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Abstract: This paper delves into the human organization support and management strategies under 

digital transformation. By analyzing technology driven changes, reshaping organizational structure 

and culture, key elements of human organizational support, management strategies, and best practices, 

the challenges and strategies faced by enterprises in digital transformation are revealed. Taking the 

case studies of Company A and Company B as examples, the practicality of the theoretical framework 

was verified. Company A achieved comprehensive business upgrading through comprehensive digital 

transformation practices, while Company B gained flexibility and adaptive competitive advantages in 

the digital era through innovative human resource organization support strategies. The conclusion 

section emphasizes the importance of balancing the relationship between technology and culture, data 

and talent in digital transformation, and emphasizes that leaders actively advocate for innovative 

culture and investment in talent cultivation while paying attention to technological trends. Overall, 

digital transformation is not only a technological change, but also a transformation of organizations 

and people. Only by balancing the relationship between technology and culture can enterprises stand 

invincible in the digital age. 
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1. Introduction 

With the rapid development of technology, digital transformation has become an important trend in 

the development of enterprises today. Digital transformation has brought enormous opportunities for 

enterprises, but also unprecedented challenges. This study aims to explore in depth the human 

organization support and management strategies under digital transformation, in order to find effective 

development paths for enterprises in this digital era. With the widespread application of technologies 

such as artificial intelligence, big data, and cloud computing, digital tools have become an irreversible 

trend in changing business processes; At the same time, digital transformation has also led to the 

reshaping of organizational structure and culture[1]. The rise of platform based organizations has 

become a new model of organizational development, but it is accompanied by cultural change and 

leadership challenges. In the digital age, innovative recruitment strategies and the implementation of 

digital training will become the key for enterprises to maintain competitiveness; Through data-driven 

performance evaluation and digital incentives, companies can more effectively guide employee 

performance; Flexible work arrangements and the application of digital communication platforms are 

effective ways for enterprises to adapt to change and improve work efficiency. 

2. The impact of digital transformation 

2.1 Technology driven change 

(1) Technology driven change 

In the wave of digital transformation, the widespread application of artificial intelligence has 

become an important means for enterprises to achieve intelligence. Artificial intelligence can not only 

simulate human intelligent behavior, but also continuously improve its performance through learning 

and self optimization. In the enterprise field, artificial intelligence is widely used in data analysis, 

predictive modeling, customer service, and other aspects[2]. Through automated decision-making 

processes, enterprises can respond more quickly, optimize operational efficiency, and improve 

productivity; By analyzing big data, enterprises can gain a deeper understanding of market trends, 
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consumer behavior, and business operations; This deep insight helps to make more forward-looking 

strategic decisions, optimize products and services, and enhance customer experience. From production 

to sales, enterprises have adopted a series of tools in digital transformation, such as enterprise resource 

planning systems, customer relationship management software, etc. These tools not only accelerate 

business processes, but also improve the accuracy and traceability of data. The Factors of digital 

transformation, as shown in Figure 1 

 

Figure 1: Factors of digital transformation 

2.2 The reshaping of organizational structure and culture 

The digital transformation has spurred the rise of platform based organizations, and enterprises are 

gradually shifting towards more flexible and open organizational structures. Platformized organizations 

emphasize platform as the core, integrate internal and external resources through an open architecture, 

and achieve more efficient collaboration and innovation; Employees can share information and 

collaborate to solve problems on the platform, thereby promoting knowledge sharing and team 

collaboration; Through digital platforms, enterprises can achieve closer interaction with suppliers, 

partners, and customers, jointly building a broader business ecosystem[3]. Digital transformation not 

only requires changes in organizational structure, but also presents new challenges to corporate culture 

and leadership. Enterprises need to establish a positive cultural atmosphere towards digital 

transformation, including encouraging innovation, adapting to change, and emphasizing learning and 

development. The traditional directive leadership model is gradually no longer suitable for rapidly 

changing environments; The digital age requires leaders to have a more open, flexible, and motivating 

leadership style, encouraging team members to participate in decision-making and propose innovative 

ideas. 

3. Key elements of human organization support 

3.1 Talent Recruitment and Development 

In the wave of digital transformation, talent recruitment and development have become crucial. 

Firstly, in terms of recruitment, companies need to adjust their recruitment strategies to meet the needs 

of the digital age. Introducing talents with digital skills, such as data analysts and artificial intelligence 

experts, has become an urgent need for enterprise digital transformation. Adopting innovative 

recruitment channels, such as social media and professional online platforms, can help attract talents 

with digital skills and innovative awareness[4]. Secondly, in terms of talent development, enterprises 

need to invest in digital training and skill development plans to enhance employees' digital literacy and 

ability to adapt to digital tools; Through online learning platforms, virtual training, and other means, 

employees can acquire the necessary knowledge anytime and anywhere, continuously improving their 

personal skills. The Activities in the Value Management Process are shown in Figure 2. 
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Figure 2: Activities in the Value Management Process 

3.2 Performance management and incentive system 

In the context of digital transformation, performance management and incentive systems have 

become key factors in promoting employees to adapt to new technologies and improve work efficiency. 

Firstly, through data-driven performance evaluation, enterprises can more objectively and scientifically 

evaluate the work performance of employees; Introducing data analysis and quantitative indicators not 

only makes evaluations more fair, but also helps companies more accurately identify employee 

strengths and opportunities for improvement[5]. Secondly, the incentive system in the digital age needs 

to be more flexible and personalized. The traditional reward and punishment system is gradually no 

longer suitable for a diverse group of employees. By introducing personalized incentive programs, such 

as flexible salary systems, employee benefits, and training plans, companies can better meet the diverse 

needs of employees. The application of digital tools also makes real-time feedback and rewards 

possible, allowing employees to timely understand the value of their contributions, enhancing their 

sense of job satisfaction and belonging. 

3.3 Flexible work arrangements and communication methods 

In the context of digital transformation, flexible work arrangements and communication methods 

have become key elements in building innovative and efficient organizations. Firstly, enterprises need 

to adopt more flexible work time and location arrangements, and utilize digital tools to achieve remote 

work and flexible work systems[6]. This not only helps to improve employee job satisfaction and quality 

of life, but also expands the recruitment scope of the enterprise, attracting more diverse and 

high-quality talents. Secondly, digital tools play a crucial role in communication methods. Enterprises 

can use team collaboration software, online meeting tools, etc. to achieve real-time and cross regional 

communication and collaboration. Such a digital communication platform helps to break geographical 

limitations, improve collaboration efficiency between teams, and promote the rapid transmission of 

information. In addition, introducing instant messaging tools and social media platforms can facilitate 

employees to share information and exchange ideas more conveniently, enhancing team cohesion. 

4. Management Strategies and Best Practices 

4.1 Data-driven decision-making 

(1)Human resource data analysis and prediction 

In the context of digital transformation, human data analysis and prediction have become the key 

for enterprises to make strategic decisions. By collecting, analyzing, and interpreting a large amount of 

human resources data, companies can gain a deeper understanding of key indicators such as employee 

performance, training needs, and turnover rates[7]. By analyzing recruitment trends, talent market 

dynamics, and other information, enterprises can more accurately predict talent supply and demand, 
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providing scientific basis for recruitment strategies and talent reserves. 

(2)Data driven strategy development 

In the digital age, formulating strategies requires sufficient data support, and data-driven strategy 

formulation has become the key to enterprise success. By integrating data from various departments, 

enterprises can gain a more comprehensive understanding of key information such as market trends, 

competitors, and customer needs. By analyzing data on business processes, production efficiency, cost 

structure, and other aspects, enterprises can identify potential optimization opportunities and improve 

operational efficiency. 

4.2 A culture of agility and innovation 

(1)The application of agile methods in human resource management 

Digital transformation requires enterprises to adopt more flexible methods in human resource 

management, and the application of agile methods has become an effective way to achieve this goal. 

This method can improve team adaptability, strengthen collaboration between teams, and also help 

better meet the personalized needs of employees. In terms of recruitment, adopting agile methods can 

respond more quickly to changes in market demand and match talents more accurately. In terms of 

training, adopting agile methods means adjusting training plans more timely to ensure that employees 

have the necessary skills. In project management, agile methods can help teams better adapt to changes 

in project requirements and improve the success rate of project delivery. 

(2)Establishment and maintenance of innovative culture 

In the process of establishing an innovation culture, the first step is to encourage employees to come 

up with new ideas and view them as the driving force for organizational success; Enterprises can 

establish an innovation reward system to encourage employees to actively participate in innovation 

activities and share innovation experiences; At the same time, enterprises breaks the traditional 

hierarchical structure, enables employees to collaborate across departments, and promotes innovation 

to spread from all levels. 

4.3 Continuous learning and adaptability 

(1)Cultivation of learning organizations 

Digital transformation requires enterprises to not only focus on the current skill level of employees, 

but also to regard learning as an important component of organizational culture and cultivate a learning 

oriented organization. A learning organization emphasizes the continuous learning and adaptation of 

employees. By establishing a learning mechanism and providing learning resources, the organization 

can quickly acquire new knowledge and flexibly respond to market changes. In a learning organization, 

enterprises can adopt various training methods, including online learning platforms, internal training 

courses, and external training resources. 

(2)Support for employees to adapt to digital transformation 

The adaptability of employees in digital transformation is one of the key factors for successful 

transformation of enterprises. Provide training and skill enhancement plans to ensure that employees 

are able to master the required digital tools and skills; By developing personalized training plans and 

providing targeted training based on the responsibilities and needs of employees. Secondly, establish 

channels for communication with employees and listen to their feedback and concerns. Digital 

transformation may bring some maladaptive issues, understanding the feelings of employees can help 

adjust change strategies in a timely manner, improve employee participation and support. 

5. Challenges and Solutions 

5.1 Security and privacy issues 

With the deepening of digital transformation, enterprises are facing increasingly severe security and 

privacy challenges in the process of informatization. Enterprises need to establish a sound information 

security system, adopt advanced security technologies and encryption methods to protect sensitive data 

from unauthorized access. This includes training employees to increase their vigilance against cyber 
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threats and social engineering attacks, as well as regular updates of devices and software to address 

potential vulnerabilities. Enterprises need to establish clear privacy policies in their digital 

transformation to ensure that the personal information of employees and customers is properly 

protected. In addition, establish effective data management and access control mechanisms to share 

data only when necessary, in order to minimize the risk of data leakage. On the path of digital 

transformation, enterprises must recognize that security and privacy issues are not only technical 

challenges, but also organizational culture and management issues that require the participation of all 

employees. 

5.2 Cultural Conflict and Resistance to Change 

Digital transformation often accompanies changes in organizational culture, however, cultural 

conflicts and resistance to change are often important challenges that enterprises face. In the process of 

digital transformation, the old organizational culture may conflict with the new digital culture, 

hindering the progress of change. To resolve cultural conflicts, enterprises need to start from the 

leadership, actively lead cultural change, and integrate digital values into the core values of the 

organization. Through clear vision and goals, leaders can inspire resonance among employees, enabling 

them to better understand and accept cultural changes. Resistance to change often stems from 

employees not adapting to new technologies and ways of working. To address this challenge, 

companies need to provide sufficient training and support mechanisms to ensure that employees can 

smoothly master new digital tools and skills. 

6. Case study 

6.1 Company A's Digital Transformation Practice 

Company A actively responded to the digital wave and achieved a comprehensive upgrade of its 

business through comprehensive digital transformation practices. Firstly, in terms of technology driven 

transformation, Company A has adopted advanced artificial intelligence, big data, and cloud computing 

technologies, which have improved the accuracy and efficiency of decision-making through the 

analysis of massive data. At the same time, a series of digital tools have been introduced to optimize 

business processes, achieving comprehensive optimization in production, sales, and customer service. 

Secondly, in terms of reshaping organizational structure and culture, Company A actively builds a 

platform based organization to promote information sharing and collaborative work among different 

teams. Through cultural change and strengthened leadership, Company A has broken through the 

hierarchical barriers of traditional organizations and formed a more flexible and open working 

atmosphere. In terms of key elements supported by human resources organization, Company A has 

implemented innovative talent recruitment and development strategies, using data-driven methods to 

more accurately match talents. The performance management and incentive system have been 

optimized, and personalized incentive measures have been adopted to increase employee participation. 

Flexible work arrangements and communication methods further improve team collaboration 

efficiency. 

The digital transformation practice of Company A not only maintains its leading position in market 

competition, but also provides employees with more attractive work environments and development 

opportunities, laying a solid foundation for future sustainable development. 

6.2 Company B's Human Resources Organization Support Strategy 

Company B has adopted a series of innovative human resources and organizational support 

strategies in digital transformation to adapt to the rapidly changing business environment. Firstly, in 

terms of talent recruitment and development, Company B has implemented a comprehensive digital 

recruitment process, utilizing advanced talent management systems and algorithms to more accurately 

match job requirements with candidate skills. At the same time, by strengthening employee training and 

development plans, ensure that employees possess the skills required for the future digital age. In terms 

of performance management and incentive system, Company B focuses on developing personalized 

performance evaluation standards, providing real-time feedback to employees based on data analysis 

methods, and helping them better understand personal performance. In terms of incentive system, 

Company B adopts diversified reward methods, including project rewards, skill training subsidies, etc., 

to stimulate the innovation potential and enthusiasm of employees. 
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7. Conclusion 

The human organization support and management strategy under digital transformation is a key 

factor for enterprises to achieve success in the rapidly changing business environment. By delving into 

technology driven change, reshaping organizational structure and culture, key human resource 

organizational support elements, and optimal management strategies, this paper reveals the challenges 

and strategies that enterprises face in digital transformation. At the technical level, the application of 

technologies such as artificial intelligence, big data, and cloud computing provides enterprises with 

more efficient and accurate decision support, while also bringing pressure to data security and privacy 

protection. In terms of organizational structure and culture, the rise of platform based organizations and 

cultural changes have put higher demands on leadership, which may also lead to cultural conflicts and 

resistance. The reasonable design of key human resource organizational support elements and the 

introduction of flexible work arrangements and communication methods are the guarantees for the 

successful transformation of the organization. In terms of management strategies, data-driven 

decision-making, a culture of agility and innovation, and the cultivation of continuous learning and 

adaptability all provide a methodology for enterprises to respond to change. Combining case studies, 

the successful practices of Company A and Company B further validate the practicality of the 

theoretical framework proposed in the paper. Company A has achieved comprehensive business 

upgrades through comprehensive digital transformation practices, while Company B has gained 

competitive advantages in flexibility and adaptability in the digital era through innovative human 

resource organization support strategies. 

Therefore, this article emphasizes that in digital transformation, enterprises need to integrate the 

relationship between technology and culture, data and talent, and build organizational mechanisms and 

flexible management strategies that adapt to changes. Business leaders should closely monitor 

technological trends, advocate for an innovative culture, and actively invest in talent development to 

meet the challenges of the future digital age. Overall, digital transformation is not only a technological 

revolution, but also a transformation of organizations and people. Only by balancing the relationship 

between technology and culture can we stand invincible in the digital age. 
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