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ABSTRACT 

 
The development of digital technology, automation, and artificial intelligence has driven fundamental changes 
in the structure of work known as the Future of Work phenomenon. These changes not only affect the type and 
character of work but also alter patterns of work relationships, competency requirements, and expectations 
regarding the role of human resources in organizations. This condition demands the adaptation of HR 
management strategies that can respond to the dynamics of digital work systematically and sustainably. This 
study aims to analyze how organizations adapt HR management strategies to address changes in the structure 
of digital work and its implications for organizational performance, engagement, and sustainability. The study 
used a qualitative approach with a case study design to gain an in-depth and contextual understanding of HR 
adaptation practices. Data were collected through in-depth interviews, observations, and documentation 
studies, then analyzed thematically. The results show that changes in the structure of work encourage a shift 
in the role of HR management from an administrative function to a strategic function oriented towards talent 
management, continuous learning, and flexible work systems. Adapting HR strategies has been shown to 
contribute to improved organizational performance, strengthened employee engagement, and supported 
long-term sustainability. These findings emphasize the importance of integrating business strategy, 
technology, and HR management in facing the challenges of the Future of Work. 
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INTRODUCTION 
The development of digital technology, artificial intelligence, and automation has 

shaped a new work landscape characterized by significant shifts in job structure. Routine 
and repetitive tasks are increasingly being replaced by automated systems, while the 
need for work based on analysis, creativity, and strategic decision-making continues to 
increase. This transformation is pushing organizations to comprehensively review job 
design and workforce competency requirements. Changes in job structure affect not only 
the types of tasks performed but also how work is organized and evaluated. Previously 
stable and linear work patterns are being disrupted by the unpredictable acceleration of 
technological innovation. This reality creates uncertainty for both workers and 
organizations in planning careers and long-term workforce needs (Sari et al., 2025). 
These dynamics place human resources as a key factor in determining the success of 
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organizational adaptation. This challenge demands a more strategic and future-oriented 
approach to HR management (Mondir & Putri, 2025). 

Changes in the digital job structure have also created a gap between the 
competencies possessed by the workforce and those required by organizations 
(Budikusuma et al., 2025). Many workers still possess skills relevant to the legacy job 
structure, making it difficult to adapt to the demands of digital work. This competency 
gap has the potential to reduce productivity and increase the risk of structural 
unemployment. Organizations face pressure to ensure the availability of talent capable of 
continuously adapting to technological developments. Recruitment efforts alone are 
insufficient to address this challenge due to the limited supply of digital talent in the labor 
market. Internal competency development has become a strategic necessity that requires 
systematic planning and long-term investment. Human resource management is required 
to accurately identify future skills needs. Failure to manage the competency gap can 
significantly weaken an organization's competitiveness (Umboh, 2025). 

Digital transformation is also changing the working relationship between 
organizations and their workforce. Remote work, flexible work, and project-based work 
models are increasingly becoming commonplace across various sectors. These work 
patterns are shifting traditional assumptions about physical presence, fixed working 
hours, and direct supervision. Performance assessments can no longer rely solely on 
attendance but must instead be oriented toward tangible achievements and 
contributions (Nugis & Sanggarwati, 2024). This change demands a more objective and 
results-based performance management system. Increasingly flexible working 
relationships also influence employee engagement and loyalty to the organization. HR 
management faces the challenge of building a cohesive work culture amidst physical 
separation (Mula & Ristiani, 2025). These conditions reinforce the need for adaptive and 
inclusive HR management strategies. 

Increased work flexibility also has implications for compensation systems and 
career development. Traditional compensation structures often fail to reflect workers' 
contributions in dynamic digital work models. Linear career development becomes less 
relevant for workers who rapidly change roles and projects (Faidz & Kuswinarmo, 2024; 
Maulana et al., 2025). Organizations need to design more flexible, competency-based 
career paths. Unclear career development prospects have the potential to reduce 
motivation and job satisfaction. Human resource management plays a strategic role in 
ensuring fairness and transparency in career management systems (Claudi & Hadiani, 
2024). Adapting HR policies is crucial for maintaining sustainable employment 
relationships. These challenges demonstrate that changing work structures require 
fundamental transformations in HR management practices. 

Rapid and complex changes require HR management to shift from an administrative 
role to a strategic one. Workforce planning can no longer be done statically as 
organizational needs evolve with technological advancements. Data-driven approaches 
are becoming increasingly important in predicting skills and workforce needs. HR 
management needs to integrate technology trend analysis with human resource 
development strategies. Strategic HR decisions must consider the long-term impact on 
organizational performance and sustainability. Reliance on conventional approaches 
risks creating a misalignment between business strategy and HR capacity. Transforming 
the role of HR management is a prerequisite for facing the uncertain future of work. This 
change demands continuous improvement in HR professional capabilities. 

Continuous learning is a central element in addressing the changing digital work 
structure. Workers are required to continually update their skills as new technologies 
and work methods emerge. Organizations need to create a learning ecosystem that 
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supports continuous competency improvement (Gunawan, 2024). One-off training 
programs are no longer sufficient to address the dynamics of change. Human resource 
management plays a role in designing relevant and adaptive learning systems. 
Investment in competency development is viewed as a strategic investment, not simply 
an operational expense. The inability to build a culture of continuous learning can hinder 
organizational innovation. This situation emphasizes the importance of integrating 
learning into long-term HR strategies. 

Changes in the digital work structure also have implications for well-being and 
work-life balance. Work flexibility is often accompanied by a blurring of boundaries 
between work and personal time. The pressure to be digitally connected has the potential 
to increase burnout and stress. HR management needs to design policies that protect the 
psychological well-being of the workforce. Management approaches that ignore well-
being risk reducing long-term performance. The balance between productivity and 
workplace health is a strategic issue in the digital work era. Organizations are required 
to create a sustainable and humane work environment. This challenge broadens the 
scope of HR management's role in addressing the Future of Work. 

The overall dynamics of changes in the digital work structure demonstrate the 
urgency of comprehensively adapting HR management strategies. A responsive HR 
strategy to technological change is a determining factor in an organization's future 
success. Unpreparedness to manage work transformation has the potential to lead to 
organizational dysfunction and loss of competitiveness. Adapting HR strategies requires 
systematic implementation and in-depth analysis. Integration of business strategy, 
technology, and human resource management is an inseparable necessity. Scientific 
studies on adapting HR management strategies make important contributions to the 
development of theory and practice. A comprehensive understanding enables 
organizations to respond to change more effectively. Therefore, discussions on the Future 
of Work and HR management strategies are relevant and warrant in-depth and ongoing 
study. 
 
METHOD   

This research uses a qualitative approach with a case study design to gain an in-
depth understanding of the adaptation of human resource management strategies to 
address changes in the digital work structure. The qualitative approach was chosen 
because the Future of Work phenomenon is complex, dynamic, and contextual, and 
therefore cannot be reduced to quantitative variables alone. Case studies allow 
researchers to explore the processes, practices, and meanings constructed by 
organizational actors in responding to the digital work transformation. The research 
focuses on how human resource management strategies are designed, implemented, and 
adapted to changes in the work structure in specific organizational environments. 

The unit of analysis in this study is organizations that have undergone or are 
currently undergoing digital transformation in human resource management. Case 
selection was conducted purposively, considering the level of digital technology 
adoption, changes in work patterns, and the relevance of implemented HR management 
practices. Research informants included HR managers, work unit leaders, and employees 
directly involved in digital work processes. The diversity of informants aimed to obtain a 
comprehensive perspective on the dynamics of HR strategy adaptation at various 
organizational levels. 

Data collection techniques included in-depth interviews, non-participant 
observation, and documentation studies. In-depth interviews were used to explore 
informants' views, experiences, and interpretations regarding changes in work 



 

49 
 

structures and HR management responses. Non-participant observation was conducted 
to understand digital work practices and ongoing work interactions within the 
organization. Documentation studies included analysis of HR policies, work guidelines, 
internal reports, and strategic documents relevant to digital transformation. This 
combination of techniques aimed to increase the depth and comprehensiveness of the 
research data. 

Data analysis was conducted thematically, following the stages of data reduction, 
data presentation, and conclusion drawing. The obtained data were coded to identify 
patterns, themes, and relationships between concepts related to the adaptation of HR 
management strategies. The analysis process was conducted iteratively, comparing field 
findings with the conceptual framework used. This approach enabled researchers to 
understand the dynamics of change holistically and uncover factors that influence the 
success or obstacles of HR strategy adaptation. 

Data validity was maintained through source and method triangulation techniques. 
Source triangulation was conducted by comparing information obtained from various 
informants, while method triangulation was conducted by comparing the results of 
interviews, observations, and documentation. Member checking was also conducted by 
confirming the findings with informants to ensure the researcher's interpretations 
aligned with their experiences. These steps aimed to increase the credibility and 
reliability of the research results. 

This qualitative case study method is expected to provide an in-depth 
understanding of the practice of adapting HR management strategies to address changes 
in the digital work structure. The research findings are expected to not only provide 
theoretical contributions to the development of Future of Work studies but also offer 
practical implications for organizations in designing adaptive and sustainable HR 
management strategies. 
 
RESULT AND DISCUSSION 
 
Dynamics of Changes in Digital Job Structure and Its Impact on Human Resource 
Needs 

The changing structure of digital work is reflected in shifting task characteristics 
that increasingly emphasize information processing, technology utilization, and data-
driven decision-making. Previously procedural work is being redefined into work that 
demands adaptive and analytical skills. This transformation impacts how organizations 
define employee roles and responsibilities. Job structures are no longer static as 
technology continues to transform the way value is created. This situation requires 
organizations to review their current job classifications. The need for structural flexibility 
is becoming increasingly prominent. Reliance on conventional work designs risks 
creating a misalignment between organizational strategy and operational realities (Aisha 
et al., 2025). This dynamic positions changing job structures as a strategic issue that 
cannot be ignored. 

These changes have a direct impact on human resource competency requirements. 
Organizations increasingly require a workforce with cross-functional skills and high 
digital literacy. Technical competency alone is no longer sufficient without the support of 
critical thinking and independent learning. Competency gaps arise when the available 
workforce is not aligned with the demands of digital work. This phenomenon puts 
pressure on workforce planning systems. HR needs can no longer be projected based 
solely on historical trends. Data-driven, predictive approaches are becoming increasingly 
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relevant. The inability to respond to changing competency needs has the potential to 
hinder organizational performance. 

The transformation of job structures has also impacted work relationship patterns 
within organizations. Previously hierarchical work relationships are shifting toward 
collaborative and project-based ones. Work interactions are increasingly reliant on 
digital platforms, which reduce the constraints of space and time. This pattern is changing 
work coordination and oversight mechanisms. Trust and autonomy are becoming crucial 
elements in workforce management. Traditional control structures are losing their 
relevance as work becomes more flexible. Organizations are being challenged to build 
results-based management systems. These changes are intensifying the complexity of 
human resource management. 

The dynamics of changing job structures also impact organizational stability. 
Uncertainty about the continuity of work roles creates psychological challenges for the 
workforce. Job security no longer depends on formal positions but rather on the 
relevance of individual competencies. This situation requires organizations to manage 
job transitions more systematically. Unpreparedness for change has the potential to 
reduce employee engagement. Changes in job structures are a factor influencing 
organizational loyalty and commitment. Human resource management plays a crucial 
role in mediating emerging tensions. Adaptation efforts are key to maintaining 
organizational stability. 

These changes demonstrate that the digital work structure has multidimensional 
implications. The impact of change is not only technical, but also social and strategic. 
Organizations need to understand change as a continuous process. Reactive responses 
risk inefficiency. An integrated approach between technology and HR is becoming 
increasingly important. A deep understanding of the dynamics of changing work 
structures forms the basis for formulating HR strategies. Without such understanding, 
organizational adaptation tends to be partial. This discussion emphasizes that changes in 
work structures are a key foundation in the Future of Work study. 

 
HR Management Adaptation Strategies in Managing Talent in the Future of Work 
Era 

HR management adaptation strategies emerged in response to the complexities of 
changing digital work structures. The role of HR management has shifted from an 
administrative function to a strategic one. HR involvement in formulating organizational 
strategy has become increasingly crucial. Decisions related to the workforce are no longer 
solely operational. Integration between business strategy and HR strategy has become an 
urgent need (Amrullah et al., 2025). HR management is required to understand the 
implications of technology on work. Analytical capabilities are a prerequisite for HR 
decision-making. This role transformation reflects a shift in the paradigm of human 
resource management. 

Recruitment and selection processes are undergoing adjustments as the need for 
digital competencies increases. Selection criteria are no longer limited to formal 
qualifications. The ability to learn and adapt has become a crucial indicator in assessing 
prospective employees. Organizations face challenges in attracting a limited pool of 
digital talent. Employer branding strategies are becoming a crucial tool in the talent race. 
Technology-based recruitment processes are increasingly being used. This approach 
increases both efficiency and complexity of selection. HR management needs to ensure 
alignment between short-term needs and long-term vision (Hondro et al., 2025; 
Sahabuddin et al., 2024). 
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Competency development is a key focus in HR adaptation strategies. Continuous 
learning is seen as a mechanism to maintain workforce relevance, with training programs 
designed to be more flexible and based on individual needs (Firdaus et al., 2024; Villany 
et al., 2024). Conventional learning approaches are losing their effectiveness. Digital 
learning technologies open up opportunities for broad human resource capacity building. 
HR management plays a role in creating a conducive learning ecosystem. Investment in 
competency development is an organizational sustainability strategy. Without 
continuous learning, organizational adaptation is difficult to achieve. 

Performance appraisals are undergoing a transformation along with changing 
work patterns. Performance indicators are no longer oriented toward physical presence. 
Achievements and contributions have become the primary evaluation measures. A 
results-based appraisal system demands clear targets and expectations. HR management 
needs to design a fair and transparent system. Inaccurate appraisal systems have the 
potential to reduce work motivation. The alignment between performance and rewards 
has become a strategic issue. Adaptation of appraisal systems reflects the changing values 
of organizational work. 

The overall HR adaptation strategy demonstrates the complexity of managing a 
digital workforce. Each policy is interconnected and forms an integrated system. Failure 
in one aspect has the potential to undermine the overall strategy. HR management is 
required to be proactive and reflective. Continuous evaluation is part of the adaptation 
process. HR strategies cannot be generic as they depend on organizational 
characteristics. Case studies provide empirical insight into these adaptation practices. 
This discussion emphasizes the strategic role of HR management in the Future of Work. 
 
Implications of Adapting HR Strategy on Organizational Performance, Engagement, 
and Sustainability 

Adapting HR management strategies has direct implications for organizational 
performance. Responsive HR policies enable organizations to optimally utilize workforce 
potential. The alignment between competencies and job demands increases productivity. 
Flexible work systems create room for innovation. Organizational performance is 
determined not only by technology but also by the quality of people management 
(Sangapan & Manurung, 2025). An imbalance between technology and HR has the 
potential to reduce organizational effectiveness. HR adaptation is a determining factor 
for the success of digital transformation. This implication demonstrates the close 
relationship between HR strategy and performance. 

Employee engagement is influenced by perceptions of implemented HR policies. 
Transparency and fairness in workforce management foster a sense of belonging. Work 
flexibility provides autonomy, which strengthens psychological engagement. Unclear 
policy direction can potentially undermine employee trust. HR management plays a role 
in building effective communication. Employee engagement contributes to 
organizational stability. This relationship is reciprocal and dynamic, and adaptive HR 
strategies strengthen the relationship between employees and the organization 
(Renhoran et al., 2024). 

Well-being is becoming increasingly important in the digital workplace. 
Unmanaged workloads risk burnout. Technology that enables flexibility can also extend 
working hours. HR management needs to design policies that maintain a work-life 
balance. Psychological well-being impacts long-term performance. Organizations that 
neglect well-being risk declining productivity. A people-centric approach is becoming 
increasingly relevant. These implications broaden the scope of HR strategies (Aulia & Ali, 
2025). 
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Organizational sustainability is influenced by the ability to adapt to change. An 
unresponsive HR strategy has the potential to create structural unpreparedness 
(Dharmawan et al., 2024). Investing in human development supports long-term 
sustainability. Adaptive organizations are better able to navigate uncertainty. The role of 
HR is key to maintaining organizational continuity. The relationship between HR 
adaptation and sustainability is strategic. Short-term approaches are inadequate to 
address the dynamics of digital work. Sustainability demands an integrated HR vision. 

These implications demonstrate that adapting HR strategies has a systemic 
impact. Performance, engagement, well-being, and sustainability are interconnected. HR 
management serves as a bridge between people and technology. A fragmented strategy 
risks compromising the effectiveness of adaptation. A holistic approach is essential in 
addressing the Future of Work. The case study provides empirical evidence on the 
implications of such adaptation. This understanding enriches academic research and 
managerial practice. This discussion underscores the urgency of continuously adapting 
HR strategies. 
 
CONCLUSION 

The overall discussion demonstrates that the changing digital work structure is a 
strategic phenomenon that is reshaping the way organizations manage human resources. 
The shifting nature of work demands a redefinition of roles, competencies, and work 
relationship patterns that can no longer be addressed through conventional managerial 
approaches. Human resource management plays a central role in bridging technological 
demands with the organization's human capacity. A proactive HR adaptation strategy 
enables organizations to respond more effectively to uncertain work environments. 
Competency gaps are a major challenge, necessitating the strengthening of continuous 
learning as a core talent management strategy. Changes in digital work patterns are 
driving the transformation of recruitment systems, performance appraisals, and career 
development to become more flexible and results-based. Adaptive HR policies contribute 
positively to improving organizational performance and employee engagement. Well-
being and work-life balance have emerged as crucial factors in maintaining workforce 
sustainability. Failure to integrate the human and technological dimensions risks 
weakening the effectiveness of digital transformation. The case study provides empirical 
insight into the complexity of adapting HR strategies at the organizational level. These 
findings confirm that adaptation of HR management strategies is multidimensional and 
interconnected. Therefore, organizational success in the Future of Work era is largely 
determined by the ability to design and implement adaptive, integrated, and long-term 
HR strategies. 
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