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Introduction

Human resources become the most valuable asset in any modern organization
(Rahmawati et al.,, 2024; Salasiah et al.,, 2023; Todericiu et al.,, 2014). Then, current
conditions of global competition and technological change require human resource
capabilities(Firdaus & Kuswinarno, 2024). Digital transformation also creates new
demands for the workforce to master technical and non-technical skills relevant to the
modern era (Astawaa & Dewi, 2025; Iskandar, 2025). Digital transformation requires a
new approach to human resource management. Technology is used in HR information
systems for data analysis, increased efficiency, and decision-making support (Ayyasy &
Maelani, 2024). Digital transformation has become a necessity in human resource
management across organizations. This allows HR to focus on strategic tasks.

Leadership plays a crucial role in driving digital transformation, but research on
the characteristics of effective leadership in the digital age remains limited (Damayanti
et al, 2024) Many studies discuss traditional leadership theories without adequately
exploring the need for new leadership styles to navigate rapid change in a digital
environment. There is a lack of understanding of how leaders can create a culture of
innovation that supports human resource engagement and adaptation to new
technologies. This opens up opportunities for further research into relevant and effective
leadership strategies to address the challenges of the digital age.

Transformative leadership is a leadership style that emphasizes individual
development within an organization. Transformative leaders drive change with a clear
vision (Ambawani et al., 2024). They focus on achieving goals and strive to shift mindsets
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and values to create a positive work environment. The presence of these leaders can also
inspire enthusiasm and encourage more active contributions.

Transformative leadership focuses on inspiring and motivating employees, and
building commitment to employee development (Salsabila et al., 2024). Then, leaders
who can adapt to change and encourage innovation can create a conducive work
environment. Furthermore, an organizational learning culture also helps create an
ecosystem that supports employee growth. This culture encourages human resources to
innovate, share knowledge, and learn from the experiences necessary to face the
challenges of the digital era (Gumilar, 2023). Therefore, this study aims to explain human
resource development strategies to enhance competitive advantage in the digital era.

Method

This research uses a qualitative method with a literature review approach. Data
were sourced from Google Scholar, SINTA, and national and international journal
repositories. In this study, the keywords used were "digitalization,”" "competitive
advantage," "employee training," "human resource development,” and "competency-
based recruitment." Data were analyzed using the classifications of recruitment, training,
career development, digital transformation, and leadership. Category groupings were
used to explain contributions to HR development

Result and Discussion

This section discusses human resource development strategies to enhance an
organization's competitive advantage in the digital age. This is outlined in detail below.
Human Resource as Foundation

Human resource development becomes the primary foundation for building
competitive advantage within an entity. As a description, human resources have the
advantage of creating added value through their competencies and abilities (human
capital). This impacts organizational performance sustainably (Slavkovi, 2023). Human
resources are also a strategic asset in determining an entity's ability to adapt to
technological changes and market dynamics through digitalization (Kuzior et al.,, 2022).

Kuzior et al. (2022) identified that human resource development consists of four
dimensions, namely: (1) the technical dimension, which includes technical skills (hard
skills) and mastery of technology in response to the demands of the digital era; (2) the
soft skills dimension, such as communication skills, collaboration, problem-solving
abilities, and leadership that support team performance and organizational effectiveness
(Kainzbauer etal.,, 2021); (3) the career development dimension, namely career planning,
training, and promotions that strengthen employee engagement and retention (Sciences
& Economics, 2023); and (4) the organizational culture dimension that encourages
continuous learning through organizational learning practices and an adaptive learning
culture (Kainzbauer et al., 2021). Entities that manage these four dimensions in an
integrated manner tend to be more competitive. This is due to the ability to build HR
capabilities aligned with the needs of a dynamic, complex, and rapidly changing business
environment (Slavkovi, 2023).
Competency-Based Recruitment

Competency-based recruitment has become a strategy in human resource
development. It makes entities able to recruit qualified human resources who align with
their technical, behavioral, and cultural values (Kainzbauer et al., 2021; Slavkovi, 2023).
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Then, in the digital era, competency-based recruitment is supported by technologies such
as Applicant Tracking Systems (ATS) and digital skills assessments. Besides that,
competency-based recruitment also supports big data analytics to improve objectivity,
selection accuracy, and accelerate decision-making (Kuzior et al., 2022; Septiani et al,,
2024). Furthermore, data analytics can help entities identify performance-based
competency patterns (Sulistyawati & Munawir, 2024). With the proper HR foundation
from the recruitment stage, entities are expected to produce a workforce that is adaptive,
collaborative, and ready to face change. Ultimately, this recruitment strategy supports
human resource development (Slavkovi, 2023).
Continuous Training and Development

Continuous training and development become key elements in improving human
resources in the digital era. Then, human resources have played an essential role in
preparing employees to adapt to technological changes and also current job demands
(Rahmawati et al., 2024). Training programs with a focus on improving technical skills
and strengthening soft skills, motivation, and employee engagement, which impact
performance (Hasanah & Pasaribu, 2025). The use of Learning Management Systems
(LMS), microlearning, virtual training, and digital upskilling and reskilling programs has
provided flexibility and effectiveness in the learning process. This allows employees to
learn independently, adaptively, and in line with job requirements (Risman, 2024; Tobing
et al., 2023). Therefore, entities that consistently develop their employees' competencies
through continuous training have higher levels of innovation and competitiveness, and
respond to competitive challenges in the global market (Firdaus & Kuswinarno, 2024).
Digital Transformation in HR Management

Digital transformation in HR management involves Human Resource Information
Systems (HRIS). It is automated administrative processes and HR data analytics. It is used
for improving operational efficiency. In addition, this method is used to improve the
quality of strategic decision-making in organizations (Haratua et al., 2025). Digitalization
also drives the transformation of HR from an administrative to a strategic role—for
instance, in talent management, succession planning, and data-driven competency
development. HR can make a significant contribution to achieving organizational goals
(Mahmudah et al., 2024). (Nazarudin & Kuswinarno, 2024) describe that the use of digital
technology in HR management encourages organizations to be responsive to changes in
the business environment and dynamic workforce needs. This study found that digital
transformation in HR management also contributes significantly to creating competitive
advantage. In this case, organizations that have utilized data and technology tend to be
more adaptive, efficient, and innovative than conventional ones (Judijanto et al., 2025).

Conclusion

This study analyzed human resource development strategies to enhance
organizational competitive advantage in the digital era. The study shows that human
resource development is key to an entity's competitive advantage in the digital era.
Human resource development encompasses competency-based recruitment, continuous
training, leadership development, digital transformation, and a learning culture.
Digitalization of HR management also accelerates processes, improves efficiency,
competitiveness, and increases the entity's resilience to change. The study integrated the
perspectives of human capital, resource-based view, and organizational learning for
sustainable human resource development. As an implication of this research,
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stakeholders need to pay attention to data-driven HR planning, recruitment, digital
technology integration, a culture of continuous learning, and transformative leadership.
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