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Abstract

Background: According to the contemporary HRM theory, strategic human resource management (SHRM)
orientation, as a company’s philosophy of aligning human resource management (HRM) policies and practices
with an organizational strategy for maximizing organizational results, is considered the highest level of a
company’s HRM development. At the same time, one of the trends in HRM is the digitalization of HRM activities,
following the global trend of adopting digital tools for increasing individual and organizational efficiency and
effectiveness. The question that consequently arises is whether the digital component entered the SHRM
perspective, in other words, whether SHRM orientation could exist without digitalization of HRM endeavours.
Purpose: The paper strives to provide answers, both theoretically and empirically, to the following central and
three supporting research questions: CRQ = Is digitalization of HRM contributing to the strategic HRM
orientation of a company?, SRQ1 = Are digital HRM practices positively related to the SHRM orientation?, SRQ2
= Are some digital HRM practices more relevant for the SHRM orientation than others?, and SRQ3 = If the
relationship between digital HRM practices and SHRM orientation does exist, which digital HRM practice is the
most relevant one for SHRM orientation?

Study design/methodology/approach: To provide empirically based answers to research questions, we
utilized the CRANET 2021 dataset, covering 4495 organizations with more than 200 employees from 38
countries worldwide. We used nine indicators for revealing the existence of digital HRM (manager self-service,
employee self-service, HRIS, algorithm-based HRM, HR analytics, telework, digital learning, social media
recruitment, social media selection) and five indicators for determining the SHRM orientation (HR manager’s
membership in the management board or equivalent; involvement of HR manager in the development of
business strategy; existence of written HRM strategy; HR to employee ratio, the level of HR department
performance evaluation). SHRM orientation was determined using K-Means cluster analysis, and relationships
between variables were analysed using correlation analysis, multiple logistic regression and dominance analysis
(DA).

Findings/conclusions: Correlation analysis revealed that all indicators of digitalization of HRM processes have
a positive and a significant relationship with SHRM orientation, implying that digital HRM practices are relevant
for SHRM orientation. The results of logistic regression indicated that the usage of manager self-service,
algorithm-based HRM, HR analytics, telework, digital learning and social media selection increase the
probability of organizations’ SHRM orientation more than other explored indicators. The results of DA
demonstrate that the most important digital HRM practices for the SHRM orientation is digital learning.
Limitations/future research: As CRANET dataset is limited in its variables of digital HRM and indicators of
SHRM orientation, further research is needed to confirm our findings.

1
Extended version of the paper presented at Strategic Management and Decision Support Systems in Strategic Management SM 2023
scientific conference.
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Introduction

Strategic human resource management (SHRM),
as the alignment of human resource management
(HRM) goals, strategies and activities with
organizational strategy to achieve organizational
goals, is considered to be the ultimate stage in the
evolution of HRM according to the contemporary
theory (Poloski Vokic, 2016). Namely, the
contribution of well-designed and implemented
HRM activities to organizational performance has
been documented numerous times (e.g., Collins &
Clark, 2003; Jackson et al.,, 2014; Schuler &
Jackson, 2005). In other words, managers today
face the challenge of balancing the demands of
achieving organizational goals and enhancing
employee-centric outcomes (Malik et al., 2023).
Consequently, HRM combined with the strategic
orientation should be more successful in achieving
organizational strategic goals (e.g., Chow et al.,
2013).

At the same time, technological development
and information and communications technology
(ICT), as components of the modern business
environment, influence the development of many
business areas, including the HRM function which
is “not ‘spared’ by new ways of performing
activities and tasks” (Berber et al., 2018, p. 22).
Nowadays, there is almost no HRM activity that
has not been digitalized. The digitalization of HRM
has evolved significantly over the years, starting
with the digitalization of HR administration, data
collection and data analysis, which has been
facilitated by the implementation of human
resource information systems (HRISs). The
subsequent phase involved the digitalization of HR
planning and job analysis, and the use of digital
tools for recruitment and e-learning. As the
digitalization of HRM progressed, the more
advanced functionalities were included, such as
online testing and video interviewing, online
performance goal setting and evaluation, as well as
manager and employee self-service. Today, HRM
digitalization is advancing towards algorithm-
based HRM and the usage of artificial intelligence
(AI) in HRM (Prikshat et al., 2023).

On the one hand, the SHRM literature
emphasizes the importance of the integration
between HRM and strategy to attain superior
performance (Chow et al., 2013), and on the other
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hand digital economy has become a matter for
HRM (Febrianti & Jufri, 2022). Therefore, it is
interesting to analyse whether digitalization of
HRM is an important element of SHRM
orientation. As Lepak and Snell (1998, p. 229)
indicated two decades ago, “as firms continue to
push the limits of IT to achieve organizational
objectives, we would encourage SHRM
researchers to examine how IT can function not
only as a cost-reducing tool but as an asset that
helps better control and coordination across
organizational boundaries”. Similarly, Meijerink et
al. (2021) recently suggested that future research
should answer the question of what will happen to
organizations that are still in the process of
becoming digital. Accordingly, the question that
needs to be answered is whether SHRM orientation
could exist without digitalization of HRM
endeavours — in other words, whether the digital
component is essential for the SHRM perspective.
Therefore, our central research question is: CRQ =
Is digitalization of HRM contributing to the
strategic HRM orientation of a company?, while
three supporting research questions are: SRQ1 =
Are digital HRM practices positively related to the
SHRM orientation?, SRQ2 = Are some digital
HRM practices more relevant for the SHRM
orientation than others? and SRQ3 = If the
relationship between digital HRM practices and
SHRM orientation does exist, which digital HRM
practice is the most relevant one for the SHRM
orientation?

Moreover, studies on the consequences of
digital HRM are limited and mainly focused on its
influence on users’ attitudes and behaviours or on
HRM-related outcomes such as HRM service
quality and HRM effectiveness (Zhou et al., 2021).
Studies on the role of digital HRM for the SHRM
orientation are even scarcer. Therefore, we strive
to fill this research gap. Answers to our research

questions are rooted in the theory of
comprehensive SHRM perspective that integrates
the best from universalistic, contingency,

configurational and contextual approach to SHRM
(e.g., Martin-Alcazar et al., 2005). Namely,
Martin-Alcazar et al. (2005) suggest that the
integrative explanation of SHRM could be useful
as a reference framework for future research in the
field of SHRM as it could foster the analysis of
concrete HRM topics, such as certain policies or
practices, in this case digital HRM practices.
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In the theoretical background part of our paper,
we shortly define concepts of SHRM orientation
and HRM digitalization, as well as present the
existing reflections and findings on the relationship
between digital HRM and SHRM. In the empirical
part of our paper, we explore the aforementioned
relationship using variables from the CRANET
2021 database.

1. Theoretical background

1.1. Strategic human resource management
orientation

According to Marler (2009), there are two
overarching strategic perspectives related to
SHRM. The first perspective indicates that SHRM
contributes to an organization’s competitive
advantage when it fits or is in vertical alignment
with firm-level business strategies. In this context,
achieving a competitive advantage is contingent on
whether HRM policies and practices fit the firm’s
overall business strategy. The second perspective
is rooted in the well-known Resource-Based View
(RBV) which focuses on strategic resources and
capabilities within the firm as sources of
competitive advantage (e.g., Bamey 1991;
Prahalad & Hamel, 1994). According to this view,
the HR function holds the potential to produce
human resources and organizational capabilities
pivotal for achieving and maintaining a
competitive edge of an organization.

As Chow et al. (2013) explain, not only is an
organization’s strategic orientation a vehicle that
transforms the value of human capital into superior
firm performance, but it also plays a critical role in
linking HRM to performance. Consequently, the
SHRM orientation encompasses three aspects
needed for achieving coordination and integration
between HRM systems and organizational goals
achievement. It usually starts with HRM practices
being designed to be strategic, meaning that they
are critical for organizational outcomes. According
to Wright and McMahan (1992), HRM practices
are strategic when the pattern of planned human
resource deployments and activities enables an
organization to achieve its goals. The second
aspect implies that HR professionals are becoming
more aware and focused on strategic issues
(Bissola & Imperatori, 2014). It is they who have
to master the theory and practice of formulating
and implementing organizational strategies. In
other words, they need to possess the knowledge
and skills that enable them to engage in discussions
of organizational vision, values, purpose and intent
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(Ulrich, 1998). The final aspect points towards the
strategic role of the HR department in the
company, referring to its mandatory participation
in strategic decision-making. As strategic partners,
as Ulrich named this potential role of the HRM
function back in 1997 (Ulrich, 1997), HR
professionals have ‘a seat at the table’ when any
kind of business decision is made (Jackson et al.,
2014).

Already a decade ago, researchers accentuated
that the environmental turbulence increased the
importance of SHRM, which positioned the HR
department as a potent powerhouse for strategic
management (e.g., Azmi, 2014), and demanded
from HR practitioners both functional and strategic
competences (e.g., Lo et al., 2015). Moreover,
unlike some topics (e.g., total quality management,
business process reengineering etc.) that have
obtained faddish status in HRM over the years,
SHRM has achieved staying power (Lengnick-Hall
et al., 2009). It has also been a prominent area of
research in the HRM field for over three decades
(Cooke et al., 2021). Today, researchers disclose
that SHRM practices decrease employees’
emotional exhaustion (Mansour, 2023). Next, they
are considered crucial for fostering employees’
learning orientation and enhancing their learning
competences (Arunprasad et al., 2023), which are
recognized as vital capabilities for the Knowledge
age we live in. Moreover, the SHRM approach has
the potential to improve dynamic capabilities and
promote greater innovation of enterprises (Ho et
al., 2023). Consequently, it is nowadays widely
accepted that the SHRM orientation is a relevant
stakeholder in an organization’s success (e.g.,
Chawla et al., 2023; Haque, 2021).

1.2. Human resource management
digitalization

HRM digitalization refers to the usage of digital
technologies for supporting or conducting HRM
activities. Lepak and Snell (1998) were the first to
write about the role and impact of IT on structural
integration within HRM, and developed their
famous three-part typology: (1) operational aspect
— IT streamlining HRM operations and alleviating
much of the administrative burden, (2) relational
aspect — IT increasing the timeliness and service
levels by providing managers and employees with
remote access to HR databases and information,
and increasing their ability to connect with other
parts of the corporation as well as outside service
providers, and (3) transformational aspect — IT
enabling people to communicate across geographic
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boundaries and share information, eliminating
barriers of time and space. Afterwards, researchers
(e.g., Berber et al., 2018; Bissola & Imperatori,
2014; Parry & Strohmeier, 2014; Ruél et al., 2004;
Strohmeier & Kabst, 2014) used this typology as
the basis for writing about different types of HRM
processes that can be ICT-based, resulting in the
terminology of operational, relational and
transformational e-HRM. In this context, it is
important to note that although the term e-HRM is
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largely used as a synonym for digital HRM, the
concept of digital HRM is broader as it refers to
any kind of digitalization of HRM, while e-HRM
involves the use of web-based technologies for
providing services regarding HRM (Berber et al.,
2018).

Today, many transactional (processing,
controlling) and transformational (motivational,
developmental) digital HRM solutions are
employed, as systematized in Table 1.

Table 1 Standard transactional and transformational HRM activities supported by digital HRM solutions

HRM activities Examples
HRM data collection attendance registers, electronic work diaries
HRM data recording personal data databases, work performance data databases
HRM data computing payroll/benefits processing
Transactional HRM data analysing HR analytics
HRM activities HR planning workforce modelling
job analysis job analysis software
. online recruitment through specialized and organizational websites, social
recruitment . . L
media platforms, online applications
. online testing, video interviewing, chatbot interviewing, applicant tracking
selection I . .
system, algorithmic selection decisions
online performance goal setting, online performance evaluation, digital career
performance management | management systems, digital talent management systems, onboarding
, chatbots
Transformational — - - - - - -
L training and development video learning, online learning, e-learning, online assessment
HRM activities o — - - —
. algorithmic work distribution, remote work solutions, online communication and
work design . . .
collaboration, manager self-service, employee self-service
internal communication digital information provision, electronic newsletters, Intranet
. online attitudes assessment, online psychological support, online workout
employee well-being programs

As already revealed a decade ago (e.g. Parry, 2011;
Parry & Tyson, 2010), a large proportion of
transactional HRM activities is delivered
exclusively or greatly by software solutions rather
than HR administrators, making the transactional
HRM ‘technology-intensive’ compared to its
‘labour-intensive’ characteristic from the past.
Nowadays, digital work platforms, virtual HRM
assistants, automated HRM decision making,
algorithmic HRM, and the usage of big data and Al
in HRM (e.g., Kurek, 2021; Meijerink et al., 2021;
Ulatowska et al., 2023; Waldkirch et al., 2021;
Walkowiak, 2023) make the transformational
HRM even more  ‘technology-intensive’.
Eventually, all this leads to either reducing the
number of employees in HR departments or to
reducing HR department’s role into a strategic

partner one.
The abovementioned applications of HRM
digital solutions imply that organizational

investments in the digitalization of HRM processes
could be grouped into efficiency- and
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Source: the authors

effectiveness-based ones. Firstly, ICT was used for
accelerating, simplifying and monitoring HRM
activities, reducing HR administration costs and
errors, as well as improving internal information
sharing. Moreover, soon it became evident that the
usage of ICT in HRM results in a better quality of
services provided, improved work collaboration
and smarter HRM decisions. It is digital HRM
solutions that reduce administrative burden,
increase the speed of realization, optimize
procedures and lower costs (e.g., Berber et al.,
2018; Strohmeier & Kabst, 2014). They also
support HRM operations which leads to
productivity increases (e.g., Berber et al., 2018;
Parry, 2011; Parry & Tyson, 2010; Strohmeier &
Kabst, 2014) and generates insights into crucial
HRM issues that improve the quality of HR-related
decisions (e.g., Bissola & Imperatori, 2014;
Meijerink et al., 2021; Strohmeier & Kabst, 2014;
Zhou et al., 2021). Positive outcomes of the
adoption of digital HRM systems are as well
increased transparency of HRM policies and
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greater trust in the HR department (e.g., Bissola &
Imperatori, 2014; Burbach & Royle, 2014). As the
final outcome, the digitalization of HRM processes
supports organizational strategy, and consequently
has an effect on organizational performance (e.g.,
Bondarouk & Ruel, 2013; Febrianti & Jufri, 2022;
Parry & Tyson, 2010; Parry & Strohmeier, 2014;
Ruel et al., 2007; Strohmeier & Kabst, 2014; Zhou
et al., 2021). It can be summarized that “HRM
digitalization has the potential to simplify and
enrich, steer and support, and shorten and speed up
the pursuit of organizational and employee goal
accomplishment” (Bondarouk et al., 2017, p. 114).

1.3. Human resource management
digitalization for the strategic leverage

As already mentioned, studies relating
digitalization of HRM to SHRM are rare,
especially empirical and quantitative ones. To date,
studies have not yet provided solid evidence that
digital HRM solutions have a part in the SHRM
orientation of an organization. For example, upon
the literature, Ruel et al. (2004) highlight that
improving HRM’s strategic orientation is one of
the three types of e-HRM goals, together with
improving administration and efficiency, and
improving client orientation and service. However,
after exploring five large international companies
they concluded that links between the e-HRM
content and the overall HRM strategy are not clear.
Nevertheless, authors stressed that the most
important e-HRM effect seemed to be the strategic
integration of HRM with the company strategy,
structure and culture.

Afterwards, Ruel et al. (2007) analysed the
relationship between e-HRM assessment and HRM
effectiveness through a quantitative study
conducted in the Ministry of Internal Affairs of the
Netherlands. Their e-HRM assessment included
job relevance, quality of applications and ease of
use, while HRM effectiveness was measured by
more efficient HRM processes, higher level of
service delivery and better strategic contribution.
The results showed that the quality aspect of an e-
HRM application has a positive and significant
effect on HRM effectiveness, which, according to
authors, will lead to decreased costs, improved
HRM service level and the elevation of the HR
department to the role of a strategic partner.
However, this study has been conducted in one
public organization, and it is debatable if HRM
effectiveness can be used as a proxy of SHRM
orientation.
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By composing a theoretical model, Marler
(2009) concluded that a primarily administrative
HR function is unlikely to become more strategic
with the addition of e-HRM. However, only one
year after, using ten case studies from a range of
UK organisations, Parry and Tyson (2010)
provided some evidence for the strategic impact of
e-HRM through enabling HRM to support the
organisation in achieving its strategic goals by
improving efficiency and effectiveness. As the
evidence of the transformational impact of e-HRM,
they offer the finding that the usage of e-HRM
allows HR staff to have more time and information
to support the organisation in achieving its
strategic objectives. One year after, Parry (2011),
using 2003 CRANET data, supported the
hypothesis that organizations where HR function
plays a more strategic role are more likely to
implement e-HRM. However, this was supported
for the ‘use of e-HRM’ but not for the
‘sophistication of e-HRM’. Based on previous
research, she argues that the use of e-HRM is
associated with the transformation of the HR
function into a more strategic one, allowing more
time to be dedicated to delivering the
organizational strategy by changing the focus from
administrative to HRM activities that have a
strategic relevance. However, her empirical data
were not suitable for testing this premise.

Results from the exploratory study conducted
by Bondarouk and Ruel (2013) in a governmental
organization indicated that e-HRM alone is not
sufficient to transform the HR function into a
strategic partner. The research revealed that e-
HRM could lead to strategic reorientation if certain
conditions such as the integration of modules and
the willingness and readiness of users to acquire
new skills are met. Though, the research was
conducted as a single case study in which HRIS has
been implemented only 15 months before the
analysis. Additionally, the strategic orientation was
measured only by the perception of HR roles by
different employee groups, not by any objective
SHRM indicator.

Newer research is neither without limitations.
For example, L’Ecuyer and Raymond (2023)
demonstrated that the firm’s e-HRM capabilities
are strategic capabilities which determine its
competitiveness.  However, research  they
conducted involved only industrial small and
medium-sized enterprises (SMEs). Theres and
Strohmeier (2023) conducted a meta-analysis, and
they found no more than medium-sized
associations  between digital HRM and
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organizational performance as the ultimate SHRM
goal. Moreover, although authors provided some
evidence that digital HRM constitutes a successful
endeavour which could meet performance
expectations, they underlined that the research in
the area should be continued and intensified.

Presented findings signal that there is still much
to be revealed about the role of digitalized HRM
processes in the SHRM orientation of an
organization, especially through the field research,
which encouraged us to empirically assess the
issue on a large-scale data set.

2. Methodology

2.1. Data and sample

In our analysis we used global data from the 2021
CRANET research. The CRANET research is the
largest and most representative research of HRM
practices in the world. It is a multi-country, multi-
time-point survey undertaken regularly over the
past 30 years by a collaborative network of
scholars from over 40 countries (Parry et al., 2021).
It analyses developments in HRM in a national,
cross-national, and quasi-longitudinal way to
extend the range of internationally comparable
evidence about policies and practices in the field
(Parry etal., 2011). The CRANET research enables
the comparison of HRM policies and practices in a
large number of countries across the globe and
allows the examination of trends and changes in
HRM over the years (Lazarova et al., 2008).

In the CRANET research, a unit of analysis is
an organization, and the highest-positioned
individual in the HR department is responsible for
answering the questionnaire. The CRANET
questionnaire explores HRM policies and practices
through a set of common questions and covers all
important areas — general HRM characteristics,
resourcing practices, employee development,
compensation and benefits, and employee relations
and communication. For this analysis, parts of the
questionnaire related to the digital HRM and
SHRM orientation were used.

Our analysis includes 4,495 organizations with
more than 200 employees from 38 countries
worldwide. 67.4% of organizations in the sample
are from the private sector, 20.5% from the public
sector, 4.8% from the non-for-profit sector and
3.5% with mixed ownership. Regarding the
number of employees, 37.8% of organizations in
the sample have between 200 and 500 employees,
22.5% from 500 to 1000 employees, 18.7% from
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1000 to 2500 employees, and 21.0% have more
than 2500 employees.

2.2. Measures

Digital HRM indicators. To assess the existence of
digital HRM in the organization, all indicators that
exist in the CRANET database related to the
digitalized way of performing HRM activities were
considered. The following nine indicators are used:
(1) usage of manager self-service, (2) usage of
employee self-service, (3) usage of HRIS, (4)
usage of algorithm-based HRM, (5) usage of HR
analytics, (6) presence of telework, (7) existence of
digital learning, (8) social media recruitment and
(9) social media selection. All digital HRM
variables were ordinal (variables 1 to 5 and
variable 7 were measured on a scale from 0 = ‘not
at all used’ to 3 = ‘used to a very great extent’;
variable 6 was measured on a scale from 0 = ‘not
used’ to 4 = “used for more than 50% of employees;
variables 8 and 9 were recoded to the scale from 0
= ‘not used for any group of employees’ to 2 =
‘used for both managers/professionals and
clericals’).

SHRM orientation indicators. In order to assess
the organization’s SHRM orientation, we extracted
variables from the CRANET database using three
criteria: that it is a typical SHRM indicator (e.g.,
Fitz-enz, 1998; Ulrich et al., 2017), that the
indicator has already been used in previous SHRM
research (e.g., Parry, 2011; Poloski Vokic, 2016.),
and that, of course, it is available in the CRANET
database. The following nine indicators are used:
(1) membership of HR manager in the management
board or equivalent, (2) involvement of HR
manager in the development of business strategy,
(3) existence of written HRM strategy, (4) HR to
employee ratio, and (5) existence of HR
department performance evaluation. All SHRM
variables were binary variables (0 = not the case /
not present, 1 = the case / present), including the
HR to employee ratio (1 = if the value was 1% or
higher).

2.3. Data analysis

The first step of the analysis was the cluster
analysis, which was performed by using SHRM
indicators to differentiate two groups of
organizations according to their SHRM
orientation. K-means clustering was used, as one of
the most common non-hierarchical, partitioning
techniques which attempts to minimize the within-
cluster sums-of-squares error and finds clusters
that are externally isolated and internally cohesive
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(Cormack, 1971; Steinley & Brusco, 2008).
Cluster analysis resulted in 56.3% of organizations
in cluster 1 (organizations which do not have the
SHRM orientation) and 43.7% of organizations in
cluster 2 (organizations which do have the SHRM
orientation). Clusters were used as a binary
variable of SHRM orientation. Next, correlation
analysis (Spearman’s rank correlation
coefficients), multiple logistic regression and
dominance analysis were performed for revealing
the relationship between various digital HRM

Digitalization of HRM for strategic human resource management orientation — logistic regression and

dominance analysis approach

indicators and the SHRM orientation. Statistical
analysis was performed with IBM SPSS Statistics
25.

3. Results

Table 2 presents correlations between nine
indicators of digital HRM and the existence of
SHRM orientation within the organization.

Table 2 Correlations between digital HRM practices and SHRM orientation

1 2 3 4 5 6 7 8 9 10
Manager self- .658** A27* 408* .390** 244% 319 .080* 144* 247
service
Employee self- .658** 440%* .380** .359** 282%* .345** .094** .155** 229%*
service
HRIS A27* 440 .394* .504** 221 318 .036* 27 .204*
Algorithm-based 408 .380** .394** 571 163+ .290** -.023 226 224
HRM
HR analytics .390** .359** .504** ST+ 164** .328** .004 .188** 261%*
Telework 244* .282* 221** 163 164* .340* 132% 105 237
Digital learning 319** .345** 318** .290** .328** .340** 122+ .156** 281
Social media .080** .094* .036* -.023 .004 132 122% .198* 077
recruitment
Social media 144* 155% 27 .226** .188** .105%* .156** .198** 57+
selection
SHRM orientation 247* .229** .204** 224+ 261 237 281%* 077+ 57

The correlation analysis revealed that all
indicators of digital HRM processes are positively
and significantly related with the existence of
SHRM orientation. In other words, digital HRM
practices are more present in organizations with the
SHRM orientation compared to organizations
without it.

Source: the authors

To investigate which digital HRM practices
predict the SHRM orientation better, we conducted
a multiple logistic regression, and the results are
presented in Table 3.

Table 3 Logistic regression analysis of digital HRM practices as predictors of SHRM orientation

Predictors B (SE) Wald Exp (B) Model summary

Constant -1.08 (0.12) 13.387 0.341** | Omnibus test of model coefficients — x2, | 498.62**, 9
df

Manager self-service 0.22 (0.06) 0.877 1.247* Hosmer and Lemeshow test — ¥?, df 14.69, 8
Employee self-service 0.06 (0.06) 1.281 1.057 Cox and Snell R? 0.17
HRIS 0.06 (0.05) 8.283 1.061 Nagelkerke R? 0.24
Algorithm-based HRM 0.19(0.07) 36.297 | 1.214* -2 log likelihood 2679.70
HR analytics 0.36 (0.06) 39.779 | 1433+
Telework 0.24 (0.04) 40.716 | 1.277*
Digital learning 0.32 (0.05) 1.128 1.379*
Social media recruitment -0.06 (0.06) 15.256 0.942
Social media selection 0.28 (0.07) 80.276 | 1.318*

The Omnibus test of model coefficients and the
Hosmer and Lemeshow test indicate a good model
fit. The Omnibus test of model coefficients
indicates that the logistic regression model

Source: the authors

performed to determine the effects of various HRM
digitalization indicators on the likelihood that an
organization has a SHRM orientation was
statistically significant (y= = 498.68; df = 8; p <
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.01). The Hoshmer and Lemeshow test that
assesses whether predictions made by the model fit
with  observed group memberships was
insignificant (x> = 14.69, df = 8; p = .066), which
indicates that the data fit the model well. Cox and
Snell R and Nagelkerke R? reveal that the model is
explaining between 17.0% and 24.5% of the
variance in the SHRM orientation. Finally, the -2
log likelihood for the model is high (2679.70),
which as well indicates that the model fits a dataset.

Results of the logistic regression, more
precisely, significant odds ratio values (1.247 <
Exp (B) <1.433 p <.01), demonstrate that manager
self-service, algorithm-based HRM, the usage of
HR analytics, telework, digital learning and social
media selection predict an organization’s SHRM
orientation more than other digital HRM indicators
explored. When looking at odds ratios, it is visible
that according to the results of logistic regression,
digital HRM practices most important for the
SHRM orientation are the usage of HR analytics
(Exp (B) = 1.433), digital learning (Exp (B) =
1.379) and social media selection (Exp (B) =
1.318). In other words, organizations which use
HR analytics to a greater extent have 43.3% more
probability of having a SHRM orientation, those
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that use digital learning to a greater extent have
37.9% more probability of having a SHRM
orientation and those that use social media
selection for selecting a wider range of employees
have 31.8% more probability of having a SHRM
orientation.

However, when determining the importance of
predictors, the most precise approach is to
determine the relative importance of predictors.
Dominance analysis (DA) reveals the individual
contributions of the predictors in relation to each
other within a selected model (Azen & Budescu,
2006), and predictors are compared in pairwise
fashion across all subset model, which establishes
a hierarchy of levels of dominance (Budescu,
1993). DA is particularly useful when there is a
large number and a high level of multicollinearity
among predictors, as well as when the predictors
collectively explain a medium or large proportion
of the variance in the dependent variable (Kumar
et al., 2009).

The results of the average contribution of
independent variable on SHRM orientation by
level and its general dominance are presented in
Table 4.

Table 4 Dominance analysis of digital HRM practices as predictors of SHRM orientation

Manager | Employee Algorithm- - . . Social

Level selfg-’ speIfY HRIS Ell)ased HR. Telework D'g't.al Soclall media media
service service HRM analytics learning | recruitment selection

0 0.069 0.062 0.127 0.064 0.076 0.101 0.214 0.005 0.022

1 0.038 0.032 0.099 0.036 0.046 0.080 0.187 0.003 0.014

2 0.022 0.017 0.085 0.021 0.030 0.068 0.171 0.002 0.010

3 0.014 0.009 0.079 0.013 0.022 0.060 0.160 0.001 0.008

4 0.009 0.005 0.075 0.009 0.017 0.054 0.152 0.000 0.007

5 0.006 0.003 0.074 0.007 0.014 0.048 0.145 0.000 0.005

6 0.005 0.002 0.073 0.005 0.012 0.043 0.139 0.000 0.005

7 0.004 0.001 0.072 0.004 0.010 0.039 0.133 0.000 0.004

8 0.003 0.001 0.071 0.003 0.009 0.034 0.128 0.000 0.004
dGef‘e’a' 0.019 0015 | 0.084 | 0.018 0.026 0.059 0.159 0.001 0.009

ominance

DA revealed the dominant role of digital learning
in its association with the SHRM orientation
compared to other predictors. First, the average
dominance of digital learning is greater than
average dominance of other predictors on the 0
level (R% = 0.214). Next, and crucial, the general
dominance for digital learning is considerably
greater than the general dominance for any other
predictors (Guigital learning = 0.159).
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4. Discussion

4.1. Theoretical implications

Previous research suggested that the use of digital
HRM can help the HR function to increase its value
by becoming more strategic (e.g., Bondarouk &
Ruel, 2013; Parry, 2011; Parry & Tyson, 2010,
Ruel et al., 2004; Ruel et al., 2007). Moreover, it
has been elaborated that integrating the concept of
digitalization into HRM goes beyond simply
aligning digital technologies with pre-established
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HRM strategies, but encompasses formulating and
implementing HRM strategies that are based on the
potential of digitalization to create value for an
organization (Strohmeier, 2020). However, the
evidence on the relationship between digital HRM
practices and SHRM orientation, especially
empirically based, is still inadequate, as
emphasized by Bondarouk et al. (2017) and Theres
and Strohmeier (2023). Moreover, there is a lack of
quantitative and larger-scale empirical research in
the field. Finally, previous studies showed that the
digitalization of HRM could have transformational
outcomes (e.g., Parry, 2011; Parry & Tyson, 2010;
Ruel et al., 2007), but opposite conclusions are as
well present in the literature (e.g., Bondarouk &
Ruel, 2013; Marler, 2009; Ruel et al., 2004). All
this raises the need for further exploration of the
topic.

Consequently, our research adds to the
discussion by empirically positioning digital HRM
practices as an important element of SHRM
orientation. Our results, based on a large-scale
global data set, revealed that each digital HRM
practice explored (manager self-service, employee
self-service, HRIS, algorithm-based HRM, the
usage of HR analytics, telework, digital learning,
social media recruitment, social media selection) is
positively and significantly related with an
organization’s SHRM orientation (SRQI).

Moreover, up to date to the best of our
knowledge, there were no studies which compare
the contribution of various digital HRM practices
to an organization’s SHRM orientation. The
logistic regression analysis we conducted revealed
that six out of nine practices explored — manager
self-service, algorithm-based HRM, the usage of
HR analytics, telework, digital learning and social
media selection — are more relevant for having a
SHRM orientation. Moreover, the odds ratios
showed that practices aligned the most with an
organization having a SHRM orientation are the
usage of HR analytics, digital learning and social
media selection. Organizations which have those
practices have a higher probability of strategically
oriented HRM (SRQ2).

The revealed importance of the usage of HR
analytics is in line with the newest research on HR
professionals’ competencies (e.g., Ulrich et al.,
2021). Namely, HR professionals are nowadays
required to make decisions and solve problems
based on the most relevant information. HR
analytics, as the supreme stage of the transactional
HRM activity of data manipulation, is therefore
indispensable. Furthermore, the utilization of
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digital tools when selecting employees and
ensuring learning has drastically increased in the
last decade, and this trend has been additionally
accelerated by the COVID-19 pandemic. Namely,
digital HRM technologies support especially the
management of vital HRM activities such as
selection and learning (Kurek, 2021).

Furthermore, the dominance analysis revealed
that the most relevant digital practice for a SHRM
orientation is digital learning (SRQ3). This is in
line with the notion that accelerated development
of technologies such as Al and the widespread
implementation of remote work are enhancing the
importance of digital learning (Sayed al Mnhrawi
& Alreshidi, 2023). Traditional modes of learning
have been surpassed by the flexibility, accessibility
and scalability offered by digital learning platforms
(Lin et al., 2017). External factors, together with
the importance of rapid knowledge absorption in
the Knowledge age, positioned digital learning as a
cornerstone in SHRM orientation.

Altogether our research implies that the
digitalization of HRM contributes to the SHRM
orientation of a company (CRQ). Digitalization of
HRM goes alongside with making an
organization’s HRM policies and practices
strategic, which results with the alignment of the
HRM function with business objectives and
consequently organizational performance.

4.2. Practical implications

Given the rapid development of technology,
organizations must be informed about the
importance of HRM digitalization for the
positioning of HR function as a strategic partner.
The findings of our research indicate that
organizations need to pursue the latest trends in the
field of digital HRM to obtain or retain the SHRM
orientation. However, to enhance the SHRM
orientation through the digitalization of HRM
processes, organizations must be ready for digital
HRM solutions, and managers and employees
should acquire new technical and analytical skills
(e.g., Bondarouk & Ruel, 2013; Parry, 2011).
Therefore, the role of HR department is to foster
the HRM digitalization, which includes training
managers and employees to use e-HRM solutions,
encouraging them to engage in further HRM

digitalization, and ensuring that HRM
digitalization processes are aligned with
organizational needs. More precisely, HR

professionals should identify tasks and roles that
could be digitalized, and they have to constantly
provide support in uncertainties associated with
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digitalization (Parry & Battista, 2019). With such a
comprehensive approach, HRM digitalization will
have a transformational impact, observable
through the existence of SHRM orientation and its
gains.

Furthermore, our results imply which HRM
digitalization processes organizations should focus
on to achieve the maximal SHRM orientation.
Manager self-service, algorithm-based HRM, HR
analytics, telework, digital learning and social
media selection are the best options to begin with
while digitalizing HRM practices, as those
practices are standard practices in organizations
with a SHRM orientation, implying that they
increase the probability of HR function having a
strategic position and strategic results in an
organization. However, if organizations decide to
digitalize one practice at a time to enhance their
SHRM orientation, our research suggests that they
should start with digital learning, as this practice
proved to be the most relevant to support it.
Namely, in times when there is a clear need for
continuous, flexible, and efficient learning,
contemporary e-learning systems and practices
provide high adoption, smooth usage, high
satisfaction, and close alignment with the current
practices of an enterprise (Giannakos et al., 2022).

4.3. Limitations and future research

Limitations of our analysis arise from the
CRANET data specifics. First, although CRANET
data was used previously for the assessment of
HRM digitalization (e.g., Berber et al., 2018;
Parry, 2011; Strohmeier & Kabst, 2014) and
SHRM orientation (e.g., Rimac Bilusic, 2022;
Szierbowski-Seibel et al., 2019), the CRANET
questionnaire collects selected digital HRM and
SHRM indicators. Moreover, CRANET measures
are relatively simple (Parry, 2011). A further
limitation of the CRANET methodology is the
problem of common method variance, as variables
are collected from a single source (a representative
of the organization). However, Berkery et al.
(2017) argued that the CRANET methodology is
following all techniques which are suggested to
minimize common method bias, such as
psychological and methodological separation of
criterion and predictor variables. Precisely, as the
validity of single-source measures depends on the
expertise of the source responding to the questions
and the clarity of items comprising the survey (e.g.,
Berkery et al., 2017; Huselid & Becker, 2000), the
CRANET questionnaire was asked to be completed
by the most senior HR professional in the
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organization (the presumption of the strongest
expertise), and only factual (not subjective) data
was collected. To assure that questions were
specific and clear, questionnaires were piloted in
each country of data collection.

Despite numbered limitations, our analysis
contributes to both fields explored — digital HRM
and SHRM orientation, as it was conducted on a
large-scale international dataset. However, because
of the utmost relevance of the strategic approach
towards HRM policies and practices for
contemporary organizations, as well as the need to
accept the 21 century digitalization command of
the HRM area, further research using different
sampling frames, and HRM and SHRM variables
is desirable. For example, as the SHRM research
establishes that achieving sustainable competitive
advantage is better facilitated by deploying a
cohesive set of HRM practices than relying on
individual practices in isolation (Fu et al., 2015),
our research lays the ground for future
investigations of ‘bundles’ of digital HRM
practices that can be identified as combinations of
practices most beneficial for organizations.

Conclusion

The objective of our study was to shed further light
on the relationship between HRM digitalization
and SHRM orientation. The results indicate that
HRM digitalization is important for achieving the
ultimate stage in the evolution of HRM — the
SHRM orientation. For that, the one most relevant
digital HRM practice is digital learning, while the
usage of manager self-service, algorithm-based
HRM, HR analytics, telework, digital learning and
social media selection is also highly beneficial for
the SHRM orientation of a company. Our study
provides empirical support for the relevance of
HRM digitalization for strategic HRM outcomes,
as well as gives insights into digital HRM practices
that could be considered a priority while
digitalizing HRM.
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