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Abstract 

Digital transformation has fundamentally changed the strategic role of Human Resource Management (HRM), 

requiring organisations to integrate technology, human capability, organisational culture, and business strategy. This 

conceptual article examines how Strategic Human Resource Management (SHRM) can enable successful digital 

transformation by developing digital capabilities, strengthening workforce readiness, supporting data-driven 

decision-making, and facilitating organisational change. The study adopts a conceptual integrative literature review 

approach, synthesising established SHRM literature with contemporary research on digital HRM, digital 

transformation, organisational culture and change management. The analysis identifies four interconnected 

dimensions through which SHRM contributes to digital transformation: strategic alignment, digital workforce 

capability, data-driven HR decision-making, and culture and change enablement. Based on these dimensions, the 

article develops an integrated SHRM–Digital Transformation Framework in which leadership, strategy, workforce 

capability, organisational culture, data, and change management operate as mutually reinforcing mechanisms. The 

article contributes a multidisciplinary perspective by positioning SHRM not merely as a support function for 

technology implementation but as a strategic capability that connects people, processes, technology, and 

organisational outcomes. Practical and policy implications are proposed for organisations seeking to improve 

workforce adaptability, innovation, and sustainable digital transformation. 

Keywords: Strategic Human Resource Management; Digital Transformation; Digital HRM; Digital Mindset; 

Workforce Agility; Organisational Culture; Change Management 

1. Introduction 

Digital transformation has become an important strategic priority for organisations operating in increasingly 

technology-intensive and uncertain business environments. Advances in artificial intelligence (AI), data 

analytics, cloud computing, automation, digital platforms, and digitally enabled work have altered how 

organisations create value, organise work, and interact with employees and customers. Consequently, digital 

transformation extends beyond the implementation of individual technologies. It involves changes in 

organisational strategy, structures, processes, capabilities, culture, and employee roles. 

The organisational implications of digital transformation have been extensively examined in information 

systems and management research. Bharadwaj et al. (2013) established the strategic significance of digital 

technologies, while Vial (2019) conceptualised digital transformation as a process in which digital 

technologies trigger changes that can disrupt existing organisational structures and value-creation 

mechanisms. Hanelt et al. (2021) further demonstrated that digital transformation is closely connected with 

organisational change and continuous adaptation. 

https://doi.org/10.63627/3134-7088/2026/v2i1a5
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These developments have important implications for Human Resource Management (HRM). Organisations 

cannot successfully transform their technologies while leaving workforce capabilities, leadership, 

organisational culture, and employee readiness unchanged. Human resources therefore increasingly occupy 

a strategic position in digital transformation. 

Strategic Human Resource Management (SHRM) provides a particularly relevant perspective because it 

connects human capital and organisational capabilities with long-term strategic objectives. SHRM moves 

beyond the administrative management of employees by emphasising strategic workforce planning, talent 

management, leadership development, organisational capability, and the alignment of HR practices with 

business strategy (Becker & Huselid, 2006; Wright & McMahan, 1992). 

Digitalisation has also transformed HR itself. Digital HRM incorporates HR information systems, 

automation, analytics, artificial intelligence, and digital platforms into HR processes. Recent evidence 

indicates that digital HRM can generate positive outcomes across the individual, operational, relational, 

and transformational dimensions of HRM, as well as organisational performance (Theres & Strohmeier, 

2023). Similarly, Ruiz et al. (2024) demonstrate that a digital HR strategy can contribute to organisational 

performance by explicitly integrating HR processes and digital technologies. 

However, technology adoption does not automatically produce successful transformation. Employees must 

understand the purpose of change, possess the required capabilities and perceive the transformation as 

legitimate and manageable. Organisational culture can facilitate or obstruct technology adoption, while 

leadership and change management influence how employees respond to new ways of working. 

The increasing use of AI in HR further illustrates the need to integrate technological and human 

considerations. Recent research identifies opportunities associated with AI-enabled HRM, including 

automation, enhanced data use and augmentation of human capabilities, while also highlighting concerns 

related to bias, privacy, transparency and human oversight (Bujold et al., 2024; Dima et al., 2024; Gong et 

al., 2025). Kim et al. (2025) similarly argue that algorithmic technologies require SHRM scholars and 

practitioners to reconsider the relationship between technology, human capital and organisational strategy. 

Despite this growing literature, there remains value in integrating these perspectives. Digital transformation, 

SHRM, digital HRM, organisational culture and change management are often examined separately. This 

article brings these areas together to develop a multidisciplinary conceptual framework explaining how 

SHRM can enable sustainable digital transformation. 

The central argument of this article is that digital transformation should be understood as both a 

technological and human-capability transformation. SHRM provides the mechanisms through which 

organisations can align strategy, workforce capability, culture, leadership and technology. 

2. Research Aim and Research Questions 

2.1. Research Aim 

This article aims to develop a multidisciplinary conceptual understanding of how Strategic Human 

Resource Management enables and sustains organisational digital transformation. 

The article specifically seeks to explain how SHRM can: 

• align human-resource strategy with digital business strategy; 
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• develop digitally capable and adaptable workforces; 

• support data-driven HR decision-making; 

• strengthen organisational culture and innovation; 

• facilitate employee adoption of digital technologies; and 

• integrate change management into digital transformation. 

2.2. Research Questions 

The article addresses five research questions: 

RQ1: How does SHRM differ from traditional HRM in supporting long-term organisational strategy? 

RQ2: How can SHRM develop the digital mindset and capabilities required for successful digital 

transformation? 

RQ3: What is the relationship between SHRM and organisational digital transformation? 

RQ4: How can data-driven decision-making strengthen digitally enabled SHRM? 

RQ5: How can SHRM, organisational culture and change management work together to support 

sustainable digital transformation? 

These questions provide the organising structure for the conceptual analysis. 

3. Methodology 

3.1. Research Design 

This study adopts a conceptual integrative literature review design. 

The purpose of a conceptual integrative review is to bring together literature from related academic domains 

in order to identify relationships, concepts and mechanisms that can support the development of a new 

conceptual understanding. This approach is particularly appropriate for multidisciplinary topics where 

relevant knowledge is distributed across several research traditions. 

The present study integrates literature from Strategic Human Resource Management, digital HRM, 

information systems, digital transformation, organisational behaviour, organisational culture, leadership 

and change management. 

The review incorporates foundational studies where they provide important theoretical definitions and 

established relationships, while greater emphasis is placed on recent literature concerning digital HRM, AI, 

algorithmic technologies and digital transformation. 

The article does not claim to be a systematic review or meta-analysis. No primary survey, interview, 

experiment or statistical dataset was conducted or analysed. Accordingly, the contribution of the study is 

conceptual rather than empirical. 
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3.2. Literature Synthesis Approach 

The literature was synthesised thematically around four major dimensions: 

1. Strategic alignment – integration of HR strategy with organisational and digital strategy. 

2. Digital workforce capability – digital skills, learning agility, reskilling and workforce readiness. 

3. Data-driven decision-making – HR analytics, digital HR systems and evidence-based decision-

making. 

4. Culture and change enablement – leadership, organisational culture, employee engagement and 

change management. 

These themes were subsequently integrated to develop the proposed SHRM–Digital Transformation 

Framework. 

The approach is consistent with recent digital-HR literature that increasingly combines HRM, information 

systems, organisational behaviour and technology perspectives. For example, García-Fernández et al. 

(2024) demonstrate the multidisciplinary development of digital-HR research, while Theres and Strohmeier 

(2024) show the fragmented theoretical foundations surrounding digital-HRM technology adoption. 

4. Conceptual Foundations of Strategic Human Resource Management 

4.1.Strategic Human Resource Management 

 

Strategic Human Resource Management concerns the integration of HR practices with organisational 

strategy. Wright and McMahan (1992) established SHRM as a strategic approach to managing human 

resources, while Becker and Huselid (2006) emphasised the importance of connecting HR systems with 

organisational performance. 

SHRM encompasses workforce planning, recruitment, talent development, leadership development, 

performance management, succession planning, employee engagement and organisational capability 

development. 

The central principle is that employees should not be viewed only as an operational resource. Their 

knowledge, skills, relationships and capabilities can contribute to the development of organisational 

resources that support sustained performance. 

The resource-based perspective reinforces this argument by identifying human resources and organisational 

capabilities as potential sources of competitive advantage (Wright et al., 2001). 

4.2. SHRM Principles 

Four principles are particularly important to the relationship between SHRM and digital transformation. 

4.3. Strategic Alignment 

HR strategies should be aligned with organisational priorities. Workforce planning, recruitment and 

learning should therefore reflect the skills and capabilities required by the organisation's future strategy. 
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4.4. Proactivity 

SHRM should anticipate future workforce requirements rather than simply respond to current vacancies or 

employee problems. This becomes particularly important when technological change rapidly alters required 

skills. 

4.5. Capability Development 

SHRM should develop organisational and individual capabilities through continuous learning, leadership 

development, knowledge sharing and workforce planning. 

4.6. Adaptability 

HR systems should allow organisations and employees to adapt to changes in technology, markets, 

regulations and workforce expectations. 

These principles provide an important foundation for digital transformation. 

4.7. SHRM and Digital Transformation 

Digital transformation is broader than digitisation or automation. Digitisation involves converting analogue 

information into digital form, while digitalisation refers more broadly to using digital technologies to 

improve existing processes. Digital transformation involves more fundamental changes to organisational 

activities, structures, capabilities and value creation (Vial, 2019). 

Bharadwaj et al. (2013) demonstrate that digital technologies have strategic implications for business 

strategy, while Hanelt et al. (2021) identify organisational change and continuous adaptation as central 

features of digital transformation. 

SHRM contributes to this transformation through three primary mechanisms. 

First, SHRM identifies the workforce capabilities required to execute digital strategy. 

Second, SHRM develops those capabilities through recruitment, learning, reskilling, leadership and 

performance systems. 

Third, SHRM influences whether employees are prepared and willing to adopt new technologies and work 

practices. 

Consequently, digital transformation should not be regarded as an IT project to which HR provides 

administrative support. HR should participate in transformation planning and governance because changes 

in technology directly affect jobs, skills, structures, leadership and employee experiences. 

Recent empirical evidence strengthens this argument. Ruiz et al. (2024) found that digital HR strategy can 

contribute to firm performance by integrating digital technologies with HR strategy and processes. Theres 

and Strohmeier (2023) similarly found significant associations between digital HRM and individual, 

operational, relational, transformational and organisational performance across 96 empirical studies. 
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4.8. Digital Mindset and Workforce Readiness 

4.8.1. Digital Mindset 

A digital mindset refers to an orientation towards continuous learning, experimentation, adaptability, 

collaboration and effective use of digital information and technologies. 

A digital mindset does not mean that every employee must become a technology specialist. Rather, it means 

that employees develop sufficient confidence and willingness to learn and work in digitally enabled 

environments. 

Five characteristics are particularly important: 

1. Openness to Change 

Employees should be willing to experiment with new technologies, processes and methods of working. 

2. Agility 

Employees and teams should be capable of responding rapidly to changing customer, market and 

technological requirements. 

3. Digital Collaboration 

Digital transformation often requires collaboration across departments, locations and organisational 

boundaries. 

4. Continuous Learning 

Because digital technologies change rapidly, employees need opportunities to acquire and update 

capabilities throughout their careers. 

5. Data Orientation 

Employees should understand how data can support decisions while also recognising the limitations and 

ethical implications of data-driven systems. 

4.9. Workforce Reskilling and Upskilling 

Digital transformation can generate substantial skills gaps. SHRM should therefore incorporate digital skills 

into workforce planning, recruitment and development. 

This requires moving beyond one-off technology training. Learning should become continuous and 

connected to organisational strategy. 

HR leaders should identify emerging skill requirements, evaluate current workforce capabilities and 

establish development pathways for employees whose roles are changing. 

Recent research demonstrates that AI adoption is also changing the competencies required by HR managers. 

Deepa et al. (2024) identify cognitive, human-capital and social-capital competencies that HR managers 

require when adopting AI-focused technologies. 

Therefore, digital workforce readiness should include both technical and human capabilities. 
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5. Digital HRM and Data-Driven Decision-Making 

5.1. Digital HRM 

Digital HRM involves the use of digital technologies to support HR processes and strategic activities. These 

technologies can include HR information systems, cloud platforms, analytics, automation and AI. 

Digital HRM can improve administrative efficiency, information accessibility and workforce analytics. 

However, technological adoption alone does not create strategic value. 

Theres and Strohmeier (2024) demonstrate that digital-HRM adoption research draws upon multiple 

theoretical traditions and that technology acceptance remains an important factor in achieving successful 

implementation. 

Consequently, organisations should consider both technological capability and employee adoption. 

5.2. Data-Driven Decision-Making 

Data-driven decision-making involves using relevant and reliable evidence to inform organisational 

decisions rather than relying exclusively on intuition or subjective judgement (Provost & Fawcett, 2013). 

In SHRM, data analytics can support: 

• workforce planning; 

• recruitment analysis; 

• employee retention analysis; 

• learning and development; 

• performance management; 

• succession planning; 

• skills-gap analysis; and 

• workforce forecasting. 

The strategic value of HR analytics depends on data quality and analytical capability. Inaccurate, incomplete 

or biased data can lead to inappropriate decisions. 

AI introduces additional considerations. Research on responsible AI in HRM identifies concerns including 

bias, discrimination, privacy, transparency, explainability and the appropriate role of human judgement 

(Bujold et al., 2024). 

6. Organisational Culture and Digital Transformation 

Organisational culture represents shared assumptions, values, beliefs and behavioural expectations that 

influence how organisational members respond to events and change (Schein, 2010). Culture can either 

support or constrain digital transformation. 
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A culture that encourages experimentation, collaboration and learning can facilitate digital adoption. 

Conversely, highly rigid structures, fear of failure, poor communication and siloed behaviour can inhibit 

transformation. 

Research supports the importance of cultural and leadership factors in digital transformation. Leso et al. 

(2022), for example, demonstrate the contribution of organisational culture, structure and leadership to 

digital transformation in SMEs. Haffar et al. (2023) similarly show that organisational culture and employee 

readiness can influence commitment to digitally induced organisational change. 

SHRM influences organisational culture through: 

• recruitment and selection; 

• leadership development; 

• learning and development; 

• performance management; 

• recognition and rewards; 

• internal communication; 

• employee engagement; and 

• organisational policies. 

Accordingly, HR should ensure that organisational systems reinforce behaviours consistent with digital 

transformation. 

7. Change Management as an Enabler of Digital Transformation 

Digital transformation requires changes in employee behaviour and organisational routines. 

Change management provides structured mechanisms for supporting individuals and organisations through 

transitions (Hiatt, 2006; Kotter, 1996). 

SHRM, change management and digital transformation should therefore be distinguished but integrated. 

Table 1: Comparison of SHRM, Change Management, and Digital Transformation.  

Dimension SHRM Change Management Digital Transformation 

Primary focus Human-capital strategy 
Adoption of organisational 

change 

Strategic use of digital 

technologies 

Time horizon Long-term Usually initiative-based 
Long-term and 

transformational 

Main concern Workforce capability 
Employee and organisational 

adoption 

Processes, capabilities and 

value creation 
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Key activities 

Workforce planning, 

talent, learning and 

leadership 

Communication, training, 

engagement and resistance 

management 

Digital strategy, technology, 

process redesign and 

innovation 

Primary 

outcome 
Organisational capability Successful adoption 

Sustainable digital capability 

and organisational value 

SHRM establishes the long-term human-capital foundation. Change management facilitates the transition. 

Digital transformation provides the broader organisational and technological context. 

8. Integrated SHRM–Digital Transformation Framework 

The conceptual analysis suggests that successful digital transformation requires six interconnected 

elements: 

1. Leadership 

2. Strategic alignment 

3. Workforce capability 

4. Digital HRM and data 

5. Organisational culture 

6. Change management 

 

 

Figure 1. Proposed SHRM–Digital Transformation Framework. Source: Author's own conceptualisation. 



Journal of Digital Innovation and Multidisciplinary Business Research  

Volume 2 Issue 1 
 

109 
 

 

9. Sustainable competitive capability 

The framework proposes that these elements should be treated as mutually reinforcing rather than 

independent. 

Leadership establishes strategic direction. SHRM translates strategic priorities into workforce 

requirements. Workforce development creates the required capabilities. Digital HRM provides technology 

and information infrastructure. Culture influences employee behaviour. Change management facilitates 

adoption and reinforces new practices. This represents the central conceptual contribution of the article. 

10. Discussion 

The framework contributes to the literature by integrating four areas that are frequently discussed 

separately: SHRM, digital HRM, organisational culture and change management. 

The first contribution is the positioning of SHRM as an architect of digital transformation, rather than 

simply a support function. This perspective is consistent with recent research showing that digital HR 

strategy can have direct strategic implications for organisational performance (Ruiz et al., 2024). 

The second contribution concerns workforce capability. Digital transformation requires employees to adapt 

continuously. SHRM therefore provides the organisational mechanisms for recruiting, developing and 

retaining digital capabilities. 

The third contribution concerns data and AI governance. Digital transformation increasingly depends on 

workforce analytics and algorithmic technologies. However, technology can create risks related to bias, 

privacy and transparency. Responsible AI therefore needs to be incorporated into strategic HR governance 

(Bujold et al., 2024; Gong et al., 2025; Kim et al., 2025). 

The fourth contribution concerns organisational culture and change. Technology implementation without 

employee readiness may produce technical implementation without meaningful organisational 

transformation. Culture, leadership and change management therefore represent essential human 

mechanisms through which digital strategies become organisational practice. 

Taken together, the findings suggest that successful digital transformation is best understood as a socio-

technical process. Technology provides new possibilities, while people, strategy, culture and organisational 

capabilities determine whether those possibilities generate sustainable value. 

11. Practical Implications 

11.2. Align HR and Digital Strategy 

HR executives should participate in digital strategy formulation from the beginning rather than becoming 

involved only during technology implementation. 

Digital investment decisions should be accompanied by workforce-impact assessments covering: 

• required skills; 

• job redesign; 
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• workforce capacity; 

• learning requirements; 

• leadership capability; and 

• change-management requirements. 

11.3. Establish Continuous Workforce Development 

Organisations should develop continuous upskilling and reskilling systems. 

Digital capability should be incorporated into: 

• recruitment; 

• workforce planning; 

• learning and development; 

• performance management; 

• succession planning; and 

• leadership development. 

11.4. Develop HR Analytics Capability 

HR functions should develop the capability to collect, interpret and use workforce data responsibly. 

HR analytics should support strategic questions rather than merely generate dashboards. 

11.5. Build a Culture of Learning and Experimentation 

Digital transformation requires employees to learn continuously. 

Organisations should recognise experimentation, collaboration, knowledge sharing and learning rather than 

rewarding only short-term efficiency. 

11.6. Integrate Change Management 

Change management should begin before technology implementation. 

Transformation programmes should include: 

• stakeholder analysis; 

• communication plans; 

• employee engagement; 

• training; 

• leadership involvement; 

• feedback mechanisms; and 



Journal of Digital Innovation and Multidisciplinary Business Research  

Volume 2 Issue 1 
 

111 
 

• reinforcement activities. 

11.7. Policy Implications 

Digital transformation also creates policy implications concerning workforce capability, responsible AI and 

lifelong learning. 

First, policymakers and educational institutions should strengthen digital-skills development to help 

employees adapt to changing labour-market requirements. 

Second, organisations using AI in HR should establish governance mechanisms addressing privacy, 

transparency, fairness, explainability and human oversight. 

Third, workforce policies should recognise that technological change can affect different employee groups 

differently. Reskilling programmes should therefore be designed to support employees whose roles are 

particularly exposed to automation or significant redesign. 

Fourth, collaboration between government, employers and educational institutions can strengthen national 

workforce readiness. 

These implications are particularly relevant in economies pursuing large-scale digital transformation 

programmes. 

12. Saudi Arabian Context and Illustrative Practice Evidence 

Saudi Arabia provides a relevant context for examining the relationship between SHRM and digital 

transformation because organisational digitalisation, workforce development and innovation have become 

increasingly important components of the country's economic transformation agenda under Vision 2030. 

Saudi Arabia represents one of the most compelling contemporary contexts for examining the intersection 

of Strategic Human Resource Management (SHRM) and digital transformation. Driven by the ambitious 

objectives of Vision 2030, the Kingdom has evolved into a regional hub for technological innovation, digital 

economy development, human capital advancement, and organisational transformation. Significant 

investments in digital infrastructure, artificial intelligence, smart technologies, workforce capability 

building, and private-sector competitiveness have accelerated the transition toward a knowledge-based 

economy. As a result, organisations operating within Saudi Arabia are increasingly required to integrate 

human capital strategies with technological innovation to sustain competitive advantage and organisational 

agility. 

Within this dynamic environment, Abdul Latif Jameel Motors (ALJ Motors) can be viewed as an illustrative 

example of a forward-looking Saudi organisation that reflects many of the transformation principles 

underpinning Vision 2030. As one of the Kingdom's most established and respected automotive 

organisations, ALJ Motors has demonstrated a strong commitment to organisational excellence, digital 

enablement, continuous improvement, and people-centric transformation. The organisation's emphasis on 

workforce development, digital HR platforms, employee experience enhancement, leadership capability 

building, and Kaizen-driven continuous improvement practices reflects the characteristics increasingly 

associated with high-performing organisations in the digital era. 
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From a strategic management perspective, ALJ Motors provides a practical illustration of how human 

resource functions can evolve beyond traditional administrative responsibilities to become enablers of 

innovation, organisational resilience, and enterprise-wide transformation. Through the integration of digital 

technologies, structured governance approaches, data-driven decision-making, and a strong values-based 

culture, the Human Resource and Organization Design in 2026 with its leadership demonstrates how SHRM 

can contribute to the development of a workforce and culture that is adaptable, engaged, and prepared for 

the demands of an increasingly complex business landscape. 

Finally, Saudi Arabia is no longer merely adapting to the global digital economy; it is increasingly 

positioning itself as a regional and emerging global leader in digital transformation, innovation, and human 

capital development. Within this landscape, ALJ Motors stands as an example of how leading Saudi 

enterprises are translating national transformation aspirations into organisational realities through strategic 

investments in people, culture, technology, and continuous improvement. The alignment between Vision 

2030's human capability objectives and ALJ Motors' commitment to workforce excellence provides a 

compelling illustration of SHRM's potential role as a catalyst for sustainable digital transformation and 

organisational success. 

13. Recommendations for Strategic HR Executives 

1. Align HR strategy with business and digital strategy: HR leaders should participate in strategic 

technology decisions and assess their workforce implications. 

2. Strengthen strategic workforce planning: Organisations should anticipate future digital skill requirements 

and identify capability gaps before they become operational problems. 

3. Invest in reskilling and upskilling: Learning should become continuous and closely connected to 

emerging organisational requirements. 

4. Develop digital leadership: HR executives should develop sufficient digital literacy to participate 

meaningfully in technology-related strategic decisions. 

5. Strengthen employee engagement: Employees should understand why transformation is occurring, how 

it affects their work and how the organisation will support them. 

6. Establish responsible HR analytics: Data and AI should be governed through appropriate principles 

concerning quality, privacy, fairness, transparency and human oversight. 

7. Integrate change management into transformation governance: Change-management activities should be 

incorporated into digital transformation programmes from the planning stage. 

8. Develop a culture of continuous improvement: Continuous improvement principles, including the Kaizen 

philosophy, can support organisational learning when appropriately adapted to the organisational context. 

14. Limitations and Future Research 

This study has several limitations. 

First, the article is conceptual and does not provide primary empirical evidence. The proposed relationships 

have therefore not been statistically tested. 
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Second, the multidisciplinary nature of the article means that literature from several fields has been 

integrated. While this provides breadth, it also limits the depth with which individual disciplinary debates 

can be examined. 

Third, the proposed framework has not yet been empirically validated. 

Future research should test the framework using quantitative, qualitative or mixed-method approaches. 

Quantitative studies could examine relationships between digital HR strategy, workforce capability, 

organisational culture and transformation outcomes. 

Qualitative case studies could examine how HR executives manage digital transformation in different 

organisational contexts. 

Comparative research could examine differences across industries, organisational sizes and national 

environments. 

In the Saudi Arabian context, future research could investigate how digital transformation initiatives 

influence SHRM practices, workforce readiness, AI adoption, organisational culture and HR analytics. 

15. Conclusion 

Digital transformation is not simply a technology implementation exercise. It is a strategic organisational 

transformation requiring changes in capabilities, culture, leadership, work practices and employee 

behaviour. 

This conceptual review demonstrates that SHRM can play a central role in enabling this transformation by 

connecting organisational strategy with human capability. 

Four interconnected mechanisms are particularly important: strategic alignment, digital workforce 

capability, data-driven decision-making, and culture and change enablement. 

The proposed SHRM–Digital Transformation Framework extends the conventional understanding of HR 

by positioning HR as an active strategic partner in transformation. Leadership establishes direction; SHRM 

aligns workforce capabilities with organisational strategy; learning and development build digital 

capability; digital HRM and analytics provide technological and informational infrastructure; 

organisational culture shapes behaviour; and change management supports adoption. 

The article therefore argues that sustainable digital transformation requires organisations to integrate 

people, strategy, technology, culture and change rather than managing them as separate initiatives. 

Technology may provide the tools for transformation, but people and organisational capabilities determine 

whether those tools generate sustainable value. 

For HR executives, the strategic implication is clear: the future role of SHRM is not merely to manage 

employees during digital transformation but to help design the workforce, capabilities and culture through 

which digital transformation becomes sustainable organisational capability. 
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