serve as a technical tool, but has become a 

strategic pillar that determines the sustainability 

of an organization's competitiveness. One 

important finding from the literature review is 

that the recruitment and talent acquisition 

process has undergone significant changes with 

the advent of digital recruitment. Whereas 

previously the recruitment process relied on 

traditional methods such as print 

advertisements, job fairs, or personal networks, 

organizations are now shifting to a technology-

based approach that is faster, more objective, 

and more measurable. Technologies such as 

artificial intelligence (AI) and big data play a 

major role in screening candidates according to 

criteria such as competence, work experience, 

and organizational cultural fit more accurately 

(Albassam, 2023). This not only reduces the 

potential for human bias, but also provides time 

and cost efficiency for organizations in finding 

the right candidates. 

Digital platforms such as LinkedIn, 

Jobstreet, Glassdoor, and Applicant Tracking 

Systems (ATS) have opened up much wider 

access for organizations to recruit potential 

candidates (Sari, 2025; Pettalongi. 2025). 

Through these systems, companies can target 

relevant profiles, perform automatic screening, 

and conduct algorithm-based assessments to 

evaluate competency matches. The global 

access offered by digital platforms allows 

organizations to obtain candidates from various 

regions, even across countries, thereby 

expanding opportunities to find rare and high-

quality digital talent (Gilch, 2021). Thus, digital 

recruitment not only shortens the recruitment 

cycle but also increases candidate diversity and 

strengthens the organization's competitiveness 

in the global labor market. The implementation 

of digital recruitment also affects the candidate 
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experience. A transparent, fast, and technology-

based selection process increases candidate 

satisfaction with the organization, while 

strengthening the company's image as an 

employer of choice. For example, the use of 

chatbots in recruitment communications 

provides real-time information to applicants, 

while AI-based video interviews can evaluate 

candidates' body language, intonation, and 

communication skills more comprehensively. 

In this way, organizations not only streamline 

the selection process, but also build positive 

initial relationships with potential candidates. 

In other words, digitization in the recruitment 

process not only improves technical efficiency, 

but also strengthens the quality of workforce 

selection, expands the scope of talent search, 

and creates strategic value in HR management. 

Organizations that can integrate recruitment 

technology with talent management strategies 

will have a competitive advantage that is 

difficult to replicate, especially in acquiring and 

retaining the digital talent that is so badly 

needed in the era of Industry 4.0 and Society 5.0 

transformation. 

Employee competency development has 

also undergone a significant paradigm shift in 

line with the massive digital transformation 

(Sharma, 2024). Whereas in the past, traditional 

training methods relied heavily on classroom 

training, face-to-face seminars, and 

conventional workshops, organizations are now 

increasingly integrating technology through 

various digital learning platforms. Learning 

Management Systems (LMS) enable training 

processes to be carried out in a structured, 

measurable, and well-documented manner. 

Meanwhile, the concept of app-based 

microlearning presents material in a concise, 

practical, and easily accessible format, 

supporting continuous learning amid high 

employee mobility. The development of 

immersive technologies such as Virtual Reality 

(VR) and Augmented Reality (AR) has 

introduced a new approach to training that is far 

more interactive and realistic (Wibowo, 2025). 

Through VR/AR-based simulations, employees 

can practice dealing with real work situations 

without direct risk, for example in 

manufacturing, healthcare, aviation, or 

customer service. This approach not only 

increases the effectiveness of learning, but also 

accelerates skill transfer while deepening the 

learning experience. This shows that digital 

learning is able to bridge the gap between 

theory and practice in a way that is more 

adaptive to industry needs. 

Literature findings also show that digital 

learning not only improves accessibility, but 

also supports personalized learning according 

to individual needs. Unlike mass training 

models that tend to be uniform, AI-based digital 

learning platforms are now able to recommend 

training materials that suit each employee's 

learning style, competency level, and career 

goals. Thus, learning becomes more relevant, 

efficient, and oriented towards real results. The 

strategic implication of this shift is the creation 

of a more adaptive workforce with a lifelong 

learning mindset that is ready to face the ever-

evolving technological disruption. 

Organizations that successfully integrate digital 

learning into their HR management will have a 

competitive advantage in retaining talent, 

increasing productivity, and building a culture 

of innovation (Aji, 2024; Abidin, 2024; Nugis, 

2024). In other words, technology-based 

employee competency development is no 

longer merely a supporting activity, but a 

strategic investment in shaping a sustainable 

organization in the digital era. 

In terms of performance management, 

digitization has shifted conventional evaluation 

patterns towards a more dynamic and accurate 

real-time data-based approach (Raffoni, 2018). 

Whereas organizations previously relied on 

annual or periodic performance assessment 

methods that were often administrative in 

nature, technology now enables continuous 

evaluation using people analytics and 

algorithm-based systems. Through this 

approach, organizations can directly monitor 

individual and team productivity, employee 

engagement levels, job satisfaction, and the 

achievement of strategic targets. The data 

obtained is not only descriptive but also 

predictive, enabling organizations to anticipate 

potential performance declines before problems 

escalate. The use of people analytics enables 

early detection of competency gaps and more 
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specific individual development needs. For 

example, data on sales performance, service 

response speed, or participation levels in 

collaborative projects can be processed to 

identify areas that require training or coaching 

interventions. This is in contrast to traditional 

systems, which tend to be reactive, slow, and 

only highlight the end results without 

understanding the root causes of performance 

decline. With an interactive cloud-based 

dashboard, leaders and managers can access 

data at any time and design more targeted HR 

development strategies. The results of the 

literature review also confirm that data-driven 

performance management not only improves 

the effectiveness of evaluations but also 

provides strategic value to organizations 

(Thirunagalingam, 2025). Information 

generated from people analytics can be used as 

a basis for talent retention planning, career path 

design, and meritocracy-based promotion 

processes. In other words, performance 

evaluation is no longer seen as an 

administrative process, but as an important 

instrument in building a work culture based on 

transparency, accountability, and continuous 

development. 

Digital systems in performance 

management contribute to improving employee 

experience (Siahaan, 2025; Novita, 2024; 

Zuhrofi, 2025). Employees can access direct 

feedback, set clearer work goals, and 

understand organizational expectations 

transparently. This encourages active 

engagement, a sense of belonging, and stronger 

intrinsic motivation at work. Organizations that 

consistently implement data-driven evaluations 

have proven to be more adaptive in the face of 

disruption, as they are able to ensure that their 

human resources are always in optimal 

condition to support innovation and the 

achievement of long-term goals. The success of 

digital HR strategies cannot be separated from 

the development of an agile and collaborative 

organizational culture. Digital transformation is 

not just about adopting technology, but also a 

paradigm shift in the way we think, interact, and 

work. Organizations need to foster a mindset 

that is open to change, adaptive to external 

dynamics, and ready to experiment in finding 

new solutions. Without a strong cultural 

foundation, digital technology will only be a 

tool without having a significant impact on 

work effectiveness and innovation (Hidayah, 

2024; Habibani, 2025; Hanifah, 2025). 

Therefore, the success of implementing a 

digital HR strategy depends on the extent to 

which organizations are able to align 

technology with the behaviors, values, and 

norms that prevail in the work environment. 

In this context, a collaborative work 

environment is key to optimizing the use of 

technology. Digital communication platforms 

such as Microsoft Teams, Slack, Trello, and 

Asana not only serve as a means of sharing 

information, but also accelerate coordination, 

expand cross-functional collaboration, and 

reduce bureaucratic barriers that often slow 

down work processes. With transparency in 

information flow, employees can more easily 

understand organizational goals, convey ideas, 

and contribute directly to decision-making. 

This encourages higher employee engagement 

while increasing a sense of ownership of the 

shared vision. An agile culture enables 

organizations to respond quickly to change 

through iterative, feedback-based work cycles 

(Kusnanto, 2025; Rahman, 2024; Inayah, 

2024). Agility principles such as rapid 

adaptation, team collaboration, and a focus on 

value creation provide the flexibility 

organizations need to deal with uncertainty. 

Meanwhile, a collaborative culture strengthens 

the active participation of all individuals in the 

innovation process, creating synergy between 

diverse competencies and perspectives. The 

combination of the two creates a work 

ecosystem that encourages creativity, 

accelerates decision-making, and strengthens 

the organization's competitiveness in the digital 

age. 

It can be emphasized that digital 

technology will only have an optimal impact if 

it is combined with a supportive organizational 

culture. An agile and collaborative work culture 

not only accelerates the digital transformation 

process, but also ensures the sustainability of 

innovation and increases organizational 

resilience in the face of disruption. 

Organizations that successfully integrate digital 
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HR strategies with the development of a 

progressive work culture will be able to create 

an adaptive, innovative workforce that is ready 

to compete in the global market (Kamala, 2025; 

Cahaya, 2025; Firdaus, 2024). Although 

technology plays a dominant role in the digital 

transformation process, the literature also 

emphasizes that organizational success is not 

solely determined by mastery of digital tools, 

but also by the soft skills possessed by the 

workforce. Skills such as creativity, critical 

thinking, interpersonal communication, 

collaboration, and emotional intelligence are 

important foundations that cannot be replaced 

by technology, even by the most advanced 

artificial intelligence. Soft skills enable 

individuals to interpret data contextually, 

understand social dynamics in the workplace, 

and manage emotions in stressful situations, 

abilities that are crucial in maintaining team 

harmony and productivity. 

Organizations that focus solely on 

mastering digital skills without paying attention 

to the development of soft skills tend to face 

serious obstacles in creating sustainable 

innovation (Sousa, 2018). For example, 

mastery of analytical technology without 

critical thinking skills can result in rigid and 

less adaptive decisions. Similarly, sophisticated 

digital platforms will not be optimal without 

effective communication skills to convey ideas 

or build synergy between individuals. In other 

words, technology can accelerate processes, but 

the quality of the end result is still determined 

by the people who use it. Digital HR 

management strategies must emphasize a 

balance between the development of digital 

skills and soft skills. Investment in technology-

based training such as Learning Management 

Systems (LMS) or microlearning needs to be 

accompanied by soft skills strengthening 

programs through coaching, mentoring, and 

experiential learning. With this approach, the 

workforce is not only technically competent, 

but also capable of thinking adaptively, 

solution-oriented, and innovatively in facing 

the complexity of business challenges. The 

integration of digital skills and soft skills will 

create a balanced talent profile: technologically 

savvy, yet humanistic and collaboration-

oriented. This is what ultimately becomes the 

competitive advantage of organizations in the 

digital era, because technology can be imitated 

or purchased, but human intelligence in 

creating, empathizing, and adapting remains a 

unique and irreplaceable resource. Thus, the 

balance between the two is an absolute 

requirement for organizations that want to build 

an adaptive and innovative work ecosystem in 

a sustainable manner. Overall, these results and 

discussions show that digital HR management 

serves as the main catalyst for organizational 

transformation in the era of technological 

disruption. The integration of various elements 

such as digital recruitment, digital learning, 

data-driven performance management, agile 

culture development, and soft skills 

enhancement forms a comprehensive strategic 

framework. This framework not only improves 

operational efficiency but also expands the 

organization's capacity to adapt to a highly 

dynamic business environment In other words, 

digital HR management is no longer positioned 

as a reactive administrative function, but has 

evolved into a proactive strategic instrument for 

creating added value. 

The literature confirms that the 

implementation of digital HR strategies 

encourages organizations to be more responsive 

to market needs, more inclusive in attracting 

talent, and more effective in developing human 

resource capacity (Thite, 2022; Zhang, 2024). 

Technology-based recruitment processes 

accelerate access to global talent, while digital 

learning strengthens the culture of continuous 

learning that is essential in facing the 

acceleration of technological change. Real-time 

data-driven performance management gives 

organizations an advantage in early detection of 

competency gaps and designing more targeted 

development interventions. Building an agile 

and collaborative work culture has been proven 

to strengthen organizational resilience. This 

culture enables cross-functional teams to 

interact more effectively through digital 

platforms, facilitating innovative collaboration 

and accelerating decision-making processes. 

On the other hand, the development of soft 

skills such as creativity, interpersonal 

communication, and critical thinking skills 
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makes the workforce better prepared to deal 

with uncertainty, manage complexity, and 

create solution-oriented innovations. It is this 

combination of technical and humanistic 

capabilities that creates a competitive 

advantage that is difficult for competitors to 

replicate. Thus, these findings reinforce that 

digital HR management is no longer just a 

supporting function, but has become a strategic 

pillar that determines the sustainability and 

long-term competitiveness of an organization. 

Its new role lies in its ability to synergistically 

connect technology with human potential, 

thereby creating an adaptive, innovative, and 

future-oriented work ecosystem. Organizations 

that successfully implement digital HR 

strategies consistently will be better prepared to 

face global challenges while opening up new 

opportunities to create sustainable business 

value. 

 

CONCLUSIONS 
Based on the results of the study, it can 

be concluded that human resource management 

(HRM) strategies in the digital era have 

undergone a fundamental transformation from 

traditional administrative functions to strategic 

roles oriented towards creating organizational 

value. This transformation confirms that HRM 

is no longer just about managing administrative 

aspects such as attendance, payroll, or 

employee administration, but has shifted to 

become the main driving force in building 

organizational competitive advantage. 

Digitalization opens up enormous opportunities 

for organizations to manage HR more 

effectively, efficiently, and adaptively by 

utilizing various cutting-edge technologies 

such as artificial intelligence (AI), big data, 

cloud computing, the Internet of Things (IoT), 

and digital collaboration platforms that can 

accelerate information flow and improve the 

quality of decision-making. The 

implementation of digital recruitment enables 

organizations to attract global talent more 

objectively, quickly, and transparently, thereby 

shortening the recruitment cycle while 

improving candidate quality. Similarly, digital 

learning and the use of Learning Management 

Systems (LMS), microlearning, and immersive 

technologies such as Virtual Reality (VR) and 

Augmented Reality (AR) have provided a new 

paradigm in competency development that is 

more personalized, flexible, and oriented 

towards lifelong learning. Meanwhile, the use 

of people analytics provides organizations with 

the ability to monitor employee performance, 

engagement, and potential in real time, enabling 

management to be more proactive in 

anticipating competency gaps and designing 

more targeted retention and career development 

strategies. 

Thus, digital HR management not only 

improves operational efficiency, but also 

strengthens the organization's ability to adapt to 

rapid and uncertain changes. The integration of 

technology and HR strategies makes 

organizations more resilient, agile, and 

innovative in facing the challenges of the era of 

disruption. Therefore, HR management in the 

digital era can be seen as a strategic pillar that 

directly contributes to the long-term 

competitiveness of organizations in an 

increasingly competitive global market. 

Research findings confirm that the success of 

digital HR strategies depends not only on the 

use of technology, but also on the formation of 

an agile, collaborative, and innovation-oriented 

organizational culture. In addition, a balance 

between digital skills and soft skills is key to 

enabling employees to face the challenges of 

technological disruption while creating new 

and sustainable value. Organizations that are 

able to integrate aspects of technology, work 

culture, and competency development will be 

better prepared to build long-term 

competitiveness. Conceptually, this research 

contributes by emphasizing that digital HR 

management is not merely an operational 

instrument, but a catalyst for strategic 

transformation for organizations. Thus, HR 

management strategies in the digital era must be 

positioned as a key pillar in building 

organizations that are adaptive to changes in the 

business environment while also being 

innovative in creating new solutions and 

opportunities. Going forward, further empirical 

research is needed to test the implementation of 

these strategies in various industrial contexts, 

thereby enriching our understanding of best 
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practices in digital HR management at both the 

global and local levels. 
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