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Abstract 

 
As digital technology continues to evolve, there is a significant shift from conventional business models towards online 

business models. This change encompasses various aspects, ranging from how products and services are marketed to 

interactions with customers. This research aims to understand the influence of digital transformation on Human Resource 

Development (HRD) in the context of online businesses. The research method employed in this study is a qualitative 

literature review, drawing data from Google Scholar from 2019 to 2023. The results indicate that in the continuously 

evolving digital era, digital transformation has become a necessity for every business seeking to survive and thrive, 

particularly in the realm of online business. HRD is a highly impacted aspect of this transformation. The paradigm shift in 

HRD development is not only related to technical skills but also to adaptability, continuous learning, and holistic 

understanding of the online business ecosystem. The urgency of this research is crucial because a deep understanding of 

how digital transformation affects HRD development can assist organizations and stakeholders in designing effective 

strategies to address challenges and capitalize on opportunities in this dynamic era of online business. 
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1. INTRODUCTION 

The emergence of digital technology has led to a fundamental shift in the business landscape, moving 

away from traditional methods to online platforms. This shift entails substantial changes in marketing strategies 

and customer engagement dynamics. Consequently, there is a growing need for a deep understanding of how 

this evolution impacts Human Resources Development (HRD) strategies across diverse organizations [1]. 

With the advent of the digital transformation era, new opportunities are emerging in online business 

development through the utilization of innovative technologies such as e-commerce platforms, data analytics, 

artificial intelligence, and social media networks [2]. Having a comprehensive understanding of the roles and 

utilization of these technologies becomes crucial in designing effective strategies in developing adaptive and 

responsive Human Resources (HR) to the ongoing demands of changes in the digital business landscape. 

In the context of the continuously evolving dynamics of online businesses, there is a significant 

evolution in the skills and competencies required by Human Resources (HR). Employees are expected to have 

a deeper understanding of technology, enhance data analysis skills, flexibility in adapting to rapid changes, and 

a high level of creativity to confront challenges in an ever-changing business environment. The success of 

individuals and organizations in facing the complexities and dynamics of the digital market heavily relies on 

the HR's ability to continuously adapt and innovate to anticipate and respond to changes quickly and timely[3]. 

The digital transformation has significantly influenced Human Resources Development (HRD) 

strategies across various organizations. With the ongoing technological breakthroughs, organizations are faced 

with the demand to adapt their approaches in employee recruitment, training, and development. In navigating 

the increasingly complex online business environment, it is crucial for organizations to ensure that their HR 

possesses relevant skills, knowledge, and can compete effectively. This includes not only a deep understanding 

of advanced technology but also the ability to quickly confront changes, adapt to evolving situations, and 

contribute creatively to crafting solutions for the challenges at hand [4]. Thus, HR development strategies 

should be holistic and future-oriented, considering the organization's needs in responding to the ever-changing 

dynamics of the digital era. 

There exists a gap between the skills currently possessed by HR and those required in the online business 

paradigm. Research findings indicate that skills such as digital technology comprehension, data analysis, digital 
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marketing, and online risk management are deemed critical in online business but are often lacking among 

current HR [5]. Other research findings also show a significant gap between the skills currently possessed by 

HR and those needed in online businesses, such as digital technology skills, data analysis, creativity, and 

adaptability [6]. Entrepreneurs note the difficulty in finding workers with skills matching the needs of their 

online businesses [7]. This means that identifying and addressing these skill gaps are key to ensuring 

organizational success in rapidly changing environments. 

The impact of digital transformation extends beyond technological aspects alone, seeping into the 

cultural dimensions of organizations, encompassing upheld values, applied norms, and encouraged work 

practices. With the shift in business paradigms towards the online realm, organizations are faced with the 

critical task of adjusting and even transforming their work culture to align with this rapidly evolving dynamic 

[8]. This cultural adaptation is essential to ensure that the potential of Human Resources (HR) within 

organizations can be effectively optimized in facing challenges and seizing opportunities arising in the 

competitive and rapidly changing context of online business [9]. Therefore, organizations are required to 

develop an awareness of the importance of a culture that supports innovation, collaboration, and continuous 

learning in confronting the ever-evolving challenges of this digital era. 

The role of technology in the context of Human Resources Development (HRD) is not limited solely as 

a tool for supporting business operations but also as a means with great potential to enhance the quality and 

efficiency of HRD processes themselves. The integration of technology in various aspects of HRD, from 

recruitment and selection processes to training and career development, can open up new opportunities to 

improve effectiveness and speed of response to the changing needs and demands of the market [10]. 

Technology can facilitate more accurate data collection and deeper analysis related to employee needs, provide 

a more interactive and responsive platform for learning, and enable the adoption of more adaptive and 

personalized HRD models [11]. Thus, the use of technology in HRD is not just operational innovation but also 

a fundamental strategy to maintain the competitive advantage of organizations in effectively managing human 

resources in the continually evolving digital era. 

Facing the shift in business paradigms towards digitalization, organizations encounter a series of 

challenges affecting Human Resources Development (HRD), including but not limited to emerging skill gaps, 

pressing organizational cultural changes, and the increasing complexity of technology integration [12]. 

Nevertheless, within every challenge lies an opportunity. Digital transformation brings the potential to drive 

organizational competitiveness and innovation through focused and precise HRD efforts. By prioritizing 

investments in skill enhancement, fostering a responsive and inclusive culture, and deploying technology as a 

strategic tool, organizations can harness this momentum to achieve competitive advantage in this dynamic era 

of online business. 

Therefore, the primary objective of this research is to delve into the influence exerted by digital changes 

on the evolution of Human Resources Development (HRD) in the context of the continuously evolving online 

business. In this endeavor, the research also aims to identify various strategies that can be effectively 

implemented to optimize HR potential in addressing challenges and opportunities emerging amidst rapid 

changes in the digital business environment. Thus, this research aims not only to describe the phenomenon of 

change but also to provide in-depth insights and applicable solutions in efficiently and effectively managing 

HR in this dynamic digital era. 

 

2. MATERIALS AND METHOD 

The research method employed in this study is a qualitative literature review, utilizing data obtained 

from Google Scholar spanning from 2019 to 2023. The search was conducted using relevant keywords such as 

'digital transformation,' 'human resources development,' 'online business,' as well as other pertinent keywords 

related to the research topic. Initially, the search yielded 59 articles which then underwent a rigorous screening 

process to ensure the accuracy and relevance of the data, resulting in 31 selected articles. These articles were 

subsequently qualitatively analyzed to identify key findings regarding the impact of digital transformation on 

HRD in online businesses. The results of the analysis were then synthesized into comprehensive conclusions 

to offer a better understanding of the researched topic. Flowchart Methodology can be show in figure 1. 

 

3. RESULTS AND DISCUSSION 

In the midst of the rapid development of the digital era, the presence of digital transformation has 

become imperative for the safety and progress of every operating business entity. In the context of online 

businesses, where interactions and transactions are conducted virtually, the influence of digital transformation 

on Human Resources (HR) development has become increasingly significant. This section aims to elucidate 

the complexity and implications that occur when digital transformation permeates HR management within the 

scope of online business, delving into how far these changes affect HR practices, policies, and paradigms in 

responding to the challenges and opportunities emerging in this digital era. 
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At its onset, the journey of Human Resources (HR) development in the realm of online business may 

present striking differences compared to approaches applied in traditional contexts. In previous eras, the 

process of training and developing HR often focused on enhancing specific technical skills or abilities required 

to handle predetermined tasks [13]. However, with the advent of the digital era that has fundamentally altered 

the business landscape, the paradigm of HR development has undergone significant changes. Now, HR 

development is no longer confined to merely improving technical skills but also involves aspects of adapting 

to rapidly occurring changes and the complexity associated with the dynamics of the online business 

environment [14]. This transformation demands a shift in the focus of HR development, which now emphasizes 

individuals' abilities to quickly adapt to changes, innovate, and develop skills relevant to the evolving needs of 

digital businesses. 

 

 

Figure 1. Flowchart Methodology 

 

One significant impact of digital transformation on Human Resources (HR) development in the context 

of online businesses is a stronger push for individuals' abilities to adapt dynamically and continuously learn 

[15]. In the fast-paced digital era, technology and business trends can change rapidly and unexpectedly, 

requiring employees to have agile abilities to adapt to these changes [16]. This demands not only the ability to 

keep up with these developments but also the capacity to learn and develop new skills quickly to remain 

relevant and competitive in an ever-changing business environment. To support this process, creating a 

company culture that promotes innovation, experimentation, and continuous learning becomes crucial, 

ensuring that employees feel encouraged to continually grow and contribute to the organization's success in 

facing the challenges of the digital era. 

In addition, the development of digital transformation also provides a significant push towards the 

development of interdisciplinary skills and a more comprehensive understanding of the complex online 

business ecosystem [17]. This indicates that successful Human Resources (HR) in the online business realm 

need to gain a deep understanding of various crucial aspects, such as digital technology, data analysis, online 

marketing, user experience, and other relevant fields. In the context of online businesses, roles often extend 

beyond a single function or specialization; instead, they require a holistic and integrated understanding of how 

various business elements interact and influence each other. Therefore, success in this digital business 

environment often depends on the ability to transcend disciplinary boundaries and adopt a collaborative and 

comprehensive approach to addressing existing complexities. 

Furthermore, alongside these changes, digital transformation also opens doors to new opportunities in 

HR development through various online learning platforms and available digital resources [18]. With easier 

and more flexible access to online courses, webinars, and various other resources, employees now have the 

opportunity to continuously develop their skills according to evolving business needs [19]. This flexibility 

allows them to access learning materials from anywhere and at any time, without being constrained by 

geographic or time limitations, making the skill development process more affordable and self-accessible. 

Thus, digital transformation not only changes how businesses operate but also reshapes the HR development 

landscape by expanding accessibility and flexibility in the learning process. 

However, amidst all the changes, it is important to acknowledge that digital transformation also brings 

along new challenges in Human Resources (HR) development. In this context, there are risks associated with 

the lack of effective leadership in managing geographically dispersed teams, where communication and 

coordination challenges may become more complex [20]. Additionally, there are also risks related to digital 

fatigue and information overload that may hinder the learning process and employee performance [21]. With 

the emergence of virtual work trends and reliance on digital technology in daily interactions, it is crucial for 

organizations to identify and address these challenges by developing appropriate strategies, including fostering 

adaptive leadership and providing support for balanced digital workload management. Thus, awareness of these 
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risks is key in designing holistic and effective HR development programs to address the changes brought about 

by digital transformation. 

In this context, the influence of digital transformation on HR development in the paradigm of online 

businesses emerges as a phenomenon that illustrates the complexity and variety of challenges and opportunities 

involved. On one hand, digital transformation opens doors to endless possibilities for innovation and faster 

updates in the learning process. However, on the other hand, these changes also necessitate a need for a more 

holistic and adaptive approach in HR development management. The presence of successful businesses in the 

digital era is often indicated by their ability to not only accommodate changes but also continuously develop 

and adjust their HR according to the demands of the times. Therefore, facing digital transformation is not just 

a challenge but also a call for strategic adjustment and innovation in HR development, demanding creative 

thinking and proactive approaches to respond to the rapidly changing dynamics of online businesses. 

Furthermore, it is important to emphasize that the influence exerted by digital transformation on Human 

Resources (HR) development in the context of online businesses also involves significant changes in 

organizational structure and corporate culture. Successful businesses in the digital era are often characterized 

by the presence of more open and flexible organizational structures, enabling cross-functional collaboration 

and more adaptive teams in response to rapid and diverse market changes [22]. This reflects a transition from 

hierarchical and rigid organizational structures towards models based more on employee engagement, allowing 

for faster responses and more effective innovation in addressing challenges faced by online businesses. 

Additionally, digital transformation also impacts corporate culture by fostering the creation of a more open 

workplace environment towards new ideas, being more collaborative, and encouraging initiative and 

experimentation in finding solutions to complex problems [23]. Therefore, in facing these changes, 

organizations are expected to not only adjust their organizational structures and business processes but also 

pay attention to a corporate culture that supports and facilitates adaptation and innovation in addressing 

challenges and opportunities arising in this digital era. 

Moreover, it is important to underline that a corporate culture that values experimentation, measured 

risk-taking, and learning from failures is a key element in effective Human Resources (HR) development in 

the context of online businesses. In an environment driven by innovation and rapid change, employees should 

feel empowered and supported to take initiative, explore new ideas, and learn from every experience, whether 

successful or not. By strengthening a culture that facilitates experimentation and personal growth, organizations 

not only encourage greater innovation but also accelerate the individual and team learning process, helping 

them to develop professionally and face business challenges more effectively [24]. Therefore, it is crucial for 

organizations to create an environment that supports innovation and active learning, ensuring that every failure 

is seen as an opportunity for learning and self-improvement, rather than a stigma to be avoided. 

The impact of digital transformation on Human Resources (HR) development is also reflected in the 

paradigm shift related to performance measurement and career development in the online business environment 

[25]. In this realm, performance metrics often extend beyond individual task assessments to focus more on 

achieving broader and concrete business outcomes, such as increasing user growth, customer retention, or 

conversion rates. This linkage between individual performance and specific business outcomes demands a 

more holistic approach to skill development and employee performance evaluation. Thus, organizations are 

faced with the challenge of designing evaluation systems that account for the impact of HR development efforts 

on overall business goals. This comprehensive approach allows for more accurate and relevant assessments of 

individuals' contributions to the organization's success in the dynamic and competitive online business 

environment. 

Furthermore, digital transformation also has a significant impact on the recruitment and retention 

processes of Human Resources (HR) in the online business realm [26]. In this context, employees who 

demonstrate agile digital skills and the ability to adapt quickly become increasingly valuable, creating fierce 

competition for businesses in attracting and retaining such talents [14]. To address these challenges, 

organizations must make significant investments in continuous learning and development programs, as well as 

create an attractive and supportive work environment for digital professionals. This includes developing 

comprehensive training programs to enhance the digital skills of existing employees and taking a proactive 

approach to recruiting new talents capable of making significant contributions to business growth and success 

in this rapidly changing online environment. 

In this context, leadership plays a central role in facilitating the development of Human Resources (HR) 

in the paradigm of online business. Leaders are expected to act as effective change agents, encouraging 

employees to continuously learn and develop, and creating a work culture that is inclusive and achievement-

oriented. They must possess strong communication skills to articulate the company's vision and inspire the 

team, as well as the ability to facilitate collaboration and innovation across the organization. Moreover, 

effective leaders must also understand the changes occurring in the online business environment and be able 

to adapt their leadership strategies accordingly [27], [28], [29], [30], [31]. Thus, good leadership not only 
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involves the ability to manage current performance but also to lead the organization in facing future challenges 

and seizing opportunities in this digital era. 

The impact of digital transformation on Human Resources (HR) development in the paradigm of online 

business has significant implications. This phenomenon creates new challenges while also opening up 

opportunities for organizations to strengthen their teams, develop relevant and cutting-edge skills necessary for 

success in the digital era, and build and maintain an innovative and adaptive work culture. Businesses that can 

recognize and adapt to the changes occurring in an increasingly digital business environment will have a clear 

and strong competitive advantage in facing the ever-tightening and dynamic market competition. Therefore, it 

is important for organizations to take proactive steps in preparing their HR to face the challenges and 

opportunities brought about by digital transformation, ensuring long-term success and sustainability in this 

evolving online business era. 

Overall, the profound impact of digital transformation on Human Resources (HR) development within 

the online business paradigm underscores the imperative for organizations to navigate the evolving landscape 

with foresight and agility. While digitalization heralds unprecedented opportunities for innovation and skill 

enhancement, it also introduces complexities and challenges that demand strategic adaptation and proactive 

leadership. As businesses embark on this transformative journey, fostering a culture of continuous learning, 

experimentation, and resilience emerges as a linchpin for success. Moreover, the recalibration of performance 

metrics and the redefinition of recruitment and retention strategies underscore the pivotal role of HR in driving 

organizational growth and competitiveness in the digital era [25, 26]. Effective leadership, characterized by 

adaptability, communication prowess, and visionary acumen, is essential in steering organizations through the 

tumultuous currents of digital transformation. By embracing these principles and leveraging digital tools and 

resources, organizations can position themselves at the vanguard of innovation, poised to thrive amidst the 

dynamic flux of the online business landscape. Thus, as businesses forge ahead into the digital frontier, strategic 

investment in HR development emerges as a linchpin for long-term success and sustainability in the ever-

evolving online business ecosystem. This means that the explanation of these results has specifically stated the 

suitability and answered the problems solved in the study of the effect of digital transformation on HR 

development in the online business paradigm, so that it has provided confirmation of the conclusion. 

This research is important given the widespread phenomenon of Digital Transformation across various 

sectors, including human resources development (HRD) in online businesses. Utilizing a qualitative literature 

review methodology, this study provides a significant contribution to understanding the real impact of digital 

transformation on HRD in the context of online businesses. Its main benefit lies in identifying key findings 

that can be used to enhance HRD management strategies in addressing digital changes. The results of this 

research can also offer a more holistic view of how online companies can leverage technology and HRD 

strategies to improve their performance and competitiveness in this digital era. Thus, this research not only 

provides theoretical insights but also offers practical guidance for stakeholders in online businesses to optimize 

the potential of digital transformation in effectively managing their HRD. 

   

4. CONCLUSION  

In the rapidly evolving digital era, digital transformation has become imperative for the entire business 

ecosystem to maintain and expand its presence, especially in the increasingly dominant online business context. 

In this regard, Human Resources (HR) development stands out as one of the aspects significantly affected by 

these changes. The paradigm shift in HR development is no longer limited to mere technical skill enhancement 

but also demands rapid adaptation, continuous learning opportunities, and holistic understanding of the 

dynamics and complexities of the online business ecosystem. Thus, awareness of the need for integration 

between technology, human skills, and business needs becomes increasingly important in guiding effective HR 

development efforts in this digital era. Recommendations that can be given based on this research are as 

follows: 

1. Prioritize continuous learning and adaptation: Businesses need to create a culture that encourages 

innovation, experimentation, and continuous learning. This will help employees adapt quickly to 

technological changes and business trends. 

2. Focus on developing interdisciplinary skills: Employees need to develop a broad understanding of 

various aspects of online business, including digital technology, data analysis, online marketing, and 

user experience. 

3. Utilize online learning platforms: Businesses can leverage various online learning platforms to enhance 

employees' skills according to business needs. 

4. Effective leadership: Effective leadership is necessary to facilitate HR development, motivate 

employees to continue learning and growing, and create a culture of inclusivity and achievement. 

5. Shift in performance measurement and career development: Businesses need to shift the paradigm in 

performance measurement and career development, focusing more on specific business outcomes rather 

than just specific tasks. 
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6. Recruitment and retention of HR: Businesses need to invest in strong learning and development 

programs and create an attractive work environment for digital professionals to attract and retain 

valuable talents. 

 

By implementing these recommendations, businesses can strengthen their teams, develop the necessary 

skills for success in the digital era, and create an innovative and adaptive work culture, thereby gaining a clear 

competitive advantage in this increasingly digital market. 
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