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Abstract 

During the epidemic, many enterprises started a series of digital human resource 
management activities such as cloud recruitment, online attendance and online training, 
etc. With the advent of the "internet + digital economy era", human resource 
management is changing greatly. The human resource team must embrace the digital 
revolution by changing human resource operations, staff team and working methods. 
Based on this background, this paper summarizes the inevitability of the digital 
transformation of human resource management, analyzes the problems encountered in 
the digital transformation of human resource management, and explores the digital 
transformation strategies of human resource management in the post-epidemic era, so 
as to provide effective reference values for the new development of digital human 
resource management. 
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1. Introduction 

With the rapid development of Internet technology, enterprises have to consider digital 
transformation. In 2018, Zhang Yong, CEO of Alibaba Group, said in an interview: "The most 
important thing in the next decade is the era of digital economy. Our mission is to make the 
world easy to do business in the era of digital economy." Jack Ma believes that the“Internet + 
digital”economy era will be a new business opportunity in the future. Faced with the surging 
wave of digitalization, how to carry out digital transformation has become an important task 
for enterprises. 

According to related surveys, the company's digital transformation budget will increase by 25% 
in 2020. The new generation of digital technology is changing our production and lifestyle. As 
an important part of business management, human resources are also undergoing profound 
changes brought about by digitalization. Dave Ulrich, the founder of HR "three pillars”, also 
noted that human resources must undergo digital transformation. Enterprises must effectively 
use digitalization in all human resource functions to meet the needs of employees (Ladkin and 
Buhalis, 2016). Deloitte (2017) indicated that enterprises are concerned about how to use 
digital tools and applications to change their human resource functions in the field of digital 
human resources. Due to the globalization and accelerated rhythm of technological change, 
enterprises demand human resources with skills that help the organizations to overcome the 
appearing challenges to digital transformation (Sousa and Rocha, 2019) 

In the new era, enterprises must pay attention to impacts of information technology on human 
resource management. In addition, the strong impact of the epidemic on enterprises has 
accelerated the development of human resources towards digital transformation. Therefore, 
enterprises should keep up with the pace of the times, and carry out the digital transformation 
of human resource management in a timely manner in order to maintain a competitive 
advantage and win high benefits. 
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2. Digital human resource management concept 

Drucker (2009) thinks that there are many resources in an enterprise, but the real resource is 
only human resources, management is to fully develop human resources to do a good job. 
Internet technology has affected all aspects of human resource management. With the increase 
in the use of communication technologies, digital human resource management has brought 
many benefits, such as increasing productivity by improving organizational efficiency, reducing 
bureaucracy, reducing costs, and creating added value , etc. Lengnick-Hall and Moritz (2003) 
pointed out that digital human resource management refers to the conduct of business affairs 
in human resources issues by using the internet. Ruel et al. (2007) described that digital human 
resource management is the use of network-based technology in human resource management 
practices and policies in organizational life. Mihalcea (2017) also indicated that the digital 
maturity of human resource management implies a shift from the traditional workplace 
paradigm to employee engagement, learning and development, and talent search.  

In general, digital human resource management is defined as giving enterprises standardized 
management tools for human resources by using digital technology and computer science, and 
using data to guide human resources work in order to help human resources workers get out 
of complicated transactional work. In other words, digital human resource management will be 
quantifiable and precise human resource management, which adapts to the needs of the new 
information age. 

3. Human resource management digital transformation issues 

In the era of digital economy, the internal and external environment of human resource 
management has undergone tremendous changes. For example, strategic objectives have 
changed rapidly with the market environment, organizational structures have become flatter 
and more flexible, and the mobility of employees has increased. Traditional human resource 
management has been difficult to adapt to new social forms, and digital transformation has 
become the general trend. 

Restricted by many factors such as talents and technology, the current digital transformation 
of traditional human resources is still in infancy. The transformation of enterprises generally 
faces four major issues: 

3.1. Lack professional talents  

Enterprises are facing a new talent management issue with the acceleration of the digitalization 
process, which is lacking digital talent or skills. The human resources departments need to 
retrain employees' skills faster than ever to keep up with technological trends and the pace of 
implementation. Therefore, attracting, recruiting, retaining and cultivating suitable talents in 
areas lacking digital skills have become an important task for human resources departments. 

The enterprises’ digital talent team should include information technology experts, data 
analysis experts, and human resources business experts. They need understand both digital 
upgrades and human resource management. Faced with the lack of professional knowledge to 
lead digital transformation projects, enterprises should think about how to build the team to 
provide digital talent services. In general, for some advanced companies that have carried out 
the digital transformation of human resources, how to build an efficient and professional digital 
talent team is an urgent problem in the transformation process, which affects the efficiency and 
effectiveness of the digital operation of human resource management. 

3.2. Insufficient digital atmosphere in the working environment 

Some traditional enterprises are self-confident, lacking awareness of developments of digital 
technology, and their working environment is not completely digitalized. They insist on offline 
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communication and accumulate a large number of unorganized offline documents, resulting in 
a lack of efficient team communication network among employees. The digital working 
atmosphere can be used to cultivate employees' digital thinking. Therefore, how to build a 
digital workplace has become an important issue that enterprises need to solve in the digital 
transformation of human resources. 

3.3. Missing top-level design of the system  

Most enterprises believe that the digital transformation of human resource management is the 
only way to enhance the value of human resources and accelerate business transformation. In 
the process of transformation, enterprises must overcome system-level problems such as the 
rapid transformation of technical architecture and functions, the adaptability of human 
resources business, and the integration and sharing of internal and external systems. At the 
same time, enterprises also solve business-level problems such as the reorganization of 
systems, processes, and rules brought about by Information technology reforms and the 
transformation of traditional solidified thinking towards digital thinking. The latter is 
undoubtedly the most difficult. 

However, enterprises have no idea how to deploy digitalization and realize digital 
transformation. Some companies even think that digital transformation of human resource 
management is simply described as using digital technology to evaluate and measure human 
resource data, or to improve recruitment processes, learning methods, etc, while ignoring the 
strategic goals, objects, means, and thinking of human resource management. The core reason 
is that the enterprise lacks a systematic top-level design, which is oriented by strategic goals, 
driven by business value, and systematically plans "organizational structure-business 
structure-personnel structure-system structure” from top to bottom in human resources digital 
transformation. Enterprises don’t know how to start the road of digitization. 

3.4. Insufficient innovative tools and methods 

It is found that not all organizations advocate the culture of innovation and change in the 
context of digital transformation. From the perspective of digital human resource technology, 
underestimating the strategic importance of human resources seems to be a key challenge for 
achieving meaningful human resources transformation. In the process of digital practice, some 
enterprises lack dynamic management, improvement and innovation, leading to deviations of 
corporate decision-making, making it difficult to effectively improve the level and ability of 
human resources digital management. 

Digital human resource transformation is a necessary process for the advancement of human 
resource management. How to innovate digital tools and methods of human resource 
management in order to achieve precise decision-making is a problem that enterprises need to 
solve at present. 

4. Human resource management digital transformation strategies 

Facing the new economy, new organizations and new humans, human resources should use 
new technologies to carry out digital transformation to realize the wisdom collaboration of 
teams and organizations, and improve productivity; to enhance the overall experience of new 
humans and empower employees; to give full play to individual innovation vitality and activate 
the organization. This has become an urgent problem for the organization. So how do human 
resources implement digital transformation? We propose digital transformation strategies for 
human resource management from the four perspectives of digital talent, digital workplace, 
digital human resource operation, and digital decision-making. 
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4.1. Digital talent 

Digital talents refer to employees with digital awareness, armed with digital tools and assets. 
The digital transformation of human resource management must be supported by digital 
workforces. In the short term, human resource departments can hire people with digital 
capabilities from external markets (Panathula, 2019). In the long run, enterprises should 
establish a digital talent training system and tap appropriate talents within the organization. In 
the process of construction, enterprises can first cultivate a few core talents, and then gradually 
carry out digital training and empowerment for other employees, and later systematically build 
a digital human resource management team and implement digital talent management 
strategies. 

4.2. Digital workplace 

A digital workplace means that enterprises must use new technologies and modern mobile 
communication tools (such as Facebook, DingTalk, ByteDance’s Lark Microsoft Teams, etc.) to 
create an online working environment that can increase transparency, enhance collaboration 
efficiency, increase employee engagement and improve productivity (Volini et al, 2017 ). In 
other words, enterprises create a one-stop service portal through a unified digital entrance for 
each role. 

The digital workplace can be constructed from two aspects. The first is the physical 
environment, such as the design of office, the posting on the wall, and the spacing between 
adjacent workstations, etc. For enterprises’ employees, the physical environment should aim at 
integrating employees in the scene, encouraging open communication, and promoting seamless 
collaboration. For example, enterprises can allow employees to design their own offices and set 
up graffiti walls that encourage employees to write down their ideas at any time. In addition, 
the culture posted on the wall can be deeply rooted in the hearts of employees in gamified and 
fun ways in order to build cultural DNA of enterprises. The second is the communication 
environment. Enterprises need to break through organizational boundaries and establish team 
networks to communicate and track the progress of projects or tasks at any time. Through 
online meetings, live video, and working groups, offline meetings that were not well-organized 
can be directly converted into online meetings initiated at any time. With the help of working 
groups, not only the communication efficiency is improved, but the conclusions and results can 
be shared and disseminated in time. 

4.3. Digital human resource operation 

The core of digital human resources transformation is how enterprises should transform 
human resources departments to conduct digital operations. Enterprises need to use digital 
tools and applications to provide solutions, carry out management, organization and leadership 
changes, lead the transformation of leaders and employees’ digital thinking mode, and continue 
to try and innovate. For enterprises, digital human resource operations can be done well from 
the following two aspects. 

4.3.1. Digital workflow 

From the perspectives of talent supply chains that matches corporate strategy, powerful 
delivery-style employee experience services, and agile and efficient operations, etc, enterprises 
should rely on digital technology and digital operation thinking, driven by business value, and 
reposition values of HR operations management. Enterprises need to systematically plan the 
digital transformation architecture of human resources, build an end-to-end and fully closed-
loop human resources operation process, and create the digitalization of human resource 
management planning, recruitment, training, performance, labor relations, etc. Because the 
digital workflow can promote organizational reforms, activate enterprises’ vitality and enhance 
operating efficiency. Some specific measures are as follows. 
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In terms of human resource planning, enterprises can integrate labor resources by big data and 
cloud computing, and quickly analyze market supply situation. In addition, enterprises can 
analyze personnel needs by establishing an enterprise system. In short, with the help of digital 
technology, an enterprise can create a talent supply chain that matches the organization with 
the help of digital technology.  

As for the recruitment, enterprises can use recruitment robots to quickly screen out resumes 
that meet recruitment criterion, and timely feedback the results of various recruitment 
processes to supervisors and applicants. Besides, enterprises can use video technology, virtual 
reality and other interview technologies to achieve efficient and convenient communication 
between candidates and recruiters. Most importantly, enterprises can also make more accurate 
talents decisions by relying on big data technology to benchmark industry talents and salary 
reports. 

In terms of training, enterprises can launch online training based on employees’ demands. For 
instance, enterprises can provide employees with accurate and effective training tools in order 
to realize the demand of autonomous learning on the mobile terminal in fragmented time. 
Moreover, by using big data technology to collect employees’ learning information and 
behavioral data, enterprises can customize personalized learning programs for employees, 
automatically match learning resources and push learning courses, which can accurately help 
employees grow. 

When it comes to performance, enterprises can implement digital-driven performance 
management, establish an excellent performance communication system, and optimize 
management processes. For example, they can update performance appraisal results in time 
through the human resource platform system. In addition, enterprises digitize employee’ 
information, uses big data technology to monitor and analyze daily behaviors of employees, and 
predicts employees’ future performance and turnover intentions. 

Therefore, it is necessary to give full play to values of digital technology in human resource 
operation and management, which can realize efficient operation of human resource business 
integration, workflows’ automation and intelligence. 

4.3.2. Intelligent employee service experience 

Nowadays, more and more enterprises are building HR shared service centers to provide 
employees with efficient, high-quality and diversified services, which greatly enhances 
employee experience and engagement. 

On the one hand, enterprises must create comprehensive employee service experience for 
employees, throughout the entire career life cycle of employees from accepting an offer to 
leaving company. Moreover, enterprises can also provide regular human resources services 
and diverse services in work and life, such as travel, housing services, etc. On the other hand, 
after fully considering employee personalized service scenarios, enterprises can access 
intelligent services, and provide service channels such as corporate website, App, official 
account, self-service terminal, and call hotline, etc. And enterprises can apply technologies such 
as Al intelligent robots and voice analysis to enhance employees' digital experience. 

4.4. Digital decision-making 

Human resource managers can drive enterprises’ innovation of business, management, method 
and tool through effective insights into data. In addition, enterprises can manage risks and 
problems through data monitoring, and formulate more forward-looking talent management 
plans and business decisions. Generally speaking, by closely following the digital frontier 
technologies and digital human resource management theories, enterprises must integrate 
theories with practice, and apply the latest tools and methods to actual human resource 
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management decision-makings of enterprises. Enterprises can carry out digital decision-
makings from the following two aspects. 

First, enterprises can integrate human resource internal and external data, build a data analysis 
system of human resources. Then enterprises can analyze data to drive decision-makings. 
Second, combining big data algorithms with human resource knowledge, enterprises establish 
scenario-based analysis models for strategic management, organizational operations and 
decision and talent management so as to improve the digitization and quantification of HR 
operation management and talent management, and realize the precise goal of data-driven 
decision. 
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