
 

 

 
© 2025 The Author(s). 

Copyright CC BY-NC-SA 4.0 

 

 
E-ISSN: 3108-4176 

APSSHS
 

Academic Publications of Social Sciences and Humanities Studies 

2025, Volume 6, Issue 2, Page No: 149-158 

Available online at: https://apsshs.com/ 

 

Exploring the Impact of Digital HRM on Organizational Resilience in Emerging 

Markets 

Nguyen Thanh Huy¹*, Pham Quang Minh¹, Le Thi Bich² 

1. Department of Organizational Culture and Human Leadership, Faculty of Economics and Management, Vietnam 

National University, Hanoi, Vietnam. 

2. Department of Business Communication and External Engagement, Faculty of Management, Can Tho University, Can 

Tho, Vietnam.  
 

Abstract 

In light of the significant challenges and disruptions that organizations frequently experience—such as market instability, technological 

progress, and regulatory shifts —fostering strong organizational resilience and embracing digital business transformation have emerged 

as critical priorities. This study examines whether digital human resource management (HRM) has a significant effect on organizational 

resilience in an emerging economy. To examine data gathered from HRM professionals working in the business sector of Bosnia and 

Herzegovina, this study employed multiple regression analysis. This method enabled an in-depth investigation of relationships and effects 

within this particular regional context. The results indicate that digital HRM plays a significant role in strengthening organizational 

resilience, positively influencing its three primary dimensions: the ability to anticipate, the capacity to cope, and the capability to adapt. 

This study contributes to the existing body of knowledge by offering practical insights into digital HRM and organizational resilience, 

empirically demonstrating how digital HRM reinforces organizational capacities to anticipate potential disruptions, respond efficiently 

to crises, and adjust to evolving conditions. These capabilities enable organizations to sustain stability and maintain continuous operations 

during unforeseen events, thereby supporting long-term sustainability and competitive advantage. The findings provide actionable digital 

HRM strategies for improving organizational resilience, offering guidance to HR practitioners on leveraging digital tools to enhance 

employee adaptability, facilitate effective crisis communication, and increase organizational flexibility and preparedness for future 

disruptions. 

 

Keywords: Digital HRM, Human resource management, Artificial intelligence, AI, Organizational resilience 

How to cite this article: Huy NT, Minh PQ, Bich LT. Exploring the Impact of Digital HRM on Organizational Resilience in Emerging Markets. Ann 

Organ Cult Leadersh Extern Engagem J. 2025;6(2):149-58.  https://doi.org/10.51847/5TDBhR9wjE 

 

Received: 05 September 2025; Revised: 05 December 2025; Accepted: 07 December 2025 

Corresponding author: Nguyen Thanh Huy 

E-mail  huy.nguyen@gmail.com 

 
Introduction 

In the contemporary business landscape, organizations operate under considerable pressure in dynamic environments marked 

by continuous, unpredictable change. Firms frequently encounter intense competition, internal constraints, challenges 

involving key external stakeholders, as well as broader economic difficulties, unfavorable political developments, social and 

environmental demands, and major global crises such as COVID-19 [1]. These factors particularly disrupt business operations 

in the manufacturing sector, where firms engage with numerous stakeholders, depend heavily on product performance and 

sales growth, and face substantial environmental risks [2]. Consequently, organizations must develop resilience to effectively 

anticipate, avoid, and manage risks, ultimately overcoming them [3]. Organizational resilience refers to a firm’s capacity to 
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withstand stress, respond effectively, maintain stability, and even thrive in the face of internal and external shocks or 

disruptions [4]. 

Digitalization has proven to be a powerful enabler for organizations in navigating crises and minimizing further negative 

consequences, as clearly demonstrated during the COVID-19 pandemic and its aftermath [5]. The rapid evolution of 

technology has accelerated the broader societal shift toward digital systems, fundamentally reshaping HR functions, 

redefining how workforces are managed, and transforming recruitment practices across all organizational levels. In this digital 

landscape, both organizations and employees are compelled to respond quickly to continuous change, integrate new 

technologies, reconsider traditional ways of working, invest in lifelong learning, and continuously develop digital capabilities 

to remain competitive and relevant in an increasingly technology-oriented environment. A 2024 report by Leoforce indicates 

that 81% of surveyed organizations in North America plan to invest in AI-based solutions to enhance and streamline 

recruitment processes [6]. Furthermore, according to [7], HRM ranks second in terms of digital adoption, with a large 

proportion of its data stored digitally, immediately following the finance function across diverse industries. While the 

digitalization of HRM offers substantial advantages—such as long-term cost efficiency, improved employee experiences, 

enhanced operational effectiveness, greater focus on essential [nonroutine] activities and increased profitability—it also 

presents notable challenges, including distrust in AI technologies, limited technical expertise among HR professionals, 

concerns related to data privacy, exposure to cyber threats and risks of data breaches [8]. 

Regarding earlier studies, only a limited number have explored this domain, and one study highlighted the significant effect 

of E-HRM on organizational flexibility [9]. Organizational flexibility is typically understood as the ability to respond promptly 

to environmental changes [10], yet it represents just one element of the broader construct of organizational resilience. Other 

research has overlooked the digital or technological dimension within HRM and instead demonstrated that strategic HRM 

contributes to strengthening organizational resilience [11]. In light of these findings, organizations must develop and enhance 

human resource information systems that align with the requirements of resilience. However, a clear gap persists in the 

literature regarding the role of digital HRM in fostering organizational resilience, underscoring the need for further empirical 

investigation. This study seeks to advance theoretical understanding while highlighting practical implications at the 

intersection of digital HRM and organizational resilience, offering robust empirical evidence from Bosnia and Herzegovina, 

an emerging economy. The level of digital adoption in Bosnia and Herzegovina, like many emerging markets, reflects a 

transitional stage in which organizations are increasingly—especially in recent years—integrating digital technologies to 

improve business operations, including HR practices. In this context, digital HRM is especially important, as it helps address 

key challenges faced by firms in emerging economies, including resource constraints, skill shortages, and the need for greater 

efficiency. The conceptual foundation of this research draws on dynamic capabilities theory and the resource-based view 

(RBV). The RBV emphasizes the strategic use of resources to build critical capabilities through process improvements, 

including data analytics [12]. At the same time, dynamic capabilities theory highlights the organization’s ability to reconfigure 

and adapt internal resources—such as human capital, technology, and operational systems—in response to evolving market 

conditions and environmental changes. 

Accordingly, the subsequent section provides a literature review focusing on digital HRM practices, organizational resilience, 

and their relationship. This is followed by the development of the research framework, the formulation of the hypothesis, and 

a detailed explanation of the methodology and results. The next section presents a comprehensive discussion of the key 

findings and main conclusions. Finally, directions for future research are proposed. 

Theoretical background 

   Digital human resource management practices 

The advancement of digital technologies has fundamentally transformed how HR manages information and data, shifting 

traditional HR roles toward more proactive, analytics-driven functions. In particular, the integration of digital tools has 

significantly reshaped HRM activities [13], including recruitment, performance evaluation, and employee training and 

development, thereby improving the quality of services delivered to stakeholders through greater efficiency, accuracy, and 

engagement. [14] defines digital HRM transformation as the process by which HR functions evolve into digitally enabled 

systems that support automated, data-driven workflows. Through digital transformation, HRM processes have become more 

efficient and faster, particularly by automating routine administrative tasks, enabling HR professionals to devote more time 

to strategic, value-adding initiatives and ultimately fostering a more agile and innovative HR function. Moreover, digital HRM 

contributes to more precise decision-making [15], improved employee performance outcomes [16], and stronger 

organizational financial performance [17]. 

In principle, all conventional HRM functions can be digitized, including recruitment, onboarding, job design, employee 

engagement, performance management, appraisal and compensation systems, training and development, and talent 

management [8]. This study specifically examines four key HRM practices: “digital recruitment/selection process, digital 

onboarding, digital training and development, and digital performance management in HR.” 
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   Digital recruitment and selection 

Within HRM, employee recruitment and selection are vital functions increasingly influenced by advancements in digital 

technologies, including AI-enabled screening tools, advanced online recruitment systems, and data analytics techniques to 

improve hiring efficiency. [18] demonstrated that the adoption of online recruitment platforms alongside AI-based algorithms 

has fundamentally transformed these processes, improving both efficiency and precision. For example, the Applicant Tracking 

System (ATS) consolidates multiple functions into a single platform, including managing applicant data, automating job 

advertisements, facilitating communication with candidates via email and messaging, coordinating interview schedules, 

gathering interview feedback, generating reports on vacancy fulfillment, and compiling comprehensive recruitment analytics. 

In general, digital recruitment platforms provide organizations with access to a broader candidate base, thereby accelerating 

and improving the selection process. These systems enable organizations to reach potential candidates who may not have been 

identified through traditional methods, promoting greater diversity and equity in talent acquisition while enhancing hiring 

outcomes. Furthermore, algorithmic systems can examine patterns from previous recruitment cycles, enabling a progressively 

more tailored and optimized selection process [19]. In addition, an in-depth evaluation of applicant behavior and employee 

satisfaction levels can yield valuable insights to inform and strengthen future recruitment strategies [20]. 

Digital onboarding 

Broadly defined, digital onboarding is the transformation of conventional onboarding practices through the integration of 

digital technologies to assist new employees in adjusting to and integrating into the organization [21]. The growing reliance 

on digital onboarding is considered to have significant implications for individuals entering new positions or transitioning 

across roles [22]. Onboarding is an HR practice that introduces new hires to their responsibilities while familiarizing them 

with organizational values, culture, procedures, and strategic goals [23]. The objective of digital onboarding is to create a 

virtual environment that allows employees to quickly integrate into the organization and contribute effectively to its overall 

objectives. Moreover, the use of digital technologies in onboarding supports the development of diverse dynamic capabilities 

that are particularly valuable in managing complex and uncertain situations [24], including disruptions such as the COVID-

19 pandemic and economic downturns. For example, digital onboarding during the COVID-19 crisis has redefined 

organizational functioning by continuously enhancing resources and employee performance through organizational learning, 

particularly in how employers and employees interact and respond to one another [22]. Similarly, the rapid expansion of 

digital onboarding—driven by technological progress and social distancing measures such as remote and hybrid work 

arrangements—indicates that it has become one of the most viable solutions for sustaining organizational operations and 

ensuring employee productivity. 

Digital training and development 

An essential component of digital training and development involves using online tools and platforms—such as flexible, 

customizable e-learning systems, microlearning formats, virtual classrooms, AI-supported learning assistants, mobile-based 

training, and interactive webinars—to facilitate employee learning and skill development. Consequently, e-learning 

environments have significantly transformed how employees participate in training, allowing them to access content remotely 

and learn at their own pace and convenience [25]. This approach enhances employee engagement and motivation while 

promoting flexibility, accessibility, and independence in the learning process, enabling individuals to personalize their 

learning experiences according to their specific needs and preferences. In addition to tracking daily progress, an automated 

instructional system equipped with visual monitoring capabilities can engage with a variety of simulated learning scenarios 

of differing complexity and accurately assess the level of attention employees devote to each task [8]. Webinars, virtual 

workshops, and online classrooms are effective tools for delivering interactive training, as digital technologies enable 

organizations to host live sessions that encourage real-time participation and bidirectional communication between trainers 

and participants. This interactive element contributes to a more stimulating learning environment and facilitates immediate 

exchange of ideas and discussions [26]. 

Digital performance management. 

The integration of digital technologies is fundamentally reshaping the performance management paradigm by enabling 

interconnected systems, real-time data visibility, predictive analytics, and the use of big data to anticipate, evaluate, and 

improve overall organizational performance. The adoption of digital performance management has transformed employees 

from passive subjects of evaluation into active participants in managing their own performance. This transition has increased 

engagement and productivity while also capitalizing on the advantages of digital work settings, such as reduced commuting, 

lower operational costs, decreased illness-related absenteeism, and more flexible working arrangements [27]. In particular, 

digital performance evaluation systems that incorporate 360-degree feedback models, fuzzy multi-criteria decision-making 

methods, or upward feedback processes provide a more holistic and balanced assessment of employees. These systems collect 

input from multiple sources—including peers, subordinates, supervisors, self-evaluations, and, in some cases, project 
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stakeholders and customer feedback—to ensure comprehensive and accurate evaluations. Using such tools, managers are 

better equipped to identify employees who require targeted development initiatives—such as customized training, additional 

certifications, or enhanced career development programs—and to determine the extent of improvement needed in specific 

areas [28]. 

Organizational resilience 

In today’s uncertain and fast-changing business environment, organizations must possess the capability to anticipate, confront, 

and effectively manage both unexpected internal and external challenges—such as natural disasters, financial crises, 

pandemics like COVID-19, sudden disruptions involving key stakeholders, and operational breakdowns caused by employees 

or management—to sustain ongoing operations. When faced with major disruptions, organizations respond differently—some 

successfully adjust and continue to thrive, whereas others struggle and ultimately fail; therefore, firms increasingly seek to 

strengthen resilience not only to survive but also to achieve sustained performance and long-term growth [1]. Some 

organizations rely on centralized control structures to manage risks and uncertainties. In contrast, others adopt more innovative 

and adaptive strategies that allow them to evolve in response to changing environmental conditions [11]. 

Regarding the conceptualization of organizational resilience, [29] defined it as the organization’s ability to effectively adjust 

and respond to unexpected disruptions while maintaining its core purpose and operational efficiency. More specifically, 

organizational resilience is the capacity to anticipate potential threats, respond successfully to disruptions, and adapt to 

changing circumstances [30]. Understanding and developing resilience enhances an organization’s position and supports its 

survival even under highly adverse conditions [31]. This study focuses on the three dimensions proposed by [30], namely: 

“anticipation capabilities, coping capabilities, and adaptation capabilities.” Anticipation capabilities refer to proactive and 

preventive actions aimed at identifying and addressing potential disruptions within the organization or its environment. 

In contrast, coping capabilities reflect the organization’s ability to manage and respond effectively to unexpected critical 

events as they occur [1]. Furthermore, coping capabilities consist of “the ability to accept an existing problem and the ability 

to develop and implement solutions” [30]. The final dimension of organizational resilience involves adaptation to adverse 

conditions—through reflection, learning, innovative problem-solving, and the reallocation of resources—and the ability to 

leverage change as an opportunity for organizational improvement. 

Digital human resource management and organizational resilience 

Several studies have primarily focused on how specific digital technologies or capabilities contribute to organizational 

resilience during the COVID-19 pandemic, often emphasizing particular aspects such as defensive strategies [32]. In a similar 

vein, [33] found that higher levels of digital maturity significantly strengthen organizational resilience. In the HRM domain, 

a limited number of studies have highlighted the positive effect of E-HRM on organizational flexibility [9]. Organizational 

flexibility is generally defined as the ability to rapidly adjust to changing external environments [10]. Yet, it represents only 

one component of the broader concept of organizational resilience. Other studies have neglected the role of IT, electronic, or 

digital elements within HRM, instead demonstrating that strategic HRM enhances organizational resilience [11]. A clear gap 

remains in this research area, particularly regarding the influence of digital HRM on organizational resilience, underscoring 

the need for further empirical exploration. This study investigates advanced digital HRM practices and examines their 

relationship with organizational resilience in a developing economy. 

Conceptual model and study hypotheses 

The present research investigates the extent to which digital HRM practices shape the development of organizational resilience 

among enterprises in Bosnia and Herzegovina. In alignment with this objective, a conceptual framework was designed to 

support and guide the empirical examination. 

Figure 1 presents the two central elements of the proposed model: digital HRM as the independent construct and its 

relationship with the dimensions of organizational resilience. Digital HRM consists of four primary practices: “digital 

recruitment/selection; digital onboarding; digital training/development; digital performance management” [8, 34]. 

Organizational resilience, treated as the dependent construct, is operationalized through three key dimensions: “anticipation, 

coping, and adaptation capabilities” [30]. 
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Figure 1. Conceptual model 

Based on this theoretical structure, the study hypotheses were developed to reflect the expected relationships between 

variables, allowing both theoretical propositions and empirical effects to be examined systematically. The hypotheses are 

formulated as follows: 

H1a. Digital HRM practices positively and significantly impact anticipation capabilities. 

H1b. Digital HRM practices positively and significantly impact coping capabilities. 

H1c. Digital HRM practices positively and significantly impact adaptation capabilities. 

Materials and Methods 

Sample description 

A quantitative research design was applied, using a structured questionnaire to collect data from HR managers across 

organizations in Bosnia and Herzegovina, to assess the degree of digitalization in HR functions. The data were collected 

through two channels—email distribution and direct in-person contact with HR managers—using a convenience sampling 

approach based on accessibility and participant willingness rather than random selection. In total, 100 questionnaires were 

distributed, and 75 were returned, yielding a 75% response rate. The characteristics of the participating HR managers are 

summarized in Table 1. 

Table 1. Features of the HR managers included in the sample 

Variables Frequency (%) 

Gender  

Male 37 

Female 63 

Age groups  

30 years or below 14 

31–40 years 44 

41–50 years 35 

50 years and above 7 

Years of experience in HR  

1–10 years 39 

11–20 years 48 

More than 21 years 13 

Level of education  

Postgraduate qualification 35 

University (bachelor’s) degree 49 

Highly skilled vocational qualification 16 

The sample composition shows a predominance of female HR managers, who accounted for 63% of respondents, while males 

accounted for 37%. Regarding age distribution, the largest share of participants was middle-aged, with 44% aged 31–40 years 

and 35% aged 41–50 years. Additionally, 14% were 30 years old or younger, whereas only 7% were 50 years or older. 

In terms of educational level, most respondents held higher education qualifications: 49% held bachelor’s degrees, 35% 

master’s degrees, and 16% advanced vocational qualifications. Regarding professional tenure, 48% reported 11–20 years of 

HR experience, 39% reported 1–10 years, and 13% reported more than 21 years. 

Regarding organizational characteristics, Table 2 outlines the profile of participating firms, demonstrating varied 

representation across both company size and industry, thereby strengthening the study’s analytical foundation. 
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Table 2. Features of the organizations 

Variables Frequency (%) 

Firm size (total number of employees)  

1–49 employees 20 

51–249 employees 49 

More than 250 employees 31 

Total 100 (n = 75) 

Industry sector  

Manufacturing industry 29 

Commercial sector 38 

Service industry 33 

Total 100 (n = 75) 

Source: Authors’ work 

Regarding organizational size, nearly half of the sample (49%) consisted of medium-sized firms employing 51–249 

employees, highlighting their dominance in the regional business environment. Small firms with 1–49 employees represented 

20% of the sample, while large organizations with more than 250 employees accounted for 31%, ensuring inclusion of firms 

across different operational scales. 

In terms of sectoral distribution, the sample included three main industries: 29% of organizations operated in manufacturing, 

reflecting production-oriented activities; 38% were engaged in commerce, representing trade and retail operations; and 33% 

were in the service sector, offering intangible services. This sectoral balance enabled a more comprehensive and context-

sensitive analysis of digital HRM practices. 

Questionnaire items, measurement methods, and the research instrument’s reliability 

The study operationalized digital HRM practices—namely “digital recruitment/selection, digital onboarding, digital 

training/development, and digital performance management”—in accordance with the research objectives, drawing on [35] 

and related scholarly work. All questionnaire items were measured using a five-point Likert scale, where 5 indicated “strongly 

agree” and 1 indicated “strongly disagree.” 

The digital recruitment and selection construct was measured using three items, such as: “We apply advanced AI-based digital 

technologies to improve the sourcing and assessment of candidates”; “AI-enabled digital platforms increase our accuracy in 

aligning applicants’ competencies with job requirements.” The digital onboarding construct included four items, for example: 

“AI-supported digital onboarding enables rapid and efficient completion of administrative processes”; “AI-enhanced 

onboarding provides a complete introduction to organizational policies and culture.” 

Digital training and development was measured through four items, including: “AI-driven digital training initiatives 

significantly strengthen employee competencies and skills”; “Our organization continuously updates AI-supported digital 

training content to maintain relevance.” Digital performance management was assessed using three items, such as: “The AI-

assisted digital performance management system efficiently monitors employee performance”; “Digital feedback systems are 

accessible and improve clarity in performance evaluation.” 

The organizational resilience scale—comprising anticipation, coping, and adaptation capabilities—was adapted and refined 

from the instrument developed by [1], consisting of 16 items. A five-point Likert scale was used for all items, ranging from 

(1 – strongly disagree) to (5 – strongly agree). 

The anticipation capabilities dimension included six items, such as: “We have developed structured formal plans for 

addressing potential risks and threats”; “Our organization can recognize and anticipate future critical events, crises, and their 

potential consequences.” The coping capabilities dimension consisted of four items, including: “We ensure continuity of 

operations by promptly informing employees and stakeholders about responses to emerging issues”; “During crises, we 

effectively coordinate between formal organizational structures and crisis management communication teams.” 

The adaptation capabilities dimension comprised six items, for instance: “Our organization emphasizes knowledge 

dissemination on how to respond to unexpected challenges”; “In cases where key employees are unavailable, others are 

prepared to take over and perform their roles effectively.” 

Reliability of all measurement scales was tested using Cronbach’s alpha. The results confirmed that all constructs (the four 

digital HRM dimensions and the three organizational resilience dimensions) exceeded the 0.7 threshold, indicating strong 

reliability and internal consistency across all measures (Table 3). 

Table 3. Reliability of data 

Variables Number of items Cronbach’s alpha 

Digital recruitment/selection 3 0.901 
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Digital onboarding 4 0.829 

Digital training and development 4 0.857 

Digital performance management 3 0.910 

Anticipation capabilities 6 0.876 

Coping capabilities 4 0.840 

Adaptation capabilities 6 0.858 

Source: Authors’ work 

Testing the primary research hypothesis 

Before conducting the multiple regression analysis, a correlation test was performed. The results identified meaningful 

associations between digital HRM practices (independent variables) and organizational resilience dimensions (dependent 

variables). Correlation coefficients ranged between 0.262 and 0.484, all of which were statistically significant at the 1% and 

5% levels. 

Subsequently, a multiple regression analysis was conducted to assess the effects of digital HRM practices on organizational 

resilience dimensions, specifically testing hypotheses H1a, H1b, and H1c. Three separate regression models were developed, 

with all four digital HRM practices—“digital recruitment/selection; digital onboarding; digital training/development; and 

digital performance management”—included as independent variables. Each resilience dimension was analyzed 

independently, resulting in three models labeled: “anticipation capabilities; coping capabilities; and adaptation capabilities.” 

Table 4 presents the results, showing that digital HRM practices significantly influence all dimensions of organizational 

resilience across the three models. 

Table 4. The findings from the regression analysis on how digital HRM practices impact organizational resilience 

Models and variables 
Organizational resilience 

Anticipation capabilities Coping capabilities Adaptation capabilities 

R 0.585 0.552 0.511 

R2 0.338 0.304 0.261 

df 75 75 75 

Sig. 0.000 0.001 0.001 
 Coef. Coef. Coef. 

Constant 1.217 1.423 2.289 

Digital recruiting/selection 0.305* 0.220* 0.232* 

Digital onboarding 0.271* 0.331** 0.285* 

Digital training and development 0.443** 0.452** 0.344** 

Digital performance management 0.470** 0.390** 0.403** 

Notes: n = 75; *statistically significant at 5%; **statistically significant at 1% 

Source: Authors’ work 

The first regression model indicates that digital HRM practices significantly predict anticipation capabilities, explaining 

33.8% of the variance (R² = 0.338). The strongest predictors were digital performance management (β = 0.47) and digital 

training/development (β = 0.44), both significant at the 1% level, followed by digital recruitment/selection (β = 0.30) and 

digital onboarding (β = 0.27), significant at the 5% level. These findings emphasize the importance of digital HRM in enabling 

organizations to anticipate and prepare for future disruptions. 

The second model shows that digital HRM practices significantly affect coping capabilities, accounting for 30.4% of the 

variance (R² = 0.304). The most influential predictor was digital training/development (β = 0.45), followed by digital 

performance management (β = 0.39) and digital onboarding (β = 0.33), all significant at the 1% level. In comparison, digital 

recruitment/selection (β = 0.22) was significant at the 5% level. 

The third model reveals that digital HRM practices significantly influence adaptation capabilities, explaining 26.1% of the 

variance (R² = 0.261). The strongest effects were found for digital performance management (β = 0.40) and digital 

training/development (β = 0.34), both significant at the 1% level, followed by digital onboarding (β = 0.28) and digital 

recruitment/selection (β = 0.23), significant at the 5% level. 

Overall, the findings demonstrate that digital HRM practices exert a strong and positive influence on all three dimensions of 

organizational resilience (“anticipation capabilities; coping capabilities; and adaptation capabilities”). Consequently, 

hypotheses H1a, H1b, and H1c are fully supported. 

Results and Discussion 

This study set out to determine whether digital HRM practices meaningfully contribute to strengthening organizational 

resilience. The regression outcomes confirmed a clear and statistically significant positive relationship between digital HRM 
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practices and organizational resilience, including its three dimensions: “anticipation capabilities, coping capabilities, and 

adaptation capabilities.” In this sense, implementing digital HRM emerges as a key enabler of resilience, supporting faster 

organizational responses and more effective, data-informed decision-making during disruptive conditions. It further promotes 

a more responsive and engaged workforce that is better equipped to handle uncertainty while maintaining employee well-

being and continuous development. 

Although earlier studies have examined e-HRM in relation to organizational flexibility [9] and have also explored how 

strategic HRM contributes to resilience [11], the specific role of AI-driven digital HRM in developing resilience—particularly 

through anticipation, coping, and adaptation mechanisms—remains insufficiently investigated. 

Among the examined practices, AI-enabled digital performance management and digital training/development showed the 

most pronounced effect on anticipation capabilities. Their impact is largely explained by continuous skill upgrading, real-time 

performance tracking, and evidence-based decision-making, all of which help build a workforce that is more capable, alert, 

and responsive to change. 

When integrated with digital onboarding and digital recruitment/selection, these AI-supported HRM practices strengthen an 

organization’s ability to engage in proactive scanning, identify emerging trends earlier, maintain structured communication 

with stakeholders, and develop formalized risk preparedness strategies. In particular, AI-based recruitment and selection tools 

enhance the ability to identify and attract candidates with the competencies required not only for current operational needs 

but also for future uncertainties. This is achieved through algorithm-driven analysis, workforce forecasting, and enabling 

employees to detect patterns and disruptions early. 

Similarly, AI-supported onboarding goes beyond basic orientation by offering real-time analytical insights, individualized 

learning experiences, and interactive digital dashboards, while also embedding employees within organizational objectives, 

risk response structures, and adaptive workflows. This helps cultivate an organizational mindset that is alert, informed, and 

better prepared for changing conditions and potential risks. Furthermore, the combined use of AI-enabled recruitment and 

onboarding supports more structured risk planning by linking human capital processes with predictive analytics and risk 

governance frameworks. Recruitment selects individuals with strong analytical and crisis-management abilities, while 

onboarding equips them with simulations, real-time information, and structured risk tools that facilitate coordinated planning 

for potential disruptions. 

Regarding coping capabilities, AI-supported digital training and development emerged as the most influential factor. It plays 

a central role in equipping employees with the competencies needed to respond effectively during periods of disruption or 

uncertainty. Continuous development initiatives enhance workforce agility and strengthen the ability to manage unexpected 

situations. This finding is partially consistent with previous research emphasizing that strategic HRM practices—especially 

training and development—are essential for improving an organization’s capacity to cope with environmental instability [36]. 

Digital performance management ranked second among the most important contributors to coping capabilities. Continuous 

performance monitoring enables organizations to detect operational stress points, allocate resources more effectively, and 

sustain productivity during disruptions, thereby improving responsiveness under pressure. Additionally, both digital 

onboarding and digital recruitment/selection positively affect coping capabilities. AI-enhanced onboarding accelerates 

employee integration, enabling newcomers to contribute during critical situations, while digital recruitment and selection 

primarily reinforce long-term resilience rather than immediate crisis-response capacity. 

Regarding adaptation capabilities, AI-supported digital performance management demonstrated the strongest influence. By 

providing continuous, real-time insights, it helps organizations identify inefficiencies, reallocate resources effectively, and 

maintain operational continuity, thereby enabling faster adaptation to changing circumstances. Overall, the results highlight 

the importance of leveraging digital technologies to simplify processes, enable continuous, data-driven insights, and support 

real-time feedback, objective alignment, and ongoing improvement—all of which are essential for organizational adaptability. 

This research contributes to a deeper theoretical and empirical understanding of digital HRM by demonstrating its central role 

in enhancing organizational resilience, particularly by strengthening anticipation, coping, and adaptation capabilities in 

organizations operating in developing economies. From a practical standpoint, the findings position AI-enabled digital HRM 

as a strategic enabler of resilience—defined as the ability to anticipate risks, sustain operations during disruptions, and adapt 

to environmental change—especially in volatile and emerging market contexts. 

More specifically, digital recruitment and selection technologies improve the efficiency of identifying and evaluating talent, 

ensuring that organizations acquire the necessary skillsets to handle disruptions. Digital onboarding systems support rapid 

integration and alignment with organizational culture and expectations, increasing readiness for change. Digital training 

initiatives continuously upgrade employee competencies to maintain adaptability in evolving environments. Finally, digital 

performance management systems provide ongoing monitoring and immediate feedback, enabling timely interventions and 

improved workforce performance. 
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A primary limitation of this research is its relatively small sample size and narrow geographical coverage, as the study relies 

on data from 75 HRM professionals based solely in Bosnia and Herzegovina. This constrained scope may not fully capture 

the variety of HRM practices and organizational experiences across different organizational structures and broader contexts. 

For future investigations, it would be worthwhile to employ longitudinal research designs to evaluate how digital HRM 

practices shape organizational resilience over extended time periods. Expanding the research across multiple industries and 

cultural environments would also help to test the robustness and wider applicability of the findings. Moreover, future studies 

could incorporate moderating variables such as organizational size, internal culture, regulatory conditions, and sector-specific 

characteristics, as these factors may explain differences in how digital HRM influences resilience across organizations. 

Conclusion 

In addition, further research should identify which specific digital technologies and tools are most effective in enhancing 

organizational resilience, while also examining how leadership practices and employee participation affect the successful 

implementation of these systems. Comparative analyses between emerging and developed economies would further deepen 

understanding by revealing how digital HRM practices may need to be adjusted in line with differing economic development 

levels and institutional environments. 

Acknowledgments: None 

Conflict of interest: None 

Financial support: None 

Ethics statement: None 

References 

1. Ahmić A. Strategic sustainability orientation influence on organizational resilience: Moderating effect of firm size. Bus 

Syst Res J. 2022;13(1):169–91. 

2. Hamidu Z, Boachie-Mensah FO, Issau K. Supply chain resilience and performance of manufacturing firms: Role of 

supply chain disruption. J Manuf Technol Manag. 2023;34(3):361–82. 

3. Kahn WA, Barton MA, Fisher CM, Heaphy ED, Reid EM, Rouse ED. The geography of strain: Organizational resilience 

as a function of intergroup relations. Acad Manag Rev. 2018;43(3):509–29. 

4. Hillmann J, Guenther E. Organizational resilience: A valuable construct for management research? Int J Manag Rev. 

2020;23(1):7–44. 

5. Cybersecurity and Infrastructure Security Agency. Building a more resilient ICT supply chain: lessons learned during the 

COVID-19 pandemic. 2020 [cited 2023 Apr 19]. Available from: www.cisa.gov/sites/default/files/publications/lessons-

learned-during-covid-19-pandemic_508_0.pdf 

6. Leoforce. The future of AI recruiting and transformation 2024 report. 2024 [cited 2024 Jul]. Available from: 

https://leoforce.com/reports/the-future-of-ai-in-recruitment-2024-report/ 

7. Zolas NZ, Kroff E, Brynjolfsson K, McElheran DN, Beede C, Buffington N, et al. Advanced technologies adoption and 

use by US firms: Evidence from the annual business survey. Working paper 28290. National Bureau of Economic 

Research; 2021. 

8. Ahmić A. Artificial intelligence practices, opportunities and barriers in human resource management. Nauka Tehnol. 

2023;11(2):98–107. 

9. Al-Husseini HF, Al-Thabhawee AAK. The impact of electronic human resource management strategies on organizational 

flexibility. Int J Account Manag Econ Soc Sci. 2024;2(3):718–36. 

10. Chalab ID, Chraimukh HG. The role of (of) in interpreting the relationship between adaptive organizational culture and 

structural differentiation: Applied study. J Surv Fish Sci. 2023;10(3S):5051–66. 

11. Georgescu I, Bocean CG, Vărzaru AA, Rotea CC, Mangra MG, Mangra GI, et al. Enhancing organizational resilience: 

The transformative influence of strategic human resource management practices and organizational culture. 

Sustainability. 2024;16(10):4315. 

12. Helfat CE, Kaul A, Ketchen DJ Jr, Barney JB, Chatain O, Singh H, et al. Renewing the resource-based view: New 

contexts, new concepts, and new methods. Strateg Manag J. 2023;44(6):1–34. 

13. Mosca M. Digitalization of HRM: A study of success factors and consequences in the last decade [master's thesis]. 

Enschede: University of Twente; 2020. 



Huy et al.                                                                        Ann Organ Cult Leadersh Extern Engagem J, 2025, 6(2):149-158 

 

 158 

14. Ketolainen N. Digitalization of human resources–The transformation journey into automated and data-driven service 

organization [master's thesis]. [place unknown]: [publisher unknown]; 2018. 

15. Gal U, Jensen TB, Stein MK. Breaking the vicious cycle of algorithmic management: A virtue ethics approach to people 

analytics. Inf Organ. 2020;30(2):100301. 

16. Schiemann WA, Seibert JH, Blankenship MH. Putting human capital analytics to work: Predicting and driving business 

success. Hum Resour Manag. 2018;57(3):795–807. 

17. Malik A, Budhwar P, Patel C, Srikanth NR. May the bots be with you! Delivering HR cost-effectiveness and 

individualized employee experiences in an MNE. Int J Hum Resour Manag. 2022;33(6):1148–78. 

18. Mazurchenko A, Maršíková K. Digitally-powered human resource management: Skills and roles in the digital era. Acta 

Inform Pragensia. 2019;8(2):72–87. 

19. Maheswari K, William P, Sharma G, Ayasrah FTM, Ahmad AYB, Ramkumar G, et al. Enterprise human resource 

management model by artificial intelligence to get befitted in psychology of consumers towards digital technology. J 

ReAttach Ther Dev Divers. 2023;6(10s(2)):209–20. 

20. Fenech R. Human resource management in a digital era through the lens of next generation human resource managers. J 

Manag Inf Decis Sci. 2022;25(1):1–10. 

21. Maurer R. Virtual onboarding of remote workers more important than ever. 2020 [cited 2024 Jan]. Available from: 

www.shrm.org/resourcesandtools/hr-topics/talent-acquisition/pages/virtual-onboarding-remote-workers.aspx 

22. Lund S, Madgavkar A, Manyika J, Smit S, Ellingrud K, Meaney M, et al. The future of work after COVID-19. 2021 

[cited 2024 Jan]. Available from: www.mckinsey.com/featured-insights/future-of-work/the-future-of-work-after-covid-

19 

23. Cable DM, Gino F, Staats BR. Reinventing employee onboarding. MIT Sloan Manag Rev. 2013;54(3):23–8. 

24. Bharadwaj A, El Sawy O, Pavlou P, Venkatraman N. Digital business strategy: toward the next generation of insights. 

MIS Q. 2013;37(2):471–82. 

25. Zhang J, Chen Z. Exploring human resource management digital transformation in the digital age. J Knowl Econ. 

2024;15(1):1482–98. 

26. Thite M. Digital human resource development: Where are we? Where should we go and how do we go there? Hum 

Resour Dev Int. 2022;25(1):87–103. 

27. Aagman A. The impact of digital workplace on performance management. 2019 [cited 2023 Jan]. Available from: 

www.futurereadyedu.com/the-impactof-digital-workplace-2019-on-performance-management/ 

28. Manoharan TR, Muralidharan C, Deshmukh G. An integrated fuzzy multi-attribute decision-making model for 

employees’ performance appraisal. Int J Hum Resour Manag. 2011;22(3):722–45. 

29. Annarelli A, Nonino F. Strategic and operational management of organizational resilience: Current state of research and 

future directions. Omega. 2016;62:1–18. 

30. Duchek S. Organisational resilience: A capability-based conceptualization. Bus Res. 2020;13(1):215–46. 

31. Al-Ayed SI. The impact of strategic human resource management on organizational resilience: An empirical study on 

hospitals. Bus Theory Pract. 2019;20:179–86. 

32. Ciasullo MV, Montera R, Douglas A. Building SMEs’ resilience in times of uncertainty: The role of big data analytics 

capability and co-innovation. Transform Gov People Process Policy. 2022;16(2):203–17. 

33. Robertson J, Botha E, Walker B, Wordsworth R, Balzarova M. Fortune favours the digitally mature: The impact of digital 

maturity on the organisational resilience of SME retailers during COVID-19. Int J Retail Distrib Manag. 

2022;50(8/9):1182–204. 

34. Abu-Rumman A, Al-Abbadi L, Alshawabkeh R. The impact of human resource development practices on employee 

engagement and performance in Jordanian family restaurants. Probl Perspect Manag. 2020;18(1):130–40. 

35. Puspita RA. The influence of digital technology on human resource management practice. Manag Stud Bus J 

(PRODUCTIVITY). 2024;1(1):108–15. 

36. Kooij D, Boon C. Perceptions of HR practices, person-organization fit, and affective commitment: The moderating role 

of career stage. Hum Resour Manag J. 2018;28(1):61–75. 


