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Abstract: In an era of increasing digital transformation, human resource management (HRM) and
performance management (PM) have become areas of major interest for organizations seeking to
maximize their operational efficiency and competitiveness. This article proposes an innovative
conceptual framework for understanding the complex interactions between digitalization, HR
governance, and performance management. We address the challenge of adapting HR and performance
management practices to the demands of digitalization, highlighting the need for strategic HR
governance and data-driven performance management to fully leverage the benefits of digital
transformation.

In this study, our objectives are to define the key dimensions of digitalization, HR governance, and
performance management, identify their interrelations, and develop a robust conceptual model to
analyze these complex dynamics. To achieve this, we conducted an exhaustive literature review and
conducted a thorough analysis of key concepts in this field.

In terms of methodology, our research adopts a conceptual approach, drawing on existing theoretical
frameworks and proposing an innovative synthesis of the concepts under study. The findings of our
study shed light on the significant impact of digitalization on HR governance and performance
management practices, as well as the challenges and opportunities associated with this transformation.
In conclusion, our research provides new and insightful perspectives on the interactions between
digitalization, HR governance, and performance management, emphasizing the importance of a
strategic and integrated approach to addressing the challenges posed by the evolving digital landscape.
We formulate recommendations for future research and managerial practice, highlighting the need to
develop flexible and adaptive HR strategies and performance management systems to successfully
navigate this rapidly changing environment.
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Conceptual Model.
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1. Introduction

The ongoing digital transformation has significantly revolutionized traditional management practices
and paradigms within organizations (Chirumalla, 2021; Cortellazzo & al., 2019; Zhang & al., 2024).
Continuously evolving, this phenomenon has profoundly reshaped organizational interactions, both
internally and externally, driven by constant technological innovation and the relentless pursuit of
competitiveness (Franccaroli & al., 2024; Leso & al., 2023; Mirdasse, 2024; Shet & Bajpai, 2023). In
this dynamic and ever-changing context, the interaction between digitalization, HR governance, and
performance management emerges as a crucial area of study for understanding the challenges and
opportunities facing the contemporary business world.

Digitalization, the first fundamental dimension of our study, encompasses all processes, technologies,
and strategies aimed at integrating digital tools within organizational structures (Acciarini & al., 2022;
Binner, 2022; Saadatmanesh, 2023; Zangiacomi & al., 2020). It transcends traditional business
boundaries and offers significant transformative potential, impacting all aspects of management, from
production to distribution and HRM (Hasan & al., 2022; Krajnik & Foszto, 2023; Nissen, 2018;
Venumuddala & Kamath, 2023). This technological revolution redefines operational practices, alters
communication modes, and profoundly influences organizational culture.

HR governance, the second pillar of our analysis, encompasses the structures, policies, and processes
governing human capital management within organizations (Manafi & al., 2019; Prabawati & Nuriyah,
2023; Rizki & Saputra, 2021). It includes strategic workforce planning, talent management, training and
professional development, as well as the establishment of compensation and recognition policies (Gile
& al., 2022; Salgado-Criado & Fernandez-Aller, 2024). HR governance plays an essential role in
aligning employees' individual goals with overall organizational objectives, thus fostering cohesion and
collective performance.

Finally, organizational performance management constitutes the third key dimension of our study
(Almulaiki, 2023; Al Reeshi, 2023; Faozen & Sandy, 2024). It represents the systematic evaluation of
the results achieved by an organization relative to its predefined objectives. Organizational performance
encompasses not only financial aspects such as revenue and profitability but also non-financial
indicators such as customer satisfaction, employee productivity, and innovation.

These three dimensions interact in a complex and dynamic manner, shaping organizational strategies,
structures, and practices (Kiu & Chan, 2024; Martinez-Moran & al., 2024; Poulose & al., 2024;
Sulaeman & Nurcholidah, 2023). Thus, exploring their interactions is essential for practitioners and
researchers in management.

The problematics of this research lie in understanding the mechanisms by which digitalization, as a
driver of organizational transformation, shapes HR governance and ultimately impacts overall
organizational performance. In this context, the central problematics of this research can be formulated
as follows: To what extent does digitalization influence HR governance and organizational
performance management? This question raises a set of key issues:

RQ1: How does digitalization affect HR governance policies and processes?

RQ2: What is the impact of HR governance on organizational performance management?

RQ3: How does digitalization directly influence organizational performance management?

RQ4: What are the specific relationships between digitalization, HR governance, and organizational
performance management in the organizational context? Through the exploration of these questions,
this research aims to provide valuable insights into the complex dynamics between digitalization, HR
governance, and performance management in the contemporary organizational context.

To address these questions, our research will adopt a multi-step methodological approach. Firstly, an in-
depth literature review will be conducted to explore the key dimensions of the proposed conceptual
model and identify relevant previous works. Subsequently, a detailed analysis of the relationships
between digitalization, HR governance, and performance management will be carried out, formulating
specific hypotheses and identifying potential causal links. Finally, an empirical methodology will be
developed to test the formulated hypotheses and validate the proposed conceptual model.

In conclusion, this research will strive to make a significant contribution to the understanding of
contemporary organizational dynamics and the implications of digitalization for HR governance and
performance management.
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Thus, in terms of plan, this research will unfold in three main stages: exploration of the literature to
identify key dimensions, theoretical analysis of the relationships between digitalization, HR
governance, and performance management, and development of a conceptual framework to inform
future research in this field.

2. Literature Review

Digitalization and HR performance management occupy a central place in the contemporary business
landscape, and their understanding is essential for effective HR governance. This section undertakes an
in-depth exploration of fundamental theories of digitalization and HR governance, highlighting the
evolution of concepts and relevant theoretical frameworks in this ever-evolving field.

Digitalization of HR, as defined by Nicolas-Agustin (2022), Strohmeier (2020), and Zavyalova & al.
(2022), is a transformative process that integrates digital technologies into all aspects of HRM. Over the
years, it has evolved from merely automating administrative processes to a strategic approach that
redefines how organizations manage their talent and HR operations. This evolution is supported by the
work of Shaddig & al. (2023), Theotokas & al. (2024), and Verma & al. (2024), who emphasize that
digitalization of HR has become a strategic priority for companies seeking to increase their agility and
competitiveness in a dynamic business environment.

Concurrently, HR performance management has become increasingly interconnected with digitalization
and HR governance. Research by Rozman & al. (2023), Sapta & al. (2022), Singh & al. (2017), and
Wijayati & al. (2022) shows that technological advancements have significantly influenced how
companies evaluate and enhance the performance of their employees. This complex interrelation
between digitalization, HR governance, and performance management is explored in depth in the
subsequent sections of this article.

Regarding theoretical frameworks, various perspectives are used to understand and analyze
digitalization and HR governance. For example, the contingency theory framework of HRM by Delery
and Doty (1996) along with the insights provided by Colbert (2004), Lepak & al. (2005), and
Shafagatova and Van Looy (2020) highlight the importance of adapting HR practices to the specific
characteristics of the organization and its environment. Similarly, the HR governance model by
AlDhaheri & al. (2023), Kaehler and Grundei (2018), Martin & al. (2016), Shaddiq & al. (2023), and
Suhail and Steen (2021) offers insights into how governance structures and processes can influence HR
practices and, ultimately, organizational performance.

In conclusion, this literature review highlights the critical importance of digitalization and HR
performance management for organizational governance. By examining relevant theories and
frameworks, this article aims to provide an in-depth overview of these essential areas and to enlighten
organizations' strategic decisions regarding HRM. It is worth noting that organizational governance is
understood here in its broad sense, encompassing how the organization is directed and managed as a
whole. In the specific context of this research, the focus is on HR governance, which examines HR
policies, HR processes, and the alignment of talent management practices with the organization's
strategic objectives.

2.1 Theories of Digitalization and HR Governance

Digitalization of HR is a complex process that involves the integration of digital technologies into all
spheres of talent management. From staffing to performance evaluation to skill development, traditional
HR practices are profoundly transformed by this evolution. According to Ammirato & al. (2023), da
Silva & al. (2022), Fernandez & Gallardo-Gallardo (2020), and Gilch & Sieweke (2021), digitalization
of HR is now a strategic priority for many organizations as it directly influences how they recruit,
develop, and retain their talents. In an increasingly competitive business environment, maximizing
agility and innovation is essential to remain globally competitive, further emphasizing the importance
of HR digitalization (Algarni & al., 2023; Saridakis, 2023).

Furthermore, HR digitalization brings about significant changes in how employees interact with
organizational systems and processes. According to Omol (2023), Ravn & al. (2022), and Vasilev & al.
(2023), this transformation promotes greater autonomy and accountability among employees while
encouraging new forms of collaboration and communication within the organization. Employees are
now more empowered to make decisions and proactively contribute to organizational goals, enhancing
team effectiveness and cohesion.
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However, despite the numerous benefits of HR digitalization, challenges remain. Issues such as
safeguarding employees' data privacy, resistance to change, and unequal access to technologies can
hinder the success of these initiatives (Bischoff & al., 2023; Tursunbayeva & al., 2022). It is therefore
essential for organizations to implement policies and practices that ensure effective and ethical
implementation of HR digitalization.

2.1.1 Evolution of Digitalization and HR Governance Concepts

The evolution of digitalization of HR concepts is a continuously changing phenomenon, influenced by
rapid advancements in digital technologies and shifts in organizational management practices. Initially,
HR digitalization focused on automating administrative tasks such as payroll and benefits management
(Boiko & al., 2023; Murugesan & al., 2023). However, over time, it has become much more strategic,
fundamentally reshaping how businesses manage their HR.

Authors such as Lee and Lee (2024) and Tuffaha & al. (2022) have emphasized that HR digitalization
goes beyond the integration of new technological tools but requires a profound transformation of
culture and organization. Employees need to be encouraged to adopt new ways of working and acquire
new skills to adapt to a constantly evolving digital environment. This cultural transformation is
essential to fully leverage the benefits of HR digitalization (Guzman-Ortiz & al., 2020; Trushkina & al.,
2020).

The evolution of HR digitalization concepts also has significant implications for organizational
governance. Companies must rethink their governance strategies to fully integrate the digital
dimension. This involves developing HR policies and processes that effectively support organizational
goals in a rapidly evolving digital world (Cherep & al., 2022; Ruiz & al., 2024; Yorks & al., 2022).
Furthermore, recent studies such as those by Di Prima & Ferraris (2023) and Eliza (2023) have
highlighted the growing importance of HR digitalization in transforming the world of work.
Digitalization offers new opportunities to rethink operational models and HR practices to enhance
organizational efficiency.

Similarly, research by Setyawan & al. (2022) and Zehir & al. (2020) has demonstrated the positive
impact of HR digitalization on organizational performance. Their studies have shown that companies
that successfully integrate the digital dimension into their HR are better positioned to achieve their
strategic objectives and improve their market competitiveness.

In conclusion, the evolution of HR digitalization concepts is a dynamic and ongoing process that
requires constant adaptation to new technologies and organizational changes. This evolution provides
new opportunities for companies that successfully integrate the digital dimension into their HR.

2.1.2 Relevant Theoretical Frameworks in the Field

The analysis of digitalization and HR governance relies on several theoretical frameworks that offer
diverse perspectives on the challenges and opportunities associated with these evolving domains.
Among these theoretical frameworks, contingency theory holds a central place, suggesting that HR
practices must be adapted based on the organizational and environmental context (Rosyafah &
Pudjowati, 2024; Snell & al., 2023; Zhou & al., 2021). This approach recognizes that solutions that
work in one company may not be effective in another due to cultural differences, size, and
organizational structure.

Additionally, dynamic resource theory highlights the importance of flexibility and adaptability of HR in
a constantly evolving digital environment (Gao & al., 2024; Liu & Su, 2022; Paillé & Halilem, 2019;
Zhu & Jin, 2023). According to this theory, organizations must be able to identify, develop, and deploy
their HR effectively to remain competitive in the market. In a world where digitalization rapidly
transforms work practices and business models, this ability to adjust and optimize HR becomes crucial
for ensuring organizational performance (Halid & al., 2022; Zhang & al., 2021).

Furthermore, competency-based approaches like Barney (1991) and Wernerfelt's (1984) resource-based
views provide complementary perspectives by emphasizing the role of organizational skills and
intangible assets in creating and sustaining competitive advantage in a digital environment (Danescu,
2020; Moschogianni, 2024). These theoretical frameworks offer essential analytical tools for
understanding the complex interactions between digitalization, HR governance, and organizational
performance (Shaddiq & al., 2023; Suryanto & al., 2021; Zhou & al., 2021). By combining these
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theoretical perspectives with empirical studies and case analyses, researchers can develop a deeper
understanding of the challenges and opportunities related to HRM in an evolving digital environment.

2.2 Links with Performance Management

Performance management is a crucial element of organizational strategy, aiming to maximize the
effectiveness of individuals and teams in achieving set objectives (Kadak & Laitinen, 2023; Mueller-
Hanson, 2020; Noordiatmoko & al., 2023). Digitalization has significantly impacted this domain by
enabling process automation, real-time data collection, and advanced performance analysis (Alobidyeen
& al., 2022; Peng & al., 2023). This evolution has transformed how organizations assess, manage, and
improve employee performance.

Recent research has shown that integrating digital technologies into performance management can lead
to significant improvements in operational efficiency and employee productivity (Drekovi¢ & al., 2023;
Firdaus & Ambarwati, 2024; Lusiana & al., 2024). For example, performance management systems
based on digital platforms enable continuous performance assessment, thereby promoting real-time
feedback and increased responsiveness to employee needs (Kamble & al., 2020; Rivera & al., 2021;
Yeung, 2018).

Digitalization has also opened up new possibilities in terms of performance evaluation, particularly by
facilitating data collection on individual and collective performance through various digital sources
such as collaborative work platforms, time tracking tools, and project management systems
(Kamalaldin & al., 2020; Korsen & Ingvaldsen, 2022; Reibenspiess & al., 2022). This data can be
analyzed in real-time to identify trends, strengths, and weaknesses, enabling managers to make
informed decisions to optimize organizational performance.

2.2.1 Interactions between Digitalization, HR Governance, and Performance Management

Digitalization has profoundly altered the interactions between performance management, HR
governance, and organizational strategy (Saunila & al., 2023; Shaddig & al., 2023; Sitaniapessy & al.,
2021). By enabling faster and more precise data collection and analysis, digital technologies have
facilitated the implementation of more effective and results-oriented performance management
practices. Additionally, HR governance plays a crucial role in defining performance goals, allocating
resources, and evaluating individual and collective performance.

Recent studies have highlighted the importance of HR governance adapted to the challenges of
digitalization to maximize the impact of performance management initiatives (Salgado-Criado &
Fernandez-Aller, 2024; Shaddiq & al., 2023). Robust HR governance can ensure alignment between
organizational goals and performance management processes, thereby fostering a culture of sustainable
performance (Halid & al., 2022; Uysal, 2013; Warbhuwan, 2018).

Collaboration between HR and information technology departments is also essential for successful
integration of digitalization into performance management (Kanungo & al., 2023; Vardarlier, 2020).
These synergies enable the development and implementation of systems and technological tools that
effectively support performance management processes while ensuring compliance with applicable
standards and regulations (Kok, 2023; Selvaraj & Venkatakrishnan, 2023).

2.2.2 Influence of Governance Models on Performance Management Practices

HR governance models are fundamental elements in structuring performance management practices
within contemporary organizations (Becker & Smidt, 2016; Grobler & al., 2014; Parker, 2019). HR
governance encompasses a complex set of policies, organizational structures, and decision-making
processes that shape how employee performance is evaluated, tracked, and managed (Abedini & al.,
2023; Suhail & Steen, 2021). Effective HR governance is characterized by principles of transparency,
fairness, and objectivity in performance evaluation, thus fostering a culture of excellence and
accountability within the organization (Alemayehu, 2022; Gomomo, 2019; Kertati & al., 2023;
Warbhuwan, 2018).

Recent studies, such as those conducted by Kaehler (2022) and Kardini & al. (2023), have highlighted
the importance of HR governance models focused on collaboration and employee participation to
promote effective performance management. These models encourage active employee involvement in
the evaluation process, thereby enhancing their engagement and motivation to achieve organizational
goals (Gile & al., 2022; Yuliana & Sutrisno, 2023). Furthermore, innovative HR governance,
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integrating practices such as the use of advanced analytics, offers new opportunities for more accurate
and objective performance assessment, enabling more informed talent management decisions (Atmaja
& al., 2022; Kaehler & Grundei, 2018).

It is now evident that the shift towards more strategic and agile HR governance is crucial to address
the challenges posed by digitalization and the rapidly evolving organizational environment. Further
research, such as that conducted by Ananzeh & al. (2022); Chen & al. (2022); Eilstrup-Sangiovanni &
Westerwinter (2022); Lee & Suh (2022); Mansour & al. (2022), is needed to deepen our understanding
of the underlying mechanisms and specific effects of governance models on organizational and
individual outcomes.

3. Research Conceptual Framework

In this section, we develop the research conceptual framework to analyze the interrelations between
digitalization, HR governance, and performance management, highlighting the key dimensions of each
domain and constructing a hierarchical structure to integrate them coherently.

Digitalization, as a major transformative force in organizations, encompasses various aspects,
including process automation, the use of emerging technologies such as artificial intelligence and the
Internet of Things, and the transformation of traditional business models. The works of Chirumalla
(2021), Cortellazzo & al. (2019), and Zhang & al. (2024) highlight the impact of digitalization on how
work is done, freeing employees from routine tasks and paving the way for new ways of collaboration
and innovation.

HR governance plays a crucial role in defining policies, processes, and structures that shape the
interactions between employees and the organization. Effective HR governance, as emphasized by
Leso & al. (2023) and Shet and Bajpai (2023), ensures alignment of talent management practices with
the strategic objectives of the company, thus fostering an organizational culture focused on
performance and innovation.

Lastly, performance management is a key element of organizational strategy, aiming to maximize the
efficiency of individuals and teams in achieving set goals. Research by Fraccaroli & al. (2024), Ivanov
& al. (2019), and Ullrich & al. (2023) highlights the importance of integrating digital technologies into
performance management, enabling continuous evaluation and increased responsiveness to employee
needs.

In the research conceptual framework, we plan to define the key dimensions of digitalization, HR
governance, and performance management, and then develop a hierarchical structure that will allow us
to explore the complex interactions between these domains. By integrating HR governance into this
framework, we aim to identify specific mechanisms that can contribute to improving organizational
performance, while considering the challenges and opportunities posed by digitalization.

3.1 Structuring the Conceptual Framework

The conceptual framework of the study is based on an integrated approach to digitalization, HR
governance, and performance management, aiming to understand how these domains interact and
mutually influence each other in the organizational context. To achieve this, we propose a structuring
into several key dimensions, allowing us to grasp the complexity of the issues related to these
domains.

Firstly, the dimension of digitalization encompasses not only the adoption of digital technologies but
also their impact on processes, structures, and organizational culture. According to the works of
Acciarini & al. (2022), Binner (2022), Saadatmanesh (2023), and Zangiacomi & al. (2020),
digitalization can be seen as a holistic process involving a profound transformation of work methods
and traditional business models.

Next, HR governance constitutes an essential pillar of the conceptual framework, determining the
policies, decision-making processes, and control mechanisms that govern HRM within the
organization. Research by Leso & al. (2023) and Shet et Bajpai (2023) highlights the importance of
appropriate HR governance to ensure alignment of talent management practices with the strategic
objectives of the company.

Finally, performance management focuses on evaluating and improving individual and collective
performance to achieve organizational goals. According to the works of Chavez & al. (2022),

|
http://journal-efm.fr 647



Journal of Economics, Finance and Management (JEFM) - ISSN: 2958-7360
]

Dragicevi¢ & Bosnjak (2019), and Wiechmann & al. (2022), performance management in a digital
context requires an agile and data-centric approach, promoting continuous feedback and rapid
adaptation to changes in the environment.

By integrating these key dimensions, our conceptual framework aims to provide a comprehensive
analytical framework for studying the complex interactions between digitalization, HR governance,
and performance management, thus offering new perspectives for strategic decision-making and the
design of innovative organizational policies.

3.1.1 Definition of Key Dimensions of Digitalization, HR Governance, and Performance
Management

In the research conceptual framework, digitalization is defined as the process of integrating digital
technologies into all aspects of organizational activity, from HRM to customer service delivery (Hasan
& al., 2022; Krajnik & Foszto, 2023; Nissen, 2018; Venumuddala & Kamath, 2023). This dimension
encompasses a variety of technologies such as artificial intelligence, data analytics, process
automation, and network connectivity, which transform how organizations operate and interact with
their environment. Digitalization also offers new opportunities in terms of work flexibility, service
customization, and the creation of new business models (Franze & Pesce, 2024; Hadjielias & al.,
2022; Lahteenmaki & al., 2022; Rachinger & al., 2018).

HR governance, on the other hand, refers to the structures, processes, and policies that govern HRM
within the organization (Manafi & al., 2019; Prabawati & Nuriyah, 2023; Rizki & Saputra, 2021). This
dimension includes aspects such as strategic workforce planning, talent management, compensation
and benefits, as well as regulatory compliance. Effective HR governance is essential to ensure
alignment of HR practices with organizational goals and to promote a culture of performance and
innovation. Moreover, it plays a crucial role in creating an inclusive and equitable work environment,
thereby fostering diversity and collaboration within the organization (Gile & al., 2022; Salgado-Criado
& Fernandez-Aller, 2024).

Performance management is defined as the process by which organizations evaluate, measure, and
manage the performance of their employees to achieve organizational goals (Almulaiki, 2023; Al
Reeshi, 2023; Faozen & Sandy, 2024). This dimension encompasses activities such as goal setting,
performance evaluation, feedback and skill development, as well as reward and recognition of
exceptional performance. Effective performance management is crucial for driving employee
engagement, enhancing motivation, and facilitating the achievement of organizational goals.
Furthermore, it helps identify skill gaps and training needs, thus contributing to employees' continuous
professional development and organizational growth (Al Reeshi, 2023; Eliza, 2023; Noordiatmoko &
al., 2023; Vaskova Kjulavkovska & al., 2022).

3.1.2 Elaboration of a Hierarchical Structure to Integrate These Dimensions

To integrate these key dimensions, we propose a hierarchical structure that articulates the links
between digitalization, HR governance, and performance management at different organizational
levels. At the strategic level, digitalization is considered a catalyst for change, influencing how
organizations design and implement their HR strategy and performance management system (Kiu &
Chan, 2024; Martinez-Moran & al., 2024; Poulose & al., 2024; Sulaeman & Nurcholidah, 2023). In a
context where market competition demands rapid adaptation, companies must align their HR strategy
with technological advancements to remain competitive. Thus, digitalization enables companies to
innovate in their HR practices, such as remote recruitment and online training, to attract and retain
talent in a constantly evolving competitive environment (Al-Omush & al., 2023; Kambur & Yildirim,
2023; Zhao & al., 2024).

At the tactical level, HR governance plays a crucial role in defining policies and processes that support
the adoption and effective use of digital technologies in HRM (Al-Alawi & al., 2023; Anayat, 2023;
Bhatnagar, 2014; Boselie & al., 2013; Gadzali & al., 2023; Vardarlier, 2020). Strong HR governance
ensures regulatory and ethical compliance while fostering innovation and adaptability. Furthermore, it
facilitates collaboration among different stakeholders, including executives, managers, and employees,
to ensure effective implementation of digitalization initiatives (Arief & al., 2021). Consequently,
effective HR governance optimizes HR processes and maximizes the value of digital technologies in
talent and performance management.
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At the operational level, performance management relies on tools and practices that enable the
evaluation and management of individual and collective performances, leveraging the benefits offered
by digitalization and HR governance (Leoni & al., 2023; Manuti & de Palma, 2023; Nayeli & George,
2023). By using digital platforms to collect and analyze data on employee performance, organizations
can make informed decisions to improve operational efficiency and productivity. Moreover, the
transparency and objectivity of performance management processes enhance employee trust and foster
a positive work climate, contributing to the achievement of organizational goals.

This hierarchical structure provides a better understanding of the complex interactions between
digitalization, HR governance, and performance management, highlighting the challenges and
opportunities associated with the adoption and integration of digital technologies in HRM and
organizational performance management.

3.2 Integration of HR Governance

The integration of HR governance into the conceptual framework of the study is crucial for
digitalization and performance management within organizations. At this stage, we delve into the
importance of HR governance in the context of digital transformation and explore the specific
mechanisms through which it contributes to enhancing organizational performance.

HR governance plays a fundamental role in the strategic direction of the organization by aligning HR
policies and practices with business objectives and the imperatives of digital transformation (Ajayi-
Nifise & al., 2024; Blanka & al., 2022; Malan, 2021; Robu & Lazar, 2021). By establishing clear
governance structures and effective decision-making processes, companies can ensure judicious use of
digital technologies in HRM, fostering innovation, and strengthening competitiveness in the market
(Li & al., 2023; Ramos & al., 2022; Szép & al., 2021; Villani & al., 2024).

Furthermore, HR governance is essential to ensure fairness and transparency in talent management and
performance management practices (Gomomo, 2019; Schiemann & Ulrich, 2017; Zuma, 2018). By
establishing equitable compensation policies, objective evaluation processes, and transparent
promotion mechanisms, companies can promote an inclusive work environment and foster employee
engagement, resulting in better overall organizational performance (Ghani & al., 2022; Koeswayo &
al., 2024; Lu & al., 2023).

Moreover, HR governance promotes regulatory compliance and risk management related to HRM by
ensuring compliance with laws and standards in the field of employment and labor (Halid & al., 2022;
Hyat-Khan, 2023; Kaehler & Grundei, 2018). By implementing strong governance practices,
organizations can minimize legal disputes and regulatory sanctions, contributing to preserving their
reputation and credibility in the market (Kandpal & al., 2024; Nandiroh & al., 2023).

In conclusion, the integration of HR governance into the conceptual framework of digitalization and
performance management is essential for organizational success in the digital age. By establishing
robust governance structures, promoting fairness and transparency, and ensuring regulatory
compliance, companies can fully leverage the benefits offered by digital transformation and strengthen
their competitive position in the market.

3.2.1 Importance of HR Governance in the Conceptual Framework of the Research

HR governance occupies a central position in the overall strategy of organizations, particularly in a
constantly evolving digital environment. It provides essential structure and guidelines for strategic
decision-making regarding talent management, organizational development, and change management
(Mitra & al., 2019; Ramachandran & al., 2023; Sangu & al., 2024; Turner, 2021). By aligning HR
policies and practices with organizational objectives, HR governance ensures effective use of HR and
promotes consistency in implementing digital strategies (Kurniawan, 2023; Mahanti, 2021).

In this regard, it is crucial to emphasize the pivotal role played by HR governance in the digital
transformation of businesses. Indeed, organizations that strategically integrate HR governance are
better prepared to address the challenges of digitalization and seize the resulting opportunities
(Bahiroh, 2024; Hirvonen & Majuri, 2020). By investing in innovative HR policies and implementing
effective governance processes, companies can not only attract and retain top talent but also enhance
employee engagement and foster the development of a performance- and innovation-oriented
organizational culture (Leso & al., 2023; Shet & Bajpai, 2023).
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HR governance is also a key lever for ensuring fairness and diversity within the organization by
implementing policies and processes aimed at promoting inclusion and combating discrimination (Gile
& al., 2022; Smith-Meyer, 2022). By fostering an inclusive work environment, HR governance
contributes to strengthening employees' sense of belonging and creating more creative and
collaborative teams (Kardini & al., 2023).

In conclusion, HR governance plays an essential role in the success of organizations in the era of
digitalization. By adopting a strategic approach to HR governance and investing in innovative policies
and practices, companies can maximize the value of their HR and enhance their competitiveness in the
global market.

3.2.2 Mechanisms of HR Governance to Enhance Organizational Performance

The mechanisms of HR governance play a crucial role in enhancing organizational performance. By
adopting a strategic approach to talent management, organizations can identify, recruit, develop, and
retain the most competent employees to support their digital transformation (Ajayi-Nifise & al., 2024;
Ginting & al., 2023; Pea-Assounga & Sibassaha, 2024). Practices such as strategic workforce
planning, employee training and development, and performance management contribute to
strengthening competitiveness and sustainability of organizations in a digital context (Guerra & al.,
2023; Ismail & al., 2023; Mattajang, 2023; Salvadorinho & Teixeira, 2023).

Strategic workforce planning is essential to ensure that organizations have the necessary skills to
address the challenges of digitalization. By anticipating future workforce needs and identifying skill
gaps, companies can implement targeted recruitment and development programs to address these gaps
(Juhasz & al., 2023; Odulaja & al., 2023; Popo-Olaniyan & al., 2022). Similarly, employee training
and development play a crucial role in acquiring new skills and upgrading existing skills to meet the
changing market requirements (Chunhui & Jantan, 2023; Di Sabato & Savov, 2023; Leon, 2023).
Performance management is also a key element of HR governance mechanisms to enhance
organizational performance. By setting clear and measurable goals, providing regular feedback, and
offering development opportunities, managers can help employees reach their full potential and
contribute significantly to organizational goals (Efe & al., 2023; Kawiana, 2023; Marrucci & al.,
2024). Moreover, effective performance management enables the identification and rewarding of
outstanding performance, motivating employees to deliver high-quality work and achieve set goals
(Agarwal, 2021; Almulaiki, 2023; Faozen & Sandy, 2024).

In conclusion, the integration of HR governance into the conceptual framework of the study provides
an essential strategic framework for effectively managing digitalization and organizational
performance. By providing a robust structure and control mechanisms, HR governance enables
organizations to maximize the value of their human capital and maintain a competitive advantage in a
rapidly evolving digital environment (Bahiroh, 2024; Malan, 2021; Shaddiq & al., 2023).

3.3 Proposal of a Conceptual Model for the Research

To finalize the schema of the research conceptual model, we follow a methodical approach in several
steps. First, we identify the key dimensions of the model, namely digitalization, HR governance, and
performance management, along with their associated variables. We categorize these variables into
explanatory factors for digitalization and HR governance, and variables to be explained for
performance management. This initial step allows us to establish a solid foundation for constructing
the conceptual model.

Next, we proceed with reducing the number of variables to simplify the relationships in the model,
selecting the most relevant and significant variables while ensuring the relevance and robustness of the
model. We rely on a comprehensive literature review and similar previous studies to justify this
selection, highlighting relevant findings. This step will enable us to streamline the model and focus
our analysis on the most significant relationships.

Finally, we describe the various relationships between the factors and their key variables, formulating
strong hypotheses based on the literature review and previous studies. These hypotheses are essential
for guiding our empirical analysis and interpreting the results rigorously and informedly. This process
leads us to create a clear and coherent conceptual model schema, providing a visual representation of
the links between dimensions and key variables. This schema will serve as an analytical framework for
our study, guiding our empirical analyses and interpretations of the results.
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3.3.1 Dimensions of the Conceptual Model and Their Key Variables

In this section, we identify and describe the key dimensions of the proposed conceptual model, along
with their associated variables. These dimensions represent essential aspects of digitization, HR
governance, and performance management in the organizational context.

+ Digitalization

Digitalization represents the first major axis of the conceptual model. It encompasses the adoption of
digital technologies and their impact on various aspects of the organization. The key variables
included in this dimension are as follows:

e Adoption of digital technologies
This factor examines the extent to which an organization integrates digital technologies such as
artificial intelligence, process automation, and data analytics. The work of Acciarini & al. (2022) and
Binner (2022) provides insights into trends and challenges related to this adoption.

e Impact on processes
This variable explores how digitalization transforms operational processes within the organization.
Saadatmanesh's research (2023) offers insights into the new opportunities and challenges arising from
this transformation.

e Impact on structures
This variable evaluates how digitalization influences organizational structure, including hierarchy,
communication, and decision-making. The work of Zangiacomi & al. (2020) highlights the structural
changes induced by digitalization.

e Impact on organizational culture:
This variable examines how digitalization shapes corporate culture, including values, norms, and
behaviors. Saadatmanesh's research (2023) provides insights into the cultural adaptation necessary for
digital transformation.

< HR Governance

HR governance represents the second important axis of the conceptual model. It encompasses policies,
processes, and control mechanisms related to HRM. The key variables associated with this dimension
are as follows:

¢ HR policies:
This variable examines the policies and guidelines established by the organization to manage its HR.
The work of Leso & al. (2023) offers perspectives on the importance of effective HR policies to
support organizational goals.

o HR processes:
This variable evaluates the operational processes involved in the day-to-day management of HR,
including recruitment, training, and compensation. The research of Shet and Bajpai (2023) provides
insights into optimizing HR processes to improve organizational performance.

¢ Alignment of talent management practices with strategic objectives:
This variable examines the extent to which talent management practices are aligned with the
organization's strategic objectives. The work of Leso & al. (2023) emphasizes the importance of this
alignment to foster growth and innovation.

+ Performance Management

Performance management represents the variable to be explained in the conceptual model. It focuses
on the evaluation and improvement of individual and collective performance to achieve organizational
goals. The key variables associated with this dimension are as follows:

o Goal setting:
This variable examines how goals are defined and communicated to employees. The work of lvanov &
al. (2019) provides perspectives on the importance of this practice in guiding individual efforts
towards organizational goals.

e Performance evaluation:
This variable assesses the methods used to evaluate employee performance. The research of Ullrich &
al. (2023) offers insights into effective performance evaluation approaches in a digital context.

|
http://journal-efm.fr 651



Journal of Economics, Finance and Management (JEFM) - ISSN: 2958-7360
]

o Feedback and skill development:

This variable examines how feedback is provided to employees to help improve their performance, as
well as the opportunities for professional development offered. The work of Fraccaroli & al. (2024)
provides perspectives on the impact of feedback and skill development on organizational performance.
By integrating these dimensions and key variables, the conceptual model provides a comprehensive
analytical framework for studying the interactions between digitization, HR governance, and
performance management in the organizational context. Table 1 below presents a summary of the
dimensions and their key variables, thus providing an overview of the dimensions explored in the
research conceptual framework.

Table 1: Dimension & Variables of the Conceptual Model for Research

Factor \ Key Variable Source
Explanatory Dimensions & Variables
¢ Adoption of Digital Technologies o Acciarini & al. (2022) ; Binner (2022)

; Hasan & al. (2022) ; Venumuddala et

Kamath (2023)

Impact on Processes e Chirumalla (2021) ; Franzé et Pesce

(2024) ; Saadatmanesh (2023) ; Zhang

& al. (2024)

Impact on Structures e Binner (2022) ; Cortellazzo & al.

(2019) ; Hadjielias & al. (2022) ;

Zangiacomi & al. (2020)

Impact on Organizational Culture e Franze et Pesce (2024) ; Hadjielias &

al. (2022) ; Rachinger & al. (2018) ;

Saadatmanesh (2023)

HR Policies e Leso & al. (2023) ; Manafi & al.

(2019) ; Rizki et Saputra (2021) ; Shet

et Bajpai (2023)

HR Processes o Manafi & al. (2019) ; Prabawati et

HR Governance Nuriyah (2023) ; Rizki et Saputra

(2021) ; Shet et Bajpai (2023)

Alignment of Talent Management Practices | e Gile & al. (2022) ; Leso & al. (2023) ;

with Strategic Objectives Salgado-Criado et Fernandez-Aller

(2024) ; Shet et Bajpai (2023)

Outcome Dimension & Variables

e Dragicevi¢ et Bosnjak (2019) ; Ivanov
& al. (2019) ; Ullrich & al. (2023) ;
Wiechmann & al. (2022)

o Al Reeshi (2023) ; Almulaiki (2023) ;
Faozen et Sandy (2024) ; Ullrich & al.
(2023)

e Dragicevic¢ et Bosnjak (2019) ;
Fraccaroli & al. (2024) ; Wiechmann
& al. (2022)

Digitalization

e Goal Setting

Performance e Performance Evaluation
Management

¢ Feedback and Skills Development

3.3.2 Identification of potential relationships between the three types of dimensions and
their key variables

In this step, we explore potential relationships between the three key dimensions of our conceptual
model: Digitalization, HR Governance, and Performance Management, as well as their respective key
variables. First, we examine the impact of key variables of Digitalization on HR Governance. We
analyze in detail the adoption of digital technologies, the impact on processes, the impact on
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structures, and the impact on organizational culture, highlighting their potential influence on HR
policies, HR processes, and the alignment of talent management practices with strategic objectives.
We then formulate specific sub-hypotheses for each explanatory variable, reflecting their impact on
HR governance. Finally, we propose a central hypothesis summarizing the overall impact of
Digitalization on HR Governance.

Next, we focus on identifying relationships between key variables of HR Governance and
Performance Management. We examine in detail HR policies, HR processes, and the alignment of
talent management practices with strategic objectives, highlighting their potential influence on goal-
setting, performance evaluation, and feedback and skill development. Specific sub-hypotheses will
also be formulated for each explanatory variable, reflecting their impact on performance management.
Finally, we will propose a central hypothesis summarizing the overall impact of HR Governance on
Performance Management.

Lastly, we examine the impact of key variables of Digitalization on Performance Management. We
analyze in detail the adoption of digital technologies, the impact on processes, the impact on
structures, and the impact on organizational culture, highlighting their potential influence on goal-
setting, performance evaluation, and feedback and skill development. Specific sub-hypotheses will
also be formulated for each explanatory variable, reflecting their impact on performance management.
Finally, a central hypothesis summarizing the overall impact of Digitalization on Performance
Management will be proposed.

+» Impact of Digitalization on HR Governance

¢ Adoption of Digital Technologies = HR Governance
The increasing adoption of digital technologies in organizations can have a significant impact on HR
governance. Digital technologies such as HRIS systems can facilitate the collection, analysis, and
management of employee data, which can influence HR policies and talent management processes
(Bahiroh, 2024; Salgado-Criado & Fernandez-Aller, 2024; Shaddiq & al., 2023; Suryanto & al., 2021).
Thus, we formulate the following hypothesis:
Hypothesis 1a: The adoption of digital technologies has a positive impact on HR policies and talent
management processes.

e Impact on Processes = HR Governance
Changes induced by digitalization can transform HR processes by making them more efficient and
agile. For example, automating administrative processes can free up time to focus on more strategic
tasks such as talent development (Ruiz & al., 2024; Shaddig & al., 2023; Vardarlier, 2020; Zavyalova
& al., 2022). Thus, we posit the following hypothesis:
Hypothesis 1b: The positive impact of digital technologies on organizational processes results in
improved efficiency of HR processes.

e Impact on Structures = HR Governance
Digitalization can also influence organizational structure by promoting the creation of more fluid
communication networks and enabling greater organizational agility (Bhatnagar, 2014; Halid & al.,
2022; Mahanti, 2021; Parker, 2019; Ulrich, 2017). These structural changes can affect how HR
policies are formulated and implemented. Therefore, we postulate the following hypothesis:
Hypothesis 1c: Changes induced by digitalization in organizational structures have a positive impact
on the adaptation of HR policies to the changing needs of the organization.

e Impact on Organizational Culture = HR Governance
Digitalization can shape organizational culture by fostering innovation, collaboration, and agility
(Abedini & al., 2023; Halid & al., 2022; Kurniawan, 2023; Salgado-Criado & Fernandez-Aller, 2024).
A digitally oriented organizational culture may encourage the adoption of more modern and talent-
focused HR practices. Thus, we formulate the following hypothesis:
Hypothesis 1d: A digital-friendly organizational culture positively influences the alignment of talent
management practices with strategic objectives.
Finally, we propose the following central hypothesis summarizing the overall impact of the
digitalization dimension on the HR governance dimension:
Central Hypothesis 1: Digitalization, by positively influencing the adoption of digital technologies,
processes, structures, and organizational culture, promotes more effective HR governance aligned with
the organization's strategic objectives.
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®

+« Impact of HR Governance on Performance Management
¢ HR Policies 2 HR Performance Management

HR policies encompass the guidelines and strategies established by an organization to manage its HR.
They shape personnel management practices such as recruitment, compensation, and professional
development. Research indicates that well-designed HR policies are associated with improved
organizational performance (Alemayehu, 2022; Arief & al., 2021; Becker & Smidt, 2016; Bhatnagar,
2014; Rizki & Saputra, 2021). Therefore, we posit the following hypothesis:
Hypothesis 2a: Effective HR policies are positively associated with improvements in organizational
performance management.

e HR Processes = HR Performance Management
HR processes refer to the methods and procedures used to manage HR activities, such as workforce
planning, training, and development. Previous research shows that well-structured and efficient HR
processes can enhance employee productivity and performance (Gomomo, 2019; Grobler & al., 2014;
Kardini & al., 2023; Parker, 2019). For this reason, we formulate the following hypothesis:
Hypothesis 2b: Optimized HR processes are positively associated with improvements in
organizational performance management.

e Alignment of Talent Management Practices with Strategic Objectives = HR

Performance Management

Aligning talent management practices with the strategic objectives of the organization is crucial to
ensure that HR efforts support the overall goals of the company. Research suggests that this alignment
is a key determinant of organizational performance (Bahiroh, 2024; Bhatnagar, 2014; Gomomo, 2019;
Shaddig & al., 2023; Yuliana & Sutrisno, 2023). Therefore, we posit the following hypothesis:
Hypothesis 2c: Effective alignment of talent management practices with strategic objectives is
positively associated with improvements in organizational performance management. Finally, our
central hypothesis regarding the overall impact of the HR governance dimension on performance
management is as follows:
Central Hypothesis 2: Effective HR governance, characterized by robust HR policies, optimized HR
processes, and alignment of talent management practices with strategic objectives, is positively
associated with overall improvements in organizational performance management.

@,

+« Impact of Digitalization on Performance Management
¢ Adoption of Digital Technologies = HR Performance Management

The increasing adoption of digital technologies within organizations can have a significant impact on
performance management. Digital tools can facilitate the collection of data on individual performance,
automate goal tracking, and enable continuous performance evaluation (Eliza, 2023; Ruiz & al., 2024;
Strohmeier, 2020; Vardarlier, 2020). Therefore, we formulate the following hypothesis:
Hypothesis 3a: Increased adoption of digital technologies is positively associated with improvements
in organizational performance management.

e Impact on Processes = HR Performance Management
The changes induced by the digitalization of organizational processes can directly influence how
performance is managed. More efficient and agile processes can enable better goal identification, more
precise performance evaluation, and faster feedback (Drekovi¢ & al., 2023; Eliza, 2023; Kanungo &
al., 2023; Ruiz & al., 2024; Zehir & al., 2020). Consequently, we formulate the following hypothesis:
Hypothesis 3b: A positive impact on processes induced by digitalization is associated with
improvements in organizational performance management.

¢ Impact on Organizational Structures = HR Performance Management
Digitalization can also impact organizational structure, influencing how responsibilities are defined,
information is shared, and decisions are made. An adapted organizational structure can promote more
effective performance management by facilitating communication, collaboration, and coordination
(Shaddig & al., 2023; Zhao & al., 2024). Thus, we formulate the following hypothesis:
Hypothesis 3c: A positive impact on organizational structures induced by digitalization is associated
with improvements in organizational performance management.

¢ Impact on Organizational Culture = HR Performance Management
Digitalization can also influence organizational culture by changing values, beliefs, and behaviors
within the organization. A culture that values innovation, transparency, and accountability can
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promote performance management focused on excellence and continuous improvement (Al-Alawi &
al., 2023; Drekovi¢ & al., 2023; Firdaus & Ambarwati, 2024; Gadzali & al., 2023; Guerra & al., 2023;
Halid & al., 2022). Thus, we formulate the following hypothesis:

Hypothesis 3d: A positive impact on organizational culture induced by digitalization is associated
with improvements in organizational performance management. Finally, our central hypothesis
regarding the overall impact of the digitalization dimension on performance management is as
follows:

Central Hypothesis 3: Digitalization, by positively influencing the adoption of digital technologies,
processes, structures, and organizational culture, is associated with overall improvements in
organizational performance management.

3.1.1 Conceptual Model Diagram of the Research

The conceptual model diagram proposed in this research aims to explore the interrelations between
digitalization, HR governance, and performance management. This model identifies key dimensions
and their associated variables, thus providing an analytical framework for studying the impact of these
areas on organizational performance. Following a methodical multi-step approach, this diagram offers
a visual representation of the links between dimensions and key variables, thus guiding our empirical
analysis and interpretations of the results. Figure 1 illustrates this conceptual model graphically,
providing an overview of the relationships explored in our research.
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Figure 1: Research Conceptual Model.
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4. Conclusion

This research has proposed a conceptual model aimed at exploring the interrelations between
digitization, HR governance, and performance management in the organizational context. Following a
systematic multi-step approach, the model identifies key dimensions and their associated variables,
providing an analytical framework for studying the impact of these areas on organizational
performance. The main dimensions include digitization, encompassing the adoption of digital
technologies and their impact on processes, structures, and organizational culture, as well as HR
governance, which includes policies, processes, and alignment of talent management practices with
strategic objectives. Finally, performance management focuses on goal setting, performance evaluation,
and feedback and skill development (Acciarini & al., 2022; Ivanov & al., 2019; Leso & al., 2023).

A critical analysis of the conceptual model reveals its robustness in capturing the complex dynamics
between digitization, HR governance, and performance management. By integrating findings from
previous research and drawing on a thorough literature review, the model offers a solid foundation for
understanding how these dimensions interact and influence organizational performance. However, it is
important to note some limitations of this conceptual approach.

Among the limitations, generalization of results may be limited due to differences between
organizational contexts and sector-specific specificities. Furthermore, while the conceptual model
provides a holistic representation of the relationships between digitization, HR governance, and
performance management, it may not capture all the nuances and possible interactions in complex
organizational environments (Fraccaroli & al., 2024; Ullrich & al., 2023).

Despite these limitations, this research makes several important contributions to both academic and
practical literature. By providing an analytical framework for studying the interrelations between
digitization, HR governance, and performance management, the conceptual model offers fresh and in-
depth insights into how these dimensions shape organizational performance. These contributions enrich
our understanding of the challenges and opportunities related to digital transformation and HRM in a
rapidly evolving world.

The managerial implications of this research are significant for HR practitioners and organizational
decision-makers. By better understanding the links between digitization, HR governance, and
performance management, managers can develop more effective strategies to adapt their HR practices
to the changing requirements of the organizational environment. For example, by investing in
innovative digital technologies and aligning HR policies and processes with the organization's strategic
objectives, companies can enhance their ability to achieve higher levels of performance (lvanov & al.,
2019).

From a scientific standpoint, this research paves the way for future studies aiming to deepen our
understanding of the underlying mechanisms behind the relationships between digitization, HR
governance, and performance management. Future longitudinal and comparative research could explore
how these relationships evolve over time and vary across organizational contexts. Additionally, in-
depth qualitative studies could provide further insights into the experiences and perceptions of key
stakeholders involved in these processes.

In conclusion, the proposed conceptual model offers a valuable analytical framework for understanding
the complex interactions between digitization, HR governance, and performance management in the
organizational context. While it presents some limitations, it constitutes a significant contribution to
academic literature and offers important implications for managerial practice. By continuing to explore
these dimensions and their interrelationships, we can deepen our understanding of how organizations
can adapt and thrive in an ever-changing environment.
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