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ABSTRACT

The rapid digital revolution has changed the paradigm of human resource management in the context of
the digital era 4.0. This article presents the results of a systematic analysis of literature which aims to
explain the influence of the digital revolution on Human Resource Management). A total of 20 selected
journal articles were used as the basis for the research, focusing on main themes such as the
transformation of the role of Human Resource Management), human resource management strategies
for sustainability, and digital-based human resource management concepts. The results of a systematic
analysis of literature highlight the key role of Human Resource Management as a strategic partner in
facing organizational transformation in the digital era 4.0. The concept of digital-based human resource
management is in the spotlight, emphasizing the importance of developing digital skills among the
workforce. In addition, the findings show that Human Resource Management) plays an important role in
a company's sustainability strategy, integrating economic, social and environmental aspects.
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ABSTRAK

Revolusi digital yang pesat telah mengubah paradigma pengelolaan sumber daya manusia dalam konteks
era digital 4.0. Artikel ini menyajikan hasil analisis sistematis literatur yang bertujuan untuk menjelaskan
pengaruh revolusi digital terhadap Manajemen Sumber Daya Manusia). Sebanyak 20 artikel jurnal
terpilih digunakan sebagai landasan penelitian, dengan fokus pada tema-tema utama seperti
transformasi peran Manajemen Sumber Daya Manusia), strategi pengelolaan sumber daya manusia
untuk keberlanjutan, dan konsep pengelolaan sumber daya manusia berbasis digital. Hasil analisis
literatur yang sistematis menyoroti peran kunci Manajemen Sumber Daya Manusia sebagai mitra
strategis dalam menghadapi transformasi organisasi di era digital 4.0. Konsep pengelolaan sumber daya
manusia berbasis digital menjadi sorotan, menekankan pentingnya pengembangan keterampilan digital
di kalangan tenaga kerja. Selain itu, temuan menunjukkan bahwa Manajemen Sumber Daya Manusia)
berperan penting dalam strategi keberlanjutan perusahaan, dengan mengintegrasikan aspek ekonomi,
sosial, dan lingkungan.

Kata Kunci: Revolusi Digital, Era Digital 4.0, Manajemen Sumber Daya Manusia,

Introduction

The digital revolution that has occurred in the last few decades has changed business
and organizational paradigms significantly. In this context, human resource management
(Human Resource Management) is one of the critical aspects affected by this transformation.
As technology develops, Human Resource Management is no longer just administrative, but
has become a strategic pillar in supporting the success of a company in the digital era. This
change is reflected in the application of advanced technology such as artificial intelligence, big
data analysis and other online-based technologies in every stage of human resource
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management. The use of these digital tools not only speeds up the process, but also enables
more precise and effective decision making in workforce management (Andirani, 2023).

It is important to understand that Human Resource Management is no longer just a
traditional administrative function, but is also a strategic key in facing change. The success of a
company not only depends on its operational efficiency, but also on its ability to adapt to
technological changes, manage human skills and talents, and integrate sustainability policies
(Bulut, 2023).

This article aims to investigate the impact of the digital revolution on human resource
management, by exploring emerging developments, trends and challenges in the related
literature. Through an in-depth understanding of the role of Human Resource Management) in
the digital era, this article seeks to detail how technology has reshaped organizational
dynamics, opened up new opportunities, and at the same time challenged the traditional
paradigm of human resource management (Sulistyowati, 2022).

By utilizing a literature review, this article provides a holistic overview of recent
developments in related literature and details the impact of the digital revolution on Human
Resource Management). Through this understanding, it is hoped that this article can provide
valuable insight for practitioners, researchers and other stakeholders in facing dynamic changes
in an increasingly digitized world of work (Chytiri, 2019).

Literature Review
Digital-Based Human Resource Management

This theory emphasizes that employees are valuable human capital. In the context of
digital-based HR management, human capital theory highlights the importance of developing
employee digital skills to increase the company's human capital. Focuses on how organizations
can identify and develop the skills needed by employees. Digital-based HR management
requires companies to be active in developing digital skills to face technological demands. This
concept discusses how HR management can improve employee performance. In the digital era,
performance management theory must include data-based evaluation and the use of
technology to provide timely and constructive feedback (Fitri, 2023). Incorporate sustainability
dimensions in HR management, taking into account the impact of technology on economic,
social and environmental sustainability. Digital-based HR management must integrate aspects
of sustainability in human resource management. Emphasizing that technological changes
require changes in organizational culture and structure. In the context of digital-based HR
management, organizational change theory covers how organizations can manage change and
encourage technology adoption (Garcés, 2023). Describes the need for organizations to ensure
employee skills remain relevant and continue to develop in line with technological
developments. In digital-based HR management, this theory emphasizes the importance of
developing skills that can adapt quickly. Focuses on how employee involvement can increase
productivity and satisfaction in the workplace. Digital-based HR management requires
strategies that utilize technology to increase employee engagement, either through digital
communication, online training, or technology-based platforms (Evseeva, 2021).

Digital Revolution in Human Resource Management Building Workforce 4.0

This concept emphasizes that the digital revolution does not only involve technological
change, but also overall organizational transformation. In the context of Human Resource
Management), this reflects a shift from traditional administrative functions towards a more
active strategic role in supporting the company's adaptation to new technologies. Emphasizes
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the importance of investing in developing employee skills and knowledge as human capital
(Votto, 2021). In the Industry 4.0 era, Human Resource Management) must understand the
need for new digital skills and ensure that the workforce has the necessary competencies. This
concept highlights the need to create a work environment that supports and encourages
employee engagement. In the context of the digital revolution, this involves giving employees
access to technologies that enable engagement, giving them a sense of ownership of their roles
and responsibilities. Identify effective organizational change strategies in managing the
transition to workforce 4.0 (Sithambaram, 2023). It involves a people-based approach that pays
attention to the cultural, behavioral, and psychological aspects involved in change. Assess the
extent to which the organization and employees are ready and able to adopt new technology.
This includes evaluating technology capabilities, employee skills, and Human Resource
Management policies) that support technology integration. In the context of Human Resource
Management), organizational sustainability theory underlines the importance of integrating
aspects of economic, social and environmental sustainability in human resource management
practices. Human Resource Management) must consider the long-term impact of its decisions
and practices on the company's sustainability (Pradana, 2023).

HR Planning for the Industrial Revolution Era 4.0

Human Capital theory highlights that employees are valuable human capital and that
investment in developing their skills and knowledge will increase organizational productivity
and performance. In the Industry 4.0 era, HR planning must be based on a deep understanding
of the new skills requirements required by digital technology. This concept emphasizes that HR
planning must consider the special competencies or skills needed in the organization (Kambur,
2022). In the era of Industrial Revolution 4.0, competencies such as digital literacy, data
analysis, and the ability to adapt to technological changes have become critical. In the context
of HR planning, performance management theory talks about how organizations can identify,
measure and increase employee contributions to organizational goals (Halid, 2020). The use of
technology in monitoring and evaluating employee performance can be part of an HR planning
strategy in the digital era. This theory emphasizes the importance of continuous learning and
organizational adaptation to change. In the context of HR planning in the Industry 4.0 era,
organizations must promote a learning culture that supports the development of new skills and
adaptation to new technology (Fenech, 2022). In the era of Industrial Revolution 4.0, the need
for workforce flexibility is becoming increasingly important. This theory emphasizes the
importance of having a workforce that can adapt quickly to changing market and technological
demands. Involves the integration of sustainability in Human Resource Management policies
and practices). In HR planning, this can include consideration of economic, social and
environmental sustainability as well as how human resource policies can support the
organization's sustainability goals (Hu, 2022).

Human Resource Management Strategy to Improve Sustainable Company Performance in
Industry 4.0

This theory highlights the importance of integrating economic, social, and
environmental dimensions in a company's operations. In the context of HR in Industry 4.0,
company strategies must consider the social and environmental impacts of HR policies, along
with economic sustainability goals. Underscores the need for organizations to continually learn
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and adapt. In Industry 4.0, HR management strategies must encourage a learning culture that
supports employees to develop new skills and keep up with technological developments.
Emphasizes the importance of measuring and improving organizational performance. In the
context of HR in Industry 4.0, this strategy must include the use of technology to monitor and
assess employee performance, as well as provide constructive feedback (Mittal, 2020). Assess
the extent to which the organization and employees are ready to adopt and integrate new
technology. A successful HR strategy in Industry 4.0 requires a deep understanding of an
organization's readiness for technology, including employee training and cultural change.
Understand the dynamics of organizational change and how HR can contribute to the
successful implementation of the strategy. In Industry 4.0, HR strategies need to facilitate
cultural change that supports adaptation to new technology. Underscoring the value of
employees as valuable human capital. HR strategies in Industry 4.0 must focus on developing
employees' skills and knowledge to ensure that they become valuable assets in an era of
rapidly developing technology. Highlights the importance of innovation in improving company
performance. HR strategies in Industry 4.0 must encourage a culture of innovation throughout
the organization and create an environment where new ideas can emerge (Parinsi, 2023).

Research Methods
To prepare this article, research was carried out using systematic literature review

methods and bibliometric analysis. This approach is designed to collect, evaluate, and
synthesize literature related to the influence of the digital revolution on human resource
management.

Selection of relevant information sources from academic databases such as Google
Scholar, IEEE Xplore,EBSCOhost, ProQuest. The search was carried out using appropriate
keywords, such as "digital revolution," "human resource management," "Industry 4.0," and
"technological impact on Human Resource Management)." Researchers make selections based
on the relevance and quality of sources, including year of publication and research methods
used in the article. Relevant information, such as main findings, research methodology, and key
concepts, was extracted from each selected article.

Key themes and issues emerging in the literature were identified and grouped to
facilitate more in-depth analysis. The conclusions and findings of each article are analyzed to
detail the impact of the digital revolution on various aspects of Human Resource
Management).

Results and Discussions
The results of the systematic analysis of the literature review identified the main

themes that dominate the literature regarding the influence of the digital revolution on human
resource management. These themes involve the transformation of the role of Human
Resource Management) in the Industry 4.0 era, HR planning, human resource management
strategies for sustainability, and digital-based human resource management concepts.

Digital-Based Human Resource Management

The discussion covers the concept of digital-based human resource management,
including an emphasis on the role of technology in revolutionizing the Human Resource
Management function). Selected articles outline the importance of developing digital skills
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among the workforce, while also exploring how technology can improve efficiency in
recruitment, selection and performance management processes. Selected literature shows
fundamental changes in the function of Human Resource Management) driven by technology.
Digital-based Human Resource Management) not only replaces manual processes, but also
changes the role of Human Resource Management) from traditional administrative managers
to strategic leaders who focus on talent development and retention, while utilizing the
advantages of technology. The discussions underscored the urgency of developing digital skills
among the workforce. Human Resource Management) plays a role in understanding new skills
needs that arise due to technological changes, and designing training programs that ensure
that employees have relevant digital skills (Puhovichova, 2020).

Developing these skills includes digital literacy, understanding data analysis, and
adapting to new tools and platforms. The articles discussed are about how technology can
increase efficiency in the recruitment and selection process. The use of digital platforms,
artificial intelligence algorithms and data analysis can help Human Resource Management
screen and evaluate candidates more quickly and accurately. This not only increases efficiency
but also helps in making more informed recruitment decisions. The discussion touched on the
transformation in performance management thanks to the use of technology. A digital-based
performance management system allows for more continuous and measurable performance
evaluation. Human Resource Management) can access real-time data to provide feedback that
is more focused on employee development, creating a dynamic and adaptive performance
cycle (Renkema, 2022).

The importance of digital collaboration and communication among the workforce is
highlighted in the literature. Human Resource Management) plays a role in facilitating tools and
platforms that enable effective collaboration, especially in decentralized work environments.
This includes the use of cloud-based applications, collaborative platforms, and real-time
communications. The discussion also highlighted the data security and privacy challenges that
arise with the adoption of digital-based Human Resource Management technology. Human
Resource Management) must ensure that the systems used comply with data security and
privacy standards, as well as develop policies that ensure the integrity and confidentiality of
employee information. Through a digital-based Human Resource Management approach,
companies can optimize human resource management, utilize technology to increase
operational efficiency, and build organizations that are agile and ready to face changes in the
digital era. By bridging the digital skills gap and making smart use of technology, Human
Resource Management can guide companies towards long-term success in an ever-changing
business world (Parinsi, 2023).

The Role of Human Resource Management) in Industry 4.0

The discussion explores the role of Human Resource Management) in the Industry 4.0
era, with an emphasis on transforming the traditional function of Human Resource
Management) into a strategic partner that supports innovation and organizational adaptation
to new technologies. The selected articles highlight the importance of understanding changing
skills, training and human resource development needs in the context of increasingly digitalized
industries. In Industry 4.0, Human Resource Management) plays a role as a catalyst for
innovation by ensuring that organizations have human resources who have the skills and
creativity to face technological change. Human Resource Management) works together with
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various departments to create a work culture that stimulates innovation, motivates employees
to contribute new ideas, and facilitates cross-functional collaboration (Fitri, 2023).

The discussion highlighted that Human Resource Management) must proactively adapt
their policies and procedures to accommodate the demands of Industry 4.0. This involves
reviewing recruitment policies to attract individuals with digital skills, updating training
programs to include digital literacy, and developing recognition and reward mechanisms
appropriate to an innovative work environment. The importance of Human Resource
Management) in understanding changes in skills needed in an ever-evolving work environment
is in the spotlight. The discussion suggests that Human Resource Management) should be the
primary agent in identifying the critical skills required by organizations to adopt and integrate
new technologies. This involves the process of mapping current and future skills needs and
designing relevant training programs. In Industry 4.0, Human Resource Management) is
involved in developing training and development programs that can prepare the workforce to
face technological change. The discussion highlighted the importance of continuous training,
both through conventional and innovative methods such as online learning and simulations
(Fenech, 2022). Human Resource Management) plays a facilitator role in ensuring that
employees have access to the necessary learning resources. In addition, the role of Human
Resource Management) in facilitating communication and collaboration between teams and
departments is becoming increasingly important. In a digitally connected environment, Human
Resource Management) has a role to play in developing effective communication platforms,
facilitating the exchange of ideas, and building a collaborative work culture. Through these
roles, Human Resource Management) not only functions as a human resource manager but
also as the main driver in guiding the organization towards successful adaptation in the
Industry 4.0 era. This discussion provides a deeper understanding of the complexity and
dynamics of the role of Human Resource Management) which continues to develop amidst
rapid technological change (Kambur, 2022).

HR Management Strategy for Sustainability

In the context of sustainable companies, the literature illustrates the importance of
formulating human resource management strategies that are not only responsive to
technological developments, but also pay attention to social and environmental impacts. This
includes improving operational efficiency and employee welfare as an integral part of the
sustainability strategy. One of the main findings from the literature is the need to integrate
sustainability in HR management strategies. This includes including aspects of sustainability,
such as social justice, work ethics, and environmental impact, in HR policies and practices.
Human Resource Management) plays a role in ensuring that every decision and action related
to HR reflects the company's values and commitment to sustainability (Halid, 2020). HR
management strategies for sustainability include increasing operational efficiency through the
use of sustainable technology. Implementation of a technology-based Human Resource
Management system, such as HRIS, can help reduce administrative waste, optimize resource
allocation, and increase employee productivity (Pradana, 2023). Apart from operational
efficiency, the literature highlights that HR sustainability also includes employee welfare as a
primary focus. Human Resource Management) plays a role in designing policies and programs
that support the physical and mental well-being of employees. This includes health and
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wellness programs, psychological support, and work balance policies to create a supportive and
sustainable work environment (Hu,2022).

The HR sustainability strategy also includes skills development to ensure that the
workforce is ready to face changes in a more sustainable future. Training programs should
include aspects of environmental literacy, sustainable ethics, and skills that support innovation
and adaptation to sustainable technological change. This discussion highlights that HR
sustainability strategies involve building a sustainable organizational culture. Human Resource
Management) plays a role in creating an environment where sustainability values are
embedded in the company culture. This involves clear communication of the company's
commitment to sustainability, employee engagement in sustainability initiatives, and
performance appraisals that reflect sustainability achievements. Through the integration of
sustainability into HR management strategies, companies can achieve an optimal balance
between economic growth, employee welfare and environmental conservation. This strategy
creates a solid foundation for companies that want to become agents of positive change in the
era of sustainability (Parinsi, 2023).

Identified Challenges and Opportunities

This research identifies challenges such as complex technology integration, changes in
organizational culture, and limited human resources in facing digital change. However, within
these difficulties also emerge opportunities, such as developing new strategies, updating HR
policies, and training employees to overcome technological challenges. One of the main
challenges found is the complexity of technology integration in the context of Human Resource
Management). Implementation of digital-based Human Resource Management systems and
related technologies requires large investments and a deep understanding of an organization's
specific needs. Managing the transition from traditional systems to digital ones often involves
technical obstacles and cultural changes among employees. The discussion described changing
organizational culture as a significant challenge in adopting digital-based Human Resource
Management technology. Organizations must overcome resistance to change and ensure that
the values of sustainability, innovation and openness to technology are implemented across
the spectrum of organizational culture. This cultural transformation requires full commitment
from leadership and an effective communication strategy (Mittal, 2020).

Another challenge identified is limited human resources (HR), both in terms of skills
and numbers. Technology adoption often requires new skills that today's workforce does not
always possess. Additionally, transitioning to digital solutions requires time, effort, and
financial resources that can be an additional burden, especially for smaller organizations or
those with budget constraints.

However, behind every challenge, there are significant opportunities that can have a
positive impact on organizations. The challenges of technology integration and cultural change
provide opportunities to develop new, more adaptive and innovative strategies. Organizations
can design detailed implementation plans, include thorough employee training, and create
feedback mechanisms to understand and address the necessary cultural changes. The
challenge of limited human resources becomes an opportunity to carry out in-depth updates to
HR policies. This includes developing recruitment policies that focus more on finding digital
talent, reviewing training policies to adapt them to new technological needs, and developing
work flexibility policies to attract and retain talent. The challenge of limited skills can be
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overcome through intensive employee training (Halid, 2020). Training not only improves
technical skills but also increases employees' understanding of the role of technology in
creating value for the organization. This creates opportunities for employees to develop and
contribute optimally in an increasingly digitalized work environment. In these difficulties,
organizations can find strategic opportunities to grow and innovate. By overcoming the
challenges of technology integration, cultural change, and limited human resources,
organizations can realize changes towards more adaptive and sustainable human resource
management in the digital era (Fenech, 2020).

Conclusion
From the results and discussions carried out, it can be concluded that the digital

revolution has changed the paradigm of human resource management. Human Resource
Management) not only functions as administration but also as a strategic agent that leads
organizational transformation. The integration of technology and digital-based strategies is the
key to facing challenges and exploiting opportunities in an increasingly digitalized world of
work. This research provides a solid basis for developing adaptive Human Resource
Management policies and practices in the era of the digital revolution. The Human Resource
Management paradigm) has changed from a primary focus on administration and personnel
management to a more strategic and proactive role. Human Resource Management) is
considered a strategic partner that contributes to the formulation and implementation of
organizational strategies that are responsive to technological change. This creates a broader
vision of Human Resource Management) that is integrated with the organization's business
goals and objectives. Technology integration and digital-based strategies are identified as key to
facing challenges and exploiting emerging opportunities in an increasingly digitalized world of
work. The adoption of digital-based Human Resource Management technologies, such as
human resource management information systems (HRIS), artificial intelligence, and analytical
tools, provides organizations with effective tools to manage, develop, and motivate their
workforce (Lestari, 2024)

This research highlights that Human Resource Management) needs to overcome
various challenges, including the complexity of technology integration, changes in
organizational culture, and limited human resources. However, within this difficulty, there is
great opportunity. Developing new strategies, updating HR policies, and employee training are
effective tools in overcoming and exploiting technological challenges. This research provides a
solid basis for developing adaptive Human Resource Management policies and practices in the
era of the digital revolution. An organization's success in facing digital change not only depends
on the technology adopted, but also on how Human Resource Management) strategically
manages human resources to achieve business goals and ensure employee welfare. This
conclusion emphasizes the importance of Human Resource Management's suitability to the
digital era. Human Resource Management) is no longer just supporting operations, but is the
main driver in forming a responsive work culture, developing employee skills for the future,
and ensuring organizational sustainability amidst the dynamics of the digital revolution.

Overall, this research provides a comprehensive view of how the digital revolution is
affecting Human Resource Management), highlighting the importance of transformation,
adaptation and innovation in managing human resources in an increasingly digitalized era.
Implementing a digital-based strategy and integrating technology is not only a necessity, but
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also a critical step for organizations that want to remain relevant and successful in the era of
the digital revolution.
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