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Abstract

This research paper aims to explore the role of digital HRM in enhancing organizational
performance through innovation. The paper begins by defining what digital HRM is and how it
differs from traditional HR practices. It then delves into the various ways in which digital HRM
can contribute to organizational performance, such as through improving employee engagement,
facilitating knowledge sharing, and enabling real-time data analysis. The paper also highlights
some of the challenges associated with implementing digital HRM, including issues related to
data privacy and security, resistance from employees who are not tech-savvy, and a lack of
awareness among senior management about the benefits of adopting these practices. Through a
comprehensive review of existing literature on this topic and qualitative interviews with
practitioners in the field, the study concludes that digital HRM has significant potential for
enhancing organizational performance through innovation. However, successful implementation
requires careful planning and consideration of a range of factors such as company culture,
leadership support, and employee training. Overall, the research contributes to our understanding
of how organizations can leverage technology to improve their human resource management
practices and drive innovation within their businesses.

Key words: Digital HRM, Training and change management, HR Analytics, Performance

1. Introduction

Digital transformation and innovation have revolutionized various aspects of businesses today,
including human resource management (HRM). As noted by Du Plessis et al. (2020),
technological advancements are transforming traditional HR practices into more technology-

based solutions known as Digital HRM. This presents significant opportunities for organizations
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in terms of enhancing their operations through automation & better utilization of data. According
to Deloitte’s 2021 Global Human Capital Trends report “The social enterprise at work: Paradox
as a path forward,” leveraging digital tools is essential to developing high-performing
workplaces that foster employee well-being and engagement while simultaneously boosting
organizational productivity and performance

Digitization has transformed most industries’ business models; hence it comes off no surprise
how much impact its having on Human Resource Management too Dharwadkar et al. (2019). It
seems inevitable for corporations hoping to stay competitive within modern-day markets since
incorporating new technologies can contribute towards increasing operational efficiencies across
all departments especially when it comes down building strong Employee experience strategies
which was shown recently in a study conducted by Aptitude Research Partners (2021). This
paper focuses on examining the potential benefits associated with utilizing Digital HRM based
upon empirical literature reviews gathered from existing sources whilst also identifying any
challenges/limitations companies may face during implementation processes before providing
some recommendations around best ways company leaders could go about introducing such

changes effectively
2. Literature Review

Digital HRM encompasses the use of digital tools and technologies to streamline HR processes,
improve efficiency, and create a more strategic approach to managing human capital. It consists
of various components such as HR information systems, talent management software, e-
recruitment platforms, and analytics tools. (Lengnick-Hall et al., 2019; Kavanagh et al., 2019)
Numerous studies have highlighted the positive impact of digital HRM on organizational
performance. Digital HRM practices have been found to enhance employee productivity,
efficiency, and job satisfaction. It enables organisations to attract and retain top talent, leading to
improved overall performance and competitive advantage. (Bondarouk et al., 2019; Renwick et
al., 2020; Parry and Tyson, 2018). Innovation plays a vital role in driving the effectiveness of
digital HRM practices. Organisations that adopt innovative approaches to digital HRM are more
likely to reap benefits in terms of increased employee engagement, improved decision-making,

and enhanced organizational agility. Innovations in areas such as artificial intelligence, machine
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learning, and mobile applications have significantly transformed HRM practices. (Myloni et al.,
2020; De Klerk et al., 2019). While digital HRM offers immense potential, it also presents
challenges. Ethical considerations surrounding data privacy and security require careful
management. HR professionals need to develop the necessary digital competencies and skills to
effectively leverage digital HRM tools and technologies. Additionally, organisations must adapt
their HR processes and practices to fully exploit the opportunities offered by digital HRM.
(Korfiatis et al., 2020; lles et al., 2018).

The future of digital HRM holds exciting possibilities. Emerging technologies such as robotic
process automation, virtual reality, and predictive analytics are likely to shape HRM practices.
Personalization of employee experiences through digital HRM and the integration of HR data
with other business functions are areas of exploration for future research. (Parry and Tyson,
2018; Kavanagh et al., 2019)

3. Benefits of Digital HRM for Organisations

Digital HRM automates manual processes, reducing paperwork and administrative burdens,
leading to increased efficiency and time savings for HR professionals .This system Enhanced
Accuracy, minimize human errors and data inconsistencies, ensuring accurate and up-to-date
employee records and reducing the risk of errors in HR functions .It eliminates or reduces the
need for manual processes and paperwork, resulting in cost savings for organizations in terms of

printing, storage, and administrative costs (Bondarouk et al., 2019).

Digital HRM provides access to real-time HR data and analytics, enabling data-driven decision-
making and better strategic planning (Lengnick-Hall et al., 2019). These platforms empower
employees to manage their HR tasks independently, improving their experience and reducing
administrative burdens (Parry and Tyson, 2018). Streamlined Recruitment and Talent
Management: Digital HRM streamlines recruitment processes, improves applicant tracking, and
supports talent development and succession planning (Kavanagh et al., 2019). Improved
Communication and Collaboration: Digital HRM platforms foster better communication and
collaboration among employees, promoting transparency and knowledge sharing (Parry and
Tyson, 2018).
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Digital HRM systems are scalable and adaptable to organizational growth and changes,
accommodating expanding employee numbers and evolving HR needs. 10T (Internet of things)
significantly impacts the Decision Making in HR practices (Thirupurasundari et al., 2021)
Compliance and Data Security: Digital HRM systems help organizations maintain compliance
with labor laws and data protection requirements, ensuring data privacy and protecting sensitive
information (Parry and Tyson, 2018). Continuous Improvement: Digital HRM allows
organizations to collect and analyze HR metrics, measure employee satisfaction, and identify
areas for improvement, facilitating a data-driven approach to HR practices (Renwick et al.,
2020).

4. Disadvantages/challenges faced while implementing Digitized Human Resource
Management System

Cost of Implementation:

Implementing a digital HRMS requires an initial investment in software, hardware, and training,

which can be significant for organizations, especially small and medium-sized ones .
Resistance to Change:

Introducing a new HRMS may face resistance from employees who are accustomed to traditional
HR processes. Some employees may be resistant to adopting new technologies or may lack the
necessary digital literacy skills.Digitized HRMS systems store and process sensitive employee
data, raising concerns about data security and privacy breaches. Organizations need robust
security measures, such as encryption and access controls, to protect confidential information
(Parry and Tyson, 2018).

Technical Challenges:

Implementing a digital HRMS may involve integrating the system with existing IT infrastructure
and software applications. Compatibility issues, data migration, and technical glitches can arise,

requiring IT expertise and support
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Training and Change Management:

Adequate training and change management efforts are crucial for successful adoption of a digital
HRMS. Organizations need to invest in training employees on system usage and provide ongoing
support. Off-the-shelf HRMS solutions may not align fully with an organization's unique HR
processes and requirements. Customization may be necessary, which can be time-consuming and

require additional resources (Bondarouk et al., 2019).
User Experience and Adoption:

The user experience of the HRMS plays a critical role in its adoption. If the system is complex or
lacks user-friendly features, employees may resist using it or find it difficult to navigate.
Digitization introduces dependency on technology. Technical failures, system downtime, or
cybersecurity incidents can disrupt HR processes, requiring backup plans and contingency

measures (Parry and Tyson, 2018).
5. Recommendations

Before implementing a digital HRMS, organizations should conduct a comprehensive needs
analysis to identify their specific HR requirements and align them with the functionalities offered

by the system (Kavanagh et al., 2019).

Involve stakeholders in the selection process: Engage HR professionals, IT experts, and end-
users in the selection process of the HRMS. Their input and feedback will help ensure that the

chosen system meets the needs and preferences of all stakeholders (Bondarouk et al., 2019).

Provide adequate training and support: Invest in comprehensive training programs to ensure
employees are proficient in using the HRMS. Ongoing support, including user guides and
helpdesk services, should be available to address any challenges or questions that arise (Parry
and Tyson, 2018).

Implementing a digitized HRMS involves a significant change in HR processes. Employ
effective change management strategies to communicate the benefits, address concerns, and

encourage employee buy-in and engagement throughout the implementation process (Bondarouk
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et al., 2019).Establish robust data security measures to protect sensitive employee information
stored in the HRMS. This includes encryption, access controls, regular data backups, and
compliance with relevant data protection regulations (Parry and Tyson, 2018).

Foster a culture of digital literacy: Promote digital literacy among employees to ensure they
can effectively navigate and utilize the HRMS. By leveraging business intelligence and analytic
insights to have a bottom-line impact on the business (Malla, J.2018).Provide training and
resources to enhance their digital skills and foster a culture of continuous learning and adaptation
to new technologies (Lengnick-Hall et al., 2019).

Monitor and evaluate system performance: Regularly monitor the performance of the HRMS
to identify any issues, system limitations, or areas for improvement. Collect feedback from users
and stakeholders to assess the effectiveness and efficiency of the system and make necessary
adjustments (Bondarouk et al., 2019).

Stay updated with technology advancements: Keep abreast of technological advancements and
industry trends in digital HRM. Regularly assess the HRMS to ensure it remains up-to-date and
aligned with evolving organizational needs and technological advancements (Parry and Tyson,
2018).

6. Conclusion

Implementing a Digitized Human Resource Management System (HRMS) offers numerous
benefits and opportunities for organizations. However, it is important to be aware of the
challenges and disadvantages that may arise during the implementation process. By addressing
these challenges and considering the recommendations provided, organizations can maximize the
effectiveness and efficiency of their digital HRMS. The benefits of implementing a digitized
HRMS include improved efficiency in HR processes, enhanced data accuracy and accessibility,
streamlined employee self-service functionalities, increased HR analytics capabilities, and
improved decision-making based on real-time data. These benefits contribute to organizational
performance and competitiveness in the digital era. Ultimately, the successful implementation of
a digitized HRMS can significantly enhance organizational performance through improved HR

processes, increased employee engagement, informed decision-making, and strategic workforce
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management. It empowers organizations to leverage technology for optimizing their human

resource management practices and driving success in the digital age.
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