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Abstract
The article is devoted to the theoretical and methodological substantiation of the integrating role of digital maturity of 
personnel in the processes of modern transformations of industrial enterprises. The subject of the study was the assessment 
of the role of company employees within the framework of the proposed balanced digital transformation (DT) model, and 
its purpose is to establish the relationship between the digital maturity (DM) of employees and methods of its formation, 
taking into account the priorities of a balanced DT. The methodological basis was the materials of works from the field 
of organizational institutionalism, applicable to solving the problems of managing digital transformations in industry. 
The results of the research, carried out using the methods of scientific analysis and synthesis, as well as processing the 
results of the survey and questionnaires, consist in the formation of new ideas about the model of digital transformation. 
The article reflects its features such as cyclical nature, the sequence of mandatory stages (formation of corporate digital 
culture, motivation of staff, practice-oriented mentoring, technology, data analysis and customer influence). As differences 
from existing approaches, the inclusion of the integrating role of digital maturity of personnel in the digital transformation 
(DT) processes and consideration of technologies and customer needs only after assessing the readiness of personnel in 
the formed digital environment is noted. The authors have formed recommendations for the practical implementation of 
the presented model of balanced digital transformation and the conduct of appropriate survey procedures that may be 
of interest to specialists in this field.
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INTRODUCTION
Before the COVID‑19 pandemic, digital trans-
formation (DT) in business was considered an 
advantage that enhanced functionality but was 
not a mandatory choice. However, in light of 
the severe changes brought about by the pan-
demic —including significant damage to the 
socio-economic development of many countries, 
disruptions in labor market mechanisms, shifts 
in traditional employment models, and other 
profound socio-economic transformations — ​DT 
has become a cornerstone of survival for many 
sectors of the economy [1]. Given that most con-
sulting firms in Russia and abroad emphasize the 
necessity of DT tools in the post-pandemic world, 
real businesses are likely to significantly in-
crease their investments in artificial intelligence 
(AI), augmented and virtual reality (AR and VR), 
the Internet of Things (IoT), and other emerging 
technologies in the coming years.

A direct confirmation of this trend is the sig-
nificant increase in the market capitalization of 
Nvidia, a company specializing in AI-powered 

“superchips,” which has become the world’s most 
valuable company. In 2023, Nvidia’s market capi-
talization exceeded $ 1 trillion; by March 2024, it 
reached $ 2.6 trillion, and by October 2024, it had 
surged to $ 3.4 trillion. This example illustrates 
growing investor interest in tech companies that 
can capitalize on AI 1 advancements. Compared to 
its financial results from January 2023, Nvidia’s 
revenue in January 2024 increased 3.7 times, while 
its net profit rose 8.7 times (see Fig. 1).

Thus, the exponential growth of these indica-
tors over the analyzed period, along with the cor-
responding increase in market capitalization, not 
only highlights the success of Nvidia’s strategy 
in implementing the latest digital transforma-
tion (DT) technologies and its ability to adapt to 
a changing market but also proves the demand 

1  Nvidia hits $ 1tn market cap as chipmaker rides AI 
wave. Financial Times. URL: https://www.ft.com/content/
fd317e1b‑0440–4840-bc0a‑0aa35c776ffd (accessed on 
01.11.2024).

for similar solutions among other market par-
ticipants. The Nvidia example underscores that 
investors recognize significant growth potential 
in AI-driven companies. This recognition drives 
further investment and intensifies competition in 
the sector, ultimately fostering new developments 
and broader technological progress.

Alongside this trend, there is also a noticeable 
rise in the number of startups 2 operating in the 
VR and AR sectors. This is evidenced not only by 
increased funding requests from these startups 
but also by the growing number of office spaces 
occupied by such companies (see Fig. 2).

Speculations about AI’s impact — ​whether it 
will lead to increased unemployment and reduced 
opportunities for professional and personal devel-
opment [2], create new jobs [3], improve disease 
diagnostics and drug discovery [4], expand learn-
ing and creative expression [5], or even serve as our 
conversational partner [6] — ​continuously attract 
the attention of not only the academic commu-
nity but also the business sector and are widely 
discussed. However, according to anthropologist 
David Graeber [7], despite potential and expected 
contradictions, modern technologies are increas-
ingly being used to encourage greater workforce 
participation rather than reducing labor demands. 
Many organizations are already working in this 
direction, actively engaging employees in digital 
business transformations, which fundamentally 
reshape both productivity and job responsibilities.

From this perspective, a crucial role in modern 
companies is assigned to digital transformation 
leaders — ​so-called Chief Digital Officers (CDOs) — ​
as they are responsible for digital strategy and 
implementation. These executives play a key role 
in managing the integration of new technologies 
and digital innovations within enterprises. Ef-
fective leadership in digital transformation sup-
ports strategic thinking and adaptability in rapidly 
changing environments [8].

2  DATA + AI PREDICTIONS. Snowflake. 2024. URL: https://www.
snowflake.com/data-ai-predictions/ (accessed on 01.11.2024).
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Fig. 1. Nvidia’s financial results from January 2023 to April, 2024
Source: compiled by the authors based on Nvidia hits $ 1tn market cap as chipmaker rides AI wave. Financial Times. URL: https://www.ft.com/
content/fd317e1b‑0440–4840-bc0a‑0aa35c776ffd (accessed on 01.11.2024).
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Fig. 2. The share of office space remaining vacant in the post-pandemic period,%
Source: compiled by the authors based on McKinsey Global Institute Report “Empty spaces and hybrid places: The pandemic’s lasting impact 
on real estate”/ 13.07.2023/ URL: https://www.mckinsey.com/mgi/our-research/empty-spaces-and-hybrid-places utm_source=Franchising.
com&utm_medium=referral&utm_campaign=Francising.com-Article#/ (accessed on 01.11.2024).
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Today, leading Russian companies such as 
Russian Railways 3 (RZD), Sberbank,4 Yandex,5 
Severstal,6 and others have already appointed 
CDOs. Their primary task is to ensure the success-
ful use of digital technologies to enhance business 
process efficiency, improve customer experience, 
and achieve strategic objectives.

However, although the role of Chief Digital Of-
ficers (CDOs) is extremely important, the success 
of their efforts depends on many factors [9]. Some 
companies achieve success by hiring qualified 
specialists who effectively implement innovative 
solutions and reform business processes, while 
others face challenges [10]. Negative consequences 
may arise when implementing digital strategies if 
employees are unprepared for change or resistant 
to innovation [11].

While not all CDOs manage to fulfill their ob-
jectives and successfully lead the digital transfor-
mation of their organizations — ​ensuring mar-
ket leadership and sustained success — ​a more 
advanced digital culture within companies is a 
crucial aspect of balanced business development, 
both today and in the future. Built through em-
ployee training in new skills and encouraging 
staff to adopt digital innovations, digital culture 
will become a top priority for organizations in 
the coming decade to adapt to rapidly changing 
market conditions and maintain competitive-
ness. Analyzing a company’s digital culture begins 
with assessing the digital maturity (DM) of its 
workforce, which, in turn, cannot be achieved in 
isolation from the chosen digital transformation 

3  Russian Railways Digital. Digital transformation of railway 
transport. URL: https://rzddigital.ru/ (accessed on 02.11.2024).
4  Digital corporate bank. URL: https://developers.sber.ru/kak-
v-sbere/teams/dcb?ysclid=m2edop68zt852546402 (accessed on 
02.11.2024).
5  Yandex’s mission is to help people solve problems and achieve 
their goals in life. Yandex (official website). URL: https://
yandex.ru/company/main (accessed on 02.11.2024).
6  Severstal and VK have become partners in the digitalization 
of personnel processes. Severstal (official website). URL: 
https://severstal.com/rus/media/archive/-severstal-i-vk-stali-
partnerami-v-tsifrovizatsii-kadrovykh-protsessov-/ (accessed 
on 02.11.2024).

model. This research question is the central focus 
of this article.

The need to implement an assessment of per-
sonnel digital maturity in domestic conditions is 
also driven by the necessity for the development 
of Russian society, as emphasized in the Decree of 
the President of the Russian Federation No. 309 

“On the National Development Goals of the Rus-
sian Federation for the Period up to 2030 and the 
Prospects until 2036” dated 07.05.2024.7 This decree 
includes the objective of “achieving by 2030 the 
digital maturity of state and municipal adminis-
tration, key sectors of the economy, and the social 
sphere — ​including healthcare and education, which 
entails the automation of most transactions within 
unified industry-specific digital platforms and the 
adoption of a data-driven management model, tak-
ing into account the accelerated implementation 
of technologies for processing large volumes of 
data, machine learning, and artificial intelligence”.8

Research Methodology
The choice of research methodology is based on 
the authors’ perspective regarding the role of 
digital maturity of personnel within a balanced 
digital transformation (DT). This approach con-
siders three key premises:

•  achieving and maintaining a high level of 
digital literacy among employees, as such skills 
are becoming an integral part of the work en-
vironment and determine an employee’s ability 
to effectively use digital technologies for profes-
sional tasks.

•  flexibility in adopting technological innova-
tions, which is essential in the context of digi-
tal transformation. This requires employees not 
only to be open to change but also to adapt to 
new technologies and processes.

7  Decree of the President of the Russian Federation No. 309 
“On the national development goals of the Russian Federation 
for the period until 2030 and for the future until 2036” from 
07.05.2024 http://pravo.gov.ru/proxy/ips/?docbody=&firstDoc
=1&lastDoc=1&nd=606911096
8  Ibid., paragraph 8, paragraph a

INFORMATION AND DIGITAL TECHNOLOGIES IN MANAGEMENT
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•  integration of digital processes across all are-
as of business through trained personnel, enabling 
enterprises to become more efficient and com-
petitive. This is achieved through a DT strategy 
that outlines concrete steps for integrating digi-
tal technologies into all aspects of operations. 
The use of integrated platforms, including “digi-
tal labor platforms” [12], within a unified digital 
space helps organizations achieve their transfor-
mation goals.

It should be noted that employees will not 
be able to adopt the mechanisms and tools of 
digital transformation (DT) without possessing 
digital literacy —therefore, digital literacy is the 
foundation for forming digital culture and digital 
maturity (DM) as a whole. To understand how to 
develop a digital strategy, it is necessary to as-
sess the professional level of employees, as well 
as their interests and needs.

The methodological foundations of such a 
strategy are based on the application of new ap-
plied concepts of organizational institutionalism, 
which allow for the identification of the relation-
ship between digital mentoring (transformational 
leadership) and organizational flexibility, influ-
encing DT in general and the digital strategy in 
particular, acting as a catalyst for digital trans-
formations. These interdisciplinary concepts are 
most notably reflected in two theories of English 
scholars — ​organizational institutionalism [13] 
and new organizational institutionalism [14], 
which have sparked significant discussions among 
Russian authors [15–17] concerning the applica-
tion of tools such as “organizational field” [18] 
and “institutional complexity” [19].

Organizational institutionalism represents a 
complex of political, normative, and technological 
changes (which most organizations face) with an 
emphasis on radical organizational transforma-
tions and adaptation to central research issues. In 
addition, proponents of this approach study the 
processes through which individual companies 
preserve, adopt, or reject patterns based on the 
institutionalized nature of organizational changes. 

According to our approach, digital transformation 
is a significant organizational change.

In turn, new organizational institutionalism 
is typically used to understand organizational 
changes associated with the implementation of 
advanced technologies, by studying the influence 
of external factors on the practice and culture of 
the organization (with an emphasis on its socio-
cultural aspects) through two approaches:

•  through the relationship between stagna-
tion and change, continuity and homogeneity, as 
well as change and heterogeneity among organi-
zations.

•  by perceiving stagnation and change as the 
results of planning, structuring, operational ac-
tivities, and specific actions at multiple levels 
of analysis, including the social, field, organiza-
tional, and individual levels.

•  the establishment of multiple levels of 
complexity and the concept of “field” provides a 
more structured understanding of the category 
of “unified information space” [20], particularly 
in relation to organizational culture (including 
digital culture), which, in our opinion, is becom-
ing a modern institution, despite criticism from 
some researchers regarding the separation of 
this institution [15].

At the same time, many business leaders, ignor-
ing the principles of organizational institution-
alism theory, are currently rushing to invest in 
large-scale technological digital transformation 
(DT) in hopes of breakthrough results. This leads 
to costly failures, executive resignations, staff 
reductions, and a strategy of returning to basics, 
where digital efforts are relegated to a second-
ary priority, remaining at the pilot project stage. 
Business structures that attempt to engage in 
the DT process without ready plans and digital 
strategies, and without accounting for the need 
to improve the digital literacy of their person-
nel, face difficulties in adapting to technological 
changes [21, 22]. The reason for this is the growing 
gap between theory and reality, accompanied by 
even larger contradictions between strategy and 

I.M. Stepnov, M.Yu. Telegina
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its implementation. In most cases, companies fail 
in their DT efforts if they begin with technological 
changes without creating comprehensive plans 
and developing a series of sequential steps. To 
avoid such situations, digital leaders must ensure 
that their enterprises develop the digital mindset 
and flexibility needed to respond to challenges 
related to digital innovations. To do so, they need 
to: study the relationship between organizational 
flexibility within their companies and mentorship 
in the context of DT (including the impact of this 
relationship on digital transformation); prepare a 
workforce-oriented digital strategy and determine 
its impact on organizational flexibility and the suc-
cess of digitalization within the chosen DT model.

Conceptual Representation 
of a Balanced Digital 

Transformation Model
In our view, the success of digital transforma-
tion (DT) can be achieved through the use of 
two tools: regular employee and management 
surveys to identify current DT issues and em-
ployee needs, as well as adherence to the se-
quential stages within our proposed balanced DT 
model for a seamless transition to digital matu-
rity. It should be noted that the components of 
the model are integrated into a cohesive whole 
through the regular assessment of digital matu-
rity (DM).

By digital maturity, we mean the organization’s 
ability to successfully integrate digital technolo-
gies and processes across all aspects of its op-
erations to leverage advanced digital tools and 
systems, a deep understanding of the needs and 
requirements of employees, as well as the potential 
of both existing and new technologies for their op-
timal application to improve productivity, reduce 
costs, and enhance product quality and customer 
service. Therefore, an industrial enterprise with 
high digital maturity is characterized by:

•  successful integration of digital technolo-
gies such as IoT, data analytics, AI, and process 
automation.

•  a sustainable digital culture, characterized 
by the widespread dissemination of digital skills 
among employees, active use and promotion of 
digital tools and approaches by staff, and encour-
agement of a continuous learning and develop-
ment mindset;

•  flexibility in decision-making and openness 
to innovation, where the company is able to re-
spond promptly to changes in the digital environ-
ment, is ready for rapid business adaptation, and 
actively explores new technologies and approach-
es to maintain its competitiveness;

•  a safe and modern production system, 
whose efficiency is regularly improved; full em-
ployee engagement and loyalty; Improved prod-
uct quality and customer service, as well as in-
creased competitiveness in the market.

To address the complex issues of digital trans-
formation (DT) in industrial companies, a concep-
tual model is proposed that ensures the balance 
of digital transformation through the sequential 
(cyclical) formulation of goals and determination of 
corresponding priorities. Within this model, prior-
ity attention is given to aspects of organizational 
development such as corporate culture, motivated 
personnel, practice-oriented mentorship, relevant 
data, modern technologies, and loyal customers 
(Fig. 3).

Unlike traditional models [23, 24], which often 
focus on technologies or economic indicators, the 
model we propose includes corporate culture, in-
cluding employee motivation, recognition of their 
involvement in transformation processes, and their 
impact on productivity (which required the use 
of the organizational institutionalism theories 
mentioned above).

This model is qualitative and serves as the sub-
ject of narrative analysis in economics [25]. Its core 
solution is not only the choice of corporate culture 
as the starting point but also the integration of 
practice-oriented mentorship and relevant data. 
This creates conditions for continuous learning and 
adaptation to change. The distinctive feature of the 
proposed model lies in its comprehensive approach 
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to developing its structure — ​every element is cy-
clically interconnected and influences the overall 
outcome. Thus, by using this model, companies can 
achieve more harmonious and sustainable digital 
leadership, approaching transformation with con-
sideration for the human factor and long-term goals.

Let’s highlight the basic terms used in the pro-
posed model:

•  Digital Transformation (DT) Strategy — ​a 
long-term plan defining how the enterprise will 
use technologies to improve its business process-
es, create new products and services, enhance 
customer service quality, and increase competi-
tiveness.

•  DT Mentorship — ​the ability of the organi-
zation’s leadership to effectively manage digital 
transformation, which involves understand-
ing technological trends and their potential for 
improving business processes, as well as being 
open to change and innovation. A key compo-
nent of DT mentorship is promoting a culture 
that encourages the use of technologies and 
supports employees working with them.

•  DT Mentor — ​a new type of top manager 
responsible for developing and implementing 
the company’s DT strategy, possessing not only 
technical knowledge but also strategic vision, 
the ability to manage change and teams, as well 
as the capability to adapt to rapidly changing 
market conditions.

The DT Mentor plays a key role in this model. 
He serves as both a catalyst and organizer of digi-
tal transformation. First and foremost, he must not 
only understand current technological trends but 
also anticipate how these trends should be inte-
grated into the organization’s existing business 
processes to improve efficiency. These skills allow 
him to develop and adapt the DT strategy, paving 
the way to a digital future that aligns with the 
company’s unique needs and goals. Secondly, the 
DT Mentor must be capable of effectively manag-
ing DT processes, creating both a technical vision 
and a culture that supports innovation and open-
ness to change. In this way, the DT Mentor helps 

create an environment where staff feel supported 
and motivated to work with new technologies.

Given the characteristics of industrial com-
panies, the DT Mentor must quickly adapt to de-
mands and challenges, consider the specifics of 
the regional market and business environment, 
and integrate aspects important for a particular 
location into the DT strategy. He can also actively 
work on fostering a culture of innovation and 
digital thinking within the organization.

Features of the Components 
of the Conceptual Model of 

Balanced Digital Transformation
Let us turn to the features of each component of 
the balanced DT model (Fig. 3).

Corporate Culture
The role of corporate culture in achieving 

digital leadership within a company is studied 
by scholars such as E. Schein [26], P. Senge [27], 
J. Katzenbach, and others [28]. It is quite likely that 
the existing culture and structure of many com-
panies are not suitable for implementing digital 
transformation. Therefore, when developing a DT 
strategy, the following aspects play an important 
role in achieving digital leadership:

•  analyzing the current culture and structure 
of the organization. This needs to be conduct-
ed to understand how ready employees are for 
change and the degree of support from manage-
ment. This can be done through surveys and in-
terviews, as well as by studying company data, 
such as employee satisfaction levels, the number 
of support requests, and so on.

•  helping employees gain the necessary 
knowledge and skills. These skills will be essen-
tial not only in theory but also in practice. To 
achieve this, it is necessary to analyze the exist-
ing competencies of employees and determine 
what knowledge and skills they need for the suc-
cessful implementation of DT. After this, indi-
vidual training and development plans can be 
created for team members to prepare them for 
the expected future changes.

I.M. Stepnov, M.Yu. Telegina
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•  improving communication within groups. 
To ensure more effective collaboration both 
within individual teams and across the entire 
company, it is necessary to identify which com-
munication tools will be most effective for each 
specific group and create a plan to ensure regu-
lar interaction between employees.

It is worth noting that if it is found that the 
existing culture and structure of the organization 
are not suitable for the implementation of digital 
transformation, appropriate actions should be 
developed and implemented to adjust the busi-
ness model, revise processes and roles, provide 
individual training for employees based on specific 
business tasks, and so on.

Motivated Personnel
Researchers E. Brynjolfsson and E. McAfee [29] 

believe that to achieve digital leadership, compa-

nies need to develop their employees’ technical 
and analytical skills, while economist M. Porter is 
convinced that a strong and motivated workforce 
is key to success in the digital world [30]. In our 
opinion, achieving success in digital transforma-
tion requires a detailed study of the employees’ 
competencies, including evaluating the impact 
of employees’ digital workspaces on effective-
ness and the moderating role of digital leadership 
skills [31].

Among the tasks related to ensuring the nec-
essary motivation for employees, the following 
should be included:

•  creating digital transformation (DT) teams 
consisting of specialists from various fields to 
help employees better understand the intercon-
nections between different processes and tech-
nologies;

INFORMATION AND DIGITAL TECHNOLOGIES IN MANAGEMENT

Fig. 3. A conceptual model for ensuring the balance of digital transformation
Source: developed by the authors.
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•  using interactive technologies, such as vir-
tual simulators, where employees can practice 
using new tools and technologies in a gamified 
format. This will facilitate the application of new 
knowledge and skills in practice in a safe and 
controlled environment;

•  organizing internship programs for em-
ployees, allowing them to gain hands-on expe-
rience with new technologies and tools, both 
within the company and in collaboration with 
external partners and suppliers;

•  regularly conducting surveys to gather 
feedback from team members regarding the im-
plementation of digital transformation. This will 
help identify issues and address them at an early 
stage, preventing resistance to change;

•  creating a motivation and incentive system 
that encourages the use of new technologies.

Practice-oriented mentoring
According to John Kotter [31] and Jim Collins 

[32], special attention is paid to mentoring when 
managing the change process within a company. 
We also believe that digital transformation (DT) 
should be initiated by the top management of the 
enterprise and supported by them. Therefore, it 
is necessary to ensure mentoring that actively 
supports DT and initiates changes in the culture 
and structure of the company — ​the so-called “DT 
mentoring.” Organizing this requires a shift in the 
focus of organizational culture. Leaders need to 
decide how to train employees on the technologies 
and processes outlined in the DT strategy, so they 
can later motivate them to apply the new tools 
by leading by example.

Relevant data
Researchers T. Davenport and C. J. Hogue [33] 

believe that using data at the company-wide level 
is a key factor in achieving digital leadership. In 
our opinion, companies aiming for digital leader-
ship should assess what information is necessary 
for making business decisions, and how it can 
be collected, processed, and analyzed. For the 
effective use of data, management must create 
a culture that recognizes it as a key asset of the 
company. Employees need to understand that 

information is a valuable resource, and its use is a 
priority in terms of deriving benefits and achiev-
ing efficiency not only for the company but also 
for each individual.

Modern Technologies
G. Hamel [34], V. Mayer-Schoenberger, and 

K. Kuckier [35] believe that modern technolo-
gies, data analytics, and machine learning can 
help companies create new business models and 
achieve digital leadership.

Loyal Customers
In our opinion, digital transformation should 

primarily focus on customers and enhancing their 
experience with the company. Therefore, it is rec-
ommended to assess which changes can increase 
customer satisfaction and how the company can 
improve its digital experience.

In the context of the proposed model, ensur-
ing balance, it is important to note the signifi-
cant role of each component in the overall digital 
transformation of the company. Excluding even 
one of these components could negatively affect 
the results and effectiveness of the company’s 
operations, leaving no prospects for achieving 
technological excellence.

Thus, the “Corporate Culture” component de-
fines how the company encourages the use of 
technologies and provides support to employees 
working with them. Without a proper digital cul-
ture, the company may not receive the necessary 
support to implement digital transformation.

The “Motivated Personnel” component defines 
the role of staff in the digital transformation pro-
cess, their knowledge, experience, and capabilities. 
If the company does not provide its employees 
with the necessary skills, it may lead to ineffec-
tive digital transformation implementation (or it 
may not happen at all).

The “Practice-Oriented Mentorship” compo-
nent highlights the need for targeted professional 
guidance and a strategic vision for the implemen-
tation of the company’s digital transformation. If 
leaders are not ready for change, digital transfor-
mation may become complicated, inefficient, or 
even unattainable.

I.M. Stepnov, M.Yu. Telegina
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The “Relevant Data” component addresses the 
role of data in digital transformation, its collection, 
analysis, and use. If the company fails to work pro-
ductively with information, it will lead to partial 
loss of data and inefficient use of technologies.

The “Modern Technologies” component deter-
mines the role of technologies in digital trans-
formation, their selection, implementation, and 
application. If the company makes a mistake in 
choosing technologies, it could result in ineffec-
tive digital transformation implementation.

The “Loyal Customers” component reflects the 
company’s focus on meeting customer needs and 
creating products and services that meet their 
expectations. If this component is excluded, the 
company may lose its competitiveness and cus-
tomer base.

Thus, all components of the proposed model 
are essential and interconnected. Excluding even 
one of them can lead to disruptions in the func-
tioning of the entire system. For example, without 
considering the needs and expectations of loyal 
customers, the company will not be able to de-
velop products and services that are in demand 
in the market. The absence of practice-oriented 
mentorship and corporate culture that fosters 
the adoption of new technologies and innova-

tions can lead to falling behind competitors and 
losing market position. Additionally, the need for 
highly skilled and motivated personnel becomes 
increasingly apparent in the context of growing 
digital competition. In turn, without considering 
relevant data, the company will be unable to make 
informed and effective decisions, and without 
utilizing modern technologies, the company will 
struggle to compete effectively in the market and 
meet customer demands.

Staff Survey as a Condition for the Effective 
Functioning of the Digital Transformation Model

The model presented above has a cyclical na-
ture, which hides significant feedback within its 
components for management purposes. This is 
why we consider conducting a survey to collect 
data (feedback) on the outcomes of changes as 
a condition for the effective functioning of the 
model.

The survey was initially designed to gather 
feedback from employees and managers of indus-
trial enterprises (which have either already com-
pleted their digital transformation or are still in 
the process of digital business transformation) in 
order to study their experiences and perspectives 
regarding the effectiveness of work processes in 
this area. To increase the response rate, the survey 

Fig. 4. The frequency of introduction of new technologies in industrial companies of the EAEU countries
Source: compiled by the authors.
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could, for example, be developed and conducted 
in a digital format with elements of gamification, 
as represented on the Digital platform Happy 
Job 9 (patented by RAO), for research on employee 
engagement, loyalty, and satisfaction.

The survey involved employees from 102 in-
dustrial companies in the EAEU countries, which 
allowed the collection of empirical data based on 
case studies.

The survey consisted of 4 blocks (A, B, C, and D).
Block “A — ​Digital Maturity” — ​allows for the 

assessment of the current level of digital maturity 
of the company and can help identify how ready it 
is for digital transformation (DT) and how actively 
it is applying digital technologies in its operations. 
The information gathered through the survey can 
also be useful for identifying bottlenecks in the 
company’s digital strategy and finding solutions 
to improve it.

9  Happy Job (official website). URL: https://happy-job.ru/ 
(accessed on 21.09.2024).

According to more than half of the respond-
ents, in their companies, the implementation of 
digital technologies occurs as needed (55.9%); 
moreover, a third of the organizations actively 
use innovations and constantly monitor current 
trends (Fig. 4).

It is important to note that the analysis of is-
sues and solutions in the field of digital trans-
formation (DT) and achieving digital maturity 
(DM) in the surveyed companies showed that most 
employees highlight the need for automation and 
optimization as key strategies for addressing DT 
challenges. At the same time, the percentage of 
employees who do not see any obvious problems is 
relatively low (8.7%), which may indicate limited 
awareness of DM issues in only some organiza-
tions. However, the indication of a shortage of 
qualified personnel (35.5%) points to the need for 
greater attention to the development of human 
resources in the DT process and efforts aimed at 
searching for and attracting talent (Fig. 5).

Fig. 5. Problems that, according to personnel, hinder the achievement  
of digital maturity of industrial companies in the EAEU countries

Source: compiled by the authors.
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Block “B — ​Risks and Security” is aimed at 
assessing the company’s readiness to protect its 
data, as well as analyzing the threats that arise 
during digital transformations and the security 
measures planned or already implemented to 
prevent incidents.

The survey revealed a relatively low level of 
knowledge among both staff and management 
in the area of information security (Fig. 6).

Block “C — ​Digital Transformation” is de-
signed to help both in identifying how success-
fully the company is implementing new digital 
tools (in terms of their benefits for business 
processes) and in evaluating the challenges that 
arise on the way to achieving and/or maintain-
ing digital leadership.

In the survey conducted, in response to the 
question: “How would you assess the results of 

Fig. 6. Assessment of the knowledge of their colleagues in the field of information security 
by respondents representing industrial companies of the EAEU countries

Source: compiled by the authors.

Fig. 7. Results of digital transformation of industrial companies  
of the EAEU countries according to the opinion of the staff

Source: compiled by the authors.
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your company’s digital transformation at this 
moment?”, only 5.9% of respondents stated that 
they consider the results to be very successful, 
while 55.9% noted that the results of digital 
transformation in their organizations are suc-
cessful only in certain areas (Fig. 7).

Block “D — ​Personnel” contributes to under-
standing how ready the company’s employees 
are for changes related to the implementation 
of new technologies, what skills are necessary 
for employees and management to successfully 
adapt the company to innovations, and what 
challenges may arise when engaging employees 
in digital transformation.

Regarding the measures taken by industrial 
companies in the EAEU countries to enhance 
personnel management efficiency in the context 
of digital transformation, the following results 
were obtained (Fig. 8).

One of the outcomes of the survey was the 
identification of practices by the studied com-
panies regarding the enhancement of personnel 

management efficiency in the context of digital 
transformation (see the Table).

The distinguishing feature of the proposed 
survey is the anonymity of the respondents, 
which helps gather the most relevant feedback 
and provides the opportunity to identify areas 
for development in the first priority.

CONCLUSION
The proposed balanced development model 
shows that achieving technological leader-
ship in the context of digital transformation 
largely depends on the digital maturity of the 
staff, which, in turn, involves two key factors: 
digital culture and mentoring (or transforma-
tional leadership).

According to the hypothesis presented in the 
article, it is shown that, unlike popular concepts 
which suggest the start of digitalization from 
establishing customer needs and advancing 
technological solutions, it is within the frame-
work of the balanced model that significant 

Fig. 8. Measures taken by industrial companies of the EAEU countries to 
improve the efficiency of personnel management processes

Source: compiled by the authors.
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Table 
Practices of industrial companies of the EAEU countries in matters of increasing the efficiency  

of personnel management processes in the context of digitalization 
and the consequences of their implementation

№  Indicator
The share  

of the surveyed 
companies, %

Examples of tools Consequence

1

Introduction of new 
techniques and 
approaches

44.1 Implementation of project 
management systems based on Agile 
principles; use of design thinking 
methods for solving business tasks; 
application of change management 
methods

Improvement of the 
company’s flexibility and 
response to changes; 
faster implementation of 
innovations; reduction in 
time to implement new 
solutions

2

Using digital tools 64.7 Implementation of digital platforms 
for personnel management (e. g., HR 
platforms); use of online systems for 
performance evaluation; application of 
data analytics systems to monitor staff 
effectiveness

Automation of personnel 
management processes; 
increased accuracy of data 
analysis; improved decision-
making based on actual data

3

Upgrading the 
qualifications of 
managers in the field 
of human resources 
management and digital 
technologies

35.3 Organizing training seminars and 
webinars for managers; courses on 
digital technologies for HR specialists; 
mentoring programs in digital 
technologies

Increase in managers’ 
competencies; more 
effective management 
of digital processes; 
quick adaptation to new 
requirements

4

Creating a focus group 
and attracting mentors 
who manage personnel

11.8 Formation of groups for discussing 
digital initiatives; involving experts 
with experience in digital technologies 
to consult management and staff

Exchange of experience 
between digital leaders and 
management; development 
of more effective strategies 
for implementing digital 
innovations

5

No additional measures 
were taken

11.8 None Retention of outdated 
management methods; 
high risk of falling behind 
competitors in the rapidly 
evolving digital technology 
landscape

6

Find it difficult to 
answer

5.8 Unknown Difficulties in adapting to 
digital changes; lack of 
clear understanding of the 
necessity and effectiveness 
of the measures being taken

Source: compiled by the authors.
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attention is given to the company’s employees. 
This allows for a reevaluation of the theoreti-
cal and applied basis of digital transformation 
(DT) in terms of the importance of develop-
ing the organization’s digital culture, thereby 
contributing new insights to the development 
of science.

The proposed approach allows us to argue 
that the formation of a digital culture under the 
management of a digital mentor ensures the 
best result for digital transformation, provided 
that feedback from staff exists (which, in our 
case, is implemented through surveys).

It is important to note that the tool we rec-
ommend also brings significant benefits not 
only to the company as a whole but also to 
each individual employee, due to the ability 
to express opinions about their work in the or-
ganization (management, colleagues, processes), 
assess their significance within the framework 
of digital transformation, and influence the im-
provement of processes within the company. All 
of this contributes to the balanced development 
of relationships within the team and enhances 
the importance of the skills and achievements 
of each individual employee.
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