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Abstract. The rapid development of information and communication technology has significantly
changed the business landscape, creating new challenges as well as opportunities for companies.
In this digital era, companies are not only faced with increasingly fierce global competition but
also have to face pressure to continuously adapt to the latest technological developments. Thus,
this study aims to investigate the best strategies to optimise HR capacity to drive adoption of the
latest technology and trigger business innovation. The method involved a thorough exploration of
the literature using qualitative analysis, with a view to gaining a thorough understanding of the
topic from 2012 to 2023. The study results show that in the face of the dynamics of the digital era,
it is important for companies to continuously adapt and optimise their human resource (HR)
capacity in order to meet the challenges of business transformation triggered by technological
advancements. HR needs to not only be skilled in mastering technology, but also have high
innovation capabilities. Innovation is not just an optional strategy, but an urgent need to maintain
relevance and competitiveness in an ever-evolving market. The results show that training and
development is key to improving HR capacity, especially through structured training programmes
that focus on technology skills. The challenge of change resistance needs to be overcome through
effective change management and full support from leadership in shaping a culture of innovation.
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1. Introduction

Rapid developments in the field of information and communication technology have fundamentally
changed the business paradigm, creating challenges that are at the same time potentially a golden opportunity
for companies [1]. In this ever-evolving digital era, companies are not only faced with increasingly fierce global
competition, but also face constant pressure to continuously adapt to the latest technological developments that
can provide a competitive advantage [2]. Therefore, it becomes imperative for companies to actively optimise
the capacity of their human resources (HR), not only as assets that carry out operational routines, but as key
drivers in adopting the latest technologies and stimulating game-changing business innovations in the ever-
changing market. By integrating reliable and skilled human resources, companies can build a solid foundation to
achieve operational efficiency, creativity and resilient competitiveness in this ever-evolving digital era.

Modern business transformation has undergone a significant shift from the conventional model to one
driven by advanced technology. Companies that successfully adopt and integrate the latest technologies, such as
the Internet of Things (IoT), artificial intelligence, and blockchain technology, have the potential to achieve
remarkable levels of operational efficiency [3]. By leveraging loT, companies can connect and optimise various
elements in their value chain, improve visibility, and generate valuable data for smarter decision-making.
Artificial intelligence enables deep data analysis and process automation, opening up opportunities for further
innovation and increased productivity. Meanwhile, blockchain technology provides a secure and decentralised
foundation for business transactions, increasing security and trust in the enterprise ecosystem [4]. Thus, the
integration of the latest technologies not only provides operational efficiency, but also opens the door for further
product and service innovation, enabling the company to be at the forefront of evolving market demands.
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Human Resources (HR) is not just a user of technology, but also a key catalyst in dealing with the dynamics
of continuous change. In the face of this digital transformation era, there is an urgent need to develop new skills
that include a deep understanding of data analytics, programming proficiency, and adaptability to rapid change.
People who possess these skills are not only able to interact with technology effectively, but are also
fundamental pillars in crafting corporate strategies that are responsive to shifting market trends and needs [5].
Therefore, investing in HR skills development is a must for companies that want to remain relevant and
competitive amidst the ever-changing business dynamics.

Technology adoption is often hampered by two key factors: resistance to change from individuals and
groups within the organisation and a lack of skills required to fully exploit the potential of the technology [6].
To overcome these obstacles, it is necessary to emphasise the importance of effective training and holistic
employee development programmes. This training should not only cover the technical aspects related to the use
of new tools or platforms, but also bring an in-depth understanding of the impact of such changes on business
processes and overall corporate strategy. In addition, inclusive and motivating leadership plays a very important
role. Leaders who are able to create a work environment that supports, motivates and rewards change initiatives
can help break down resistance, create an organisational culture that is responsive to innovation and encourage
HR to embrace change with enthusiasm and the necessary skills [7]. Thus, the combination of effective training
and inclusive leadership is the foundation for meeting the challenges of technology adoption in organisations.

Innovation, by its very nature, involves more than just the application of technology; it also includes a
transformation in a company's overall approach to its business. An organisation that is able to embrace a culture
of innovation as an integral part of its identity not only creates an environment that supports creativity, but also
provides incentives for employees to take an active role in contributing new ideas [8]. A strong culture of
innovation creates space for collaboration, experimentation and controlled risk-taking, all of which support the
discovery of new solutions and revolutionary approaches to business challenges. By incentivising and rewarding
innovative contributions, companies not only encourage individual creativity, but also build the foundation for
long-term growth and better competitiveness in a changing marketplace. As such, a company's willingness to
adopt a culture of innovation is a key element in creating breakthroughs and sustainable competitive advantage.

This research aims to investigate the best strategies for optimising HR capacity to drive adoption of the
latest technologies and trigger business innovation. By understanding the barriers that companies may face, this
research will also identify practical solutions to overcome these challenges. Furthermore, by focusing on these
objectives, this research is expected to provide guidance for companies in developing a competitive advantage
through the right combination of skilled human resources and the latest technology.

1.1 Human Resources (HR)

Human Resources (HR) refers to a critical aspect within an organization consisting of the workforce or
employees contributing to the execution of various activities and goals of the company [9]. HR encompasses not
only the number of employees but also the skills, knowledge, creativity, and commitment possessed by these
individuals. In a business context, HR is considered the most valuable asset as it plays a strategic role in
achieving the company's success [10]. The success of an organization is not solely determined by the number of
employees but also by their ability to adapt to changes, innovate, and contribute to the achievement of corporate
goals [11]. Therefore, HR management involves not only administrative aspects but also includes employee
development, the formation of a positive organizational culture, and strategic planning to ensure that HR can
face the ever-changing business dynamics in the modern era.

1.2 Technology

Technology refers to the application of knowledge, skills, and tools to create, modify, and use products,
systems, or services with the aim of improving human life [12]. In the modern era, technology has become a key
driver of change in various fields, including business, education, health, and communication. It encompasses
everything from hardware such as computers and mobile devices to software, networks, and innovations such as
artificial intelligence [13]. Technology also includes production processes such as automation and robotics that
enhance efficiency and accuracy [14]. The importance of technology lies in its ability to address complex
challenges, increase productivity, and open doors to creative solutions for various problems. With continuous
development, technology has not only become a tool but also an integral aspect of daily life, shaping how we
work, communicate, and interact with the world around us.

1.3 Business Innovation

Business innovation refers to the process of developing and implementing new ideas, methods, products, or
business models aimed at improving efficiency, competitiveness, and added value for a company [15]. It
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involves the ability to think creatively, create innovative solutions, and respond quickly to changes in the
market. Business innovation goes beyond the development of new products; it also includes changes in how a
company develops strategies, interacts with customers, and manages its operations [16]. In other words,
business innovation involves a comprehensive transformation in how an organization operates and delivers
value to stakeholders. Companies that can innovate in business can create a competitive advantage, explore new
opportunities, and respond to the ever-changing demands of the market [17]. Therefore, business innovation is
not just a strategic choice but a necessity for companies that want to survive and thrive in a dynamic business
environment.

1.4 Digital Era

The digital era refers to a period in which information and communication technology, especially the
internet, plays a central role in social, economic, and cultural transformation [18]. In the digital era, information
is generated, accessed, and shared rapidly through digital platforms. Significant changes are observed in how
businesses operate, how individuals interact, and how information is disseminated [19]. The internet becomes
the primary foundation for global connectivity, enabling companies to operate across borders and individuals to
connect without geographical constraints. Phenomena such as e-commerce, big data, artificial intelligence, and
the Internet of Things (10T) characterize the digital era, creating new opportunities and transforming traditional
business paradigms [20]. Moreover, the digital era has a significant impact on how organizations manage data,
communicate, and innovate. The reliance on digital technology has fundamentally changed how we lead our
daily lives and provides a foundation for further development in the information technology revolution.

2. Method

In this study, we utilize a qualitative literature review approach to achieve a thorough comprehension of the
most effective strategy for enhancing HR capacity to promote the adoption of cutting-edge technology and
stimulate business innovation spanning the period from 2012 to 2023. The primary objective of this
methodology is to identify, assess, and incorporate relevant scholarly works sourced from diverse academic
journals, conference papers, and reputable outlets accessible through Google Scholar. The research process
unfolds through distinct stages. Initially, the researcher defines a specific and pertinent research topic,
establishing a comprehensive understanding of the background and research objectives. Subsequently, explicit
and precise search criteria are formulated to guide the exploration of literature using Google Scholar, covering
the time frame from 2012 to 2023. Upon obtaining search results, the researcher engages in a literature selection
process, scrutinizing the abstracts and summaries of each identified article or source. Literature lacking
relevance or failing to meet the research criteria is excluded from the analysis. The chosen literature undergoes a
rigorous examination, focusing on identifying significant discoveries, concepts, theories, and trends inherent in
the literature. A qualitative approach is applied to attain a comprehensive understanding of the research subject.
The findings from the literature review are then synthesized and elaborated upon by the researcher to construct a
comprehensive understanding of the research topic. Furthermore, these findings are organized into a detailed
research report with a structured and cohesive format, encompassing key discoveries, analyses, and profound
interpretations. The research concludes by formulating concise conclusions summarizing the central findings
and implications of the literature review on the research subject. This methodology empowers researchers to
acquire an extensive and profound understanding of the research topic without the necessity for primary data
collection. By leveraging existing literature, this research has the potential to make substantial contributions to
advancing theories, problem-solving, or decision-making across various scientific domains, particularly within
the context of the most effective strategy for enhancing HR capacity to drive the adoption of cutting-edge
technology and stimulate business innovation.

3. Result and Discussion

Amidst the challenges of the dynamic digital era, companies are not only faced with the demand to
continuously adapt, but also to optimise the capacity of their human resources (HR) in line with the changing
business ecosystem. Business transformation triggered by recent technological advancements, such as
increasingly sophisticated artificial intelligence, in-depth data analytics, and process automation, has
significantly changed the company's operational paradigm [21]. In this context, the role of human resources who
not only have adequate technical skills but are also able to adapt quickly to ongoing changes is increasingly
crucial. The development of resilient, creative and learning-oriented human resources is an absolute must to
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ensure companies can optimise the potential of the latest technology, improve operational efficiency and
respond to evolving market dynamics [22]. Therefore, investment in HR development is not only a short-term
strategy but also the foundation for long-term business continuity in this digital era.

Optimising Human Resources (HR) capacity involves more than just upgrading technological skills; it also
includes developing employees' innovation and creativity capabilities as a key element in facing business
challenges in the digital age. Business innovation is no longer just seen as a strategic option, but rather an urgent
necessity amidst the rapid pace of change [23]. Companies that want to maintain relevance and competitiveness
must proactively shape and support a culture of innovation [24]. This involves creating a work environment that
encourages collaboration, out-of-the-box thinking, and experimentation that can lead to breakthroughs.
Encouraging employees to contribute new ideas not only creates a competitive advantage, but also builds the
foundation for sustainable growth. By embracing a culture of innovation, companies create conditions that allow
human resources to become not only proficient users of technology but also active and creative agents of change
in responding to market changes and leading the company towards an innovation-filled future.

Extensive research and years of practical experience confirm that the role of training and development is
crucial in enhancing the capacity of Human Resources (HR). A well-structured training programme, especially
one that focuses on mastering the latest technology skills, is not only an investment in improving individual
competencies but also key in addressing skills gaps that may exist within the organisation [25]. An in-depth
understanding of the latest technologies can equip HR with the necessary tools to respond to evolving business
demands and strengthen a company's competitiveness in a competitive market [26]. However, while the benefits
are clear, challenges arise. Resistance to change is often an obstacle that needs to be overcome, and effective
change management is essential to integrate new knowledge and skills into the organisation's culture. By
addressing these challenges, companies can ensure that training and development becomes not only a practical
necessity but also a key driver of long-term success.

From a different perspective, it can be recognised that the establishment of a culture of innovation is a step
that requires the full support of company leadership. Leadership that is not only visionary but also visibly
committed has the potential to shape and stretch a working environment that not only supports, but stimulates
creativity and innovation at every level of the organisation [27]. Success in fostering a culture of innovation
depends not only on the introduction of innovative values, but also on the ability of leaders to set a positive
example, support risky initiatives, and open communication channels that facilitate the progressive exchange of
ideas [28]. Within this framework, the importance of implementing an integrated strategy, which not only
strengthens human capital development but also fosters technology adoption, becomes even more prominent.
This integration opens the door to achieving optimal results, where companies not only build skilled and
adaptable human capital, but also create a solid foundation for technological innovation that supports long-term
competitive advantage.

Throughout this narrative, it is clear that optimising Human Resources (HR) capacity cannot be considered
as a separate entity from the dynamics of change that plague the digital era. The process of adopting the latest
technology and encouraging business innovation are not just additional tasks that can be ignored; rather, they are
integral elements of an adaptive and sustainable corporate vision amidst constant change. Through the synergy
between solid people development and smart technology implementation, companies can not only face, but also
overcome the complexities and challenges that arise in this digital era. Positioning oneself as a leader in the
digital business map requires a deep alignment between the evolution of HR and the utilisation of technology as
a strategic tool. Thus, a holistic integration of HR development and technology not only leads to increased
efficiency, but also creates a foundation for sustainable and competitive leadership in this ever-evolving
marketplace.

When a company successfully achieves a balanced level of integration between Human Capital
development and technology adoption, the positive impact is not only reflected in improved operational
efficiency, but also extends to the realm of product and service innovation. The continuity that exists between
the development of HR skills and the application of the latest technology creates a positive dynamic that
permeates the entire organisational network. Innovation in products and services is no longer just a short-term
goal, but an integral part of an adaptive corporate culture [29]. This transformation not only focuses on internal
change but also creates an environment that encourages interdepartmental collaboration, opening the door for
synergy and creative exchange of ideas across the company. As such, the holistic integration of people
development and technology adoption creates a strong foundation for sustainable growth, giving the company
an edge in facing challenges and opportunities in an ever-evolving business landscape.

A company's success in optimising its Human Resources (HR) capacity reflects its ability to not only keep
up with, but also cope with the dynamics of a rapidly changing market. Human resources that are not only
skilled but also adept at dealing with change can be a valuable asset that enables companies to respond to market
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challenges more quickly and effectively [30]. They not only function as change responders, but also as change
agents who are proactive in understanding and anticipating market needs. Therefore, HRM is no longer just
considered the responsibility of the human resources department, but has become a strategic agenda that
involves the entire organisation. By integrating the dimensions of HR development into every layer of the
company, creating a culture that encourages adaptation and innovation, companies can build a strong foundation
to navigate change and maintain competitiveness in an ever-evolving market. Thus, HR is not only an
operational support, but also the main pillar in designing a dynamic and successful future [31].

In this highly dynamic context, companies have the opportunity to optimise the effectiveness of their
Human Resources (HR) development strategies through the use of sophisticated data and analytics. The process
of continuously evaluating key aspects such as technology adoption rates, employee satisfaction, and other
business performance indicators can provide invaluable insights [32]. The data derived from these analyses can
form the basis for a deep understanding of the impact of HR development strategies on various aspects of the
company [33]. For example, data regarding technology adoption rates can provide information on the extent to
which employees integrate and utilise technology in their daily work. Meanwhile, an assessment of employee
satisfaction levels not only measures well-being and motivation, but can also provide an idea of the extent to
which HR development policies create a supportive work environment. Therefore, by basing decisions on rich
and detailed data, companies can continuously refine their HR development strategies, ensuring that every step
taken is in line with the company's goals of improving performance, strengthening organisational culture, and
achieving long-term success.

While the changes that are taking place in optimising human resource (HR) capacity bring significant
positive potential, it is important to note that this transformation also opens the door to new challenges,
especially related to data security and privacy. While efforts to improve efficiency and competitiveness through
HR development can have a positive impact, concerns over data vulnerability and privacy protection are
becoming increasingly important in this digital age [34]. Therefore, in embracing the positive potential of HR
optimisation, companies are also faced with the responsibility to prioritise information security and ensure
compliance with applicable regulations. Strengthening security layers in the process of collecting, storing and
processing data is essential, while compliance with privacy standards and regulations is the foundation for
mitigating potential risks and building trust with customers and business partners [35]. By looking at these
aspects of security and compliance holistically, companies can optimise their HR capacity by considering the
risk factors that may arise, creating a safe environment, and maintaining a balance between progress and
protection.

Thus, through an in-depth and integrated holistic approach, encompassing Human Capital development,
technology adoption, and the establishment of a culture of innovation, companies can not only achieve
sustainable competitiveness in this digital age, but also build a solid foundation for long-term success. This
approach involves more than just business transformation; it is a journey towards deep cultural change within
the organisation. The integration of HR development ensures that employees not only have the necessary
technical skills, but also an adaptive attitude towards constant change. Meanwhile, technology adoption opens
the door to operational efficiency and innovation that can lead to competitive advantage. A culture of
innovation, on the other hand, creates an environment that supports creative thinking, experimentation and the
courage to take risks in the quest for excellence. During this journey, companies not only transform the way
they do business but also shape their essence, enabling them to shine in the face of the dynamics of change and
pave the way to a sustainable and successful future in the ever-evolving digital age.

4. Conclusion

Facing the dynamics of the digital era, this research highlights the urgency for companies to continuously
adapt and optimize their human resources (HR) capacity. The business transformation triggered by recent
technological advancements necessitates HR with not only proficiency in mastering technology but also high
levels of innovation and creativity. Innovation is not merely an optional strategy but an urgent need to sustain
relevance and competitiveness in the ever-evolving market. Research findings indicate that training and
development are crucial keys to enhancing HR capacity. Structured training programs, particularly those
focusing on technological skills, can reduce skill gaps and enhance the company's competitiveness. However,
challenges of change resistance need to be addressed through effective change management and full support
from leadership in shaping an innovative culture.

To achieve success in this dynamic digital era, companies are advised to develop structured training
programs, especially those concentrating on mastering the latest technological skills. A holistic approach in HR
development is essential, involving not only technological skills but also incorporating elements of innovation
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and creativity. Active engagement from corporate leadership is key to creating a work environment supportive
of change and innovation. Continuous evaluation of technology adoption, employee satisfaction, and other
business performance indicators can provide insights necessary to refine HR development strategies.
Additionally, companies need to pay special attention to data security and privacy, ensuring compliance with
regulations, and implementing effective security measures. By implementing these suggestions holistically,
companies can build a robust foundation for growth, innovation, and sustainability in navigating the challenges
of the digital era.
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