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Abstract

Affected by the worldwide digital technology revolution and industrial transformation, based on the new stage of high-
quality development characterized by digitalization, domestic and foreign scholars continue to pay more attention to digital
transformation. Although some progress has been made, research in the field of enterprise digital transformation mostly
focuses on the impacts of digital transformation on macro-management issues, while research in micro-management areas
such as organizational behavior and human resources is still in its early stage. Given this status quo, this article focuses on
enterprise human resource management (HRM) issue related to digital transformation and proposes path map regarding
talent management, performance and compensation management, labour relation, recruiting, training and development

programs. This article hopes to advance and promote current understanding on human resource management issues after

transformation.
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Perspective

Team building is pivotal to enterprise digital
transformation [1]. The key to the digital transformation of
products, technologies, enterprises, industries and even the
economy as a whole lies in the major adjustment of the labour
supply side. The degree of digital development of enterprises
is actually the final manifestation of the digitalization
process of the whole society. If the professional skills and
competencies of employees are not constantly upgraded
and optimized in line with the digital transformation of
the macro economy, especially if the employees directly
involved in specific businesses and operations do not meet
the technical requirements of the digital transformation of
their positions, it will be difficult to achieve breakthroughs
in products and technologies, or to implement large-scale
applications of those digital technologies that are already
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mature. This impact, rooted in the low digital literacy of
employees, will continue to be transmitted and affect the
digital transformation of enterprises and the digitalization
process of countries on a more profound level.

The digital transformation of enterprises has brought
new opportunities and challenges to the construction of
enterprise talent teams [2]. We need to be fully aware of
the changes in work caused by digitization in our daily
management on the basis of traditional human resource
management activities. For example, enterprise managers
should consider the changes in work brought about by digital
transformation, and ponder what changes in the mental
state of employees have been caused by these new changes?
What are the emotional factors behind these changes? Does
the highly digital, automated machinery and equipment
really improve the productivity of individual employees,
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or does it make employees aware of potential threats and
risks of unemployment? What are the characteristics and
barriers to interaction among employees in a human-
computer interaction environment? How to circumvent the
skills shortage of employees when learning and using new
equipment, and improve employees’ professional skills and
digital literacy rapidly through effective training methods?
These are the new issues of human resource management
faced by enterprises in the process of digital transformation,
which need to summarize management experience and rules
with the deepening of the digitalization process.

Therefore, improving the digital literacy of employees
from a wider audience and a deeper level, and realizing
the leading action from the perspective of team building
will provide inexhaustible driving force for the digital
transformation. Focusing on the main functions of enterprise
human resource management, the leading action to realize
the digital transformation from the perspective of team
building can be divided into five modules. By reshaping and
adjusting the content and structure of the following five
functional modules, the digital professionalism of employees
at all levels of the enterprise will be enhanced and the
corresponding knowledge and skills will be improved in
depth.

First, human resource management in the context of
digital transformation. The digital transformation of the
production methods and organizational forms of enterprises
will bring about huge changes in the working environment.
The automation, instrumentation and digitization of
machinery and equipment have led to profound changes in
operation methods, significantly altering the content and
form of work and posing new challenges to the skills and
knowledge of employees [3]. Thus, building a talent system
that matches the strategic objectives to help the digital
transformation of the enterprise first requires the enterprise
and its managers to transform the concept and means of
human resource management based on the individual
psychological and cultural characteristics of employees.
This means that managers should not only grasp employees’
attitudes toward new technologies and equipment, but also
clarify their behavioural patterns and psychological states
when learning and accepting new production methods, so as
to effectively optimize the work style, work efficiency and job
satisfaction in the new work environment [4], and cooperate
with an appropriate performance evaluation system and
compensation incentive system to cope with new problems
arising in the new environment.

Second, performance management and comprehensive
compensation design based on digital transformation
strategy. Performance management and compensation
management are at the core of enterprise human resource
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management. In order to respond to the overall strategic
adjustment of the digital transformation of enterprises, and
to stimulate and promote the digital literacy of the workforce
from a deep level, enterprises need to combine cutting-edge
performance management tools and analysis the core issues
of performance managementand compensation incentives in
the process of digital transformationin depth [5]. Based on the
degree of digital transformation in different departments and
levels of the enterprise, update and reconstruct the concepts
and tools of performance management and compensation
management for important categories of employees, establish
a differentiated compensation incentive mechanism, open up
the closed loop of performance management, and realize the
double-wheel drive of employee pressure and motivation [6].

Third, labour regulations and labour relations
management in the context of digital transformation. Usually,
the nature of ownership, organizational form, scale and
employment form of enterprises has different impacts on
industrial relations. At present, the digital transformation of
enterprises will lead to potential job changes and personnel
retention issues, shaping new characteristics of industrial
relations and these changes involve different levels of norms,
morality, and laws. Meanwhile, due to the new background
of marketization, industrialization, urbanization,
informatization and internationalization, employees’
awareness of their rights is getting stronger, their interests
are increasingly demanding, and the legal cost of enterprises
is getting higher, which is the new normal of labour relations
nowadays. In the process of team building in the context of
digital transformation, enterprises can build a harmonious
labour relations management by standardizing all aspects of
selection, training, employment, retention and redundancy
to lay a solid foundation for enterprises to carry out digital
transformation.

Fourth, recruitment innovation to serve the digital
strategy of enterprises. One of the main ways to solve the
human resource problems in the digital transformation of
enterprises is to carry out recruitment innovation, that is, to
attract and select talents with both digital skills and business
knowledge from the source to match the new positions
and new needs generated by the strategic transformation
of enterprises. There is not only a shortage of this type of
complex talent with certain experience, but also a fierce
competition in the market, which is often attracted by many
jobdemands[7].Thus,inthe processofdigital transformation,
enterprises should take strategic objectives as the guide,
build talent standards, carve out and identify key positions
and clarify recruitment needs through methods such as
indicator identification systems and rating standards. And
fully combine the assistance of new recruitment platforms
and tools in the mobile Internet environment to meet the
development needs of enterprises precisely, quickly and
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efficiently, build a mature talent team and reserve sufficient
human resources for digital transformation [8].

Fifth, talent strategy and training development in the
context of digital transformation of enterprises. Another
major way to solve the human resource problem of digital
transformation is to develop a new talent strategy of training
and developing existing human resources to continuously
adapt to the new overall corporate strategic development
needs. On the one hand, enterprises should conductinventory
and identification of key talents in the process of digital
transformation, design appropriate talent assessment tools
and systems according to the standards and competency
requirements of different levels, such as grassroots, middle
and senior levels, and identify and establish a talent pool
with hierarchical classification by combining the actual
distribution of existing personnel quality. On the other
hand, it integrates the existing hierarchical talent pool
with the requirements of emerging positions and new
job qualifications, designs targeted training programs for
various types of talents, effectively improves the quality of
talents, and comprehensively using internal and external
resources to help key talents grow rapidly to meet the needs
of strategic transformation of the organization. Further,
the establishment of a new talent strategy and training
development system should be matched with corresponding
compensationincentives, performance assessment standards

and management mechanisms to form a closed loop of
management, so as to effectively provide the underlying
guarantee for the implementation of team building.

On the whole, talent team building is the key link in
the realization of strategic restructuring in the process of
enterprise digital transformation, providing fundamental
guarantee for the implementation and application of various
digital tools such as equipment, technology and products.
On the basis of the talent team reconstruction combined
with HR management functional modules, at the macro
level, enterprises should also focus on the reconstruction
of organizational structure [3] and talent ecology, establish
and improve a new, efficient, digital strategy-oriented HR
management model covering all aspects of human resource
management in a broad sense; fully combine with industry
characteristics, apply strategic performance management
tools such as balanced scorecard and OKR, integrate
value chain customer-oriented, efficiency-enhancing, full-
cycle, full-process management thinking, combined with
cloud platform, big data, Internet of Things and other key
technologies and tools in the digitalization process, to
deeply promote innovation management and organizational
management of the entire enterprise [9], providing new
micro-vitality for the digital strategic reconstruction of
macro enterprises (Figure 1).

Figure 1: Enterprise HR Digital Transformation Path Map.
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