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Abstract. Technological developments have created great opportunities, but also challenges in 

maintaining competitiveness and relevance. One of the main obstacles in achieving digital 

transformation is the lack of technological skills and knowledge among employees. This study 

aims to analyse HR development strategies to achieve digital transformation in business. This 

study involves a qualitative literature review approach, indicating that data will be scrutinised and 

explained by making use of information and texts gathered from diverse sources. The study results 

show that in order to achieve digital transformation in business, HR development strategy has 

proven to be an irreplaceable key element. In essence, companies should prioritise HR 

development that focuses on digital competencies, innovation, and a culture that supports change. 
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1.   Introduction 

Technological developments, such as the internet that has changed the way we interact, artificial 

intelligence that is capable of transforming the way we work, big data that enables in-depth analysis of all 

aspects of our lives, and the Internet of Things that connects everything, have undergone a tremendous 

transformation in business operations around the world [1]. These changes not only create immense 

opportunities for innovation, efficiency and growth, but also pose unavoidable challenges in maintaining 

business competitiveness and relevance in this ever-evolving era. Businesses must adapt quickly, integrate the 

latest technologies, and deeply understand the ever-changing consumer trends and preferences to remain 

relevant and competitive players in a competitive global marketplace [2]. 

One of the major obstacles often encountered on the road to achieving a successful digital transformation is 

the lack of technology skills and knowledge among employees [3]–[6]. Many organisations, especially those 

operating across various industry sectors, find it difficult to attract, develop and retain a workforce that has a 

deep understanding of the latest technologies [7]. Fundamentally, digital transformation not only includes 

investment in infrastructure and software, but also requires investment in skilled and knowledgeable human 

resources [8]. Organisations should focus on developing the skills and technological knowledge of their 

employees through training, continuing education and smart recruitment to ensure that they have a team that is 

competent and ready to face the challenges and opportunities that come with the ever-changing digital age [9]. 

Digital transformation is a process that has the potential to deliver a number of significant benefits to 

organisations, including increased efficiency in operations, faster product innovation, and improved customer 

service [10]. In this rapidly changing world, having the ability to digitally transform is a valuable asset. 

However, along with these great opportunities, there are significant risks for organisations that fail to adapt to 

these changes. They risk being left behind and may face increasing competitive pressures, as well as the risk of 

losing market share and customers. Therefore, the role of digital adaptation is crucial in maintaining an 

organisation's relevance and competitiveness in the ever-evolving digital age [11]. 

Human capital development strategy is a key element in dealing with the challenges that come with digital 

transformation. In the face of such dynamic changes, organisations need to take crucial steps to ensure that their 

human resources continue to be relevant and able to keep up with technology [12]. First, organisations must 

conduct a thorough identification of the skills required in this digital era, identifying any skills gaps that may 

exist within their teams. Next, they should plan appropriate training and development to help employees 

improve their competencies and meet the needs of the organisation. This can also involve using methods such as 
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technology training, certification, or ongoing training. Finally, organisations need to create an environment that 

supports employees' adaptation to change, encourages innovation, and motivates them to continue learning and 

contributing to the challenges and opportunities that arise in digital transformation. By integrating a 

comprehensive human resource development strategy [13], companies can optimise their employees' potential 

and maintain competitiveness in the ever-changing digital era [14]. 

A corporate culture that promotes and supports the values of innovation, learning and adaptation is an 

indispensable element in stimulating successful digital transformation [15], [16]. In a rapidly changing business 

landscape, a culture that encourages and celebrates change, as well as experimentation, is a vital foundation in 

ensuring organisations can agilely adapt to the ever-evolving changes of the digital age. In such a culture, 

employees feel empowered to come up with innovative ideas, try new things, and learn from mistakes. Top 

leadership support for a progressive and creative culture can inspire and motivate teams to embrace digital 

transformation as a lucrative opportunity, not just a task or burden. A culture that is open to change creates an 

environment where adaptation becomes a natural instinct, helping organisations to stay relevant and competitive 

in a changing world [17]. 

Achieving digital transformation is a challenging journey, requiring considerable effort from organisations. 

These challenges include financial aspects, such as the cost of investing in relevant infrastructure and 

technology, as well as changes in business models that may be required to achieve transformation goals. In 

addition, change resistance from employees who have become accustomed to the old way of working can be a 

significant obstacle [18], [19]. Getting used to new technologies, different work processes, and a mindset that is 

open to innovation is not always easy. Finally, the increasing risk of cybersecurity in this digital age is a serious 

threat. Organisations must invest in robust cyber protection and implement strict security practices to protect 

their data and operations from potential cyber attacks. All these challenges, when managed well, can become 

opportunities for growth and competitive advantage for organisations that dare to undergo change and embrace 

digital transformation. 

This research aims to investigate the best strategies for developing human resources to deal with these 

changes, identify success factors, and provide practical guidance to organisations looking to achieve successful 

digital transformation. By understanding the challenges and opportunities associated with digital transformation 

in business, this research will make an important contribution to the development of relevant and effective HR 

strategies. 

1.1  Human Resources (HR) 

Human resources (HR) refer to the workforce elements available within an organization or company. HR 

encompasses all individuals working within the organization, from management-level employees to operational 

staff [20]. This includes the skills, knowledge, experience, leadership, and competencies possessed by these 

individuals. Human resources also encompass various aspects related to employees, such as development, 

performance management, recruitment, training, compensation, and employee relationship management [21]. As 

a highly valuable asset for an organization, human resources play a crucial role in achieving business goals, 

facing challenges, and responding to changes in the business environment [22]. Therefore, effective and 

strategic human resource management is vital for the long-term success and competitiveness of an organization. 

1.2  Digital Transformation 

Digital transformation is a concept that refers to fundamental changes in how an organization or business 

operates, interacts with customers, and creates added value through the utilization of digital technology and 

information [23]. This involves the use of cutting-edge information and communication technology, such as 

artificial intelligence, data analytics, cloud computing, the Internet of Things, and artificial intelligence, to 

transform business processes, products, and services. Digital transformation encompasses the adoption of new 

technologies, the development of innovative business models, and a shift in organizational culture to support 

innovation and adaptation to technological changes. The goal is to enhance operational efficiency, improve the 

customer experience, and create new opportunities for business growth [24]. In an era where technology is 

rapidly evolving, digital transformation has become crucial to maintain competitiveness and relevance in 

various industry sectors [25], [26]. 

1.3  Business 

Business refers to economic activities carried out by individuals, groups, or organizations with the aim of 

producing, selling, or exchanging goods and services to generate profit [27]. Business involves various 

elements, including planning, production, marketing, distribution, and resource management [28], [29]. The 

primary objective of business is to achieve profitability and growth, although other goals, such as excellent 
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customer service, product innovation, and social impact, are often considerations [30]. Businesses can operate in 

various industries and economic sectors, including manufacturing, trade, services, technology, healthcare, 

education, and more. In the context of business, organizations are typically established to achieve economic 

goals and have a management structure responsible for making strategic decisions, managing resources, and 

achieving established business objectives. Business plays a key role in the global economy by creating jobs, 

increasing productivity, and meeting consumer needs [31]. 

 

2.   Method 

This research constitutes a qualitative literature review, signifying its reliance on a wide array of sources to 

analyze and interpret data. The primary focus of this qualitative literature review is to collect, assess, and 

consolidate existing knowledge pertaining to the subject of HR development strategies for achieving digital 

transformation in business. The data for this investigation will be sourced from academic journals, books, 

research papers, and various articles, spanning the years 2005 to 2023. This temporal scope allows for the 

observation of changes, trends, and developments over this period. The qualitative approach employed in this 

literature review enables a deep exploration of complex subjects and incorporates diverse perspectives, 

enhancing the analysis and bolstering the credibility of findings. The data collection process involves a thorough 

examination of textual content, information retrieval, and data categorization. Consequently, the author will 

systematically structure the information, compare and integrate findings from various sources, and identify 

patterns, themes, and emerging trends. One of the notable advantages of a qualitative literature review is its 

adaptability to understand complex phenomena without numerical or statistical constraints. This methodology 

offers insights into the subject's evolution over the specified period and changing concepts and perceptions. In 

this research, it is vital to scrutinize source credibility, critically analyze gathered information, and maintain 

objectivity and reflexivity when presenting findings. This approach demands clear and precise interpretations 

while acknowledging inherent limitations in methods and data. Ultimately, the research aims to provide a 

comprehensive overview of the subject's evolution from 2005 to 2023, potentially offering recommendations for 

future research endeavors related to the subject matter. 

 

3.   Result and Discussion 

A People Development Strategy to Achieve Digital Transformation in Business is not just an incremental 

initiative, but an essential step that must be taken by exemplary organisations that want to maintain their 

relevance and compete in a drastically changing business landscape. Digital transformation is not just about 

adopting the latest technology, but involves a deep transformation in all aspects of the organisation [32]. This 

includes a change in corporate culture that encourages innovation and experimentation, more efficient and 

adaptive business processes, and most crucially, the development of human capital that has a deep 

understanding of technology, as well as the skills needed to meet these new challenges. A holistic human capital 

development strategy should incorporate a comprehensive approach that includes smart recruitment, training 

and continuing education, and creating a work environment that supports learning and innovation [33]. By doing 

so, companies can ensure that they have a strong foundation for a future dominated by digital transformation, so 

that they can capitalise on opportunities and meet challenges with confidence. 

At the outset, it is critical for companies to have a deep awareness that digital transformation is not simply 

the implementation of new technologies, but a much deeper change that involves the way organisations think, 

collaborate and innovate. This transformation is about reshaping the foundations of corporate culture, changing 

business processes and driving continuous innovation. Therefore, people development is key in dealing with 

such changes [34]. Companies must be willing to invest sufficient time, resources and attention to build a team 

that has the skills and knowledge needed to deal with these changes [35]. This includes efforts such as smart 

recruitment, continuous training, and education that enables employees to understand the latest technology and 

utilise it to the company's advantage. By doing this, companies will have a solid foundation to face digital 

transformation with confidence and potentially gain a competitive advantage in an ever-changing era. 

The first step in a successful people development strategy is to carefully identify the competencies and 

skills that are key requirements in the evolving digital age. This process involves in-depth analyses of industry 

trends, looking at the actions taken by competitors, and attempting to forecast the needs that may arise in the 

future [36]. In this way, companies can better understand the direction their digital transformation should take. 

Once the required competencies are clearly identified, the next step is to take concrete action. Companies need 

to design smart recruitment strategies to attract the best talent that fits these needs. In addition, they must also 
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devise effective and sustainable training programmes that enable employees to develop the required skills. This 

not only includes the introduction of the latest technology, but also involves a deep understanding of the cultural 

and business process changes that may occur within the organisation. By identifying, recruiting, training and 

developing employees who match the required competencies, organisations can ensure that they have a strong 

HR foundation to successfully navigate digital change and be competitive in a changing business environment 

[37]. 

The importance of continuous training and development in the context of digital transformation cannot be 

overlooked. Organisations need to realise that continuous learning is key in ensuring that employees have 

relevant skills and knowledge in the ever-changing digital era. Creating appropriate and effective training 

programmes is an important element in this effort [38]. These training programmes should be designed to teach 

digital skills to employees who may not have a strong technological background. As such, companies should 

consider aspects such as data analytics, artificial intelligence, e-commerce understanding, and various other 

digital tools and platforms relevant to their operations. By providing comprehensive training, companies can 

ensure that their employees have a deep understanding of the technologies used in their business, enabling them 

to contribute more effectively to the challenges and opportunities of this innovative digital age. In addition, 

investment in training and development also creates a strong sense of value among employees, which can 

improve their engagement and retention [39]. 

In addition to the previously mentioned steps, the importance of creating a culture that supports innovation 

and experimentation should not be overlooked. This culture is key in encouraging employees to think outside 

the box and create creative solutions. In this environment, employees feel comfortable to try new things, take 

risks, and even learn from their failures. To achieve a sustainable innovative culture, a strong commitment from 

upper management is required [40]. Management must lead by example in terms of supporting innovation and 

encouraging employees to develop new ideas [41]. In addition, they must create an organisational structure that 

allows those ideas to flourish, as well as provide clear encouragement and support to employees to actively 

participate in innovative initiatives. By creating a strong culture of innovation, companies can achieve the full 

potential of their digital transformation and harness the creativity and courage of employees to face the complex 

challenges of this digital age. 

Continuity in HR development strategy is a very important aspect and involves regular monitoring and 

evaluation [42]. Companies need to have a robust system in place to track and evaluate employees' progress in 

meeting the required digital competencies. By doing this, companies can understand the extent to which HR 

development has been successful and whether employees have achieved the level of competence required to 

support digital transformation. This evaluation also allows the company to identify areas where improvement is 

needed and determine appropriate corrective actions. If there is a mismatch between the company's needs and 

employees' capabilities, then the company should be prepared to take appropriate corrective action [43]. This 

could include recruiting a new workforce with the necessary skills, or changing the approach in training 

programmes to ensure employees are more effectively supported in developing their digital competencies. In 

this way, companies can stay on track in achieving their digital transformation goals and ensure that they have 

the human resources that are fit for purpose in this ever-changing era. Constantly monitoring, evaluating and 

taking continuous action is key in achieving continuity in a successful HR development strategy. 

In the overall picture, an effective people development strategy is not just an additional element, but a very 

important foundation in achieving successful digital transformation in business. With a deep focus on people 

development, organisations can create teams that have the necessary skills, drive innovation, and are always 

ready to deal with the incessant changes taking place in a digitally changing business environment. With strong 

development, employees are better equipped and motivated to take an active role in understanding and 

benefiting from the latest technological developments, allowing companies to achieve superior results in the 

ever-evolving digital era. By integrating a comprehensive people development strategy, organisations can 

ensure that they have a solid foundation for a future dominated by digital transformation, so that they can seize 

opportunities and meet challenges with confidence. Sustainability and adaptation are key in dealing with the 

ever-changing business environment, and good people development is a key element in a successful digital 

transformation journey. 

 

4.   Conclusion 

In the drive towards achieving successful digital transformation in an ever-changing business world, human 

capital (HR) development strategies have proven to be an indispensable element. Successful digital 

transformation is not just about technology, but also involves changes in the way we think, collaborate and 

innovate. In this context, an HR development strategy becomes more than just a training programme. It is the 
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foundation that allows companies to create teams that are competent in terms of rapidly evolving digital 

competencies, but also foster a culture that promotes innovation, courage in experimentation, and a willingness 

to learn from failure. The conclusion from the above discussion is that companies need to prioritise HR 

development that focuses on improving digital competencies, unearthing innovation, and creating a culture that 

supports the necessary change and transformation. In this way, companies can ensure that their employees are 

prepared for the inevitable changes in the digital age, and this will enable them to compete more strongly and be 

relevant in the ever-changing marketplace. 

Suggestions include firstly, companies need to identify the digital competencies that suit their business 

needs and ensure that they recruit or train employees who have these skills. Next, companies should invest in 

effective and sustainable training programmes to teach employees the necessary digital skills, so that they can 

keep abreast of technological developments. In addition, creating a company culture that supports 

experimentation, innovation and learning from failure will encourage employees to try new things in a safe 

environment. Finally, companies should regularly monitor and evaluate employees' progress in achieving the set 

digital competencies and be ready to take corrective action if needed. By implementing these HR development 

strategies, companies can prepare themselves to face digital changes with more confidence and become stronger 

competitors in the ever-changing business era. 
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