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ABSTRACT  

In the era of rapid globalization and digitalization, business transformation has become a necessity for 

companies in the archipelago to remain competitive. Human Resources (HR) plays a key role in this 

process, serving as the main driver in implementing strategic change. This article explores how effective 

HR management strategies can help companies navigate change, strengthen employee engagement, and 

overcome challenges that arise during the transformation process. By leveraging local wisdom-based 

approaches and modern technology, companies can achieve better and more sustainable results. Through 

case studies and in-depth analysis, this article also discusses the importance of HR in creating an adaptive 

and innovative organizational culture. This research provides valuable insights into how organizations in 

the archipelago can develop HR strategies that not only support business transformation but also drive long-

term sustainability. Thus, the contribution of HR becomes crucial in maintaining the competitiveness of 

companies amidst the ever-changing market dynamics. 
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INTRODUCTION  

In an increasingly complex and dynamic business context, companies in the archipelago are faced 

with the challenge of adapting quickly to change. Business transformation, which includes shifts in strategy, 

technology, and organizational culture, is essential for companies to maintain competitiveness. Human 

Resources (HR) play a key role in this process, given their ability to drive change and innovation within 

the organization. This study aims to explore the strategic role of HR in navigating the business 

transformation process required to face challenges in the digital era. 

Employee engagement is a crucial aspect in the success of business transformation. According to 

Kahn and Byos (2020), high levels of employee engagement can increase productivity and facilitate 

acceptance of change. Therefore, HR management needs to implement strategies that support this 

engagement, such as transparent communication and relevant training. By focusing on developing 

employee skills and competencies, companies can create an organizational culture that is responsive to 

change. 

In addition, technology is one of the main drivers in modern business transformation. The 

implementation of new technologies, such as automation and data analytics, not only changes the way of 

working, but also affects the organizational structure. In this case, HR must have an effective strategy to 

manage this transition, including dealing with resistance from employees who may feel threatened by the 

change. Ulrich and Brockbank (2021) emphasize that HR needs to act as an agent of change, encouraging 

technology adoption and creating an environment that supports innovation. 

Through this research, it is expected to identify various effective HR management strategies in 

supporting business transformation in the archipelago. By integrating theory and practice in HR 

management, this article provides valuable insights for companies that want to succeed in facing change. 

This research will include case study analysis and practical recommendations to improve the role of HR 

in business transformation, thereby contributing to the sustainability and growth of companies in the 

archipelago. 

 

METHOD  

This study uses a qualitative approach to explore the role of Human Resources (HR) in business 

transformation in the archipelago. Data were collected through in-depth interviews with HR managers and 

organizational leaders across various industry sectors. The interview process was conducted in a semi-

structured manner, allowing researchers to explore respondents’ perspectives and experiences related to HR 

management strategies in dealing with change. In addition, direct observations at the workplace were also 

conducted to gain a deeper understanding of the organizational culture and team dynamics that support or 

hinder the transformation process. 
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Data analysis was conducted using thematic analysis method, where key themes were identified 

based on interview transcripts and observation notes. This process involved coding data and searching for 

patterns relevant to the research questions. The researcher also compared the findings from the interviews 

with existing literature to provide a broader context and explore aspects related to the role of HR in business 

transformation. This method is expected to produce comprehensive and applicable insights on how HR can 

function as an agent of change in the business context in the archipelago. 

RESULT AND DISCUSSION 

The results of the study show that the role of Human Resources (HR) in business transformation in 

the archipelago is very significant and multifaceted. First, the findings indicate that effective HR 

management strategies, such as training and skills development programs, are very influential in preparing 

employees for change. Employees who receive support through training feel more confident and motivated 

to adapt to the transformation process. This is in line with research by Turner and Kalin (2022) which 

emphasizes the importance of employee competency development in supporting the success of 

organizational change. 

Furthermore, employee engagement has been shown to be a key factor in the transformation 

process. Interview results show that companies that actively involve employees in decision-making tend to 

experience smoother transitions. Employees who feel heard and valued tend to show higher commitment 

to the changes being implemented. Bula and Tatum (2022) confirmed that employee engagement not only 

increases job satisfaction but also contributes to the successful implementation of organizational change. 

Finally, the findings of this study indicate that HR management needs to act as a proactive agent 

of change. HR must be able to respond to resistance and create an environment that supports collaboration 

and innovation. Akinci and Hammer (2021) also stated that supportive and transparent leadership from HR 

management is essential in creating an adaptive organizational culture. Thus, this study confirms that in 

order to achieve successful transformation, companies in the archipelago must strengthen the role of HR in 

every step of the change process. 

The discussion on the role of Human Resources (HR) in business transformation in the archipelago 

shows that HR does not only function as administrative support, but also as a strategic agent of change. 

Successful transformation requires more than just the implementation of new technology; it requires the 

full involvement of employees at all levels. This is reinforced by findings showing that organizations that 

involve employees in the change process tend to experience more positive outcomes. For example, 

McKinsey & Company (2021) reported that companies that communicate openly and involve employees 

in decisions experience reduced resistance to change. 

Another important aspect in this discussion is the need to develop an adaptive organizational 

culture. A culture that supports innovation and collaboration will accelerate the transformation process. In 
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a study by O'Reilly and Tushman (2020), they stated that a flexible culture can facilitate the adoption of 

new ideas and best practices, which in turn helps organizations stay relevant in a rapidly changing market. 

In other words, HR must be able to create and maintain a work culture that encourages experimentation and 

learning, so that employees feel comfortable adapting to change. 

Finally, effective leadership in HR management plays a crucial role in creating an environment that 

supports transformation. Leaders who are employee-oriented and have a clear vision can motivate the team 

to face challenges. The results of the study showed that support from top management greatly influenced 

the success of implementing a change strategy. According to Schein (2021), leaders who are able to 

communicate a vision clearly and show examples in a positive attitude towards change can build trust and 

commitment among employees. 

CONCLUSION  

The conclusion of this study confirms that the role of Human Resources (HR) in business 

transformation in the archipelago is very important and strategic. HR not only acts as an implementer, but 

also as an agent of change that influences the success of each transformation initiative. Through active 

involvement and the development of an adaptive organizational culture, HR can help create a work 

environment that supports innovation and collaboration. This is in line with the findings of Karp et al. 

(2021) which show that organizations with high levels of employee engagement tend to be more adaptable 

to change. 

Furthermore, this study underlines that effective leadership in HR management greatly influences 

the success of transformation. Leaders who are able to communicate a clear vision and support employees 

in the change process create a sense of security and trust within the team. According to Wang et al. (2022), 

support from top management and transparent communication can reduce resistance to change and increase 

employee commitment. 

Overall, this study highlights the importance of proactive HR management strategies in navigating 

changes in this fast-paced business era. By maximizing HR potential, companies in the archipelago can not 

only survive but also thrive in facing global challenges. Therefore, recommendations for HR management 

practitioners are to continue to develop employee skills and engagement and create an innovative and 

flexible organizational culture. 
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