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Abstract 
The role of Human Resource Management (HRM) in digital transformation is becoming 
increasingly important as a key driver of change in today's business environment. Digital 
transformation has demanded strategic adjustments that utilise technology to improve 
operational efficiency and create competitive advantage. The study in this research uses 
the literature method. The results show that First, HR management plays the role of 
facilitator, ensuring employees get the necessary training to deal with new technology, 
and supporting organisational culture change. Second, it reviewed its role in talent 
recruitment and retention in the digital age, using advanced technology tools to 
manage employee data and assist strategic decision-making. Finally, the impact of 
digital transformation on operational efficiency and employee productivity, leading to 
improved economic performance of the organisation, is discussed. Thus, the 
importance of effective integration between HR management and digital 
transformation strategies to ensure the economic success of organisations in this ever-
evolving era. 
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Introduction 

In the era of globalisation and increasingly fierce business competition, digital 

transformation has become one of the important keys to ensuring company 

sustainability and growth. Digital transformation is not only related to the application 

of technology in business operations, but also involves changes in work culture, 

business processes, and overall business models. In the midst of this transformation 

process, the role of human resource management (HRM) becomes very critical, 

considering that HRM is the most important asset that determines the success of digital 

transformation (Huang, 2022). 

Digital transformation has become a fundamental requirement for any company 

that wants to remain relevant and competitive in the market. Rapid changes in 

technology present new opportunities and challenges, forcing companies to adapt in 

more efficient and innovative ways. Digital transformation not only involves the use of 

 
1 Correspondence author 

mailto:losojudijantobumn@gmail.com
mailto:al.amin-2024@feb.unair.ac.id


 

778 
 

advanced technology in business operations, but also requires changes in business 

strategy, corporate culture, and the way customers interact (Bresciani et al., 2021). This 

process allows companies to better understand customer needs, improve work 

efficiency, and open the door to creating innovative new products or services. Thus, 

digital transformation provides a significant competitive advantage in an increasingly 

dynamic market competition (Mer, 2023). 

Furthermore, digital transformation also plays an important role in creating a 

business ecosystem that is resilient to various kinds of disruptions, including the recent 

COVID-19 pandemic that changed many aspects of global social and economic life. The 

crisis accelerated the adoption of digital technology as a solution to maintain business 

operations, from remote work to digitalisation of customer services (Kalinouskaya, 

2024). Companies that have executed digital transformation well show better resilience 

in the face of economic shocks than those that adapt late. Thus, digital transformation 

is not only about growth and efficiency but also about business continuity and resilience 

in the face of change and uncertainty of the modern era (Halim et al., 2023). 

A paradigm shift in HR management is needed to adapt to the challenges and 

needs arising from digital transformation. HR management needs to respond quickly 

through strategic approaches in recruitment, development, retention, and optimising 

employee performance. This strategy is important to ensure that companies have a 

workforce that is not only competent in technology, but can also adapt to rapidly 

changing work processes and corporate culture (Türk, 2023). 

Meanwhile, the impact of digital transformation on the economy has already 

begun to be seen. From increasing operational efficiency, creating new jobs, to changes 

in market structure and the economy as a whole. Digital transformation provides great 

potential for economic growth, but also brings its own challenges, such as the risk of 

digital inequality and the need for adaptation for the workforce (Gurtner et al., 2021). 

However, not many studies have specifically examined the role of HR management in 

supporting digital transformation and how it impacts the economy. Most studies focus 

more on technological aspects and business operations (Mujtaba, 2023). Therefore, this 

study aims to fill this gap by examining how HR management can contribute to the 

digital transformation process and the economic impact that can result from the 

synergy between digital transformation and effective HR management. 

 
Research Methods 

The literature research method is one of the research methods that collects, 

analyses, and interprets data from relevant literature sources to answer specific 

research questions. (Firman, 2018); (Jelahut, 2022). 
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The Role of HR Management in Digital Transformation 

In today's digital age, digital transformation has become an essential 

requirement for organisations to remain competitive and relevant. Amidst this rapid 

change, human resource management (HRM) plays a crucial role. Moreover, the role is 

not only limited to managing employees but also as a key enabler in bridging the cultural 

and work changes brought about by digital transformation. HR management is tasked 

with ensuring that employees have the necessary skills and knowledge to adapt to new 

technologies and changing ways of working (Smeshko et al., 2024). 

One important aspect that HR management is responsible for in the context of 

digital transformation is employee development and training. With rapid technological 

advancements, employees need to be updated with the latest skills that support the 

implementation of new technologies. HR management must identify relevant training 

needs and provide appropriate training programmes, both technical training and soft 

skills training that support collaborative and innovative work in a digital environment 

(Trang, 2023). 

In addition, HR management also plays an important role in designing effective 

recruitment strategies to attract digital talent. In an ever-changing environment, 

recruiting individuals who not only have the necessary technical skills but can also adapt 

and thrive in a new culture is essential. This strategy includes the use of online platforms 

and technology-based selection tools to reach qualified and highly adaptable candidates 

(Liu & Su, 2022). 

Overall, HR management is an important pillar in supporting digital 

transformation. Through strategic planning, employee development and training, and 

the use of innovative recruitment strategies, HR management not only contributes to a 

smooth digital transition but also ensures organisations are able to maximise the 

potential of their technology investments. A well-managed integration of technology 

and human capital will be key to an organisation's success in meeting the challenges 

and capitalising on the opportunities of the digital age. 

 
Effective HR Management Strategies 

An effective human resource management (HRM) strategy is a critical 

component that determines the success of an organisation. In a changing world, 

especially with digital transformation, organisations need to adopt dynamic and 

adaptive HR strategies. One of the key strategies is employee skills development and 

training. This involves investing in the professional development of employees through 

ongoing training programmes, both internal and external. This strategy ensures that 

employees not only remain relevant to the latest industry developments but also 

increases their motivation and commitment to the organisation (Oluka & Shava, 2024). 

Two-way communication between management and employees is another 

important strategy. Creating a work environment that is transparent and supportive of 
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feedback can increase employee engagement and job satisfaction. This strategy 

involves implementing open forums, employee satisfaction surveys, and effective 

performance management systems. By listening and responding to employee feedback, 

organisations can identify and address issues proactively, while opening up 

opportunities for innovation and improvement (Akhtar, 2024). 

In the context of globalisation and workplace diversity, effective HR 

management strategies also include developing inclusive and diverse policies. This 

includes recruitment from different cultural backgrounds, genders and ages to form 

diverse teams. Diversity can enrich perspectives and innovation in the organisation, as 

it brings a variety of experiences and viewpoints. This strategy involves not only equal 

opportunity employment but also the creation of a supportive work environment where 

differences are valued and respected (Nurhasanah & Sinambela, 2022). 

Finally, the application of technology in HR management is key to maintaining 

efficiency and effectiveness. The use of HR management information systems (HRIS), 

for example, allows organisations to automate many HR processes, from recruitment 

to performance management. This not only reduces manual workload but also enables 

accurate data collection for better decision-making. By integrating technology, HR 

strategies can better align with overall business objectives, providing a broader view of 

talent management and operations in real-time. 

Through the implementation of effective HR management strategies-including 

training and development, two-way communication, inclusive and diverse policies, and 

the application of technology-organisations can create a conducive work environment, 

improve employee performance and satisfaction, and achieve sustainable success in a 

competitive and changing business environment. 

 

HR Management on Economic Impact 

Human resource management (HRM) plays a crucial role in dealing with 

economic challenges that are often fast-paced and unpredictable. Well-managed HR can 

be a strategic asset that drives productivity and operational efficiency. When employees 

are well-trained, motivated, and equipped with the right tools and resources, they tend 

to work more effectively and thus increase the economic output of the company. This 

becomes even more important in times characterised by rapid technological change and 

global competition, where constant adaptation to new trends is key to survival and 

development (Karaçelebi, 2024). 

Furthermore, effective HR management can improve employee retention and 

reduce high turnover costs, which often have a significant economic impact on 

organisations. Frequent employee turnover is not only costly due to the cost of 

recruiting and training replacements, but it can also decrease team morale and work 

momentum (Lowndes & Fu, 2021). Proactive HR management identifies and addresses 

issues that could lead to job dissatisfaction, provides clear career paths, and encourages 
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work-life balance. By ensuring that employees feel valued and see a future in the 

organisation, companies can reduce turnover and retain experienced employees, 

ultimately improving the stability and economic performance of the company (Oluka & 

Shava, 2024). 

In addition, strategic HR management also involves placing the right employees 

in the right positions, which enables the optimisation of human resources. The ability to 

identify and utilise individual strengths and form complementary teams enables 

companies to respond more quickly and effectively to changing economic conditions. 

Good talent management can contribute to innovation and creativity within a company. 

Whenever economic conditions change, whether it is a recession or a period of rapid 

growth, companies with strong people management are better equipped to adjust their 

strategies and operations to maximise effectiveness (Shava & Ndebele, 2024). 

It cannot be ignored that HRM orientated towards sustainability and social 

responsibility can also attract investment and credibility in the marketplace. In today's 

global economy, companies that demonstrate a commitment to fair and sustainable 

labour practices often win customer trust and enhance their brand reputation. 

Companies are also in a better position to capitalise on opportunities in the global 

marketplace if they are perceived as responsible employers and a good place to work. 

Therefore, ethical and sustainability-focused HR management not only provides 

intrinsic value but also provides a competitive advantage that impacts the economic 

performance of the Company (Zhuang, 2024). 

Taking all these aspects into consideration, it is clear that HR management is a 

significant catalytic force for the economic success of the company. With HR 

management strategies aimed at developing, retaining and optimising employee talent, 

organisations can gain the resilience and flexibility to withstand economic turmoil and 

adapt and thrive amidst market changes (Vardarlier & Ozsahin, 2021). 

Furthermore, it is also important to understand that effective HR management 

drives employee engagement and satisfaction. Research has shown a strong link 

between employee engagement, job satisfaction, and organisational performance. 

Engaged employees are more likely to exceed expectations in their work, creating 

added value for the Company (Yang, 2024). This is reflected not only in higher 

productivity, but also in better service or product quality, which can ultimately affect 

customer satisfaction and loyalty. HR management that pays attention to employees' 

needs and expectations, provides continuous training and development, and 

recognises and rewards their contributions, directly contributes to the economic 

success of an organisation (Ndraha, 2024). 

In addition, in today's digital era, HR management must be able to adapt and 

adopt new practices to deal with rapidly changing market dynamics. The use of 

technology in HR management, such as human resource management information 

systems (HRIS), not only improves the efficiency of internal HR processes, but also 
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enables deeper data analysis for evidence-based decision-making. Data analytics in HR 

can provide insights into staffing trends, employee satisfaction and engagement, and 

potential turnover risks, enabling more proactive and strategic human resource 

management (Ndraha, 2024). 

Thus, it can be seen that HR management is more than just staffing management. 

It is a strategic component that determines the adaptability, resilience and economic 

success of an organisation. Effective HRM practices not only improve an organisation's 

economic performance directly through increased productivity and operational 

efficiency, but also indirectly through improved corporate reputation, employee 

engagement and innovation. Thus, in an ever-changing business environment, the 

ability to manage human resources strategically, flexibly, and innovatively is key for 

companies to not only survive but also thrive and win the competition in the global 

market. 

 
Conclusion 

Human Resource Management (HRM) plays a crucial role in digital 

transformation and has a significant impact on an organisation's economy. Digital 

transformation creates new challenges and opportunities for organisations, and HR 

management is the catalyst for implementing new technologies and supporting the 

necessary cultural changes. An effective HR function facilitates this transition by 

providing the necessary training and development for employees, ensuring employees 

have skills relevant to new technologies, and promoting adaptation to more efficient 

and innovative work practices. 

Furthermore, HR's role in digital transformation also includes optimising talent 

recruitment and retention processes. In the digital age, there is an increasing need for 

talent that is not only technical, but also flexible and adaptive to change. HR 

management must use digital tools to attract and retain top talent, manage employee 

data effectively, and use analytics to make strategic decisions that support business 

goals. Through the use of technology, HR can improve accuracy in candidate selection 

and effectiveness in employee development strategies, ultimately contributing to the 

organisation's economic performance. 

Finally, the impact of digital transformation in HR management on an 

organisation's economy is increased efficiency and productivity. Automation of HR 

processes reduces the administrative burden and allows HR teams to focus on strategic 

tasks such as succession planning and leadership development. This not only improves 

internal operations, but also positively affects the overall output of the company. Digital 

transformation in HR democratises information and gives employees better access to 

resources that support their professional growth, which directly improves employee 

engagement and productivity and strengthens the overall economy of the company. 
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