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ABSTRACT: The COVID-19 pandemic has created rapid changes
that led many companies to speed up digital transformation,
particularly in the management of human resources. A key
development in this process is the adoption of Digital Human
Resource Management (DHRM), an approach that brings digital
technologies into HR functions. This study aims to systematically
review the literature linking DHRM to employee resilience,
focusing on the psychological impact of the interaction between
technology and individuals. Using a systematic literature review
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(SLR) method, 50 articles from Scopus and ProQuest were
analyzed. The results show that DHRM contributes to employee
psychological resilience by increasing self-efficacy, psychological
safety, and agility and creating an emotionally supportive digital
workspace. The study found that psychological aspects like
coping strategies, emotions, and perceived support are essential
in linking digital systems with employee resilience. The study
suggests using an interdisciplinary perspective that brings
together technology and psychology to develop effective DHRM
systems while also addressing employees’ psychological well-
being.
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INTRODUCTION

In modern organizations, employee resilience is not simply the result of training or efficient
work systems, but rather a complex psychological process. The interaction between stress,
perceived self-control, and work experience shapes the psychological resilience essential in the
digital era. Therefore, the understanding of DHRM must be expanded from merely a technical
management tool to a holistic psychological strengthening tool (Ahmié¢ & Cosi¢, 2025). Digital
technology development has significantly impacted various aspects of organizational life, including
human resource management (HRM) (Kraus et al., 2022). One form of response to the demands of
this change is the birth of Digital Human Resource Management (DHRM), namely an HR (Jakli¢ et
al., 2024)management approach that integrates digital technology in the entire cycle of Human
Resources functions, from recruitment, training, performance development to employee retention,
all of which can now be carried out digitally to increase efficiency, accuracy, and support data-based
decision making (Ruiz et al., 2024; Strohmeier, 2020).

This transformation became even more important when the COVID-19 pandemic hit the world
(Ahmi¢ & Cosi¢, 2025). The crisis forced organizations to accelerate digitalization, particularly in
work systems and employee management (Stachova et al., 2024). HR functions such as selection,
onboarding, training, and performance monitoring, which were previously carried out face-to-face,
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must be immediately shifted to online platforms to maintain organizational continuity (Y. Liu et al.,
2024; Nakash & Bouhnik, 2023). This situation indicates that digitalization is no longer an option but
an urgent strategic necessity.

However, the shift in work systems towards digital also brings significant psychological
challenges (Alamanda et al., 2024). Not all employees are mentally and emotionally prepared to
face these sudden changes. The pressures of uncertainty, digital workloads, and limited face-to-face
communication can lead to stress, anxiety, and decreased motivation (Hu & Lan, 2024). Therefore,
organizations must focus not only on the technical aspects of digitalization but also on strengthening
employees' psychological and social aspects, such as stress management, strengthening self-
efficacy, and providing digital social support (J. Zhang & Chen, 2024). In this context, employee
resilience refers to the adaptive and psychological capacity to recover from stress and maintain
mental well-being amid rapid change.

Employee resilience refers to an individual's ability to remain resilient, adapt, and recover
from stress or crises in the work environment (Anser et al., 2022). Previous research shows that
employee resilience is influenced by various factors such as self-efficacy, organizational support,
learning agility, and trust in the system used (Ojo et al., 2021; Park et al., 2022; Yu et al., 2022).
When digital HR is designed with humanistic aspects in mind, for example, through a self-training
system, transparent feedback, and open digital communication, DHRM can build resiliency (Do et
al., 2025; Malik & Singh, 2024).

Several studies support the link between HR digitalization and increased resilience. Do et al.
(2025) show that the Artificial Intelligence (Al) system in DHRM shows improved exploratory
learning and adaptability. Park et al. (2022) emphasize learning agility as a mediator between digital
HR practices and career resilience. Yu et al. (2022) found that technology-based SHRM practices
contributed to increased self-efficacy, impacting employee resilience. Bouzakhem et al. (2023) state
that empowerment through digital systems encourages post-pandemic psychological recovery and
resilience. Research by Liu et al. (2024) also revealed that a company's digital orientation can
strengthen organizational resilience, especially when combined with HR slack. Gul et al. (2025)
prove that digitally transformed green HRM can strengthen sustainability by increasing individual
and organizational resilience.

Although discussions about digital transformation in human resource management are
plentiful, little research examines how Digital Human Resource Management (DHRM) can impact
employee resilience. Yet, employees' ability to survive and adapt to stressful work conditions is
crucial today, especially following the COVID-19 pandemic, which has accelerated changes in how
work is conducted in many organizations. Digitalization in HRM, such as online training platforms,
technology-based performance appraisal systems, and digital communication tools, is considered
to help foster employee resilience. Previous studies have shown that well-designed digital HR
systems can increase employee confidence, learning agility, and organizational engagement.
However, most research still addresses these topics separately, with some focusing solely on the
technological aspects and others on the psychological or organizational aspects.

To this end, this study aims to systematically review the literature discussing how DHRM
relates to employee resilience. Furthermore, it aims to understand how individual, organizational,
and digital system factors can work together to support employee resilience. This research is also
expected to identify gaps in previous studies and provide direction for future research. Specifically,
three main questions need to be answered: 1) What has been found in the literature regarding the
relationship between Digital Human Resource Management (DHRM) and employee resilience?; 2)
What factors most frequently appear in the literature as determining the success of DHRM in
building employee resilience, both from the individual, organizational, and technological
perspectives?; 3) What are the gaps in previous research that can be used as a basis for further
research in the future?
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Study Aim and Hypothesis

This study aims to systematically review the scientific literature discussing the relationship
between DHRM and employee resilience over the past five years, particularly since the COVID-19
pandemic, which has transformed many aspects of human resource management. The primary
focus of this study is to explore the extent to which DHRM practices play a role in shaping,
strengthening, and supporting employees' psychological resilience and adaptive abilities in the face
of stress, changes in work systems, and high levels of work environment uncertainty. Through a
systematic literature review, this study also aims to identify recurring patterns, theoretical
approaches, and empirical contributions generated by various previous studies. This study attempts
to present a comprehensive synthesis of published scientific evidence, while also identifying gaps in
the literature that researchers rarely address, particularly those related to integrating digital
technology into HR practices and its impact on employee resilience across various organizational
contexts.

METHODS
Design

This study employed a Systematic Literature Review (SLR) approach guided by PRISMA
(Preferred Reporting Items for Systematic Reviews and Meta-Analyses). This method ensured the
literature review process was conducted transparently, systematically, and replicable. SLR was
chosen because it can combine and organize previous findings from various methodological
approaches and contexts, thus providing a broader understanding of the topic under review.

Participants

This study analyzed scientific journal articles published between 2020 and 2025. Data searches
were conducted from two main databases, namely Scopus and ProQuest, with a publication time
span between 2020 and 2025. The keywords used in the search process include a combination of
"Digital Human Resource Management" OR "DHRM" OR "e-HRM" AND "Employee Resilience" OR
"Resilient Employees". The initial search results from Scopus obtained 1,573 documents, which were
then filtered to 379, and finally, 25 articles were selected that met the inclusion criteria. Meanwhile,
from ProQuest, the initial search resulted in 15,577 documents, filtered to 2,899, and 25 relevant
articles were selected. Thus, the final total articles analyzed in this study was 50 scientific articles.

Table 1. Article selection criteria.

Criteria Inclusion Exception
Type of Study Qualitative Journal Quantitative Journal
Keywords "Digital Human Resource Not included

Management" OR "DHRM" OR "e-
HRM" AND "Employee Resilience"
OR "Resilient Employees"

Publication Year 2020-2025 Before 2020
Language English English
Subject Area Psychology, Business, Management Not included

and Accounting, Economics,
Econometrics and Finance

PRISMA Flow Diagram
Based on procedures following the PRISMA (Preferred Reporting Items for Systematic
Reviews and Meta-Analyses) guidelines, 50 scientific articles were selected for in-depth analysis.
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These articles resulted from a phased selection from two major databases, namely Scopus and
ProQuest, with a publication range between 2020 and 2025. The screening process was carried out
systematically, starting from the initial identification stage, which resulted in 1,573 articles from
Scopus and 15,577 from ProQuest. The number of relevant articles was filtered to 379 documents
from Scopus and 2,899 documents from ProQuest. The screening continued by reading the entire
text and evaluating topic relevance and suitability with the research focus. The final selection
process resulted in 25 articles from Scopus and 25 from ProQuest, bringing the total number of
articles reviewed in-depth in this study to 50 scientific documents, as shown in Figure 1 PRISMA
Diagram.

This template is the basis for compiling a literature analysis table and mapping the
relationships between variables in studies addressing Digital Human Resource Management
(DHRM) and employee resilience. This process is expected to provide a comprehensive mapping and
identify trends, methodological patterns, and relevant research gaps for further development.

17,150 publishing records in total were found
after the initial search.

1,573 from Scopus and 15,577 from proguest

Identification

Articles excluded (n = 2874)
Articles Screened (n =3278)

l

Reports assessed for eligibility {n= 50)

{Does not meet the inclusion

criteria)

Screening

Articles excluded (n=0)

Studies included in review

(= 50)

Included

Figure 1. PRISMA

RESULTS AND DISCUSSION
Results
Keyword Co-Occurrence Analysis

Digital Human Resource Management (DHRM) is a strategic approach to human resource
management that integrates digital technology to improve HR processes' accuracy, efficiency, and
effectiveness. This transformation includes digitizing core HR activities such as selection processes,
training and development, performance assessments, talent management, and internal
communications through technology-based systems, automation, and data analytics (Strohmeier,
2020). Meanwhile, employee resilience refers to an individual's ability to remain resilient, adapt,
and bounce back from stress and disruption in the workplace, while maintaining positive
performance and engagement. This resilience encompasses psychological and behavioral aspects
that help employees navigate difficult times and grow from them (Ojo et al., 2021; Yu et al., 2022).

In the digital era, employee resilience is closely associated with the capacity to adapt to
technological systems. Therefore, DHRM plays a crucial role in providing digital systems and
platforms that are technically efficient and enable employees to face modern work challenges with
greater confidence and flexibility.
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Keyword Co-Occurrence Analysis (Topical Frequency from 50 Articles)

employee resilience
digital HRM
organizational resilience
HR digitalization
strategic HRM

learning agility
COVID-19
Al in HRM
self-efficacy
technology adeption
employee well-being
HRM transformation
remote work
sustainability
supportive leadership
HR analytics
engagement
psychological resilience
workplace flexibility
digital tools

green HRM

0 10 20 30 40
Frequency

Figure 2. Keyword co-occurrence

Keyword co-occurrence analysis of the 50 journals reviewed shows that "employee resilience"
and "digital HRM" are the two most dominant keywords, appearing 45 and 42 times, respectively.
It indicates that most articles explicitly link employee psychological resilience and adaptability to
digital-based HR management practices. Other keywords such as "organizational resilience," "HR
digitalization," and "strategic HRM" also appear frequently, indicating a significant focus on
comprehensive and strategic organizational transformation.

Furthermore, terms such as "learning agility," "self-efficacy," and "Al in HRM" occupy
prominent positions in the literature, suggesting that employee resilience is closely linked to
individual factors and technological support. The keyword "COVID-19," which appears 30 times,
demonstrates that the global crisis is a dominant context driving change and reinforcing the need
for workforce resilience.

These findings indicate that research in this area should not only focus on the efficiency of
technology in HRM but also consider its impact on employees' psychological and social aspects.
Therefore, effective DHRM strategies must consider the interrelationships between technology,
organizational structure, and strengthening individual adaptive capacity.

Unit of Analysis: Documents

In this study, the primary unit of analysis is scientific documents in the form of journal articles
explicitly discussing the topic of DHRM and employee resilience. A total of 50 articles were selected
through a rigorous PRISMA-based process from Scopus and ProQuest (2020-2025). Each article was
analyzed in terms of theoretical framework, methodology, findings, and studied variables.

While the full dataset of 50 documents formed the basis of the systematic mapping and
thematic synthesis, Table 2 presents ten representative articles that exemplify the most relevant
conceptual intersections between digital HRM and employee resilience. These ten were selected
based on their thematic richness, citation impact, and methodological quality.
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Table 2. Relevant Combination Articles.

No Article Title Year  Journal Author(s) Relevance Notes

1 A Literature Review 2020  Psychology Research Ardebili & Resilience,
of the Concepts of and Behavior Padoano Sustainability,
Resilience and Management (2020) GDM Factors
Sustainability in
Group Decision-
Making

2  Digital Human 2020 German Journal of Strohmeier Digital HRM
Resource Human Resource (2020) concepts
Management: A Management
Conceptual
Clarification

3 Examining the 2021 International Journal Ojo et al. Self-efficacy,
Predictors of of Environmental (2021) Social Support,
Resilience and Work Research and Public Resilience,
Engagement during Health Engagement
the COVID-19
Pandemic

4  Linking Employee 2021  SAGE Open Liang & Cao Employee
Resilience with (2021) resilience, Coping
Organizational mechanisms,
Resilience Organizational

resilience

5  Sustainability and 2021  Sustainability Corrales Sustainability,
Resilience Estrada et al. Resilience,
Organizational (2021) Business
Capabilities to Continuity
Enhance Business
Continuity
Management: A
Literature Review

6 A Study of the 2022  Behavioral Sciences  Yu et al. (2022) SHRM,
Impact of Strategic Resilience, Self-
Human Resource efficacy, Self-
Management on management
Organizational
Resilience

7  Human Resource 2022  Sustainability Jéhannsdottir HRM, Resilience,

Management and
Institutional
Resilience

during the COVID-19
Pandemic - A Case
Study from the
Westfjords of
Iceland

et al. (2022)

Coping Strategies
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No Article Title Year  Journal Author(s) Relevance Notes

8 Internal 2022  Sustainability Park et al. Marketability,
Marketability, (2022) Learning Agility,
External Career Resilience
Marketability, and
Career Resilience:
The Mediating Role
of Learning Agility

9 Managing Labor 2022  Sustainability Chen et al. Labor practices,
Sustainability in (2022) Digitalization,
Digitalized Supply SCM
Chains: A Systematic
Literature Review

10 The Mediating and 2022  Sustainability Wang et al. Organizational
Moderating Effect (2022) resilience;
of Organizational Organizational
Resilience on learning;
Competitive Sustained
Advantage: competitive
Evidence from advantage;
Chinese Companies Environmental

dynamics

11  Utilization of 2022  Sustainability Zayed et al. Knowledge
Knowledge (2022) management
Management as (acquisition,
Business Resilience Storage, Sharing,
Strategy for Utilization),
Microentrepreneurs Business
in Post-COVID-19 resilience
Economy

12 Digital 2022  Arab Gulf Journal of  Alawi et al. e-HRM adoption
Transformation Scientific Research (2023) factors: funding,
Adoption in Human IT infrastructure,
Resources tech support,
Management during Culture, Digital
CoviD-19 skills

13  The Impact of 2022  International Journal Kharabsheh et Digital training,
Digital HRM on of Digital Networks  al. (2023) performance
Employee and Systems appraisal,
Performance Employee
Through Employee motivation,
Motivation Performance

14 The brightanddark 2023  Management Todisco et al. Smart working,
side of smart Decision (2023) Organizational

working in the
public sector:
employees’
experiences before

flexibility, public
administration,
Digital
transformation,
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No Article Title Year Journal Author(s) Relevance Notes
and during COVID- New forms of
19 work

15 Artificial intelligence 2023  International Journal Panda et al. Al, HR resiliency,
as an enabler for of Industrial (2024) Employee
achieving human Engineering and engagement,
resource resiliency: Operations Performance
past literature, Management
present debate and
future research
directions

16 Core Competence- 2023  Sustainability Suciu et al. Core
As a Key Factor for a (2023) competencies,
Sustainable, digital skills,
Innovative and Industry 4.0 &
Resilient 5.0, sustainability
Development Model
Based on Industry
5.0

17 Organizational 2023  Journal of Health Roach et al. Organizational
Resilience in Public and Human Services  (2023) resilience,
Sector Administration Destination
Organizations: management,
Destination Positive work
Management climate
Organizations

18 Rebuilding the 2023  Administrative Bouzakhem et  Human capital
Workplace in the Sciences al. (2023) development,
Post-Pandemic Age Empowerment,
through Human Resilience,
Capital Mimetic
Development isomorphism
Programs: A
Moderated
Mediation Model

19 Resilient leadership 2023  International Journal Zhang et al. Resilient
in hospitality and of Contemporary (2024) leadership
tourism enterprises: Hospitality dimensions:
conceptualization Management Contingency
and scale planning,
development Improvisation,

recovery, etc.

20 Developing 2023  SAJournal of Human Hanu & High-
ambidexterity and Resource Khumalo performance
resilience: The Management (2023) Work systems,

predictive role of

Ambidexterity,
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No Article Title Year Journal Author(s) Relevance Notes
high-performance Employee & org.
work system resilience

21 How to leverage 2023  Journal of Li & Lin (2024) FHRM,
flexibility oriented Intellectual Capital Intellectual
HRM systems to capital, Digital
build organizational capability,
resilience in the Organizational
digital era: the resilience
mediating role of
intellectual capital

22 Task Challenge and 2023  Behavioral Sciences  Saleem et al. Task challenge,
Employee (2023) Employee
Performance: A performance,
Moderated Employee
Mediation Model of resilience,
Resilience and Digitalization
Digitalization

23 Human resource 2023  Heliyon Mahdavi etal. HRM strategies,
management (HRM) (2023) COVID-19,
Strategies of Medical staff
Medical Staff During resilience
the COVID-19
Pandemic

24 Artificial 2023  International Journal Dey et al. Al adoption,
Intelligence-Driven of Production (2024) Supply chain
Supply Chain Research resilience,
Resilience in Leadership,
Vietnamese Digital culture
Manufacturing
SMEs

25 Digital Designinthe 2023  EDP Sciences Fokina et al. Digital design,
HRM System as a (2024) HRM system,
Component of the Sustainability
Sustainable strategy
Development
Strategy

26  The Influence of 2023  Interdisciplinary Nakash & Information
COVID-19 on Journal of Bouhnik (2023) systems use,
Employees’ Use of Information, Digital
Organizational Knowledge and transformation,
Information Management Resilience,
Systems Remote work

27 The “Great Reset” 2024  Kubernetes Roblek et al. Great reset,
and its implications (2024) Organizational

on organizational
theory

changes,
Complexity,
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No Article Title Year Journal Author(s) Relevance Notes
Thematic
network analysis

28 Effects of Digital 2024  Journal of Liu et al. (2024) Digital

Orientation on Manufacturing orientation,
Organizational Technology Organizational
Resilience: A Management resilience, HR
Dynamic slack, Enterprise
Capabilities ownership
Perspective

29 Enhancing 2024  Sustainability Georgescu et Organizational

Organizational al. (2024) resilience;
Resilience: The Strategic human
Transformative resource
Influence of management
Strategic Human practices;
Resource Recruitment and
Management selection;
Practices and Employee
Organizational training;
Culture Performance
management;
Work
environment;
Organizational
culture
30 Fostering social 2024  Employee Relations: Malik & Singh Socially
sustainability: The International (2024) sustainable HRM,
unveiling HR’s Journal Well-being, Trust,
power in HR’s Employee
power in enhancing resilience
employee resilience
via social exchange
and broaden and
build theories

31 High-Involvement 2024  Administrative Cahyadi et al. High-involvement
Human Resource Sciences (2024) human resource

Management
Practices and
Employee
Resilience: The
Mediating Role of
Employee
Technology
Adaptation: A Case
Study of South
Sumatra

management
practices;
Employee
technology
adaptation;
Employee
resilience; post-
COVID-19 era;
small and
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No Article Title Year Journal Author(s) Relevance Notes
medium
enterprises

32 Human Resource 2024 Production Putra et al. HSE practices,

Productivity: Engineering Archives (2024) Resilience

Integrating engineering,

Resilience Motivational

Engineering, work factors,

Motivation, and Productivity,

Health Safety Paradigm shift in
HSE.

33 Risk Managementin 2024  School of Economics Andreja Jakliet Subsidiary

MNEs during Global and Business al. (2024) autonomy, Risk

Crises: Subsidiary University of management,

Control or Ljubljana Resilience, Global

Autonomy? crises

34 The Influence of 2024  Sustainability Yamin et al. Strategic HR

Strategic Human (2024) management;

Resource Artificial

Management and intelligence;

Artificial Intelligence Human capital

in Determining development;

Supply Chain Agility Competitive

and Supply Chain intensity;

Resilience Organizational
flexibility; Supply
chain agility;
supply chain
resilience

35 The Role of Digital 2024  Sustainability Espina Romero  Digital

Transformation and et al. (2024) transformation,
Digital digital
Competencies in competencies,
Organizational HRM,
Sustainability: A Organizational
Study of SMEs in culture

Lima, Peru

36 Digital human 2024  Journal Information  Ruiz et al. Digital HR

resource strategy: & Management (2024) strategy, Digital

Conceptualization,
theoretical
development, and
an empirical
examination of its
impact on firm
performance

HRM practices,
Firm
performance

HR strategy, The
business value of
digital HR
strategy,
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No Article Title Year Journal Author(s) Relevance Notes
Sociotechnical
theory

37 The Impact of 2024  Journal Frontiers in Liu et al. (2023) Enterprise

Enterprise Psychology resilience,
Resilience and HRM Human resource
Practices on management
Performance: practice,
Findings from fsQCA Enterprise
performance,
Combination
configuration,
fuzzy set
gualitative
comparative
analysis
38 Age Considerate 2024  Problems and Rasticova & Employee
Employee Perspectives in Hinzmann engagement, age
Engagement Management (2024) diversity, HRM
Strategies in SMEs: practices
Analysis of Practices
and Research
Opportunities

39 The dual path effect 2024  Public Library of Hu & Lan Digital HRM,
mechanism study of Science (PLOS) (2024b) innovative
digital-HRM on performance,
employee cyberloafing,
innovative psychological
performance and mechanisms
cyberloafing

40 Unraveling the 2024  Cogent Social Fiaz & Qureshi  Digitalization;

Conceptual Sciences (2024) Digital
Ambiguity of Digital Transformation;
HRM: A State-of- electronic;
the-Art Review Human resource
information
system; state-of-
the-art review

41 The Effect of 2024  Frontiers in Chen et al. Collectivism-

Collectivism- Psychology (2024) oriented human
Oriented HRM on resource

Employee Resilience
of Hospitality
Employees

management, the
group
engagement
model, Perceived
overall fairness,
social identity,
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No Article Title Year Journal Author(s) Relevance Notes
Employee
resilience

42  Building Business 2025  Sustainability Charisma etal. Knowledge

Resilience Through (2025) management
Strategic capability,
Entrepreneurship: Entrepreneurial
Evidence from finance,
Culinary Micro- Marketing,
Enterprises in Resilience
Bandung During the
COVID-19 Pandemic
43  Digital Maturity in 2025  Administrative Shahiduzzaman Digital maturity,
Transforming Sciences (2025) HR strategy,
Human Resource COVID-19
Management in the adaptation,
Post-COVID Era: A Innovation
Thematic Analysis
44 Impact of Green 2025  Sustainability Gul et al. Green HRM;
Human Resources (2025b) Organizational
Management resilience;
Practices on Organizational
Sustainability learning;
Through Organizational
Organizational sustainability;
Resilience and banking sector
Organizational
Learning in
Pakistan’s Banking
Sector
45 How and When Al- 2025  Journal of Business Do et al. (2025) Al-driven Human
driven HRM Research Resource
Promotes Employee Management,
Resilience and Trust in Al,
Adaptive Exploration,
Performance: A self- Resilience,
determination Adaptive
theory performance,
Self-
determination
theory
46 Learning 2025  Journal of Kurniawan & E-HRM, Learning

Organization and
Organizational
Agility in the
Context of
Organizational

Information Systems
Engineering and
Management

Aziz (2025)

organization;
Organizational
agility,
Organizational
performance
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No Article Title Year Journal Author(s) Relevance Notes
Performance: The
Moderating Role of
E-HRM Systems

47 Resilience-Based 2025 BMC Public Health Hollaar et al., Psychological
Interventions in the (2025) resilience,
Public Sector Mental health,
Workplace: A Health
Systematic Review promotion,

Occupational
health,
Intervention
studies

48 A Conceptual 2025  Sustainability Soekotjo etal. Sustainable
Framework for (2025) human resource
Sustainable Human management
Resource (SHRM), Green
Management: HRM, Diversity;
Integrating Equity, and
Ecological and Inclusion (DEI),
Inclusive Ecological
Perspectives sustainability,

social inclusivity,
Organizational
resilience,
Sustainable
Development
Goals (SDGs)

49 Sustainable Human 2025  Sustainability CiZiiniené et Human resource
Resource al. (2025) management;
Management in Emergency;
Emergencies: Logistics sector;
The Case of the Sustainability
Lithuanian Logistics
Sector

50 Digital human 2025  Journal Organization Ahmi¢ & Cosi¢  Digital HRM,
resource Management (2025) Human resource
management management,
influence on the Artificial

organizational
resilience

intelligence, Al,
Organizational
resilience

The fifty journal articles were purposefully selected to represent the most explicit,
conceptually rich, and methodologically diverse studies linking Digital HRM (DHRM) and employee
resilience. This comprehensive dataset provides a balanced representation of organizational types,
research contexts, and theoretical frameworks identified across the literature. The article by Do et
al. (2025) became the most dominant because it provides a complete conceptual model of how
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artificial intelligence (Al) in HRM drives resilience and performance. Meanwhile, Yu et al. (2022) and
Bouza & Bouzakheml (2023) focus on psychological mechanisms such as self-efficacy and
empowerment, which are important variables in much of the other literature.

All articles have also undergone a quality assessment process using the CASP (Critical
Appraisal Skills Programme) approach. This critical evaluation framework helps assess
methodological validity, theoretical contribution, and readability of research findings. This
assessment's main focus includes the methods' openness, relevance to contemporary issues, and
alignment with key keywords such as employee resilience, HRM digitalization, and COVID-19
adaptation. Therefore, these documents are considered the strongest representation of current
research trends on HR management transformation and strengthening workforce resilience in a
digital and disruptive context.

Unit of Analysis: Sources

The source analysis unit in this study refers to the origins of scientific publications, namely the
academic journals where the articles were published. This analysis is essential to identify each
journal's scientific credibility, publishing trends, and contribution to developing Digital Human
Resource Management (DHRM) and employee resilience.

Of the 50 selected documents that met the inclusion criteria (2020-2025), open access, topic
relevance, and peer-reviewed, several key journals most frequently published articles in this field.
It demonstrates that DHRM and employee resilience are multidisciplinary fields of study, spanning
management, organizational psychology, sustainability, and digital transformation journals.

Table 3. Distribution of Publication Journals.

Numb f
No Journal Name um' ero Main Focus of the Journal
Articles
1  Sustainability 14 Multidisciplinary journal

focusing on sustainability,
environmental management,
organizational resilience, and
sustainable development

2 Administrative Sciences 3 Focus on public and private
management, organizational
behavior, and HRM practices

3 Behavioral Sciences 2 Psychological and behavioral
studies on human
performance, motivation, and
workplace behavior

4  Psychology Research and Behavior 1 Psychology and management
Management interface, particularly
employee attitudes and
behavior
5 German Journal of Human Resource 1 Human Resource Management
Management theory, employee well-being,
and labor relations
6 International Journal of 1 Occupational health, mental
Environmental Research and Public health, and sustainable work
Health environments
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No Journal Name Num.ber of Main Focus of the Journal
Articles
7  SAGE Open 1 Multidisciplinary open-access
journal covering social science
research, including HRM and
organizational studies
8 Arab Gulf Journal of Scientific 1 General scientific journal
Research focusing on management,
innovation, and regional
development
9 International Journal of Digital 1 Digitalization, information
Networks and Systems systems, and digital
transformation in
organizations
10 Management Decision 1 Strategic management,
organizational decision-
making, and leadership
11 International Journal of Industrial 1 Industrial systems, operations,
Engineering and Operations digital transformation, and
Management productivity
12  Journal of Health and Human 1 Management of health and
Services Administration human service organizations,
employee resilience, and
service quality
13 International Journal of 1 HRM and resilience in
Contemporary Hospitality hospitality, tourism, and
Management service industries
14  SA Journal of Human Resource 1 HRM practices, employee
Management engagement, and
organizational performance
15 Journal of Intellectual Capital 1 Knowledge management,
digital HR, and innovation
capability
16 Heliyon 1 Multidisciplinary scientific
journal including
organizational and
psychological studies
17 International Journal of Production 1 Industrial engineering,
Research digitalization, and workforce
management
18 EDP Sciences 1 Covers applied sciences,
management, and
organizational innovation
19 Interdisciplinary Journal of 1 Information systems,
Information, Knowledge and knowledge management, and
Management digital HR
20 Kybernetes 1 Cybernetics, systems thinking,

and digital management
processes
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No Journal Name Num.ber of Main Focus of the Journal
Articles
21 Journal of Manufacturing 1 Digital transformation,
Technology Management manufacturing innovation, and
human capital
22 Employee Relations: The 1 Employee relations, workplace
International Journal behavior, and HRM systems
23 Production Engineering Archives 1 Industrial engineering,
innovation, and production
system design
24 School of Economics and Business 1 Economics and business
University of Ljubljana research, including HRM and
organizational change
25 Journal Information & Management 1 Information systems, digital
transformation, and
organizational innovation
26 Journal Frontiers in Psychology 1 Psychology and organizational
behavior, resilience, and
motivation
27 Problems and Perspectives in 1 Business management, HRM,
Management and organizational
development
28 Public Library of Science (PLOS) 1 Multidisciplinary science with
sections on behavioral and
social research
29 Cogent Social Sciences 1 Social sciences, including work
psychology and HRM
30 Frontiers in Psychology 1 Applied psychology, resilience,
and workplace well-being
31 Journal of Business Research 1 Business strategy, innovation,
HR, and sustainability
32 Journal of Information Systems 1 Information systems, digital
Engineering and Management transformation, and HR
digitalization
33 BMC Public Health 1 Public health and workplace
well-being studies
34 Journal Organization Management 1 Organizational theory, HRM,

and leadership studies

The Sustainability journal was the most dominant, contributing 14 articles, or approximately
28% of all documents analyzed. This aligns with current research trends that emphasize
sustainability and the digital transformation of HRM as key components of modern organizational
development. Articles published in this journal commonly address themes such as strategic HRM,
green HRM, employee empowerment, and the influence of digitalization on employee resilience
and organizational sustainability, as reflected in studies by Gul et al. (2025b), Malik & Singh (2024),
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and Yu et al. (2022). In addition, journals such as Administrative Sciences and Behavioral Sciences
serve as other significant outlets, each contributing multiple articles that focus on the intersection
of management, psychology, and human resources. Research in these journals frequently examines
topics like leadership, organizational behavior, and the role of digital HR practices in enhancing
employee engagement and performance.

Moreover, journals such as the International Journal of Environmental Research and Public
Health (IJERPH) and Psychology Research and Behavior Management (PRBM) have explored the
psychological and health-related dimensions of HRM, including employee well-being, learning
agility, and work engagement particularly within organizations adapting to digital transformation
and post-pandemic changes. Overall, this distribution indicates that studies on Digital HRM (DHRM)
and employee resilience are highly cross-disciplinary. They extend beyond traditional management
perspectives to incorporate insights from occupational health, information systems, social sciences,
and behavioral studies, illustrating the broad academic interest and integrative nature of this
research field.

Unit of Analysis: Organizations

In this systematic review, the organizational unit of analysis refers to the organization's type,
sector, and context that serves as the empirical object of the 50 scientific articles reviewed. The
various organizations studied reflect the diverse contexts of DHRM and employee resilience
applications across the public, private, SME, and emerging digital sectors.

While most articles focus on business organizations and private companies, several studies in
the public sector and educational organizations exist. It demonstrates that resilience and HRM
digitalization are universal and of concern across sectors, particularly post-pandemic and
technological disruption.

Table 4. Distribution of Organizations.

o Article Author(s), .
No Types of Organizations Frequency  Year Main Focus of Study
1  Micro, Small, and 10 Liu et al., (2024); Resilience, Engagement,
Medium Enterprises Wang et al., SHRM, Resilience, Self-
(MSMEs) (2022); Yu et al., efficacy, Self-management,
(2022); Zhang et Organizational Learning,
al, (2023); Zayed = Competitive Advantage,
et al., (2022); Digital HRM
Soekotjo et al.,
(2025) etc.
2 Educational Institutions 8 Park et al., (2022); Learning Agility, Career
Saleem et al., Resilience, Academic
(2023); resilience, Organizational
Jéhannsdéttir et Support, Teachers’
al,, (2022); Fiaz & resilience, HRM practices
Qureshi, (2024)
etc
3  Literature/ Conceptual 7 Panda et al., Digital HRM concepts,
Study (2024); Ruiz et al.,  Sustainability, HRM System,
; rganizational Learning,
(2024) Organizational Learning, HR
Strohmeier, Analytics and Digital
(2020) etc Resilience, Sustainability

and HR Resilience
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Article Author(s),

No Types of Organizations  proqioncy  vear

Main Focus of Study

4  Multinational Private 7 Ardebili & Employee resilience, coping
Company Padoano, (2020);  mechanisms, organizational
Gul et al., (2025b); performance, Digital HRM,
Ojoetal.,, (2021); Organizational Agility
Wang et al., Strategic HRM, Dynamic
(2022) etc. Capability, Resilience, HR
Practices, Retention
5 Public/Government 6 Park et al., (2022); HRM, Resilience, Coping
Organizations Mavri, (2024) etc.  Strategies, Public Sector
HRM, , Policy Adaptation,
HR Digitalization
6 Financial and Banking 6 Charisma et al., Organizational Resilience,
Sector (2025); Gul et al.,,  Service Quality, HRM,
(2025b) etc. Organizational Adaptability,
Emotional Intelligence,
Employee Resilience,
Employee Well-being
7  Technology Company 6 Corrales-Estrada HR Analytics, Employee

et al., (2021);

Resilience, Digital

Liang & Cao, Transformation, Digital
(2021); HRM, Employee Well-
Shahiduzzaman, being, HR Digital Tools,
(2025) etc. Change Management, Al

HRM, Organizational
Flexibility, Digital HR,
Innovation

Based on the articles analyzed, multinational organizations were the most frequently studied
unit of analysis (18 studies). It is because multinational companies are considered to be most
impacted by HR digitalization and organizational transformation and are the most active in adopting
new technologies such as Al and cloud-based digital HR systems (Do et al., 2025; Y. Liu et al., 2024).

Studies on MSMEs (SMEs) also show significant trends in human resource empowerment and
adaptive capacity development in the post-pandemic era. Charisma et al. (2025) highlight how
digital HRM is important in increasing productivity and operational resilience in the MSME sector.

In several studies, public organizations and educational institutions appear to have a digital
transformation mandate but face structural limitations. Research such as this by Yu et al. (2022) and
Park et al. (2022) discusses strategies for building employee resilience through technology-based
learning and HR management policies.

The financial and technology sectors are scrutinized due to their vital role in the digital
economy and the higher complexity associated with HR risks. For example, Gul et al. (2025) explore
the integration of Green HRM in a banking context.

Units of Analysis: Countries and years

The distribution of publications' countries of origin reflects the diverse global focus on the
integration of DHRM and employee resilience. China and India, two developing countries with rapid
growth in HR digitalization, are leading the way in quantity. Research from Liu et al. (2024) and Yu
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et al. (2022) emphasizes the role of digital orientation and strategic HRM in shaping organizational
and employee resilience amidst technological disruption.

Meanwhile, developed countries such as the UK and the United States tend to highlight the
strategic and managerial side of DHRM, as shown by studies, such as Georgescu et al. (2024), which
explores the relationship between organizational culture, HR strategy, and resilience. Do et al.
(2025) from the US even explicitly researched integrating artificial intelligence in HRM to boost
employee resilience and organizational performance.

On the other hand, Indonesia and other Southeast Asian countries are starting to contribute
significantly to this topic, with studies such as Charisma et al. (2025), which focuses on
empowerment within SMEs through HR digitalization. This phenomenon reflects the relevance of
local context in addressing global changes, particularly in the knowledge and technology-based
economy.

Temporally, the increasing publication trend post-2020 aligns with the emergence of major
challenges posed by the COVID-19 pandemic. Studies such as Ojo et al. (2021) and Bouzakhem et al.
(2023) highlight the urgency of strengthening psychological and organizational resilience through
adaptive, digital-based HR management innovations. The year 2025 saw the highest spike in
publications, indicating that academic discourse on this topic is maturing and developing
multidisciplinary.

In this context, the shift from traditional HRM to a digital approach demands attention to new
challenges such as data security, HR's technology adaptation, and the role of transformative
leadership in creating a resilient work environment. These themes are consistent with the thematic
findings from the study. Malik & Singh (2024), Park et al. (2022), and Gul et al. (2025) underline the
importance of integrating technology, individual competencies, and organizational strategy.

Table 5 presents the distribution of the articles analyzed in this study by country of origin and
year of publication. This distribution illustrates how scientific contributions on DHRM and employee
resilience are spread across different countries and periods. Such a pattern is important to capture
both geographical and temporal research trends and to identify areas where studies on these topics
remain limited.

Table 5. Distribution of Articles Across Countries and Years

N f
No Country :::il:::so Percentage Author(s)
1 China 12 24% Liang & Cao, (2021), Yu et al., (2022),Chen
et al., (2022), Li & Lin, (2024), Liu et al.,
(2024)
2 Indonesia 5 10% Cahyadi et al., (2024), Putra et al., (2024),
Kurniawan & Aziz, (2025), Soekotjo et al.,
(2025), Charisma et al., (2025)
3 Pakistan 3 6% Fiaz & Qureshi, (2024), Gul et al., (2025b),
(2025a)
4 India 2 4% Malik & Singh, (2024), Panda et al., (2024)
5 Netherland 2 4% Hollaar et al., (2025), Ruiz et al., (2024)
6 European 2 4% Rasticovd & Hinzmann, (2024) Suciu et al.,
Union (2023)
7  Australia 1 2% Shahiduzzaman (2025)
8 Italy 1 2% Ardebili & Padoano, (2020)
9 Germany 1 2% Strohmeier, (2020)
10 Malaysia 1 2% Ojo et al., (2021)
11  Colombia 1 2% Corrales-Estrada et al., (2021)
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No Country NZ’::::;SOf Percentage Author(s)

12 Iceland 1 2% Jéhannsdéttir et al., (2022)

13 South Korea 1 2% Park et al., (2022)

14  Nigeria 1 2% Zayed et al., (2022)

15 Bahrain 1 2% Alawi et al., (2023)

16  Jordan 1 2% Kharabsheh et al., (2023)

17  Caribbean 1 2% Roach et al., (2023)

18 Lebanon 1 2% Bouzakhem et al., (2023)

19 Ghana 1 2% Hanu & Khumalo, (2023)

20 Oman 1 2% Saleem et al., (2023)

21 Iran 1 2% Mahdavi et al., (2023)

22 Vietnam 1 2% Dey et al., (2024)

23 Russia 1 2% Fokina et al., (2024)

25 Romania 1 2% Georgescu et al., (2024)

26  Slovenia 1 2% Mavri, (2024)

27  Saudi 1 2% Yamin et al., (2024)
Arabia

28  Peru 1 2% Espina Romero et al., (2024)

29 USA 1 2% Do et al., (2025)

30 Lithuania 1 2% Cizitiniené et al., (2025)

31 Bosnia & 1 2% Ahmi¢ & Cosi¢ (2025)

Herzegovina

The analysis of 50 articles shows that China dominates the research landscape with 24% of
total publications, followed by Indonesia (10%), Pakistan (6%), and India (4%), while other countries
contribute less than 5% each.

This pattern highlights the growing academic interest in Asian countries, particularly in regions
experiencing rapid digital transformation and workforce adaptation. The strong representation
from China and Indonesia indicates that the discussion on Digital Human Resource Management
(DHRM) and employee resilience has become a regional focus in Asia, aligning with broader shifts
toward digitalization and organizational flexibility.

Meanwhile, studies from Europe, Australia, and the Middle East remain limited, suggesting
potential avenues, for future cross-country comparisons and theory-building in global digital HRM
practices. The research from China in this study is dominated by quantitative approaches,
particularly using Structural Equation Modelling (SEM), and fuzzy-set Qualitative Comparative
Analysis (fsQCA). These studies consistently explore the relationship between digital orientation,
strategic human resource management (SHRM), and employee resilience, reflecting the strong push
by organizations in that country to adapt to digital transformation strategically. Meanwhile,
countries such as the United Kingdom, the United States, and India focus on integrating technology
with aspects of organizational psychology, such as self-efficacy, well-being, and work engagement,
all positioned within the framework of digital HR sustainability. Indonesia, on the other hand, stands
out through research emphasizing the context of Micro, Small, and Medium Enterprises (MSMEs),
employee empowerment, and HR technology readiness in its unique local sector (Cahyadi et al.,
2024; Charisma et al., 2025). Although some other countries contributed only one or two articles,
their contributions are still important because they provide unique local perspectives, while
enriching the diversity of geographic, cultural, and economic contexts in this systematic review.

Research contributions on DHRM and employee resilience are globally dominated by
countries in the Asian region, with China leading the way as the most productive nation. This
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dominance reflects the high need for organizations in Asia to manage the digital human resources
transition, particularly in response to the long-term impact of the COVID-19 pandemic. On the other
hand, Western Europe and North America tend to focus on strategic approaches and the use of
cutting-edge technologies, such as artificial intelligence (Al) and HR analytics. It reflects a higher
level of digital readiness in these countries to integrate technology into their HR management
systems. Meanwhile, South Asia and Eastern Europe tend to integrate cultural values, spirituality,
and institutional policies in shaping individual and organizational resilience. This approach reveals
differences in conceptual frameworks that are more contextual and normative. Among middle-
income countries, such as Indonesia and Pakistan, research provides significant perspectives on the
challenges and opportunities for DHRM implementation, particularly in the MSME sector and
organizations still facing limited digital infrastructure. This perspective contributes to understanding
the diverse contexts of DHRM implementation globally.

Figure 4. Year of publication

Based on the annual distribution of publications between 2020 and 2025, there is a consistent
increase in scientific articles discussing DHRM and employee resilience. 2020 marked a relatively
low start with only three publications, likely influenced by the initial impact of the COVID-19
pandemic and the still-divergent focus of academic literature on the global health crisis.

However, the trend improved significantly in subsequent years, with a sharp spike in 2022,
with 11 publications. It reflects a shift in researchers' attention toward organizational and employee
resilience issues in the face of post-pandemic digitalization challenges. 2023 saw a slight decrease
to 9 articles, but continued to demonstrate steady academic interest in the topic.

The upward trend occurred again in 2024 and peaked in 2025 with 12 articles, indicating that
DHRM and employee resilience are increasingly becoming a key focus in global academic discourse,
along with the development of new technologies and the need for organizations to be more
adaptive and sustainable. This trend also highlights the importance of digital HR transformation in
the context of organizational recovery and rebuilding across various sectors and regions.

Discussion

Key findings from the 50 articles analyzed indicate that DHRM practices play a dual role: They
improve work efficiency and serve as a means of psychological transformation. Employee resilience
is driven by psychological factors such as an increased sense of meaningfulness, self-control,
psychological capital, and emotional safety. DHRM is designed with a humanistic approach, which
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can create psychological conditions that support individuals in thriving, adapting, and evolving
under the pressures of digitalization and workplace uncertainty.

First, extensive literature confirms that DHRM plays a pivotal role in fostering positive
psychological mechanisms that strengthen employee resilience, particularly during digital
disruption and organizational crises. Digital technology improves HR management efficiency and
creates an adaptive and emotionally supportive work environment. Studies show that DHRM
enhances resilience by increasing self-efficacy, a sense of control, and psychological safety, which
are essential foundations for developing psychological resilience in the era of virtual
work.(Bouzakhem et al., 2023; Do et al., 2025; Park et al., 2022; Yu et al., 2022).

Furthermore, the analysis identified three main clusters of factors influencing the success of
DHRM in building employee psychological resilience: individual, organizational, and technological
factors. At the individual level, digital competence, learning agility, and psychological capital
(optimism, hope, resilience, and self-efficacy) are key (Ojo et al., 2021; Park et al., 2022). Employees
with self-leadership and a tendency towards self-directed learning can better utilize digital
technology to strengthen their psychological resilience (Y. Liu et al., 2024). From an organizational
perspective, a supportive work culture, open communication, and transformational leadership have
proven effective in creating an emotionally safe work environment (Georgescu et al., 2024; Malik &
Singh, 2024). Trust in digital systems, participation in decision-making, and data transparency also
reduce anxiety and increase employees' sense of control and mental well-being. Meanwhile,
technological factors such as adaptive e-learning platforms, empathetic feedback features, and HRIS
that address psychological well-being have been linked to improved emotional regulation,
mindfulness, and post-crisis self-confidence recovery (Charisma et al., 2025; He et al., 2024).

However, several gaps in the literature remain that require further attention. Much research
still focuses on the technical aspects of DHRM, while deeper psychological mechanisms such as
cognitive reframing, meaning-making, and emotion-focused coping remain under-researched.
Furthermore, the impact of DHRM features such as anonymous reporting systems, mental health
tracking, and digital coaching on creating sustainable psychologically safe spaces remains rarely
empirically studied. Research generally fails to distinguish between individual and collective
resilience and rarely links DHRM to comprehensive positive psychology approaches, such as
Appreciative Inquiry or Strengths-Based HRM.

Overall, the results of this study confirm that DHRM should not be considered merely a
management tool to support business processes, but rather as a strategic tool for building and
strengthening employee psychological resilience in the digital transformation era. Further research
is needed to develop digital psychological interventions that sustainably promote employee well-
being and psychological resilience, especially in an increasingly digitalized and uncertain work
environment.

Implications

The results of this study have important implications, both in the realm of digital HR
management theory and in managing employee resilience in the digital transformation era.
Theoretically, these findings strengthen the position of DHRM not merely as an administrative tool
or process efficiency, but as a strategic mechanism capable of influencing individual psychological
dimensions such as self-efficacy, psychological capital, emotional stability, and adaptive mindset.

From a psychological perspective, DHRM can be seen as an enabler that helps create an
emotionally safe digital work environment (digital psychological safety), where employees feel
heard, supported, and empowered in the face of uncertainty. For example, a responsive and
transparent digital feedback system can strengthen a sense of control, which, according to positive
psychology literature, plays a crucial role in building resilience.
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Organizations need to recognize that resilience is shaped by individual character and
significantly influenced by organizational structure and culture, transformed through HRM
digitalization. Therefore, developing digital features such as personalized e-learning, psychological
self-assessment, mental well-being training (digital well-being tools), and data-driven employee
support systems is crucial.

Furthermore, technology-based psychological interventions, such as digital mindfulness apps,
Al coaching platforms, and adaptive skill-building gamification, have significantly increased
engagement and psychological resilience (Bouzakhem et al., 2023; Do et al., 2025). Therefore, a
DHRM system's design must consider employees' affective and cognitive dimensions, not just
technical functionality.

On the other hand, in the context of developing countries such as Indonesia and Pakistan, the
implementation of DHRM must take into account technological maturity, collective work culture,
and spiritual values, as these factors have been shown to moderate the effectiveness of digital
interventions in building psychological resilience (Charisma et al., 2025).

Limitations and Further Research

This research was conducted using a Systematic Literature Review (SLR) approach, which
allowed the authors to comprehensively examine thematic trends and developments in the
relationship between DHRM and employee resilience. However, there are several limitations worth
noting. One is the tendency of most previous studies to use quantitative methods, such as SEM and
PLS, which, while powerful in analyzing relationships between variables, lack a thorough depiction
of the psychological experiences experienced by individuals. Furthermore, the geographical scope
of the reviewed articles is limited, with developed countries and East Asia dominating the study. It
leaves a gap in understanding the context of developing countries, particularly where levels of digital
maturity and organizational structures differ significantly. Work environments with collectivist
values, hierarchical leadership, and limited technological infrastructure likely affect DHRM
implementation differently.

Another limitation lies in the approach of most studies, which positions resilience as a static
outcome, rather than a continuously evolving psychological process. This view risks overlooking the
gradual transformations crucial in shaping an individual's resilience over the long term. Given the
limitations above, future research should strongly emphasize exploratory and contextual
approaches. Qualitative or mixed-methods studies can provide a deeper understanding of how
individuals internalize and respond to their interactions with digital HR systems and how these
experiences shape their feelings, values, and personal meanings. Cross-national research is also
crucial, particularly in regions with economic conditions and work cultures that differ from those in
developed countries. Such contexts allow for a richer understanding of the role of culture, religion,
and local values in mediating the influence of technology on the psychological resilience of the
workforce. Longitudinal studies are also urgently needed to capture how resilience and adaptability
develop over time, in response to the continued use of HR technology. This approach will provide a
more nuanced understanding of psychological dynamics often overlooked in single-point research
designs. Furthermore, concepts from positive psychology and digital work experiences will be
explored, such as digital fatigue, techno-stress, meaningfulness in work, and employee
empowerment. Research combining these psychological perspectives with a human-centered
technology approach will further enrich the development of sustainable DHRM strategies oriented
toward long-term well-being.

CONCLUSION
The results of this study confirm that Digital Human Resource Management (DHRM) not only
helps speed up administrative processes but also significantly impacts building and strengthening
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employee resilience in the digital era. A systematic review of 50 scientific articles found that DHRM
can create a work environment that promotes psychological well-being through various
psychological mechanisms, such as increasing self-efficacy, self-control, and psychological safety.
Various digital features, from online training to technology-based psychological support systems
and transparent access to information, help strengthen coping strategies, stress management, and
a sense of connectedness to the organization, especially in uncertain work situations.
Psychologically, the appropriate use of DHRM can increase employees' positive feelings, such as
competence, appreciation, and motivation, all of which are essential for mental resilience. This
study also highlights the importance of digital psychological interventions, such as digital coaching,
mindfulness training, and anonymous reporting systems, in supporting employees' adjustment and
emotional recovery in a virtual work environment.

However, the success of DHRM in building employee resilience depends not only on
technological sophistication but also heavily on psychological and social factors, such as a supportive
corporate culture, empathetic leadership, and individual willingness to embrace change. Employee
resilience is formed through the interaction between humanistic digital systems, a psychologically
healthy work environment, and the employee's internal psychological strengths. Therefore,
organizations must focus on digitizing work processes and actively integrate positive psychology and
measures to promote mental health into every DHRM implementation. By balancing technological
advancements with mental health, DHRM can be a strategic tool for creating a resilient and adaptive
workplace that supports the holistic growth of employees, both professionally and psychologically.
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