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Abstract – In the age of digital transformation businesses are using technology more and more to boost productivity, creativity, 

and competitiveness. But there are a lot of difficulties with this shift, especially when it comes to handling organisational change 

and worker adaption .Through the application of strategic change management techniques, human resources (HR) play a 

critical role in enabling seamless transitions. This study examines how important HR is to successful digital transformation 

,with a focus on leadership support, employee engagement tactics, and change management tactics, and change management 

framework .The study emphasizes HR’s effort in overcoming change resistance, promoting a culture of continuous learning , 

and coordinating digital activites with organisational objectives through analysis of previous research and case studies. 
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I. INTRODUCTION  
 

 Digital transformation is now a strategic requirement for 

businesses environment .this change entails incorporating 

cutting-edge technologies into corporate operations , 

including automation ,cloud computing , artificial 

intelligence , and data analytics .Increased productivity 

and innovation are promised by digital innovations , but 

they also present serious organisational issues , especially 

in the areas of change management and worker adaption 

.Because of uncertainty , fear of losing their jobs , or a lack 

of digital skills, employees frequently oppose change. 

In order to provide a seamless transition during digital 

transformation ,human resources (HR) departments are 

essential.HR specialists perform more than just 

administrative duties; they are change agents who help 

organisations adapt, improve employee engagement , and 

help workers become more digitally literate. HR assist 

companies disruption by putting into practice efficient 

change management techniques , such as training 

initiatives , leadership assistance , communication, and 

cultural change . 

 

II. METHODOLOGY 
 

 1. Statement of the Problem 

 In the age of digital transformation, businesses are 

embracing cutting-edge technologies more and more.But 

digital transformation is more than just a change in 

technology; it has a profound effect on personnel 

dynamics,corporate culture and insufficient change 

management techniques are some of the reasons why many 

firms find it difficult to execute digital transformation 

successfully. By encouraging an adaptable culture, 

guaranteeing employee engagement, and supporting 

upskilling initiatives, human resource (HR) management 

plays a critical role in navigating these obstacles. Clear 

frameworks and actual research on how HR proffessionals 

may successfully drive digital transformation while 

minimizing opposition and maximizing employee 

productivity are lacking, despite the acknowledged 

significance of HR in change management. Hence the topic 

“A Study of HR in Change Management During Digital 

Transformation” is taken for the study. 

 

Objectives 

 To identify the ways HR can align digital transformation 

goals with organisational culture ,values, and 

employees expectations. 

 To examine the key challenges HR proffessionals face 

while implementing change during digital 

transformation. 

 To understand the role of HR in addressing employee 

resistance and fostering a change acceptance mindset. 

 To understand HR can integrate sustainability and 

ethical considerations into digital transformation 

efforts. 

 To explore HR’s role in managing remote and hybrid 

work model during digital change. 

 

Scope of the Study 

 Accessibility: Looks at how HR makes ensuring 

workers of all backgrounds and skill levels have equal 

access to digital tools, training, and support systems 

throughout the digital transition. 

 Usability: Examines how HR may improve employee 

adoption by introducing feedback mechanisms, 

offering training, and making digital systems easier to  

use. 

 Benefits: Outlines the increased productivity, workforce 

upskilling, organizational agility, and employee 

engagement that come with HR-driven change 

management. 
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 Challenges: examines HR tactics to address major 

issues such employee resistance, skill shortages, 

cultural adjustment, and communication difficulties. 

 

Limitations 

 One of the main drawbacks of this study is that digital 

transformation is dynamic and ever changing, which could 

eventually the study did not completely account for. 

Additionally, the results may not accurately reflect 

worldwide trends or the sector as a scope limitations . 

Furthermore, the accuracy of the data may be impacted by 

personal bias in the responses gathered through surveys or 

interviews. Because digital transformation frequently 

involves numerous departments and external factors , it is 

also challenging to isolate HR’s specialized role in change 

management . Additionally, the study might not fully 

capture the difficulties in coordinating corporate culture 

the difficulties in coordinating corporate culyure with 

digital objectives , particularly in settings that are 

extremely strict or traditional. 

 

III. LITERATURE REVIEW 
 

 Kane et al 

 Digital transformation entails cultural , organizational , 

and managerial changes that call for for HR’s active 

participation , according to kane etal.(2015).It goes 

beyond simply implementing new technologies . By 

encouraging agile mindsets, supporting digital 

competencies , and coordinating talent strategies with 

changing business models , HR plays a critical role in 

enabling change (bersin, 2017) 

  

 Bondarouk, T., & Brewster, C. 

 The changing link between HR and digital technology is 

examined by Bondarouk and Brewster. According to their 

research , although digital tools can improve HR 

operations , managing change resistance and preparing the 

staff for transformation present the true issue. To enable 

seamless transitions throughout technology upheals , they 

contened that HR must foster organizational learning , 

embrace data-driven decision-making , and develop digital 

fluency . The study backs up the notion that in order for 

HR to effectively lead change , they need to be both 

emotionally and technologically savy. 

 

Research Design 

 Sample Size: 53 respondents 

 Tools for Data Collection: Primary data was collected 

by a questionnaire, and secondary data was gathered 

from various scholarly articles, journals, and reports. 

 

Data Analysis, Interpretation and Suggestion 

 81% of respondents are belongs to the age between 18-

25 and 13% are belongs to the category of 26- 35. 

 35% of resopondents are in the designation as staff in 

the organisation where as 32% of resopontent is 

managers. 

 

 The major obstacle in upskilling employees for digital 

change 

 

 Both financial and informational hurdles have a 

substantial impact on development, as evidenced by the 

results, which demonstrate that budget limits (34%) and 

lack of understanding (30.2%) are the main obstacles to 

upskilling people for digital transition. Lack of interest 

(17%) and training constraints (18.9%) were less 

frequently mentioned, indicating that although desire and 

training are important, financing and raising awareness are 

the main obstacles. 

 

Major concern for HR in Managing a Hybrid 

Workforce 

 When it comes to managing a hybrid workforce, trust 

(34%) is the most important factor, coming in just ahead of 

productivity (32.1%), suggesting that HR is concerned 

about whether workers are actually working remotely. 

Flexibility (24.5%) comes next, emphasizing the difficulty 

of striking a balance between company objectives and 

personnel demands. Remarkably, technology (9.4%) is the 

least problematic, indicating that the majority of 

organizations have already adopted the required 

instruments. In general, people believe that upholding 

performance standards and fostering trust are more 

important than logistical or technical problems. 

 

The main reason Employees Resist Digital 

Transformation 

 Lack of knowledge is the primary cause of employees' 

resistance to digital transformation (47.2%), indicating that 

the largest obstacles are skill gaps and unfamiliarity with 

new systems. Another important factor is trust (34%), 

which reflects worries about job security or data use. A 

smaller but significant role is played by fear (15.1%), 

which is frequently associated with anxiety over change. 

The least often mentioned factor, acceptance (3.8%), 

suggests that most workers are open to change if given the 

right direction. In general, HR needs to focus on 

knowledge and trust in order to facilitate digital 

transformations. 

 

Key HR focus for Integrating Sustainability into 

Digital Transformation 

 Cost-cutting (17%) and speed (7.5%) rank lower, 

indicating that while they are important, they are secondary 

to ensuring cohesive and purpose-driven implementation. 

The primary HR focus for integrating sustainability into 

digital transformation is coordinating activities (49.1%), 

emphasizing the significance of aligning teams and 

strategies to ensure sustainable practices are embedded 

effectively. Efficiency (26.4%) follows, reflecting the need 

to streamline processes without compromising 

sustainability. 
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Ethical concern that HR address in Digital 

Transformation 

SI.No. Particulars Percent    

1 Data Privacy 35.8    

2 Transperancy 28.3    

3 Employee Well Being 32.1    

4 Fairness And Inclusion 3.8    

 

Data privacy (35.8%) is the top ethical concern, 

highlighting the need to safeguard sensitive and personal 

data during digital transformation; employee well-being 

(32.1%) and transparency (28.3%) are also important, 

suggesting that HR should create a supportive and 

transparent work environment; and fairness and inclusion 

(3.8%), although still important, seem to be less important 

in this context. 

 

HR Strategy Ensures Work-Life-Balance in Remote 

Work 

 The most effective HR tactic for guaranteeing work-life 

balance in remote work is clearly defined work boundaries 

(37.7%), which highlights the importance of distinguishing 

between personal and professional time. Closely behind 

are flexible work hours (30.2%), underscoring the 

significance of letting staff members control their own 

schedules. Technology assistance and training (15.1%) and 

wellness initiatives (17%) are also valued, but they are 

more helpful in preserving a healthy remote work 

environment. 

 

 Major issue for HR in managing remote and hybrid 

work model during change from traditional working mode 

SI.No. Particulars Percent    

1 Employee engagement and 

productivity 

30.2    

2 Performance monitoring and 

productivity 

30.2    

3 Cyber security and data privacy 28.3    

4 Work life balance and mental health 11.3    

 

The fact that performance monitoring and productivity 

(30.2%) and employee engagement (30.2%) are tied for 

first place highlights HR's key focus on sustaining output 

and engagement as remote and hybrid models take hold. 

Work-life balance and mental health (11.3%) are less 

stressed in this environment, however cyber security and 

data privacy (28.3%) rate highly, underscoring the 

significance of protecting digital activities. 

  

Hypothesis 

 H0: HR cannot align digital transformation with 

organisational culture H1: HR can align digital 

transformation with organisational culture 
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1 Training 38 24.75 612.56 46.23 

2 Ignoring 10 -3.25 10.56 0.80 

3 Enforcing 4 -9.25 85.56 6.46 

4 Isolating 1 -12.25 150.06 11.33 

Total  53   64.82 

 

E=53/4=13.25 

 

Degree of Freedom = {n-1} 

 

{4-1}=3 

 

 
 

For the degree of freedom, the value from the table at the 

degree of freedom 3 is 7.815 and the value calculated is 

64.82. here calculated value is greater than the table value. 

Hence the null hypothesis formulated is rejected. 

  

Suggestions 

 HR should concentrate on open and honest 

communication , describing the goals , advantages, and 

possible drawbacks of the digital transition .Employees are 

more likely to comprehend their duties and the strategic 

significance of the change when there is an open 

communication that fosters trust and lowers resistance . To 

close the digital talent gap, HR must also fund focused 

training and development programs . In addition to 

enabling staff members to adjust to new technologies , 

offering chances for ongoing learning and cultivating a 

collaborative culture facilities a more seamless transition 

during the transformation process. 

 

IV. SUMMARY & CONCLUSION 

 
 By promoting open communication focused training, 

and a positive workplace culture, HR plays a critical role 

in managing digital transition . HR foster trust and lessons 

opposition by clearly communicating the transformation’s 

vision and candidly addressing obstacles .At the same time 

, collaboration is through ongoing skill development and 

the empowerment of change advocates. In the end these 
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strategic HR procedures not only facilitate the transition 

but also create the framework for long-term innovation and 

expansion in a changing digital environment. 
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