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ABSTRACT 

The advancement of digital technology has transformed traditional office 

management into a digital-based model, demanding organizations to adapt in terms 

of efficiency, productivity, and competitiveness Previous studies have primarily 

focused on technical aspects such as document digitization and information systems 

leaving a significant gap in understanding how human resources (HR) and strategic 
innovation respond to digital disruption. This article aims to analyze adaptation 

strategies and innovation in digital office management, emphasizing the integration 

of technology, human resource development, and data-driven policy formulation. 

The research method used is a critical literature review of prior studies. The findings 

reveal that successful digital transformation depends not only on technology 

adoption but also on organizational culture readiness, change management, and 

adaptive leadership. This article contributes by integrating human and strategic 

perspectives to tackle digital challenges, offering practical recommendations for 

both professionals and academics in optimizing office management during the 

Fourth Industrial Revolution. 
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INTRODUCTION 

The rapid evolution of digital technology has significantly shifted the paradigm of office 

management. In the era of Industry 4.0, organizations are expected to keep pace with 

technological change to enhance efficiency, productivity, and competitiveness Piccarozzi 

et al., (2018). over 80% of companies globally have accelerated the digitization of work 

processes and the implementation of digital tools, especially in administrative functions. 

Similarly, a 2022 McKinsey survey reported that 78% of global executives identify digital 

transformation as their top priority, with a specific focus on office automation, remote 

collaboration, and paperless operations. Office management, once centered on traditional 

administrative processes, now faces challenges such as document digitization, task 

automation, and the implementation of integrated information systems Davenport & 

Kirby, (2016). These changes have not only reshaped workflows but also demanded the 

development of new skillsets for administrative staff. Despite this global momentum, 

(Kwok, n.d.) highlighted a significant regional disparity, where only 43% of 

organizations in developing countries report having a structured digital office strategy, 

compared to over 85% in developed economies. This indicates a substantial adoption gap 

and underscores the need to understand not just the technology, but how human resource 

development and strategic adaptation influence the success of digital transformation in 

various contexts. 

Previous research has examined various aspects of digital-era office management. 

For instance, Olatunji, (2013) investigated the impact of information technology on 

administrative efficiency, while El-Haddadeh, (2020) explored the key factors 

influencing the adoption of digital document management systems. (El-Haddadeh, 2020) 

highlighted the importance of cloud computing in office data management. However, 

many of these studies focused narrowly on technical solutions, lacking a deep exploration 

of human resource adaptation and strategic innovation in response to digital disruption. 

This article offers a fresh contribution by integrating the human and strategic 

dimensions of digital office management. Unlike earlier research that concentrated 

mostly on technological tools, this study examines how organizations can effectively 

manage change, implement employee training, and craft data-driven policies to build 

more responsive and efficient office environments. Addressing the research gap, the 

central question of this study is: How can organizations transition from traditional office 

management to a digital model while considering human resources and strategic 

innovation? The proposed hypothesis is that successful digital transformation in office 

management depends not only on adopting new technologies but also on cultivating a 

supportive organizational culture and adaptive leadership. 

            This gap is critical because technology alone does not guarantee transformation. 

Without addressing the human and strategic dimensions, such as employee training, 

organizational culture, and leadership style, many digital initiatives fail to achieve their 

intended impact. Therefore, this study offers a fresh contribution by analyzing adaptation 

and innovation strategies in digital office management, integrating both technological and 

human-centric perspectives. The main goal of this study is to analyze adaptation and 

innovation strategies in office management during the digital era, with a focus on 

technology integration, HR development, and effective policy design. The insights gained 

are intended to support both practitioners and scholars in enhancing digital transformation 

in office environments. In addition to technological readiness, organizations must also 

consider the psychological and cultural readiness of their employees. Transitioning to 

digital systems is not only a technical upgrade but a cultural shift that requires time, 

support, and strong leadership commitment. This includes rethinking how decisions are 
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made, how teams collaborate, and how individual contributions are recognized in a more 

digitized workflow. 

 

LITERATURE REVIEW 

Availability of Digital Facilities in The Office                                                                                                           

The availability of digital means in the office has transformed traditional work 

environments, enhancing efficiency and productivity. Digital technologies, such as 

computers, scanners, and software applications, are now integral to office operations. 

This shift necessitates a workforce skilled in digital employability, ensuring that 

employees can effectively utilize these tools for optimal performance (Nurain et al., 

2024). The following sections elaborate on key aspects of digital means in the office. 

 

Impact on Efficiency and Productivity 

Digital technology significantly improves work efficiency and productivity by 

streamlining administrative tasks Fadillah & Marsofiyati Marsofiyati, (2024). The 

integration of digital tools allows for faster document creation and management, reducing 

time spent on manual processes (Employability et al., 2017). 

 

Accessibility and Inclusivity 

Digital documentation tools, such as Microsoft Office and similar platforms, play a 

crucial role in the modern workplace—not just for their functionality, but also for their 

potential to create a more inclusive environment. When these tools are thoughtfully 

optimized for accessibility, they open the door for a wider range of users to participate 

fully and confidently in their work. Accessibility features such as screen readers, voice-

to-text functions, adjustable font sizes, high-contrast modes, and keyboard navigation are 

not simply add-ons—they are essential tools that allow individuals with diverse needs to 

work effectively and without barriers. Focusing on accessibility sends a powerful 

message: that every employee matters, and that everyone should have equal opportunities 

to contribute, collaborate, and succeed. It ensures that no one is left behind simply because 

the tools they rely on are not built with their needs in mind. Whether it’s an employee 

with a visual impairment navigating a spreadsheet, someone with motor limitations using 

voice commands to draft a report, or even someone managing cognitive load with 

simplified interfaces—accessible digital tools create a workplace where people feel 

supported, valued, and empowered. 

Moreover, designing with accessibility in mind often benefits everyone, not just 

those with specific needs. Clearer interfaces, intuitive layouts, and customizable features 

can improve usability across the board, making digital workspaces more comfortable and 

efficient for all employees. In the end, accessibility is not just a technical concern—it is 

a reflection of organizational values. It shows a commitment to equity, respect, and the 

belief that technology should serve as a bridge, not a barrier. By embracing accessibility 

in digital documentation tools, organizations take an important step toward building a 

truly inclusive and human-centered workplace—one where every individual has the tools 

they need to thrive. 

 

Skills Development and Training  

There is a growing demand for digital employability skills among office managers, 

including proficiency in electronic record management and digital equipment operation 

(Employability et al., 2017). Continuous training programs are essential to keep staff 
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updated on emerging technologies and enhance their digital competencies (Fadillah & 

Marsofiyati Marsofiyati, 2024). While the advantages of digital means in the office are 

clear, challenges such as the need for ongoing training and adaptation to new technologies 

persist. Addressing these challenges is crucial for maximizing the benefits of digital 

transformation in office settings. 

 

Employee Effectiveness in The Office 

The effectiveness of employees in the office is shaped by a combination of personal 

attributes and organizational support. Key factors such as the quality of one's work, 

discipline in meeting responsibilities, adaptability to new tools or systems, and the way 

tasks are managed all play an important role. An effective employee is not just someone 

who finishes tasks on time, but someone who understands priorities, maintains a 

consistent work ethic, and is responsive to the changing demands of their role—especially 

in a modern workplace that is constantly evolving with technology. 

More than just hitting targets, employee effectiveness is also reflected in how well 

individuals collaborate with others, communicate ideas, and contribute to a healthy team 

dynamic. Being punctual, proactive, and cooperative are signs of a professional who 

values not only their own work but also the success of the team. In many ways, 

effectiveness is less about perfection and more about consistency, adaptability, and the 

willingness to grow. When employees feel supported, trusted, and given the tools to 

succeed, they are more likely to bring their best selves to work each day (Efawati, 2020). 

This effectiveness can be significantly enhanced when employees are supported 

by strong management practices and well-designed support systems. When leadership 

provides clear direction, fair expectations, and the necessary tools or training, employees 

are better positioned to focus, grow, and perform at their best (Efawati, 2024). A 

supportive environment not only helps remove obstacles but also builds trust, motivation, 

and a sense of belonging—all of which contribute to greater overall effectiveness in the 

workplace (Efawati, 2022). 

Key Factors Influencing Employee Effectiveness: Work Quality and Discipline: 

High-quality work and strong discipline significantly contribute to employee 

effectiveness. A study found that these factors accounted for approximately 89.7% of the 

variance in employee performance effectiveness (Prianka, 2023). 

Management Practices: Effective office management, which includes planning, 

organizing, and supervising, is crucial for achieving employee performance goals. Proper 

management ensures optimal use of resources and clear task assignments Viterouli et al., 

(2024). 

Adaptability and Training: Employees who adapt well to new technologies and 

participate in ongoing training demonstrate improved performance. This adaptability is 

essential in environments utilizing electronic systems (Alves & Loureno, 2017). 

Collaboration and Communication: Effective teamwork and communication 

among employees enhance overall performance, as seen in various studies where 

cooperation was linked to successful task completion (Ramdani et al., 2024). 

Conversely, challenges such as employee discipline and varying productivity levels can 

hinder overall effectiveness, indicating that while many employees perform well, there 

are still areas needing improvement (Sitorus & Rachmawati, 2024). 
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Relationship Between Availability of Digital Facilities in The Office and Employee 

Effectiveness in The Office 

In practice, digital tools help streamline administrative tasks, facilitate collaboration, and 

improve decision-making. For instance, the integration of E-Office systems and other 

digital applications has proven to support operational productivity when employees 

receive proper training (Asri Choirinisa & Ikhwan, n.d.)Their study concludes that digital 

applications enhance work effectiveness when both the organization and its employees 

are well-prepared in terms of skills and infrastructure. 

 

Framework of Research 

The conceptual framework of this study centers on exploring how the availability of 

digital facilities within the office environment influences employee effectiveness. 

Availability here refers not only to the presence of digital tools and applications but also 

includes factors such as how accessible these technologies are to employees, the extent 

of digital training provided, and the technical challenges that may arise in using these 

tools. These elements collectively shape how well employees can integrate technology 

into their daily workflows. 

Employee effectiveness, on the other hand, is understood through various 

dimensions including work efficiency, collaboration within teams, the ability to adapt 

quickly to technological changes, and attention to data security concerns. This framework 

recognizes that digital tools are essential enablers of productivity, but their true value is 

realized only when employees are equipped and empowered to use them effectively. 

Crucially, the relationship between digital facility availability and employee 

effectiveness does not exist in isolation. It is heavily influenced by supporting factors 

such as ongoing human resource development—continuous training that helps employees 

keep pace with evolving digital demands. Moreover, leadership plays a pivotal role; 

adaptive and empathetic leaders cultivate a culture where innovation and change are 

embraced rather than resisted. This supportive organizational culture fosters positive 

attitudes toward technology adoption and encourages employees to experiment, learn, 

and grow alongside new systems. 

Additionally, well-crafted organizational policies provide the necessary structure 

to address technical barriers, manage change resistance, and align technology use with 

overall business goals. These policies help create an environment where technology can 

seamlessly blend into everyday work processes, enabling employees to maximize their 

performance. 

In essence, this framework highlights a holistic view: the availability of digital 

tools is fundamental, but the true catalyst for effectiveness lies in the synergy between 

technology, people, and organizational support. When these elements come together 

harmoniously, organizations can unlock their workforce’s full potential, fostering not just 

efficiency but also resilience and innovation in the ever-changing digital landscape. 
 

Variable X 

Availability of Digital Facilities  

in The Office  

 

1. Use of Digital Tools 

2. Number of Digital Applications 

3. Digital Training 

4. Technical Constraints 

 

Variable Y 

Employee Effectiveness  

 

1. Work Efficiency 
2. Team Collaboration 
3. Adaptability 

Convenience 
4. Data Security Concerns 

Figure 1. Frame of Mind 

Source: taken in 2025 by the author 
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Hypothesis 

H₀: There is no significant relationship between the availability of digital facilities in the 

office and employee effectiveness. 

H₁: There is a significant relationship between the availability of digital facilities in the 

office and employee effectiveness. 

 

RESEARCH METHOD 

This study adopts a quantitative research approach using a survey method to explore how 

organizations adapt and innovate office management practices in the digital era. Data was 

collected through a structured questionnaire distributed to employees across various 

organizational levels in companies that have undergone digital transformation. 

The questionnaire included closed-ended questions using a 5-point Likert scale to 

assess respondents’ perceptions of digital readiness, organizational policy effectiveness, 

the impact of digital transformation, and the challenges they face. In addition, purposive  

sampling was used to select respondents, focusing on individuals who have been 

employed for at least one year and are directly involved in using digital tools at work. 

The quantitative data was analyzed using descriptive statistics, validity and reliability and 

correlation tests to identify relationships between variables such as how training 

influences HR adaptation or the role of leadership in driving strategic innovation. 

Meanwhile, responses to the open-ended questions were analyzed thematically to 

gain deeper insights into local organizational contexts and specific needs. To ensure the 

reliability of the instrument, a validity test was conducted, and a pilot study involving 31 

respondents was carried out to refine the questionnaire before its full distribution. 

Ethical considerations were carefully observed by ensuring respondent anonymity and 

using the collected data strictly for academic purposes. 

 

Operational Research of Variable 

In the table that includes the following question indicators, the variables studied in the 

context of the relationship between revealing.  Availability of digital facilities in the office 

and employee effectiveness can be explained: 
 

Table 1. Operational research of variable 

Source: Taken in 2025 by the author 

 

Variables Indicator Number of questions 

Availability of Digital 
Facilities in The Office   

use of digital tools (Sultan et al., 
2016) 

4 Question on a Likert scale 1-5 

number of digital applications 

(Asri Choirinisa & Ikhwan, n.d.) 

digital training (Laurentin Carolin 

Tiara et al., 2023) 

technical constrain (Bangura & 

Elisabeth Lourens, 2024) 

work efficiency word efficiency (Syam, 2020) 4 Question on a Likert scale 1-5 

team collaboration (Purnomo et 

al., 2025) 

adaptability convenience (Danuri 

et al., n.d.) 

data security concern (Al Ihsan & 
Sekti, n.d.)  
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RESEARCH RESULTS 

The Digital Transformation preferences of Employees on Office were investigated in this 

study using descriptive quantitative methodology. Questionnaires were used to collect 

data from 31 randomly selected respondents, The sample size of 31 respondents was 

chosen based on methodological and practical reasons. In quantitative research, 30 

participants are generally considered sufficient for basic statistical analysis, as supported 

by the Central Limit Theorem. Respondents were purposively selected based on their 

direct experience with digital facilities in the workplace. Given the study’s exploratory 

nature and the specific criteria used, 31 was an appropriate and manageable number to 

yield relevant insights. Who specifically the research conducted used one X variable, 

namely Availability of Digital Facilities. While the Y variable in this study is Employee 

Effectiveness. 
 

Table 2. Characteristic of respondents 

Respondent Demographic Category Frequency 

Gender 

 

Age 

 
 

Majors 

Male 

Female 

<25  

25-35 

36-45 

Manager 

Staff/Operator 

Supervisor 

17 

14 

6 

17 

8 

4 

12 

15 

Source: Taken in 2025 by the author 

 

A total of 31 respondents participated in this study. The gender distribution was 

relatively balanced, with 17 male respondents and 14 female respondents. This slight 

majority of male participants provides a fairly even perspective across genders. In terms 

of age, the majority of respondents (17 individuals) fell into the 25–35 age group, 

indicating that most participants were in their early to mid-career stage. Meanwhile, 6 

participants were under 25, and 8 were between 36 and 45 years old, showing a good mix 

of young professionals and more experienced employees. Regarding their job roles, the 

largest group was Supervisors (15 respondents), followed by Staff/Operators (12 

respondents), and Managers (4 respondents). This distribution suggests that the 

perspectives gathered largely reflect mid-level operational insights, with a moderate 

representation from both frontline staff and management. 

 

 

 

Reliability Test 

The results of the reliability test conducted on Thirty-One respondents sent in this 

research questionnaire show the following results: 

 
Table 3. Reliability test results Availability of Digital Facilities 

Reliability Statistics 

Cronbach's Alpha N of Items 

.623 4 

Source: Taken in 2025 by author 
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The reliability test for Table 3, which assesses the construct Availability of Digital 

Facilities, shows a Cronbach’s Alpha value of 0.623 across four items. This value 

indicates a moderate level of internal consistency. While it falls slightly below the 

commonly preferred threshold of 0.7, it is still acceptable, especially in exploratory 

research contexts. 

  
Table 4. Reliability test results employee effectiveness 

Reliability Statistics 

Cronbach's Alpha N of Items 

.619 4 

Source: Taken in 2025 by author 
 

In Table 4, the reliability test for the variable Employee Effectiveness produces a 

Cronbach’s Alpha value of 0.619, also based on four items. Similar to the first construct, 

this value also falls within the moderate range, suggesting that the measurement items 

work efficiency, team collaboration, adaptability, convenience, and data security 

concerns—have an acceptable degree of internal consistency. 

 

Validity Test      

Table 5.  Questionnaire validity test results 

Variable Item of Questions  Sig                  

Result 

Availability Of  

Digital Facilities   

 

 
Employee 

Effectiveness 

X1 

X2 

X3 

X4 
Y1 

Y2 

Y3 

Y4 

<0,001          Valid 

<0,001          Valid 

<0,001          Valid 

<0,001          Valid 
<0,001          Valid 

<0,001          Valid 

<0,001          Valid 

<0,001         Valid 

Source: Taken in 2025 by author 

 

Based on the results of the validity test shown in the table, all questionnaire items for the 

variables have a significance value (Sig) of < 0.001, which is far below the standard 

threshold of 0.05. This indicates that each item in the questionnaire is statistically valid 

and can accurately measure the intended variables. For the variable Availability of Digital 

Facilities (X), all four question items (X1, X2, X3, X4) are valid, with each achieving a 

significance level of <0.001. This means that every question under this variable 

effectively measures the availability of digital facilities as intended in the study. 

Similarly, for the variable Employee Effectiveness (Y), all four question items (Y1, Y2, 

Y3, Y4) are also valid, each showing a significance level of <0.001. Therefore, all these 

questions reliably measure employee effectiveness according to the research objectives. 

In conclusion, since all items in both variables have been proven valid, the questionnaire 

can be confidently used for further data collection and analysis. No items need to be 

revised or removed. 

 

Descriptive Test     

Table 6.  Questionnaire descriptive test results 

Descriptive 

Statistics 

N Minimum Maximum       Mean 

 

Standard 

Deviation 

Availability Of  

Digital Facilities   

31 

 

1 

 

5 

 

3.18 

 

.846 
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Employee 

Effectiveness  

31 1 5 4.22 .907 

Valid N  

(Listwise) 

31     

Source: Taken in 2025 by author 

 

The descriptive statistics show responses from 31 participants. For the variable 

Availability of Digital Facilities in the Office, the mean score is 3.18 (on a scale of 1 to 

5) with a standard deviation of 0.846. This suggests that, on average, participants rated 

the availability of digital facilities at a moderate level, with relatively low variability in 

responses.  

For the variable Employee Effectiveness, the mean score is 4.22, with a standard 

deviation of 0.907. This indicates that participants generally perceive employee 

effectiveness as high, with responses showing a slightly wider spread but still consistent 

overall. 

In summary, digital facility availability is perceived as moderate, while employee 

effectiveness is perceived as high among respondents. The standard deviations for both 

variables show that participants’ answers are fairly consistent. 

 

Correlation Test    

 
Table 7. Questionnaire correlation test results 

  Availability of  

Digital Facilities   

Employee 

Effectiveness 
Availability Of  

Digital Facilities   

 

Employee 

Effectiveness 

Pearson Correlation 

Sig 

N 

Pearson Correlation    

 Sig 

N 

1  

 

31 

.479** 

.000 

31 

.479** 

.000 

31 

1 

 

31 

Source: Taken in 2025 by author 

 

The correlation test results show a positive and significant relationship between 

Availability of Digital Facilities and Employee Effectiveness. The Pearson correlation 

coefficient is 0.479, with a significance value (Sig) of 0.000, which is less than 0.01.This 

means there is a moderate, positive correlation between the two variables, and the 

relationship is statistically significant at the 1% level. In other words, as the availability 

of digital facilities increases, employee effectiveness also tends to improve. With a 

sample size of 31 respondents, these results suggest that better digital resources in the 

workplace can contribute to higher employee effectiveness. 

 

DISCUSSION 

Based on the demographic data presented in Table 2, the majority of respondents in this 

study were male (17 out of 31), while females accounted for 14 respondents. Although 

slightly male-dominated, the gender distribution is fairly balanced, which helps ensure a 

representative perspective across both groups. 

In terms of age, most respondents (17 individuals) were within the 25–35 age 

range. This age group typically includes employees who are in the early to mid stages of 

their careers and are generally more adaptable to new technologies in the workplace. The 

presence of respondents under 25 (6 individuals) and those aged 36–45 (8 individuals) 
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also adds diversity, offering insights from both less experienced and more seasoned 

professionals. 

From a job position perspective, the majority of participants were Supervisors 

(15), followed by Staff/Operators (12), and Managers (4). This suggests that the responses 

predominantly reflect the views of mid-level employees who are likely to be directly 

involved in operational activities, including the use of digital tools in their daily routines. 

The reliability tests (Tables 3 and 4) show that both research variables, 

Availability of Digital Facilities and Employee Effectiveness, demonstrate moderate 

internal consistency, with Cronbach’s Alpha values of 0.623 and 0.619 respectively. 

While these values are slightly below the recommended threshold of 0.7, they remain 

acceptable in exploratory research (Watkins, 2018) Similar levels of reliability were also 

reported by op ´t Roodt et al., (2024) who found that moderate reliability can still yield 

useful insights when instruments are being refined or used in diverse organizational 

settings. 

The validity test (Table 5) confirms that all questionnaire items are statistically 

valid, with significance levels well below 0.001. This supports the assertion that each 

item accurately measures the intended construct. Comparable findings were noted by 

Zhang & Venkatesh, (2013) who also reported high validity in instruments measuring 

workplace digital integration. 

Descriptive results (Table 6) reveal that the average score for Availability of 

Digital Facilities is 3.18, suggesting moderate perceived availability. Meanwhile, 

Employee Effectiveness received a higher mean score of 4.22, indicating that employees 

generally perceive themselves as highly effective. This aligns with Reynolds, (2021) ,who 

found that digital tools, even when not fully optimized, can still enhance performance 

through informal practices or personal adaptability. Conversely, a study by Juliadi et al., 

(2023) highlighted that insufficient digital infrastructure often leads to diminished 

efficiency, especially in highly structured organizations, indicating that outcomes may 

vary based on organizational culture and support mechanisms. 

Hypothesis testing is reflected in the correlation results (Table 7). The null 

hypothesis (H₀), which states that there is no significant relationship between the 

availability of digital facilities and employee effectiveness, is rejected. The alternative 

hypothesis (H₁), which asserts that there is a significant relationship between the two 

variables, is supported. This is based on a Pearson correlation coefficient of 0.479 and a 

significance value of p = 0.000, indicating a statistically significant positive relationship. 

These findings support those of Mondal et al., (2021) who observed a similar positive 

link between digital infrastructure and employee productivity (r = 0.47), and Nkansah et 

al., (2023) who found that digital adoption significantly improved employee engagement. 

However, op ´t Roodt et al., (2024) reported weaker correlations in some cases (r ≈ 0.20), 

emphasizing that the relationship may depend on contextual factors such as training, 

managerial support, and employee digital competence. 

 

CONCLUSION 

This study began with a timely and important question: How does digital transformation 

particularly the availability and accessibility of digital tools in the office impact employee 

effectiveness? In today’s fast-evolving digital landscape, office management is no longer 

just about handling paperwork or routine tasks. It has become a dynamic environment 

where technology and people must work hand in hand to drive productivity and 

innovation. 
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The findings reveal a clear and significant positive relationship between the 

availability of digital facilities and how effectively employees perform their work. What’s 

particularly striking is that even though the availability of digital tools was rated only 

moderately by respondents, employees still reported high levels of effectiveness. This 

speaks volumes about human resilience and adaptability—employees don’t simply rely 

on ideal tools; they actively find ways to overcome challenges, learn on the job, and 

innovate solutions to get their work done well. 

This insight reminds us that technology is an enabler, but it is people who truly 

bring value and make transformation possible. Technology alone is never the full story. 

The culture within an organization, the leadership’s openness to change, and ongoing 

investments in employee development all play crucial roles. 

  Successful digital transformation is about creating an environment where people 

feel supported, empowered, and ready to embrace new ways of working. It’s about 

nurturing curiosity, encouraging continuous learning, and trusting employees to grow 

alongside the tools they use every day. 

From a practical standpoint, this study underscores the importance of viewing 

digital transformation as a holistic journey, one that integrates technology, people, and 

policies thoughtfully. Organizations need to go beyond simply rolling out new software 

or hardware. They must cultivate a culture that welcomes change, provide meaningful 

training that matches employee needs, and design inclusive systems that everyone can 

access and benefit from, regardless of their background or skill level. 

Another important lesson is that digital tools, while boosting efficiency, can also 

bring challenges. Issues like digital fatigue, information overload, or reduced face-to-face 

interaction remind us that human well-being must be a priority in this digital age. Leaders 

should strive to balance the demands of technology with the needs of their workforce, 

creating a workplace that is not only productive but also healthy and sustainable. 

Strategically, the alignment of digital initiatives with clear organizational goals 

and values cannot be overstated. Digital transformation should serve a purpose that 

resonates with the people involved. This means involving employees in the decision-

making process, listening to their feedback, and continuously adapting strategies to 

ensure the tools provided truly enhance their work experience. 

Based on these insights, the study suggests that organizations should: (1) conduct 

regular assessments of digital tool availability and relevance, (2) offer ongoing and 

contextual digital training tailored to employee roles, (3) foster an adaptive and inclusive 

organizational culture that supports change, and (4) implement strategies that prioritize 

employee well-being alongside technological advancement. These steps will ensure that 

digital transformation is not only efficient but also human-centered, sustainable, and 

empowering. 

 

REFERENCES 

Al Ihsan, R., & Sekti, B. A. (n.d.). Pentingnya Keamanan Data Dalam Era Digital: Refleksi Terhadap 

Serangan Hacker Pada Pusat Data Nasional Indonesia. 

Alves, M. P., & Loureno, P. R. (2017). Workgroup interdependence assessment: Group-referent scales and 

social network analysis. TPM - Testing, Psychometrics, Methodology in Applied Psychology, 24(1), 

23–44. https://doi.org/10.4473/TPM24.1.2 

Asri Choirinisa, A., & Ikhwan, K. (n.d.). PENGARUH PENGGUNAAN APLIKASI DIGITAL TERHADAP 

EFEKTIVITAS KERJA PEGAWAI. https://transpublika.co.id/ojs/index.php/Transekonomika 

Bangura, S., & Elisabeth Lourens, M. (2024). Constraints and Enablement of Workplace Digitalisation: An 

Integrative Review. International Journal of Business & Management Studies, 05(05), 107–113. 

https://doi.org/10.56734/ijbms.v5n5a11 
Chaniago, H., & Efawati, Y. (2024). Individual Innovative Behavior Model: The Role of Entrepreneurial 

https://doi.org/10.61242/ijabo.25.477


Prayuda and Asfari 

International Journal Administration, Business & Organization, Vol. 6 (3), 2025 
 

 

161     DOI: https://doi.org/10.61242/ijabo.25.477 

 

Leadership in Uncertain Times. Quality-Access to Success, 25(202). 

Chaniago, H. (2023). Investigation of entrepreneurial leadership and digital transformation: Achieving 

business success in uncertain economic conditions. Journal of technology management & 

innovation, 18(2), 18-27. 

Chaniago, H., Muharam, H., & Efawati, Y. (2023). Metode Riset Bisnis dan Permodelan. Bandung: 

Edukasi Riset Digital, PT. 

Danuri, M., Informatika, M., Teknologi, J., & Semarang, C. (n.d.). PERKEMBANGAN DAN 

TRANSFORMASI TEKNOLOGI DIGITAL. 

Davenport, T. H., & Kirby, J. (2016). Only humans need apply: winners and losers in the age of smart 

machines. Harvard Business School, August, 1–10. 
Efawati, Y., Ahman, E., & Chaniago, H. (2021, September). The effect of entrepreneurial leadership on 

firm innovation through innovative work behavior. In 5th Global Conference on Business, 

Management and Entrepreneurship (GCBME 2020) (pp. 188-194). Atlantis Press. 

https://doi.org/10.2991/aebmr.k.210831.037 

Efawati, Y. (2023). Trust as Antecedent of Innovative Behavior in the Workplace. International Journal 

Administration, Business & Organization, 4(3), 35-47. https://doi.org/10.61242/ijabo.23.381 

Efawati, Y. (2024). Peran Budaya Digital dan Kreativitas terhadap Kinerja Karyawan: Apakah Krusial Bagi 

Perusahaan?. Jurnal Akuntansi Keuangan dan Bisnis, 17(2), 139-150.  

Efawati, Y. (2020). The influence of working conditions, workability and leadership on employee 

performance. International Journal Administration, Business & Organization, 1(3), 8-15. 

https://doi.org/10.61242/ijabo.20.40 

El-Haddadeh, R. (2020). Digital Innovation Dynamics Influence on Organisational Adoption: The Case of 
Cloud Computing Services. Information Systems Frontiers, 22(4), 985–999. 

https://doi.org/10.1007/s10796-019-09912-2 

Employability, D., Required, S., Office, B. Y., In, M., & Electronic, T. H. E. (2017). Digital employability 

skills required by office managers in the electronic office. 30(1), 120–128. 

Fadillah, A. D., & Marsofiyati Marsofiyati. (2024). Penerapan Teknologi Digital Pada Administrasi 

Perkantoran. OPTIMAL Jurnal Ekonomi Dan Manajemen, 4(2), 234–241. 

https://doi.org/10.55606/optimal.v4i2.3547 

Juliadi, E., Syafri, M., Hidayati, N., & Laut, A. A. (2023). The Effect of Training and Development on 

Employee Productivity in the Digital Age Article Info ABSTRACT. In West Science Journal 

Economic and Entrepreneurship (Vol. 1, Issue 10). 

Kwok, W. M. (n.d.). United Nations E-Government Survey 2024-Chapter 1 A Digital government Model 
Framework For Sustainable Development. https://www.researchgate.net/publication/384080655 

Laurentin Carolin Tiara, Herlyta Ryzki Lestari, Cintya Dwi Nur Kholifah, Reynald Fakhrul Fakhriza Zulfi, 

& Mochammad Isa Anshori. (2023). Pelatihan Dan Pengembangan Berbasis Digital: Implementasi 

Pembelajaran Daring, Platform Pelatihan Interaktif, Dan Teknologi Simulasi Dalam Pengembangan 

Karyawan. Wawasan : Jurnal Ilmu Manajemen, Ekonomi Dan Kewirausahaan, 1(4), 359–379. 

https://doi.org/10.58192/wawasan.v1i4.1384 

Mondal, S., Mishra, J. S., Poonia, S. P., Kumar, R., Dubey, R., Kumar, S., Verma, M., Rao, K. K., Ahmed, 

A., Dwivedi, S., Bhatt, B. P., Malik, R. K., Kumar, V., & McDonald, A. (2021). Can yield, soil C 

and aggregation be improved under long-term conservation agriculture in the eastern Indo-Gangetic 

plain of India? European Journal of Soil Science, 72(4), 1742–1761. 

https://doi.org/10.1111/ejss.13092 

Nkansah, D., Gyimah, R., Sarpong, D. A.-A., & Annan, J. K. (2023). The Effect of Employee Engagement 
on Employee Performance in Ghana’s MSMEs Sector during COVID-19: The Moderating Role of 

Job Resources. Open Journal of Business and Management, 11(01), 96–132. 

https://doi.org/10.4236/ojbm.2023.111007  

Nurain, A., Chaniago, H., & Efawati, Y. (2024). Digital Behavior and Impact on Employee Performance: 

Evidence from Indonesia. Journal of Technology Management & Innovation, 19(3), 15-27. 

Olatunji, O. C. (2013). The Application of Information Technology on Administrative Efficiency in Nigeria 

Universities ( A Case Study of Five Selected Universities in Ekiti State ) Abstract : 2(11), 506–520. 

op ´t Roodt, H., Bracht, E. M., van Dick, R., & Hernandez Bark, A. S. (2024). Navigating Through the 

Digital Workplace: Measuring Leader Digital Competence. Journal of Business and Psychology. 

https://doi.org/10.1007/s10869-024-09947-6 

Piccarozzi, M., Aquilani, B., & Gatti, C. (2018). Industry 4.0 in management studies: A systematic literature 
review. Sustainability (Switzerland), 10(10), 1–24. https://doi.org/10.3390/su10103821 

Prianka, S. (2023). Pengaruh Kualitas Kerja Dan Displin Kerja Terhadap Efektivitas Kerja Pegawai Pt. 

Damai Abadi Medan. Journal Economics and Strategy, 4(1), 32–41. 

https://doi.org/10.36490/jes.v4i1.739 

https://doi.org/10.61242/ijabo.25.477
https://doi.org/10.2991/aebmr.k.210831.037
https://doi.org/10.61242/ijabo.23.381
https://doi.org/10.61242/ijabo.20.40


Prayuda and Asfari 

International Journal Administration, Business & Organization, Vol. 6 (3), 2025 
 

 

162     DOI: https://doi.org/10.61242/ijabo.25.477 

 

Purnomo, S., Pricilia, A. R., Safty Aprelia, C., Tatasari, T., & Mahardika, S. (2025). KOLABORASI 

ANTARA PENGUSAHA PEREMPUAN DAN PENGUSAHA LAKI-LAKI DALAM 

PENINGKATAN KINERJA PT VARIA USAHA BETON. In Social Sciences Journal (Vol. 3, Issue 

1). 

Ramdani, M. H., Darwis, M., & Saleh, S. (2024). Employee Performance Effectiveness at the Office of the 

South Sulawesi Provincial General Election Supervisory Agency. 1(3), 123–131. 

Reynolds, R. (2021). JanvanDijk. (2020). The digital divide. Cambridge, UK: Polity, 208 pp. £17.99 

(paperback) (ISBN 9781509534456). Journal of the Association for Information Science and 

Technology, 72(1), 136–138. https://doi.org/10.1002/asi.24355 

Sitorus, M. G., & Rachmawati, R. (2024). Analysis of the Quiet Quitting Phenomenon with Work 
Engagement and Job Satisfaction as mediators , Study of Employees in Indonesia Banking Industry. 

4(11), 10671–10693. 

Sultan, K. M., Muhammed WAlObaidy, F., & Jaber, A. H. (2016). Comparison of Asthma Control Test 

(ACT) with (GINA) guidelines in the Assessment of Asthma Control and determine if can use 

Asthmda Control Test ACT as alternative to Gina guidelines in control asthma. In J Fac Med 

Baghdad Fac Med Baghdad (Vol. 58, Issue 1). 

Syam, S. (2020). Profitability: Jurnal Ilmu Manajemen PENGARUH EFEKTIFITAS DAN EFISIENSI 

KERJA TERHADAP KINERJA PEGAWAI PADA KANTOR KECAMATAN BANGGAE TIMUR. 4. 

Thariq, F., & Efawati, Y. (2024). The Influence of Website Quality on Buying Interest 

Consumer. International Journal Administration, Business & Organization, 5(3), 64-74. 

Viterouli, M., Belias, D., Koustelios, A., & Tsigilis, N. (2024). Optimizing Adaptive Performance: 

Exploring Organizational Learning Culture across Generations. Journal of Chinese Human 
Resources Management, 15(4), 3–27. https://doi.org/10.47297/wspchrmwsp2040-800501.20241504 

Watkins, M. W. (2018). Exploratory Factor Analysis: A Guide to Best Practice. Journal of Black 

Psychology, 44(3), 219–246. https://doi.org/10.1177/0095798418771807 

Zhang, X., & Venkatesh, V. (2013). Explaining employee job performance: The role of online and offline 

workplace communication networks. MIS Quarterly: Management Information Systems, 37(3), 695–

722. https://doi.org/10.25300/MISQ/2013/37.3.02 

  

 

 

https://doi.org/10.61242/ijabo.25.477

