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Abstrak

Digital transformation has pushed organizations to adapt to

Keywords: changes in work systems, technology, and culture as a
Human Resource whole. In this context, human resource (HR) development
Development, and the formation of a work culture are crucial factors in
Work Culture determining the success of sustainable organizational
Integrative Model performance. This study employed library research,
0 . ’ reviewing various literature related to human resource
rganizational - .
development, work culture, and digital transformation. The
Performance, )
oital study revealed that the main challenges to human resource
Digita development in the digital era include skills gaps,

Transformation. resistance to change, weak digital leadership, and a
suboptimal continuous learning system. Meanwhile,
changes in work culture are characterized by a shift in

values toward flexibility, virtual collaboration, and a
results-oriented approach. To address these challenges, an
integrative model for human resource development and
work culture has been formulated that emphasizes
alignment between competencies, organizational values,
and technology. This model is enriched with elements of
transformational leadership, adaptive learning systems, and
a humanistic, innovative culture. This integration is
expected to  sustainably  improve  organizational
performance through a balance between digital efficiency
and human values.
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INTRODUCTION

The era of digital transformation has brought about significant changes in how
organizations operate, interact, and innovate. Advances in information and
communication technology have presented new challenges for the workplace,
particularly in terms of adapting human resources to automated, fast-paced, and data-
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driven systems. In this context, organizations are required not only to master technology
but also to develop resilient, creative, and critical-thinking human resources to maintain
sustainable performance amidst dynamic change (Purwati et al. 2025) .

Digital transformation is not just a matter of implementing technology, but also
a fundamental change in the mindset and work culture within an organization. Many
organizations fail to adapt not because of a lack of digital tools, but because of a work
culture that does not support collaboration, innovation, and continuous learning.
Therefore, human resource development needs to be carried out in an integrated manner
by establishing a work culture that is aligned with digital values such as openness,
speed, and flexibility.

An integrative model of human resource development and work culture is a
crucial framework for navigating the era of digital transformation. This model
recognizes that individual competency development must go hand in hand with changes
in organizational values, behaviors, and work norms. In other words, improving
technical skills will not be optimal without an adaptive and collaborative work culture.
This integrative approach emphasizes the synergy between training, reward systems,
transformational leadership, and a work environment that supports innovation.

Superior human resources in the digital era must possess three key skills: digital
literacy, agility, and emotional intelligence. These three aspects can thrive if
organizations create a work culture that values learning, experimentation, and open
communication across generations and departments. Meanwhile, a rigid and hierarchical
work culture tends to hinder adaptation and reduce the potential of human resources to
generate new ideas relevant to the needs of the times.

To achieve sustainable organizational performance, a focused and systematic
human resource management strategy is required. Integrating competency development,
performance assessment, and internalizing work culture values is key to success in this
process. Organizations that cultivate a values-based work culture will be more
competitive, as each individual within them works not only for targets but also for the
meaning and sustainability of the organization itself (Sugiayasin 2025) .

Thus, the integrative model of HR development and work culture is not merely a
theoretical concept, but a strategic necessity in the era of digital transformation.
Through this model, organizations can strike a balance between technological capability
and cultural maturity, operational efficiency and creative innovation, and results-
oriented and human values. This integrative approach will ensure organizations can not
only survive but also grow sustainably amidst the rapid and competitive flow of global
change.

RESEARCH METHODS

The research method used in this study is library research, an approach carried
out by examining various relevant written sources such as books, scientific journals,
academic articles, research reports, and policy documents that discuss human resource
development, work culture, and digital transformation in the context of modern
organizations. Through analysis and synthesis of this literature, the researcher seeks to
identify key concepts, relationships between variables, and integrative models that can
be used to improve organizational performance sustainably. This approach was chosen
because it is able to provide a strong and comprehensive theoretical basis in formulating
a conceptual model without having to conduct direct field research.

JAMS Vol. 2, No. 1, January 2026

This is an open access article under the CC BY-NC-SA 4.0 license @ @ @ @



https://creativecommons.org/licenses/by-nc-sa/4.0/?ref=chooser-v1

RESULTS AND DISCUSSION
Challenges of Human Resource Development in the Era of Digital Transformation

Digital transformation has transformed nearly every aspect of organizational life,
including work methods, communication patterns, and decision-making systems.
However, despite the enormous opportunities offered by digitalization, there are serious
challenges in preparing adaptable human resources (HR). Many organizations still focus
on technology investments, while often neglecting the human capacity to operate,
manage, and optimize that technology. As a result, the gap between technological
capabilities and human competencies is a major obstacle to successful digital
transformation (Darenny and Amelia 2025) .

The first challenge that stands out is the digital skills gap. Many workers lack
the digital literacy to adapt to data-driven systems, automation, or artificial intelligence.
This often occurs because human resource training and development processes don't
keep pace with rapid technological advancements. As a result, productivity declines,
innovation is hampered, and organizations lose their competitive edge against more
digitally prepared competitors.

The second challenge is resistance to change. Changes in work systems,
especially from manual to digital, often cause anxiety among employees, both due to
fear of... Job loss or an inability to adapt to new work patterns. This resistance is not
only an individual issue but also reflects a weak culture of learning and communication
within the organization. If not managed properly, resistance can hinder the
transformation process and lead to internal conflict.

The next challenge is the need for visionary and inspiring digital leadership.
Many organizational leaders still think in conventional terms and do not fully
understand the potential of digital technology to drive efficiency and innovation. In fact,
the success of digital transformation depends heavily on the role of leaders who are able
to be drivers of change, create a clear digital vision, and encourage a collaborative work
culture based on data and technology.

In addition, challenges also arise from the aspects of knowledge management
and continuous learning. In the digital era, skill obsolescence is a common
phenomenon, so organizations must be able to create an adaptive learning ecosystem.
However, many institutions still do not have an internal learning system that is flexible,
inclusive, and relevant to the needs of the times. This makes it difficult for employees to
develop and for organizations to maintain long-term performance.

Finally, the challenges of developing human resources in the digital era are also
related to ethical aspects and human-technology balance. Reliance on digital systems
risks reducing the human dimensions of work, such as empathy, real collaboration, and
social sensitivity. Therefore, organizations need to ensure that technology use remains
aligned with human values and employee well-being. HR is not merely a user of
technology, but also a driver, ensuring that digitalization brings sustainable benefits to
people and the organization as a whole (Firdaus and Anisa 2025) .

Dynamics and Changes in Digital Work Culture

The development of digital technology has brought fundamental changes to
work patterns and culture in organizations. While previously work culture was
synonymous with routine, physical presence, and strict hierarchies, digitalization is now
driving the emergence of a more flexible, collaborative, and output-based work culture.

JAMS Vol. 2, No. 1, January 2026

This is an open access article under the CC BY-NC-SA 4.0 license @ @ @ @



https://creativecommons.org/licenses/by-nc-sa/4.0/?ref=chooser-v1

This change affects not only the way employees work, but also the way they think and
interact with each other. Organizations that are able to adapt to the dynamics of digital
culture will innovate more quickly, while those that remain stuck in legacy systems tend
to fall behind and lose their competitive edge (Liswinda and Faeni 2025) .

The first dynamic that is visible is the shift from a conventional work culture to
a flexible and adaptive work culture. Technology allows employees to work from
anywhere and at any time, while maintaining effective communication and
coordination. The concept of remote working and hybrid work is clear evidence that
work results are no longer measured by physical presence, but rather by the
achievements and quality of output. However, this change also demands personal
discipline, responsibility, and a clear evaluation system to maintain productivity.

The next change occurred in the communication and collaboration patterns
between individuals in the organization. Digital work culture emphasizes the
importance of cross-functional communication and information transparency. Digital
platforms such as project management systems, online communication apps, and virtual
collaborative spaces facilitate the exchange of ideas without the constraints of time and
space. This fosters a more open and egalitarian work environment, where every
individual has an equal opportunity to contribute.

In terms of values and behavior, a digital work culture also prioritizes
innovation, speed, and continuous learning. In this context, errors are viewed not as
failures, but as part of the learning process that strengthens the team's adaptability. This
kind of culture can only thrive in organizations that allow for experimentation and the
courage to take calculated risks. Thus, changes in digital work culture require
organizations to value creativity and agility more than mere compliance with
procedures.

However, this dynamic of change is not without challenges. One of them is the
generation gap and differences in digital capabilities between employees. Younger
generations tend to adapt to technology more quickly, while older generations may
struggle to understand new digital tools and systems. If not managed effectively, this
can create social tensions and hinder cross-team collaboration. Therefore, organizations
need to build an inclusive culture that supports the transfer of knowledge between
generations and fosters a spirit of mutual learning.

Ultimately, the ideal digital work culture is one that balances technology and
human values. Technology should be a tool to strengthen collaboration, creativity, and
workplace well-being, not simply an instrument of control or efficiency. Therefore, the
transformation of work culture must be directed at establishing new values that place
humans at the center of digital innovation. With this balance, organizations will not only
be able to survive in an era of rapid change but also grow as empowered, ethical, and
sustainable work communities (Nur Faliza et al. 2025) .

Integrative Model of Human Resource Development and Work Culture

The integrative model of human resource (HR) development and work culture is
a strategic approach that emphasizes the integration between improving individual
competencies and establishing organizational values that are adaptive to change. In the
context of digital transformation, this model serves as a bridge between the technical
and human aspects of an organization. Human resource development that focuses solely
on skills development without considering work culture will produce individuals who
are technically competent but not aligned with the organization's values and direction.

JAMS Vol. 2, No. 1, January 2026

This is an open access article under the CC BY-NC-SA 4.0 license @ @ @ @



https://creativecommons.org/licenses/by-nc-sa/4.0/?ref=chooser-v1

Conversely, establishing a work culture without strengthening human resource capacity
will lead to stagnation. Therefore, integrating the two is essential for organizations to
develop sustainably (Muchsam et al. 2025) .

This integrative model is based on the principle of alignment between
organizational competencies, values, and behavior. This means that training,
recruitment, and career management processes must be designed to align with the work
culture you want to build. For example, if an organization wants to foster an innovative
culture, then its HR development program should emphasize creativity, risk-taking, and
cross-functional collaboration. In this way, the values of work culture do not just
become slogans, but are truly internalized through the organization's daily behavior and
policies.

Key components of this integrative model include transformational leadership,
continuous learning systems, collaborative work environments, and value-based
rewards. Leaders act as role models who instill a digital vision and foster a spirit of
change. A continuous learning system ensures that human resources are always relevant
to the needs of the times. Meanwhile, a collaborative work environment encourages
openness and the exchange of ideas, and a value-based reward system reinforces
positive behaviors that support a digital work culture. These four elements work in an
integrated manner to form a strengthening cycle between human resources and work
culture.

In its implementation, this integrative model requires the support of a data-based
management system. Human capital analytics can help organizations map
competencies, identify skills gaps, and design appropriate interventions. Digital
technology is not only used for administrative automation, but also as a strategic tool in
managing human potential. With accurate data, organizations can adjust development
programs and ensure the work culture they build is relevant to the realities of
performance and field needs.

In addition to technological support, the success of an integrative model is also
largely determined by management commitment and the participation of all
organizational members. The integration process cannot be solely top-down; it requires
active involvement from all levels. Each individual must feel part of the change, take
responsibility for the work culture being built, and be motivated to develop
continuously. In this regard, effective internal communication and empathetic
leadership are crucial factors (Sulaeman 2025) .

Overall, the integrative model of HR development and work culture presents a
holistic approach that combines strengthening individual capacity, transforming
organizational values, and ethical use of digital technology. Through this model,
organizations can create a balance between efficiency and empathy, between innovation
and stability, and between work results and work meaning. This integration not only
results in short-term performance, but also builds the foundation for organizational
sustainability amidst the ever-evolving challenges of the digital era.

CONCLUSION

Based on the previous discussion, it can be concluded that human resource
development and the formation of a work culture in the era of digital transformation
cannot be done separately. Both must be integrated into a mutually reinforcing model so
that the organization is able to adapt to rapid and complex changes. Human resources
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who excel in digital competence, adaptive thinking, and ethics need to be supported by a
work culture that is open, collaborative, and oriented towards innovation and continuous
learning. This synergy between human and cultural aspects is the main key to
maintaining the relevance and competitiveness of organizations amidst digital
disruption.

In addition, the integrative model of HR development and work culture not only
serves as a performance improvement strategy, but also as a foundation for long-term
organizational sustainability. Through transformational leadership, adaptive learning
systems, and the humanistic and ethical application of technology, organizations can
create a productive and meaningful work environment. Thus, digital transformation is
not merely a technological change, but rather a momentum to build a competitive,
character-based, and sustainable work ecosystem.
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