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Abstract

Digitalization has expanded the role of human resource management beyond routine administration
and toward the strategic development of employee capability and work outcomes. This review
synthesizes research on the ways Digital Human Resource Management (Digital HRM), Digital
Leadership, and Work—Life Balance (WLB) relate to employee performance in organizational
settings. A PRISMA -informed systematic review procedure was used to plan the review, search and
screen records, assess full texts, extract study characteristics, and conduct a thematic synthesis. The
review considered studies published from 2020 to 2026 that examined employee performance
together with at least one of the three focal constructs. Across the reviewed evidence, Digital HRM
was associated with performance through digitally enabled HR services, data-informed practices,
learning opportunities, and the development of digital competence. Digital Leadership contributed by
creating direction for digital change, strengthening digital culture and self-efficacy, and supporting
motivation and innovation. WLB supported more sustainable performance by preserving well-being,
engagement, commitment, and employees’ capacity to coordinate work with non-work
responsibilities. Taken together, the findings indicate that employee performance is most likely to
benefit when technology-enabled HR practices, digitally capable leadership, and employee-
supportive work arrangements are implemented as mutually reinforcing elements of a human-
centered HR strategy.

Keywords : Digital Human Resource Management, Digital Leadership, Work—Life Balance,
Employee Performance.
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Abstrak

Digitalisasi telah memperluas peran manajemen sumber daya manusia dari administrasi rutin menjadi
pengembangan kapabilitas karyawan dan hasil kerja yang bersifat strategis. Kajian ini mensintesis
penelitian mengenai hubungan Digital Human Resource Management (Digital HRM), Digital
Leadership, dan Work-Life Balance (WLB) dengan kinerja karyawan dalam konteks organisasi.
Prosedur systematic literature review berlandaskan PRISMA digunakan untuk merencanakan kajian,
menelusuri dan menyaring rekaman publikasi, mengevaluasi naskah lengkap, mengekstraksi
karakteristik studi, serta melakukan sintesis tematik. Kajian ini mempertimbangkan penelitian yang
terbit pada 2020-2026 dan menguji kinerja karyawan bersama setidaknya satu dari tiga konstruk
utama. Bukti yang dikaji menunjukkan bahwa Digital HRM berkaitan dengan kinerja melalui layanan
HR berbasis teknologi, praktik berbasis data, peluang pembelajaran, dan penguatan kompetensi
digital. Digital Leadership berkontribusi melalui penciptaan arah perubahan digital, penguatan budaya
digital dan self-efficacy, serta dukungan terhadap motivasi dan inovasi. WLB menopang kinerja yang
berkelanjutan dengan menjaga kesejahteraan, keterlibatan, komitmen, dan kemampuan karyawan
mengoordinasikan pekerjaan dengan tanggung jawab non-kerja. Secara keseluruhan, kinerja karyawan
lebih mungkin meningkat apabila praktik HR berbasis teknologi, kepemimpinan yang kapabel secara
digital, dan pengaturan kerja yang mendukung karyawan diterapkan sebagai unsur yang saling
menguatkan dalam strategi HR yang berpusat pada manusia.

Kata Kunci : Manajemen Sumber Daya Manusia Digital, Kepemimpinan Digital, Keseimbangan
Kehidupan Kerja, Kinerja Karyawan.

1. INTRODUCTION

Human resource management has evolved from an administrative task to a strategic tool for
creating, managing, and maximizing human capital due to the quick digitization of workplaces. Digital
Human Resource Management (Digital HRM) encompasses the application of digital technologies,
data-driven systems, and digital platforms across core HR functions, including recruitment, training,
performance appraisal, employee engagement, and talent development (Strohmeier, 2020). Through
these practices, organizations can improve the accessibility, speed, transparency, and personalization
of HR services while supporting employees’ capability development. Digital HRM is therefore
increasingly regarded as a critical enabler of digital transformation because it helps align workforce
practices with technological and organizational change (Aisiyah & Wening, 2025). In this context,
employee performance should be understood as a multidimensional construct that includes task
performance, contextual performance, and adaptive performance rather than merely the achievement
of formal work targets (Koopmans et al., 2011). Accordingly, examining Digital HRM is important
for understanding how digitally enabled HR practices can shape employees’ capacity to perform
effectively in dynamic work environments.

However, leadership capable of guiding employees thru digital transformation is just as
important to the success of digital HRM as technological infrastructure. Digital leadership refers to
leaders’ ability to use digital technologies, promote digital innovation, develop digital capabilities, and
create a supportive environment for organizational transformation (Lépez-Figueroa et al., 2025).
Leaders with strong digital capabilities can clarify strategic priorities, facilitate technology adoption,
strengthen employee commitment, and reduce resistance to digital work processes. Empirical evidence
suggests that digital leadership can enhance employee performance directly and indirectly through
organizational commitment, digital capability, and innovation-related mechanisms (Qiao et al., 2024).
Furthermore, digital leadership may encourage employees to use technology creatively and
productively, thereby supporting both individual performance and organizational adaptability (Ongel
et al., 2024). Therefore, it is important to consider digital HRM and digital leadership as
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complementary organizational resources that work together to help employes effectively respond to
the changing demands of digital work.

Despite the potential benefits of digitization, work-life balance is crucial for long-term employe
performance since technology-enabled employment can also make it harder to distinguish between
personal and professional life. Work-life balance concerns an individual’s ability to manage and
harmonize work responsibilities with family, personal, and leisure domains (Atkinson, 2026). When
employees experience an appropriate balance, they are more likely to maintain psychological well-
being, work commitment, energy, and concentration, which can subsequently improve their
performance. Prior evidence indicates that work—life balance practices are positively associated with
employee performance across diverse organizational settings, including public institutions and private-
sector organizations (Agunda et al., 2024). In digital work environments, this issue becomes
increasingly salient because flexible work arrangements and constant digital connectivity can
simultaneously support autonomy and intensify work demands. Therefore, this systematic literature
review integrates Digital HRM, digital leadership, and work—life balance to synthesize how these
interconnected factors shape employee performance and to identify potential directions for future
HRM research and practice.

2. RESEARCH METHOD

In order to compile information about how work-life balance, digital leadership, and digital
human resource management affect employe performance, this study uses a Systematic Literature
Review (SLR). Because a systematic literature review employs clear, transparent, and repeatable
methods to find, pick, assess, and summarize pertinent research, it is suitable. According to
Brignardello-Petersen et al. (2024), systematic reviews offer an organized method for synthesizing a
body of data while reducing bias in the literature's selection and interpretation. This study follows the
systematic review workflow proposed by Carrera-Rivera et al. (2022), which separates the review
process into planning and conducting stages. The planning stage includes the formulation of the initial
research idea, the determination of research questions, the selection of databases, the establishment of
eligibility criteria, the development of a quality-assessment checklist, and the preparation of a data-
extraction form. The methodological framework is implemented in this study to ensure that the
selected literature is relevant, methodologically appropriate, and directly related to the proposed
variables.

The review is reported using the Preferred Reporting Items for Systematic Reviews and Meta-
Analyses (PRISMA) method. Moher et al. (2010) introduced PRISMA as a reporting guideline
intended to improve the transparency and completeness of systematic reviews and meta-analyses.
According to the PRISMA method, researchers must record the steps involved in finding records,
eliminating duplicates, screening abstracts and titles, determining full-text eligibility, and adding final
studies. Page et al. (2021) updated the PRISMA guidance by providing clearer explanations, reporting
examples, and improved procedures for systematic reviews in diverse research fields. In the
management-literature context, Mishra and Mishra (2023) explain that PRISMA is useful because it
offers a systematic, auditable, and transparent process for synthesizing dispersed management studies.
Therefore, PRISMA is applied in this research to ensure that every article included in the final
synthesis has passed a documented and consistent selection procedure.

During the conducting stage, the search process is undertaken through relevant academic
databases, such as Scopus, ScienceDirect, and other scholarly sources that meet the research
requirements. The search strings combine relevant keywords and Boolean operators, such as (“Digital
Human Resource Management” OR “Digital HRM” OR “e-HRM”) AND (“Digital Leadership”)
AND (“Work-Life Balance”) AND (“Employee Performance”). Carrera-Rivera et al. (2022)
emphasize that clearly formulated search strings are important for retrieving relevant literature
systematically and consistently across digital libraries. After the records are collected, duplicate
articles are removed before title and abstract screening is conducted. Trifu et al. (2022) demonstrate
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that PRISMA-based screening helps researchers systematically exclude irrelevant studies and retain
articles that match the predetermined research scope

The final selected articles are analyzed using a standardized data-extraction form that records
the authors, publication year, country or industry context, research method, sample, variables,
theoretical framework, mediating or moderating variables, and key findings. Meliante et al. (2025)
show that digital and artificial intelligence tools can support literature searching and data extraction,
but systematic review decisions still require careful human evaluation to maintain accuracy and
methodological integrity. Kulkarni (2026) also emphasizes that each PRISMA stage should be clearly
documented so that readers can understand how initial records are narrowed into the final set of
included studies. Accordingly, this study retains documentation of every exclusion decision, including
duplicate records, irrelevant topics, inaccessible full texts, inadequate methodological quality, and
articles that do not measure employee performance. The final evidence base is then synthesized to
develop an integrated understanding of how organizational technology, leadership capability, and
employee well-being jointly shape employee performance.

Furthermore, despite variations in research settings, countries, industries, methodological
designs, and participant characteristics, the use of predetermined criteria enabled the identification of
a coherent and comparable body of evidence. Each potentially relevant article was carefully assessed
against the established eligibility requirements before being included in the final dataset. This process
ensured that the selected studies addressed the research variables and organizational contexts relevant
to the purpose of the study. The criteria also helped minimize the inclusion of sources with limited
methodological quality, insufficient contextual relevance, or weak alignment with the research
objectives. In addition, a structured selection process enhanced the consistency of decisions made
throughout the screening and full-text assessment stages. This strengthened the transparency and
academic rigor of the evidence base used for the final synthesis. Consequently, the findings were
developed from studies that met clearly defined scholarly, methodological, and contextual standards.
Table 1 presents the inclusion criteria used to determine article eligibility.

Table 1. Inclusion Criteria for Studies on Digital HRM, Digital Leadership, Work—Life
Balance, and Employee Performance

Criterion Inclusion Requirement Description
This period captures recent research
Publication concerning digital HRM, digital
period Between 2020 and 2026 leadership, work-life balance, and

employee performance.

These publication types provide
Publication Peer-reviewed journal, proceedings, scholarly evidence and

type and systematic literature reviews methodological information relevant
to the review.

This criterion supports the academic
credibility and traceability of the
selected literature.

Publication Published in internationally indexed
quality journals or nationally indexed journals.

The review focuses on employee-
related outcomes within
organizational and workplace
settings.

Studies involving employees, staff,
Population workers, managers, public servants, or
organizational members

Studies examining Digital Human
Independent | Resource Management, Digital
variables Leadership, Work—Life Balance, or
closely related concepts

The included studies must address at
least one of the three main predictor
variables in this review.
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DEME .

The review specifically aims to
explain factors that shape employee
performance.

Dependent Studies measuring employee
variable performance

Studies conducted in public
organizations, private companies,
Research SMEs, service organizations,
context educational institutions, health
organizations, technology firms, or
other workplace contexts

Source: Processed data (2026).

Table 1 shows that the review prioritizes recent, scholarly, and contextually relevant studies
published between 2020 and 2026. The selected publication period is appropriate because it captures
the acceleration of digital transformation, the expansion of technology-enabled HRM practices, the
emergence of digital leadership, and increased attention to work—life balance in contemporary
workplaces. The requirement for peer-reviewed and indexed publications strengthens the credibility,
academic quality, and traceability of the evidence included in the review. In addition, the population
and research-context criteria ensure that the selected articles address employees and organizational
settings rather than unrelated individual, consumer, educational, or technological outcomes. Most
importantly, the variable-related criteria ensure that every included study examines at least one key
predictor, Digital HRM, Digital Leadership, or Work—Life Balance and explicitly relates it to
employee performance. Therefore, these inclusion criteria provide a clear methodological boundary
that supports a focused and integrated synthesis of the factors shaping employee performance.

To operationalize the research protocol and the eligibility criteria presented in Table 1, this
study applies a structured PRISMA-based workflow for identifying, selecting, assessing, and
synthesizing relevant evidence. The procedure begins with defining the research focus, research
questions, data sources, search terms, eligibility requirements, quality-assessment checklist, and data-
extraction form. It then proceeds through record identification, duplicate removal, title and abstract
screening, full-text retrieval, eligibility assessment, and final study inclusion. Records that do not
satisfy the established criteria are excluded, and the reasons for exclusion are documented to support
transparency and reproducibility. The selected articles are subsequently examined using standardized
extraction and thematic analysis to identify recurring patterns, explanatory mechanisms, research gaps,
and practical implications. Figure 1 illustrates the PRISMA-based procedure applied in this study.

This criterion allows cross-sector
evidence while maintaining an
organizational focus.
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» Exclude studies that do not meet the criteria

+

Insufficient quality,
Of wrong outcome

INCLUSION

* Include studies that meet ali criteria

* Determine the final set of eligible studies
for the review.

DATA EXTRACTION

« Extract relevant information from each included study.

* Iterns: authors, year, context, method, sample,
variables, theory, mediators/moderators, and findings.

+
THEMATIC ANALYSIS AND REPORTING
* Synthesize findings and identify key themes.
* Discuss pattarns, research gaps, implications,
and recommendations.
* Report the results transparently,

Figure 1. PRISMA-Based Systematic Literature Review Workflow

The exclusion pathways indicate that records may be removed for distinct reasons at different
stages, including duplication, an irrelevant title or abstract, unavailable full text, unrelated variables,
inadequate study quality, or an outcome that does not address employee performance. This staged
approach improves methodological rigor because articles are not included solely on the basis of
keyword matches, instead, they must demonstrate conceptual relevance and satisfy the predefined
eligibility standards. The diagram also distinguishes between the selection of studies and the
subsequent analytical process, as inclusion is followed by structured data extraction and thematic
synthesis. This distinction is important because the final findings are derived from systematically
coded evidence rather than from a general narrative review of the literature.

DODDOED OO E

3. RESULT AND DISCUSSION
The literature synthesis indicates that Digital Human Resource Management (Digital HRM)
shapes employee performance by redesigning HR processes and strengthening the digital capabilities
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required in contemporary workplaces. Digital HRM enables organizations to integrate technology into
recruitment, learning and development, performance appraisal, communication, employee
engagement, and workforce information management, thereby making HR practices more responsive,
efficient, and data-driven (Hajar, 2024). Through digital platforms, employees can access
organizational information, training resources, performance feedback, and HR services more quickly,
which may improve work accuracy, timeliness, and productivity. The review by Febriansyah and
Aravik (2026) further suggests that Digital HRM is associated with employee work ethic and
performance, implying that technology-supported HR practices may encourage greater work
discipline, accountability, and productivity. In remote and hybrid work contexts, the digital
transformation of HRM is also relevant because HR systems must support employees who work
beyond conventional organizational boundaries and increasingly rely on digital communication
channels (Pham et al., 2024). More specifically, Situmorang and Loo (2026) identify digital
competence as a mediating mechanism through which Digital HRM transformation contributes to
improved employee performance. This indicates that employees must have adequate knowledge,
confidence, and practical ability to use digital tools effectively. Therefore, Digital HRM does not
automatically produce better performance; its effectiveness depends on whether digital systems are
accompanied by adequate training, accessible technology, data-based decision-making, employee
participation, and continuous capability development.

The findings also demonstrate that Digital Leadership is essential for translating technological
investments and Digital HRM initiatives into meaningful employee performance outcomes. Digital
leaders are required not only to understand technology but also to articulate a clear digital vision, foster
innovation, support employee learning, facilitate collaboration, and manage the uncertainty associated
with organizational change. Such leadership is important because employees may experience
resistance, uncertainty, or anxiety when they are required to adopt new digital systems, working
procedures, and communication patterns. Cheng et al. (2025) show that the positive aspects of Digital
Leadership can contribute to organizational sustainability, indicating that digitally capable leaders may
generate outcomes beyond short-term performance improvement. At the employee level, Muis (2025)
finds that Digital Leadership, knowledge management, and organizational culture jointly influence
employee performance, emphasizing the importance of knowledge-sharing environments. Similarly,
Nurani et al. (2025) highlight the role of digital culture and Digital Leadership in improving employee
performance among MSMEs facing digital transformation. Wilarman and Tiarapuspa (2024) further
indicate that Digital Leadership, high-involvement HRM practices, and employee dynamic
capabilities are relevant to employee digital performance in the information technology sector.
Overall, the evidence implies that Digital Leadership acts as an enabling force that connects digital
systems, organizational culture, employee adaptability, learning behavior, and performance-oriented
work practices.

Lastly, it becomes clear that Work-Life Balance (WLB) is a crucial employee-centered
condition that promotes long-term success in more flexible and linked work environments. Research
indicates that when firms assist employes in balancing the demands of work, family, and personal life,
they are better able to maintain productive work behavior. Because mobile devices, online platforms,
and remote work arrangements can make it difficult to distinguish between working and personal time,
work-life balance is especially crucial in digital workplaces. Ihwughwavwe and Shewakramani (2024)
identify work—life balance as an important determinant of employee performance in the health and
safety industry, where work demands may create substantial psychological and physical pressure.
Ovalia et al. (2024) further demonstrate that information technology, work—life balance, and employee
engagement are interconnected factors associated with improved employee performance. In
entrepreneurial settings, Sun and Ishak (2025) emphasize that work—life balance and employee well-
being jointly contribute to enhanced performance, suggesting that well-being is an important pathway
through which balance generates positive work outcomes. From a broader theoretical perspective, Xu
and Wang (2025) conceptualize work—life balance as a strategically shaped employment condition,
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indicating that organizations can signal care and support through policies that recognize employees’
non-work responsibilities. Therefore, Digital HRM and Digital Leadership should be implemented
alongside supportive work—life balance practices, such as reasonable workload allocation, flexible
work arrangements, employee well-being programs, and appropriate digital disconnection practices,
so that technological efficiency does not lead to digital overload, reduced well-being, or unsustainable
employee performance.

Employee outcomes in digitally enabled workplaces are influenced by the interaction of
organizational systems, leadership practices, and employee well-being. Technology-supported people-
management practices can improve access to information, learning opportunities, feedback, and
workforce services while strengthening employees’ ability to adapt to changing work demands. At the
same time, effective leaders play an important role in directing digital change, encouraging innovation,
and helping employees use technology confidently and productively. Sustainable work outcomes also
depend on employees’ ability to maintain psychological resources, engagement, and a healthy balance
between professional and personal responsibilities. These relationships may be explained through
several mechanisms, including digital competence, data-informed decision-making, supportive
workplace culture, self-efficacy, motivation, knowledge sharing, work commitment, and flexible work
arrangements. Therefore, organizational performance is more likely to improve when technological
systems, leadership support, and employee-centered work practices are implemented in an integrated
manner. Table 2 presents representative evidence on the direct and indirect relationships among these
factors and their contribution to employee outcomes.

Table 2. Research Evidence in Shaping Employee Performance

R:l/:trit)alll)sll?ip Resg‘;;';;‘r(s) Key Findings (Results)
Digital HRM transformation improves employee
Situmorang performance by strengthening employees’ digital
and Loo competence. The study highlights digital competence as an
(2026) important mechanism through which digital HRM practices
generate performance benefits.
Digital Human Digital transformation in HR contributes to employee
Resource performance through the strategic roles of HR analytics and
Management to Siregar et al. digital leadership. This finding indicates that the
Employee (2026) performance effect of digital HRM is reinforced when
Performance organizations effectively utilize data and digitally capable
leaders.
This systematic literature review indicates that Digital HRM
Fitriani et al. supports employee performance in the digital transformation
(2026) era through more efficient, technology-enabled, and
employee-oriented HR practices.
Ayeiin and Digital leader'ship hag gpo'sitive impact on e,mplqyee
Uzimgarsili pe.rform.ance in thg glrhne industry. Leaders. digital
o orientation and ability to manage technological change are
Digital (2023) important for improving employee work outcomes.
Leadership to — :
Employee Digital l‘eader.sl.np enhang;s employee performance l?y
Performance Dewi et al. d-ev.eloplng digital capablhty and fostering a suppqrtlve
(2025) d%g%tal culture. The ﬁndmgg suggest that organizational
digital culture serves as an important pathway between
leadership and performance.
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Digital leadership positively influences employee
performance through digital self-efficacy and employee
motivation. Employees who are confident in using digital
technologies and motivated by their leaders tend to
demonstrate stronger performance.

Mamdouh et
al. (2025)

Work-life balance is associated with improved employee
Aggrey et al. performance and lower turnover in the hotel industry. A
(2025) balanced work and personal life enables employees to
maintain work focus and organizational attachment.

Work-life balance positively affects employee performance,

Work-Life Basyah et al. both directly and indirectly through work commitment. This

Balance to result emphasizes that balanced employees are more likely
(2024) :
Employee to develop stronger commitment and perform more
Performance effectively.
Work-life balance and flexible work arrangements
positively influence employee performance. Flexible
Hulu and arrangements can help employees manage work and
Baene (2024) & b emprioy £

personal responsibilities while maintaining productive work
behavior.

Source: Compiled from peer-reviewed studies and systematic literature reviews.

Table 2 indicates that the relationship between Digital HRM and employee performance is
frequently explained through capability-building mechanisms. Situmorang and Loo (2026) identify
digital competence as a central pathway through which Digital HRM transformation improves
employee performance. Siregar et al. (2026) emphasize that HR analytics and Digital Leadership can
reinforce the performance benefits of digital HR transformation by supporting data-driven HR
decisions and digitally capable work practices. Fitriani et al. (2026) further indicate that Digital HRM
supports employee performance through more efficient, technology-enabled, and employee-oriented
HR practices.

In the leadership dimension, Digital Leadership improves employee performance not only
through direct technological direction but also through organizational and psychological mechanisms.
Aygiin and Uzungarsili (2025) demonstrate that Digital Leadership positively influences employee
performance by enabling leaders to manage technological change effectively in the airline industry.
Dewi et al. (2025) show that Digital Leadership strengthens employee performance by developing
digital capability and fostering a supportive digital culture. Mamdouh et al. (2025) identify digital self-
efficacy and employee motivation as mediating mechanisms, indicating that employees perform more
effectively when they feel confident in using digital technologies and are motivated by their leaders.

The Work—Life Balance findings also demonstrate that employee performance is strengthened
when organizations support employees in managing work and personal responsibilities. Aggrey et al.
(2025) associate Work—Life Balance with improved employee performance and lower turnover,
particularly in the hotel-industry context. Basyah et al. (2024) find that Work—Life Balance improves
employee performance both directly and indirectly through stronger work commitment. Hulu and
Baene (2024) show that flexible work arrangements can support Work—Life Balance and enable
employees to maintain productive work behavior. Overall, the evidence confirms that employee
performance is not shaped by a single factor instead, it is more effectively enhanced when digital HR
systems, digitally capable leadership, and employee-centered work—life practices are implemented in
an integrated manner.
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4. CONCLUSION

Employee performance in the digital workplace should be understood as a strategic and
multidimensional organizational outcome that requires the alignment of technology, leadership, and
employee well-being. Organizations should not treat Digital Human Resource Management merely as
an administrative automation tool, instead, it should be positioned as a strategic system for improving
employee capability, supporting data-informed HR decisions, facilitating continuous learning, and
creating responsive employee services. The effectiveness of these digital HR initiatives also depends
on Digital Leadership, particularly leaders’ ability to articulate a digital vision, manage technological
change, encourage innovation, develop employees’ digital confidence, and build a supportive digital
culture. However, digital transformation should remain human-centered because the intensification of
digital work may create workload pressures, constant connectivity, reduced work—personal life
boundaries, and potential digital fatigue. Consequently, organizations need to integrate technology
implementation with employee development, ethical leadership, flexible work arrangements, and
well-being policies.

From a practical perspective, managers and HR professionals should develop integrated HR
strategies that connect digital infrastructure, competency development, performance management,
leadership development, and work-life balance initiatives. Such strategies may include digital-skills
training, employee-friendly HR platforms, HR analytics that support rather than excessively monitor
employees, flexible work schedules, manageable workloads, and leadership coaching for supervisors
who lead digital or hybrid teams. Future research should investigate the specific mechanisms through
every variables in this study, including the mediating roles of digital competence, employee
engagement, job satisfaction, motivation, psychological well-being, and organizational culture.
Comparative studies across industries, organizational sizes, employment arrangements, and national
contexts are also needed to determine whether the effectiveness of these factors differs between public
organizations, SMEs, technology firms, service organizations, and remote or hybrid workplaces.
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