
 INTRODUCTION
As technology advances at an unprecedented pace, digital 
transformation has become ubiquitous, influencing all as-
pects of life, including human resource management. By ex-
ploring digital maturity and transformation in the context 
of Human Resources (HR), organizations can learn to nav-
igate the rapidly evolving technological and societal land-
scape while maintaining stability. Research in this field can 

Suggested Citation:
Nazarova, G., & Rudenko, V. (2023). Digital maturity and digital transformation in human resources management: Stability vs development. 
Development Management, 21(3), 57-65. doi: 10.57111/devt/3.2023.57.

*Corresponding author

Article’s History: Received: 11.04.2023; Revised: 31.07.2023; Accepted: 30.08.2023

Digital maturity and digital transformation  
in human resources management: Stability vs development

Galyna Nazarova
Doctor of Economics, Professor
Simon Kuznets Kharkiv National University of Economics
61166, 9A Nauka Ave., Kharkiv, Ukraine
https://orcid.org/0000-0003-4893-5406

Viktoriia Rudenko*

Postgraduate Student
Simon Kuznets Kharkiv National University of Economics
61166, 9A Nauka Ave., Kharkiv, Ukraine
https://orcid.org/0000-0001-7920-4679

Vol. 21, No. 3. 2023UDC 005.97/96:004.67(005.414+316.422)[64.011.6-021.387:330-34]
DOI: 10.57111/devt/3.2023.57

DEVELOPMENT MANAGEMENT

Jornal homepage: https://devma.com.ua/en

Abstract. Digital transformation has impacted all areas of life, including human resources management. Studying digital 
maturity is relevant because it can help organizations adapt to change and improve human resources strategies for 
successful transformation. This study explored the relationship between digital maturity, transformation, and human 
resources management and how organizations can use digital technologies to increase maturity and opportunities and 
cope with obstacles. Complex analysis, synthesis, induction, deduction, and analogy methods were used as methodical 
tools to analyse literary sources, information, and communication technologies. The importance of digital maturity for 
human resources management practices and processes and the digital transformation process in management functions 
was explored. The drivers, challenges, and outcomes associated with digital transformation initiatives were identified, 
and the impact of digital maturity and transformation on stability was analysed. The study also examined the possible 
trade-offs between maintaining stability and promoting development through digital technologies. The importance 
of continuous learning, training, and skill development in human resources management was assessed to achieve and 
maintain digital maturity. A conceptual framework focused on the relationship between sustainability and development 
in the context of digital maturity and transformation in human resources management, providing a comprehensive 
understanding of these dynamics. The research can help manage digital transformation effectively, provide helpful 
information for academic and practical human resources management applications, and bring a new perspective to the 
balance between sustainability and development
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uncover innovative strategies and approaches to Human 
Resource Management (HRM), ensuring the organization’s 
digital maturity and successful digital transformation. Sta-
bility in HRM ensures the smooth functioning of core HR 
processes, such as payroll, benefits administration, and 
employee record management. At the same time, develop-
ment focuses on leveraging digital tools and technologies 
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to establish the relationship of equivalence between digi-
tal maturity and digital transformation, according to some 
characteristics such as stability and development), analysis 
of literary sources and information, as well as communica-
tion technologies.

 THE CONCEPT OF DIGITAL MATURITY IN 
THE CONTEXT OF HRM AND THE PROCESS 
OF ITS DIGITAL TRANSFORMATION
In HRM, digital maturity refers to the extent to which an 
organization has developed its capabilities and readiness 
to effectively leverage digital technologies and tools within 
its HRM practices and processes. It represents the organ-
ization’s ability to utilize digital resources and strategies 
to enhance HRM outcomes, streamline operations, and 
improve overall effectiveness. Digital maturity holds ex-
cellent significance in academic research, as it indicates 
the varying degrees of transformation adopted by different 
organizations. It enables a thorough exploration of this so-
cio-technical phenomenon (Tilson et al., 2010).

To define and understand digital maturity in HRM, it 
is important to explore several key aspects. Adoption of 
digital technologies: digital maturity in HRM involves the 
adoption and integration of digital technologies and tools, 
talent management software, e-recruitment platforms, and 
digital communication tools (Petko, 2023). These technol-
ogies enable automation, data analysis, collaboration, and 
decision-making support in HRM processes. Digital matu-
rity also encompasses developing digital skills and compe-
tencies among HR professionals and employees. It involves 
ensuring that HR staff have the necessary knowledge and 
abilities to effectively utilize digital tools, analyse data, 
and make informed decisions in the digital era (Awdziej et 
al.,  2023). Data-driven HR practices: digital maturity in 
HRM emphasizes using data and analytics to drive evi-
dence-based decision-making in recruitment, performance 
management, employee engagement, and talent develop-
ment. It involves leveraging data to gain insights, identify 
trends, and optimize HR strategies and processes (Tiahuno-
va & Tiahunova, 2020; Empowering data-driven…, 2023). 
Integration and connectivity: a digitally mature HRM func-
tion is characterized by seamless integration and connec-
tivity across different HR systems, allowing for efficient 
data flow and information exchange. This integration may 
involve linking HRM systems with other organizational sys-
tems, such as finance or operations, to enable cross-func-
tional collaboration and alignment (Kane et al., 2017). The 
levels of digital readiness and capability within organi-
zations can vary. Some organizations may be in the early 
stages of digital transformation, with limited adoption of 
digital technologies and low digital skills among HR pro-
fessionals. Others may have advanced digital capabilities, 
utilizing sophisticated Human Resources Information Sys-
tem (HRIS) platforms, advanced analytics, and AI-powered 
(artificial intelligence) tools to enhance HRM practices.

The impact of digital maturity on HRM effectiveness 
can be significant. A digitally mature HRM function can 
improve HR processes’ efficiency, accuracy, and timeliness, 
reducing administrative burdens and enhancing productiv-
ity. It can also enable HR professionals to focus more on 
strategic activities, such as talent management, succession 

to drive innovation, improve efficiency, and enhance the 
overall HR function’s strategic value. This delicate balance 
between stability and development challenges HR leaders 
and organizations. On one hand, stability ensures business 
continuity, employee satisfaction, and compliance with 
regulatory requirements, as indicated by R. Pannell (2022). 
On the other hand, development allows organizations to 
unlock the full potential of digital technologies, streamline 
HR processes, and improve employee experience.

Digital maturity refers to the level of an organization’s 
digital capabilities and how well it can leverage technology 
to achieve its goals. On the contrary, as L. Hamberg (2022) 
noted, digital transformation refers to using technology 
to fundamentally change how an organization operates 
and delivers value to its customers. J.M. Montero Guer-
ra et al. (2023) stated that in personnel management, dig-
ital transformation can help organizations improve talent 
management by leveraging big data, people analytics, or 
HR analytic systems. However, there is a debate on wheth-
er organizations should prioritize stability or develop-
ment regarding digital maturity and digital transformation 
(Hamberg, 2022). According to Yu. Shulzhyk et al.  (2022), 
the success of digital transformation requires effective 
management, a new attitude toward employees, increased 
innovation and flexibility, greater cooperation, and great-
er readiness for constant changes on the part of not only 
managers but also all employees, which requires the pos-
session of new digital competencies. They considered the 
organization’s digital maturity an influential factor in the 
success of digital transformation.

Developing a clear roadmap for digital transformation 
activities can significantly benefit management and em-
ployees by improving their level of digital maturity. To ef-
fectively manage and guide digital transformation, various 
maturity models have been developed to conceptualize and 
assess digital maturity in organizations. Despite previous 
reviews on the subject, such as that conducted by G.  Re-
mane et al. (2017) and L. Canetta et al. (2018), there is still 
a need to understand the most common maturity dimen-
sions used across existing models. Studies prove that digi-
tal maturity determines the ability of an organization or in-
dividual to use digital technologies effectively, and digital 
transformation has the potential to improve HR efficiency 
and productivity. Nevertheless, the relationship between 
digital maturity, digital transformation, and organizational 
human resources management has remained relevant.

The research aimed to investigate the correlation be-
tween digital maturity, digital transformation, and human 
resource management and identify strategies organiza-
tions can implement to effectively leverage digital tech-
nologies, enhance digital maturity, overcome challenges, 
and seize opportunities in HRM due to digital transfor-
mation. To achieve the goal, various methodological tools 
were used, such as complex analysis (a thorough study of 
digital maturity and digital transformation in human re-
sources management by breaking it down into separate 
components), synthesis (the study of human resources 
management in its integrity, in a unified and interconnect-
ed its parts), induction (analysis of the facts of advantages 
and disadvantages of stability and development in HRM), 
deduction (analysis of the concept of digital maturity, digi-
tal transformation, stability, development), analogy (allows 
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planning, and organizational development. Additionally, 
digital maturity in HRM can improve the employee experi-
ence by providing self-service portals, mobile applications, 
and personalized communication channels, enhancing en-
gagement and satisfaction levels (What are the benefits…, 
2023). It can also facilitate data-driven decision-making, 
enabling HR professionals to identify patterns, predict fu-
ture trends, and proactively address HR challenges. Under-
standing and achieving digital maturity in HRM is crucial 
for organizations to effectively leverage digital technol-
ogies and drive HRM practices toward greater efficiency, 
effectiveness, and strategic impact. The digital transfor-
mation process in HRM involves integrating and adopting 
digital technologies, strategies, and practices to reshape 
and optimize organizational HRM functions (Mardani  et 
al.,  2023). Investigating this process involves exploring 
various aspects, including key drivers, challenges, and out-
comes associated with digital transformation initiatives in 
HRM, an overview of which is provided below.

Critical drivers of digital transformation in HRM. 
Technological advancements: rapid advancements in dig-
ital technologies create opportunities for HRM functions 
to enhance efficiency, streamline processes, and improve 
decision-making. Changing workforce dynamics: the 
evolving expectations of the modern workforce, including 
digital natives, remote work, and flexible arrangements, 
push organizations to adopt digital solutions for improved 
employee experiences. Data-driven decision-making: the 
need for data-driven insights in HRM, including talent 
acquisition, performance management, and learning and 
development, drives the adoption of digital tools for data 
collection, analysis, and reporting. Competitive advantage: 
organizations seek a competitive edge by leveraging digi-
tal transformation to attract and retain top talent, increase 
operational agility, and drive innovation in HRM practices 
(Montero Guerra et al., 2023).

Challenges of digital transformation in HRM. Change 
management: implementing digital transformation re-
quires organizational change and often encounters re-
sistance from employees accustomed to traditional pro-
cesses. Data privacy and security: adopting digital HRM 
solutions necessitates robust data privacy and security 
measures to protect employee information and comply 
with regulations. Skills gap: digital transformation may 
require upskilling or reskilling HR professionals to utilize 
and manage new digital tools and technologies effective-
ly. Integration complexities: integrating disparate HR 
systems and ensuring smooth interoperability between 
digital tools can present challenges.

Outcomes of digital transformation initiatives in HRM. 
Enhanced operational efficiency: automation of HR process-
es, self-service portals, and digitized workflows streamline 
administrative tasks, reducing manual effort and allowing 
HR professionals to focus on strategic initiatives. Improved 
employee experience: digital HRM tools enable self-service 
options, personalized communication, and access to in-
formation, enhancing employee engagement, satisfaction, 
and empowerment. Data-driven insights: digital transfor-
mation facilitates the collection, analysis, and interpreta-
tion of HR data, enabling evidence-based decision-making 
and strategic workforce planning. Agile talent manage-
ment: digital solutions enable real-time talent acquisition, 

performance management, and learning and development, 
supporting agility and adaptability in HRM practices.

Research by G.C. Kane et al. (2015) showed that good 
employees want to work in more mature digital organi-
zations and constantly develop their competencies. Thus, 
more digitally mature organizations have an advantage 
in acquiring new promising personnel. However, the less 
mature are at risk of being left behind by existing workers 
who need adequate training and career development. For 
successful digital transformation, managers must consider 
digital orientation, intensity, and maturity as crucial stra-
tegic elements. These elements have a collective impact on 
financial performance. Hence, managers must review and 
assess them simultaneously to make informed strategic 
decisions that boost financial success. Managers must rec-
ognize the significant mediating role of digital maturity in 
achieving financial success in digital transformation. They 
should understand that digital maturity is a continuous 
process that involves skills and techniques. By internaliz-
ing this, managers can prepare their companies to create 
adequate value in rapidly changing digital environments, 
as M.  Nasiri et al.  (2022) highlighted. It is important to 
note that the specific drivers, challenges, and outcomes of 
digital transformation in HRM can vary depending on the 
organization’s size, industry, and level of digital maturi-
ty. Understanding these factors is crucial for successfully 
planning, implementing, and managing digital transfor-
mation initiatives in HRM.

 THE IMPACT OF DIGITAL MATURITY AND 
DIGITAL TRANSFORMATION ON STABILITY 
AND THE ROLE OF DEVELOPMENT IN 
ACHIEVING DIGITAL MATURITY
The impact of digital maturity and digital transformation 
on stability within HRM processes, systems, and structures 
can be complex and multifaceted. How these factors can 
disrupt and enhance stability should be analysed, and the 
potential trade-offs involved need to be explored.

Disruption of stability. Changes in processes and 
workflows: digital transformation often involves rethink-
ing and redesigning existing HRM processes and work-
flows, which can disrupt established routines and stabili-
ty. Employees may need to adapt to new ways of working 
and may face challenges adjusting to the changes. Skills 
and knowledge gaps: HR professionals may need to ac-
quire new digital skills and competencies as organizations 
undergo digital transformation. This learning curve can 
temporarily disrupt stability as employees adapt to the 
changes and develop the required expertise. Integration 
challenges: integrating various digital tools and systems 
may lead to technical difficulties and disruptions in the 
HRM infrastructure, impacting stability if the integration 
needs to be effectively managed.

Enhancement of stability. Efficiency and productivity 
improvements: digital maturity and transformation can 
increase efficiency and productivity in HRM processes, en-
abling smoother operations and reducing errors or bottle-
necks. This improved efficiency can contribute to overall 
stability within HRM functions. Data-driven decision-mak-
ing: digital maturity facilitates the collection and analysis 
of HR data, allowing for evidence-based decision-making. 
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This can lead to more informed and strategic HRM prac-
tices, enhancing stability by reducing uncertainties and 
increasing predictability. Streamlined communication and 
collaboration: it is mentioned in the study by L. Wang et 
al.  (2022) that digital tools enable seamless communica-
tion and collaboration within HR teams and between HR 
and employees. Enhanced collaboration can improve coor-
dination, increase transparency, and contribute to overall 
stability in HRM processes.

Trade-offs between stability and development. Re-
sistance to change: stability often favours maintaining 
the status quo, while digital transformation requires em-
bracing change and innovation. There can be a trade-off 
between the desire for stability and the need to adapt to 
new technologies and processes. Balancing standardiza-
tion and flexibility: stability often relies on standardized 
processes and systems, while digital transformation may 
introduce more flexibility and customization. Striking the 
right balance between stability and flexibility is crucial 
to ensure that HRM practices align with organizational 
goals and needs. Managing risks: stability is often asso-
ciated with risk mitigation, while digital transformation 
involves taking calculated risks to drive innovation and 
growth. Organizations must carefully manage risks asso-
ciated with digitalization to maintain an appropriate level 
of stability. Organizations must navigate these trade-offs 
and carefully manage the disruption and enhancement of 
stability during digital transformation initiatives (Zhang & 
Chen, 2023). Successful implementation requires effective 
change management, upskilling employees, and ensuring a 
balance between stability and development to leverage the 
benefits of digital maturity while minimizing disruptions.

The role of development, including ongoing learning, 
training, and skill development, is vital in achieving and 
sustaining digital maturity within HRM. The importance of 
development and how organizations balance stability with 
the necessity of continuous growth in a digitally trans-
forming environment should be examined. Keeping up 
with technological advancements: the digital landscape is 
constantly evolving, and constant learning is crucial to stay 
updated with emerging technologies, tools, and trends. 
Continuous development ensures that HR professionals 
have the knowledge and skills to effectively utilize digital 
tools and drive digital transformation in HRM (Zhang & 
Chen, 2023). Adapting to changing needs: digital transfor-
mation often changes HRM processes, systems, and roles. 
Ongoing learning enables HR professionals to adapt to 
these changes, acquire new competencies, and embrace 
innovative approaches in data analytics, automation, and 
digital HR strategy (Savchuk, 2020). Maximizing the po-
tential of digital tools: digital maturity is not solely about 
adopting technology. It also requires the ability to leverage 
digital tools to their full potential. Ongoing learning and 
skill development empower HR professionals to effective-
ly utilize digital tools for improved HRM practices, deci-
sion-making, and employee engagement.

Balancing stability with continuous development. 
Assessing the impact of change: organizations must care-
fully evaluate the potential impact of constant develop-
ment initiatives on stability. Change management strate-
gies should be employed to ensure that ongoing learning 
and development efforts do not overly disrupt stable HRM 

processes or create resistance among employees. Agile 
approaches to learning and development: adopting ag-
ile learning methodologies allows organizations to bal-
ance stability with continuous growth. By implementing 
shorter learning cycles, organizations can incorporate new 
knowledge and skills in a controlled manner, minimizing 
disruption and promoting adaptability. Creating a learning 
culture: organizations can foster a culture of continuous 
learning and development, where employees are encour-
aged and supported to enhance their digital skills. This 
culture facilitates ongoing development while maintain-
ing stability by embedding learning as a core value and 
integrating it into performance management and career 
development processes.

Encouraging collaboration and knowledge sharing 
among HR professionals helps ensure that digital exper-
tise is distributed and shared within the organization. By 
fostering a collaborative environment, organizations can 
harness HR professionals’ collective knowledge and expe-
rience to drive digital maturity while maintaining stability 
through collective learning and problem-solving. In sum-
mary, development is crucial in achieving and sustaining 
digital maturity in HRM. Ongoing learning, training, and 
skill development enable HR professionals to adapt to dig-
ital transformations, leverage digital tools effectively, and 
drive innovation. Organizations must balance the need for 
stability with continuous development by carefully manag-
ing change, adopting agile approaches, creating a learning 
culture, and fostering collaboration and knowledge sharing.

 VIEW OF DIGITAL MATURITY AND 
DIGITAL TRANSFORMATION IN HRM FROM 
THE PERSPECTIVE OF STABILITY VERSUS 
DEVELOPMENT
Digital maturity and transformation in HRM involve in-
tegrating and utilizing digital technologies and strategies 
to enhance HR processes and practices within an organ-
ization. Several factors come into play when considering 
stability versus development in the context of digital ma-
turity and digital transformation in HRM. They need to be 
explored in more detail.

Stability. Established processes: stability in HRM fo-
cuses on maintaining existing processes and practices that 
have proven effective over time. This approach emphasizes 
consistency and reliability, ensuring that HR functions are 
executed efficiently without significant disruptions. Risk 
mitigation: stability-oriented HRM aims to minimize risks 
associated with change. It prioritizes stability to avoid po-
tential negative impacts on employee satisfaction, produc-
tivity, and overall organizational performance. Incremental 
changes: stability-focused organizations may adopt a con-
servative approach by making incremental changes in their 
HR processes. They may prefer implementing digital tools 
and technologies that align with their existing systems, mak-
ing gradual improvements rather than drastic overhauls.

Development. Agility and adaptability: organizations 
prioritizing HRM development recognize the need to adapt 
to changing market dynamics and technological advance-
ments. They embrace digital transformation to enhance 
agility and promptly respond to evolving business needs. 
Innovation and competitive advantage: development- 
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oriented HRM seeks to leverage digital technologies to 
drive innovation and gain a competitive edge. By adopt-
ing emerging tools and strategies, organizations can en-
hance their HR processes, attract top talent, and improve 
the overall employee experience. Scalability and efficiency: 
development-focused HRM aims to optimize HR processes 
by leveraging digital solutions that enable scalability and 
efficiency gains. Automation, analytics, and cloud-based 
platforms can streamline administrative tasks, improve de-
cision-making, and free up HR resources for more strategic 
initiatives. Achieving a balance between stability and de-
velopment in HRM is crucial. Organizations must maintain 
stability in core HR functions while fostering a culture of 
continuous improvement and innovation. This approach 
involves the following.

Strategic planning: organizations should develop a 
clear roadmap for digital transformation in HRM, aligning 
it with overall business objectives. This plan should account 
for stability and development needs, ensuring a harmoni-

ous integration of new technologies without compromising 
existing processes. Change management: effective change 
management practices are essential to address resistance 
to change and facilitate smooth transitions. Employees 
should receive the necessary training, support, and com-
munication throughout the digital transformation journey. 
Iterative approach: organizations can adopt an iterative 
approach, implementing digital solutions in phases. This 
allows them to assess the impact of each implementation, 
make necessary adjustments, and ensure stability before 
moving on to the next phase. Continuous learning: en-
couraging a learning culture within the HR department lets 
employees stay updated with the latest trends and tech-
nologies. This enables HR professionals to make informed 
decisions and contribute to the ongoing digital transfor-
mation process. One can consider the balance between sta-
bility and progress when examining digital maturity and 
transformation in HRM. However, as shown in Table 1, each 
approach has benefits and drawbacks.

Stability

Stability in HRM refers to the ability to maintain existing processes, systems, and practices without significant disruption. In the 
context of digital maturity, it implies that the HR function operates with established technologies and processes that are stable and 
reliable. Stability may be suitable for organizations prioritizing maintaining the status quo, having limited resources for change, or 
operating in industries with slower technological advancements.

Advantages of stability in HRM: Disadvantages of stability in HRM:

Familiarity and comfort: stability allows HR professionals to work 
within a familiar framework, reducing the need for extensive 
training and learning curves.
Minimal disruption: stable HR systems ensure day-to-day 
operations run smoothly without significant interruptions, 
minimizing potential risks and errors.
Cost-effective: by avoiding frequent technological changes, 
organizations can prevent substantial investments in new 
HR technologies and focus their resources on other strategic 
initiatives.

Limited innovation: sticking to stable systems can hinder HR’s 
ability to adopt innovative solutions and keep pace with evolving 
industry trends.
Inefficiency: outdated technologies and processes may be less 
efficient and time-consuming, resulting in delays and increased 
manual work.
Competitive disadvantage: organizations that resist digital 
transformation risk falling behind their competitors who leverage 
technology to gain a competitive edge in talent acquisition, 
engagement, and performance management.

Development

Development in HRM refers to embracing digital transformation and continuously evolving HR practices to leverage new 
technologies, data analytics, automation, and digital tools. It involves rethinking and redesigning HR processes to improve efficiency, 
effectiveness, and employee experience through technology-driven solutions.

Advantages of development in HRM: Disadvantages of development in HRM:

Enhanced productivity: digital transformation can automate 
routine administrative tasks, freeing HR professionals’ time to 
focus on strategic initiatives and value-added activities.
Improved decision-making: data analytics and digital tools enable 
HR to gather and analyse relevant workforce data, leading to 
data-driven insights for better decision-making and strategic 
planning.
Enhanced employee experience: technology-driven HR solutions 
can provide self-service portals, mobile apps, and AI-powered 
chatbots, improving employee engagement, communication, and 
satisfaction.
Agility and adaptability: embracing digital transformation allows 
HR to respond quickly to changing business needs, market 
demands, and regulatory requirements.

Implementation challenges: digital transformation initiatives can 
be complex, requiring careful planning, change management, and 
investment. Poor implementation can lead to delays, resistance, 
and cost overruns.
Skills and knowledge gaps: adopting new technologies may require 
upskilling HR professionals to ensure they have the skills needed 
to use and manage digital HR solutions effectively.
Data security and privacy concerns: increased reliance on 
technology and data collection raises cybersecurity risks 
and requires robust measures to protect sensitive employee 
information.

Table 1. View of digital maturity and digital transformation  
in HRM from the perspective of stability versus development

Source: compiled by the authors
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Achieving a balance between stability and develop-
ment is crucial for successful digital transformation in 
HRM. While stability ensures the smooth functioning of 
core HR operations, development enables organizations to 
leverage digital technologies for continuous improvement 
and innovation. Here are a few strategies to strike a balance. 
Prioritize: identify critical HR processes that require stabil-
ity and prioritize their maintenance and smooth function-
ing during the digital transformation journey. Incremental 
approach: adopt an incremental approach to digital trans-
formation, focusing on one HR process or system at a time. 
This allows for gradual change while maintaining stabil-
ity in other areas. Change management: invest in change 
management initiatives to address employee concerns and 
resistance to change. Communicate the benefits of digital 
transformation and provide training and support to ensure 
successful adoption. Collaboration: foster collaboration be-
tween HR and IT teams to ensure stability considerations 
are considered while implementing digital solutions. Work 
together to design and implement solutions that balance 
stability and development. Continuous evaluation: regu-
larly evaluate the impact of digital transformation initia-
tives on stability and make adjustments as necessary. Mon-
itor key metrics to measure the effectiveness of new digital 
HR systems and processes. By striking a balance between 
stability and development, organizations can successfully 
navigate the digital transformation journey in HRM, driv-
ing innovation and improving overall HR effectiveness 
while ensuring the stability of core HR operations (Zhang 
& Chen, 2023). Understanding digital maturity is crucial for 
academic research as it helps to comprehend the different 
paths taken by organizations in this ongoing socio-techni-
cal phenomenon. While a digital strategy aligns with ICT 
(Information and communications technology) and busi-
ness strategies, a digital transformation strategy encom-
passes the organizational change process’s vision, plan-
ning, and implementation (Montero Guerra  et al.,  2023).

In conclusion, balancing stability and development is 
critical to successful digital maturity and transformation 
in HRM. While stability maintains operational continuity, 
development ensures that organizations stay agile, innova-
tive, and competitive in an increasingly digital world. Sta-
bility and development have their merits and drawbacks in 
the context of digital maturity and transformation in HRM. 
Organizations must strike a balance based on their goals, 
resources, and industry dynamics. While stability provides 
familiarity and reliability, development enables innova-
tion, efficiency, and agility, fostering a more advanced HR 
function capable of meeting evolving business needs.

 ANALYSIS OF RECENT RESEARCH AND 
PUBLICATIONS ON THE TOPIC
Many scientists devoted their scientific works to studying 
theoretical and practical aspects, the latest trends of digital 
maturity and digital transformation, and the balance be-
tween stability and development when implementing digi-
tal strategies and technologies in HRM. N. Verina & J. Titko 
(2019) emphasised that when it comes to digital transfor-
mation, many organizations fail to prioritize the human 
element within and outside the company. Research sug-
gests that motivated employee involvement is crucial for 

successful digital transformation (Schwertner, 2017) and 
that the human factor is more vital than technology (Del 
Rowe, 2017). According to F. Trevino (2020), it is crucial for 
any organization to have the right people on board. With-
out them, any organization is bound to fail. When it comes 
to digital transformation, it is essential to evaluate the cur-
rent personnel, their roles, and the skills they possess. The 
first step is to assess the level of maturity of staff members. 
This approach also involves understanding the cultural 
changes when an organization adopts digital technology.

Experts such as D.B.  Minbaeva (2018) contend that 
digital HRM is an organizational skill that utilizes tradi-
tional data analysis, sentiment analysis, or algorithms to 
produce positive outcomes based on accumulated informa-
tion. Digital HRM has been demonstrated to enhance deci-
sion-making quality (Van Esch et al., 2019; Gal et al., 2020). 
The organizations can become more adaptable to a fast-
paced environment and gain a competitive advantage, in-
crease HRM department involvement in strategy (Leven-
son, 2018), elevate employee performance and experience 
(Schiemann et al., 2018), and improve overall organization-
al financial performance (Malik et al., 2021). The effects of 
digital transformation have extended far beyond our daily 
lives, impacting HRM’s roles and processes, as Y.  Schmid 
& F. Pscherer (2022) outlined. As new digital technologies 
emerge, HR departments must adapt to changes in how 
data and information are handled. These technologies have 
revolutionized HRM processes, improving stakeholder ser-
vice delivery. M. Mosca (2020) highlights such technologies 
as employee recruitment, performance evaluation, and hu-
man resource development. It is clear that the effects of 
digital transformation extend beyond our daily lives and 
have significant implications for the world of HR. Accord-
ing to M. Mosca (2020), digital HRM is a time-saving and 
productive solution for HRM functions. The process has 
been made simpler and faster due to digital transforma-
tion, as noted by D. Démeijer  (2017). Consequently, HRM 
specialists can now focus on more meaningful initiatives 
for their respective areas. Digital HRM approaches have 
become increasingly essential and are now instrumental in 
shaping the HR strategy and the organization.

Organizations may encounter internal resistance dur-
ing a transformation. Overcoming this resistance requires 
leaders with transformational skills who actively involve 
all affected by the changes, as highlighted by C.  Matt  et 
al. (2015). However, it is crucial to recognize that increased 
use of digital technologies may not always be beneficial. As 
such, evaluating the digital maturity levels is critical, though 
the definition of “digital maturity” may vary. For instance, 
S. Chanias & T. Hess (2016) referred to digital maturity as 
“the state of a company’s digital transformation”. T. Cham-
orro-Premuzic (2021) said that digital maturity refers to the 
ability of an organization or individual to effectively use 
digital technologies, tools, and data to achieve its goals. It 
includes knowledge, skills, ability to use digital resources, 
creativity, and flexibility in solving problems in the digital 
environment. In his article, S.F. Dieffenbacher (2022) sub-
stantiated that digital maturity allows the implementation 
of new methods of interviewing and evaluating candidates, 
using analytics to select the most suitable candidates, and 
automating the processes of job posting and interaction 
with applicants. Research by J. Brown (2023) about digital 
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maturity refers to using electronic platforms to train and 
develop employees and create access to online courses, we-
binars, and other educational resources. Digital tools enable 
the automation of performance appraisal processes and use 
performance management systems, 360-degree feedback, 
and analytics to assess employee progress and achievements.

L. Wang et al. (2022) suggested that HRM capability ma-
turity is a crucial boundary condition for understanding the 
effectiveness of digital HRM practices. Companies strive for 
digital maturity and utilize technological advancements to 
enhance talent management. However, this approach can 
significantly hinder transformation success due to limited 
resources and skills. This is stated in J.M. Montero Guer-
ra et al.  (2023) research. Throughout the study, T. Ahmad 
& A.  Van Looy (2020) established that digital transforma-
tion refers to the strategic process of transforming an or-
ganization, its business models, processes, products, and 
services using digital technologies. It involves introducing 
digital tools, a review of business processes, a change in 
the organization’s culture, and the involvement of digital 
communication channels with customers and employees.

A.F. Barišić et al. (2021) research is about digital trans-
formation in human resources management, including 
using digital technologies and tools to optimize and im-
prove personnel management processes. This can have 
both challenges and benefits for HRM. Digital transforma-
tion has the potential to improve HR efficiency and pro-
ductivity, but it also poses challenges related to cultural 
change, staff skills, and data security. The implementation 
of digital tools should be carefully planned and adequately 
trained to ensure success in the process, which is stated in 
A.  Heydari  et al.  (2023) research. Researchers J.  Zhang & 
Z. Chen (2023) substantiated that a balanced approach to 
stability and development in HRM allows the organization 
to successfully implement digital initiatives, ensuring the 
optimal use of digital technologies to improve personnel 
management and achieve strategic goals. These opin-
ions confirm that the issue of digital maturity in human 
resources management is relevant for study and develop-
ment in Ukraine and other countries.

 CONCLUSIONS
As organizations embark on their digital transformation 
journey in HRM, they must balance stability and devel-
opment to succeed. This balance is essential as it enables 

them to take advantage of the opportunities offered by dig-
ital technologies while maintaining the core stability of HR 
operations. Assessing an organization’s digital readiness, 
technological infrastructure, and level of digital literacy 
among employees is crucial to achieving digital maturity. 
Academic research provides valuable insights into success-
ful strategies and potential pitfalls organizations can adopt 
during digital transformation.

A well-crafted digital strategy that effectively aligns 
ICT and business goals is critical to the success of digital 
transformation in HRM. This strategy should outline a 
roadmap for implementing technological advancements in 
HR processes and supporting the overall business strategy. 
While the digital strategy focuses on technological aspects, 
a digital transformation strategy encompasses the broader 
organizational change needed to embrace the digital rev-
olution fully. Stability in HR operations is fundamental to 
ensure smooth functioning, compliance with regulations, 
and consistent service delivery. On the contrary, develop-
ment is critical to foster innovation and adaptability in the 
digital era. Investing in training and upskilling initiatives is 
essential to ensure that employees can effectively leverage 
digital tools and embrace the digital culture.

Finding the proper equilibrium between stability and 
development is unique to each organization’s digital trans-
formation journey. HR leaders must assess the risks and 
opportunities associated with various strategies to strike 
the right balance. Organizations should foster a culture 
of innovation, continuous learning, and collaboration to 
achieve successful digital maturity and transformation in 
HRM. Through effective digital strategies and a growth-ori-
ented mindset, organizations can navigate the complexi-
ties of digital transformation and drive positive change in 
HRM. To successfully integrate digital initiatives in HR, 
studying the impact on workplace stability, ethics, leader-
ship, power distribution, communication, digital culture, 
remote work, and flexible hours is essential. Researching 
these areas in future studies can help make informed deci-
sions for maximum benefits.
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Анотація. Цифрова трансформація вплинула на всі сфери життя, включно з управлінням персоналом. Вивчення 
цифрової зрілості є актуальним, адже може допомогти організаціям адаптуватися до змін і вдосконалити стратегії 
управління людськими ресурсами для успішної трансформації. Це дослідження мало на меті вивчити взаємозв’язок 
між цифровою зрілістю, трансформацією та управлінням людськими ресурсами, а також те, як організації 
можуть використовувати цифрові технології для підвищення зрілості, можливостей та подолання перешкод. 
Для досягнення мети використовувалися комплексний аналіз, методи синтезу, індукції, дедукції, аналогії як 
методичних інструментів для аналізу літературних джерел та використання інформаційних і комунікаційних 
технологій. Досліджено важливість цифрової зрілості для практик і процесів управління персоналом, а також 
процес цифрової трансформації у функціях управління. Визначено драйвери, виклики та результати, пов’язані з 
ініціативами цифрової трансформації, проаналізовано вплив цифрової зрілості та трансформації на стабільність. 
Дослідження також вивчало можливі компроміси між підтриманням стабільності та сприянням розвитку за 
допомогою цифрових технологій. Оцінено важливість безперервного навчання, тренування та розвитку навичок 
в управлінні персоналом для досягнення та підтримки цифрової зрілості. Розроблено концептуальну основу, 
яка зосереджена на взаємозв’язку між стійкістю та розвитком у контексті цифрової зрілості та трансформації в 
управлінні людськими ресурсами, що забезпечує всебічне розуміння цієї динаміки. Дослідження може допомогти 
ефективно керувати цифровою трансформацією та надає корисну інформацію як для академічного, так і для 
практичного застосування в галузі управління людськими ресурсами, привносить нову перспективу в баланс між 
стабільністю та розвитком

Ключові слова: баланс; організаційні зміни; інновації; стратегічне управління персоналом; електронні інструменти 
та технології
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