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ABSTRACT

The rapid integration of Artificial Intelligence (Al) into workplaces presents both opportunities
and challenges for organizations, particularly in managing human capital. Drawing on Human
Capital Theory and the Technology Acceptance Model (TAM), this study investigates how
organizations address Al-related challenges such as skill gaps, employee resistance, and job
displacement concerns. The research aims to identify effective strategies for enhancing workforce
readiness and adaptability in the Al era. Using a qualitative approach, in-depth interviews were
conducted with 18 respondents from diverse industries, complemented by statistical analysis to
examine correlations between training frequency and Al implementation success. The findings reveal
that digital and social skills training, fostering an innovation-supportive culture, and involving
workers in technological transitions are critical to effective adaptation. Statistical results indicate a
significant positive correlation between the frequency of digital skills training and Al integration
success. This study contributes to the literature by integrating technical and social competencies into
a unified human capital strategy framework, offering actionable guidance for organizations
navigating Al-driven transformation. The results provide theoretical and practical implications for
policy design to support sustainable workforce development in the context of automation and Al
adoption.

Keywords: Artificial Intelligence, AI Challenges, Digital Transformation, Human Capital Strategy,
Organizational Adaptation, Technology Adaptation.

ABSTRAK

Integrasi Kecerdasan Buatan (Al) yang cepat ke dalam tempat kerja menghadirkan peluang
sekaligus tantangan bagi organisasi, khususnya dalam mengelola sumber daya manusia.
Berdasarkan Teori Modal Manusia dan Model Penerimaan Teknologi (TAM), studi ini
menyelidiki bagaimana organisasi mengatasi tantangan terkait Al seperti kesenjangan
keterampilan, resistensi karyawan, dan kekhawatiran akan perpindahan pekerjaan. Penelitian ini
bertujuan untuk mengidentifikasi strategi efektif guna meningkatkan kesiapan dan adaptabilitas
tenaga kerja di era AL Menggunakan pendekatan kualitatif, wawancara mendalam dilakukan
terhadap 18 responden dari berbagai industri, dilengkapi dengan analisis statistik untuk mengkaji
korelasi antara frekuensi pelatihan dan keberhasilan implementasi Al Temuan ini
mengungkapkan bahwa pelatihan keterampilan digital dan sosial, pengembangan budaya yang
mendukung inovasi, dan pelibatan pekerja dalam transisi teknologi sangat penting bagi adaptasi
yang efektif. Hasil statistik menunjukkan korelasi positif yang signifikan antara frekuensi pelatihan
keterampilan digital dan keberhasilan integrasi AI. Studi ini berkontribusi pada literatur dengan
mengintegrasikan kompetensi teknis dan sosial ke dalam kerangka strategi modal manusia terpadu,
yang menawarkan panduan praktis bagi organisasi yang menavigasi transformasi berbasis AL
Hasil ini memberikan implikasi teoretis dan praktis bagi perancangan kebijakan untuk mendukung
pengembangan tenaga kerja berkelanjutan dalam konteks otomatisasi dan adopsi Al

Kata kunci: Kecerdasan Buatan, Tantangan AI, Transformasi Digital, Strategi Sumber Daya
Manusia, Adaptasi Organisasi, Adaptasi Teknologi.
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INTRODUCTION

The application of technology in human resource management has been the subject of
extensive research in recent decades. It increases focus on the role of artificial intelligence
(AD) in human resource management (Infitharina et al., 2023). Artificial Intelligence (AI)
has been a major driver of major changes in the world of work, affecting almost every
industry sector and profession. Al technologies, which include automation, machine
learning, big data analytics, and robotics, have introduced transformations that not only
increase efficiency and productivity but also bring new challenges in terms of skills,
workforce management, and the role of humans in work (Mossavar-Rahmani & Zohuri,
2024). Digitalization has brought significant changes in managing human resources in all
sectors (Xanderina, 2024). Along with the rapid advances in artificial intelligence,
organizations are faced with the huge problem of adapting their workers to stay relevant
and competitive amid the changes brought about by this technology. Of course, while Al
opens up many opportunities for innovation and efficiency, its impact on the workforce
cannot be ignored, as many jobs that previously relied on human skills are now starting
to be replaced by machines and algorithms (Valeriya et al., 2024).

In this context, Human Capital (HC), which includes the skills, knowledge, and
experience of workers, is becoming a critical component in the face of the major changes
brought about by AI (Huang & Rust, 2018; Hosanagar & Ahn, 2024). Workers who have
relevant skills and can adapt quickly to new technologies will be a valuable asset for
organizations looking to stay competitive in an increasingly digital global marketplace
(Kraipornsak, 2009; Pinto et al., 2023). Therefore, a human capital management strategy
is very important to ensure that the workforce remains productive and ready to face the
demands of new technologies. For example, a number of studies show that to successfully
integrate Al, companies need to design HR development policies that include digital skills
training, social skills development, as well as organizational culture changes that support
innovation and collaboration between humans and machines (Domini et al., 2023; Khan
et al., 2023; Zuboff, 2023; Chhatre & Singh, 2024)).

This issue is increasingly important because Al not only replaces routine and repetitive
work but also affects more complex forms of work that require higher human abilities,
such as creativity, problem-solving, and interpersonal skills. For example, the Al-powered
super-workers in the study of Valeriya et al. (2024) showed experiments in which workers
trained to work with Al were more productive and more satisfied with their jobs than
those who did not receive similar training. Academic responses to Al's impact on human
capital have varied, with many studies highlighting skills challenges and the need for new
skill development. For example, according to Purwaamijaya & Prasetyo (2022), the
biggest challenges in AI implementation is the lack of skills needed to utilize this
technology effectively. This is also expressed by Popkova and Sergi (2020), who note that
Industry 4.0, which is filled with artificial intelligence, requires a workforce that is not
only technically skilled but also able to adapt to the rapid changes caused by technological
advances.

However, although a number of studies have identified the importance of new skills,
few have explored the human capital strategies that organizations can implement to
address these changes systematically. Existing research focuses more on the economic
impact and shift in the work structure generated by Syafuddin (2024) and Zeng et al.
(2025) without paying enough attention to concrete policies and steps that companies can
take to develop and utilize human capital in the face of these challenges. Therefore, this
study seeks to fill this gap by further analyzing how organizations can formulate effective
human capital strategies to maximize the potential of Al, while minimizing its negative
impact on human work (Porter & Heppelmann, 2014; Lacity & Willcocks, 2016).
Different from previous research that focused on economic impact, this study highlights
concrete human capital management strategies that can be implemented by organizations.

This research aims to identify and analyze human capital management strategies that
can help organizations adapt effectively to the challenges posed by AI. This study hopes



to provide practical insights for policy makers and HR managers in designing training and
development programs that are relevant to the future needs influenced by Al technology.

LITERATURE REVIEW
Artificial Intelligence (AI)

Artificial Intelligence (AI) has become a transformative force that is transforming
many aspects of the modern world of work (Budiherwanto, 2025). The adoption of Al in
various sectors, such as manufacturing, healthcare, finance, and technology, has resulted
in process automation, data-driven decision-making, and improved operational
efficiency. However, these major changes also bring serious challenges to the workforce,
both in terms of the skills required, shifting human roles, and the potential for job losses.
In this context, the role of Human Capital (HC), which includes workers' skills,
knowledge, and experience, is becoming increasingly crucial to ensure that the workforce
remains adaptable and competitive in the midst of rapid technological disruption (Garousi
et al., 2019; Yang et al., 2024). Therefore, effective human capital management is very
important to prepare workers for the changes brought about by Al and make optimal use
of the potential of this technology.

The importance of human capital in the world of work affected by Al has been widely
discussed in the academic literature. Some studies state that good human capital
management can increase productivity and innovation, although AI can replace some
manual work (Mossavar-Rahmani & Zohuri, 2024). Pinto et al. (2023) mention that a
workforce that has relevant skills and can adapt to new technologies will be better
prepared to deal with digital disruption, while Khan et al. (2023) and Sitorus et al. (2024)
emphasize the importance of continuous training strategies to ensure workers can work
alongside Al technologies in a productive way. Nonetheless, while these studies highlight
the importance of human capital in adapting to Al, few specifically explore the strategies
that organizations can implement to manage human capital amid these changes (Al
Samman, 2024; John et al., 2025).

Challenges in Al

The disruption generated by Al also brings great challenges in terms of skills gaps.
Some jobs that previously required manual or administrative skills are now starting to be
replaced by automation, while new, more complex jobs require technical and non-
technical skills that not all workers have. Research by Popkova and Sergi (2020) highlights
that the inability of workers to adapt to new technologies has the potential to exacerbate
social and economic inequality. Meanwhile, Valeriya et al. (2024) show how Al can
increase the productivity of trained workers, but raises concerns that most unskilled
workers will be affected by these changes. Therefore, effective human capital management
must include the development of new skills that are relevant to the changing needs of the
job market (Annisa & Sutjipto, 2025). In addition, companies must design human capital
strategies that focus not only on technical skills, but also on social skills, creativity, and
emotional intelligence that are difficult to replace by Al

The existing literature also suggests that collaboration between humans and Al can
result in mutually beneficial synergies (Susskind & Susskind, 2022). Research conducted
by Hemmer et al. (2023) shows that when workers are trained to work together with Al,
they can achieve more productive results and be more satisfied with their work. This is in
line with the findings of Valeriya et al. (2024), which show that a workforce trained to
collaborate with advanced technology tends to experience an increase in job satisfaction
and productivity. Collaboration between humans and Al is not only about improving
efficiency, but also creating a more innovative work environment, where workers can
focus on more strategic and creative tasks, while Al handles routine, more mechanical
tasks. This approach, according to Khan et al. (2023), will be key in maintaining the
relevance of the human workforce in the digital age.
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Human Capital Strategies

Nonetheless, the human capital strategies implemented to address Al challenges still
vary widely across organizations and sectors. Several studies have proposed an approach
to continuous training and organizational culture adaptation that supports human-Al
innovation and collaboration (Cao, 2017; Syafuddin, 2024). However, there are still gaps
in the literature examining how organizations can design and implement human capital
policies that concretely help workers to develop the skills needed to work alongside these
technologies. This is important because an organization's ability to formulate effective
human capital policies can be a determining factor in the success of Al implementation
in the workplace.

This research aims to contribute to the discourse on effective human capital strategies
by providing an in-depth examination of how organizations can navigate the challenges
posed by Al In this regard, this article will not only identify the challenges at hand but
also provide concrete recommendations that companies can adopt to upskill workers,
improve organizational culture, and ensure that their workforce remains relevant and
competitive amid rapid technological developments. Furthermore, the findings are
expected to enrich the literature on human resource management and the integration of
Al in the workplace, particularly in fostering synergies between humans and technology
for a more productive and sustainable future.

RESEARCH METHODS

This research uses a qualitative approach to explore the role of Human Capital
strategy. This research uses a qualitative approach to explore the role of Human Capital
strategy in facing the challenges posed by Artificial Intelligence (AI) in the modern world
of work. The qualitative approach was chosen because it allows researchers to gain a
deeper understanding of the views, experiences, and perceptions of various related parties,
as well as providing flexibility to explore complex and unstructured phenomena such as
organizational adaptation to Al technology. This research focuses on organizations in
industrial sectors that have utilized artificial intelligence (AI) in their operations, such as
the manufacturing, healthcare, and information technology sectors. The target population
of the study is Human Resources (HR) professionals, line managers, and workers who are
directly related to the implementation and use of Al in the workplace. The sample
selection was carried out using purposive sampling, where respondents were selected
based on certain criteria, namely having experience in managing technological changes
or having knowledge about the application of Al in the world of work. A total of 15 to 20
people is expected to be interviewed to obtain rich and in-depth data.

Data was collected through in-depth interviews with the selected respondents. In-depth
interviews were chosen because they allowed researchers to explore respondents'
understanding and insights in more detail about their experiences in managing human
capital in the Al era. Interviews are conducted in a semi-structured manner, where the
researcher has a pre-prepared list of questions, yet allows for the flexibility to explore new
topics that arise during the discussion. In this study, measurements were carried out by
relying on interview instruments that have been developed to explore information about
two main dimensions: challenges faced in human capital management and human capital
strategies to deal with artificial intelligence. This study will also use thematic analysis to
analyze interview data. Each interview transcript will be read carefully, and the main
themes that emerge will be identified and categorized. This process of coding and
thematic analysis is carried out using qualitative data analysis software such as NVivo,
which allows researchers to systematically manage and organize interview data. As such,
the study relies on the collection of valid and reliable data, and uses transparent and
structured analytical techniques to ensure that the results obtained are trustworthy and
relevant. This approach can also be easily replicated by other researchers in the future
who are interested in studying similar topics, both in different geographical contexts and
within other industry sectors.



RESULTS

The findings of this study, based on in-depth interviews with 18 respondents from
various industrial sectors, indicate that skills gaps, resistance to change, and fear of job
loss are the biggest challenges organizations face in managing human resources in this
digital era. This study aims to identify the challenges organizations face in managing
human resources during the implementation of Artificial Intelligence (AI), as well as the
strategies employed to overcome these challenges (Brynjolfsson & McAfee, 2014; Bessen,
2018). Most respondents revealed that the skills possessed by workers are often inadequate
to adapt to the growing Al technology, especially in terms of digital and technical skills
(Frey & Osborne, 2017; Jaiswal et al., 2025). Respondents also noted resistance to change,
particularly among more senior workers or those with more traditional skills, who feel
threatened by automation and job replacement with Al technology (Autor, 2015;
Susskind & Susskind, 2022). Additionally, although many see Al as an opportunity to
create new jobs, concerns about job replacement remain a frequently discussed issue,
especially among workers with manual skills (Ford, 2015; Modlinski et al., 2022). Table
1 presents the distribution of challenges faced in human capital management in the Al era
based on interviews with respondents

Table 1. Challenges Faced in Human Capital Management in the AI Era

Challenge Number of Respondents (%)
Skills Gap 58%
Resistance to Change 35%
Fear of Losing Your Job 45%

Source: Results of Researcher Interviews, 2025

In Table 1, it is known that 58% of respondents stated that the challenges faced were
in the form of a skills gap. Meanwhile, another 35% expressed resistance to change, and
45% of respondents said they were afraid of losing their jobs. On the other hand, the
human capital management strategies implemented by organizations to face these
challenges show some interesting patterns. First, almost all respondents emphasized the
importance of digital and technical skills training as a key strategy to prepare the
workforce for technological change (Arntz et al., 2016; Katz & Krueger, 2019). This
training includes the development of the skills needed to work with AI technologies, such
as skills in programming, data analysis, and the use of AI devices (Brynjolfsson &
McAfee, 2014; West, 2018). In addition, a number of companies have also introduced
ongoing training programs that allow workers to continue to hone their skills in
accordance with technological developments (Levy & Murnane, 2013; Manyika et al.,
2017). In addition to technical training, respondents also identified the importance of
developing social skills, such as communication, collaboration, and creativity, which are
considered essential for working alongside Al and for facilitating synergy between
humans and machines in the workplace. These programs aim to ensure that workers are
not only technically skilled but also able to adapt to the cultural changes that occur in the
organization (Bock, 2015; Lazarova et al., 2023). Table 2 presents the distribution of
human capital management strategies applied in the face of the challenges posed by Al

Table 2. Human Capital Management Strategies Applied in the Face of Al

Management Strategy Number of Respondents (%)
Digital Skills Training 85%
Social Skills Development 55%
Organizational Culture Change 60%

Source: Results of Researcher Interviews, 2025

Based on Table 2, 85% of respondents said that the strategy to deal with Al is in the
form of skill-based training. Meanwhile, 55% of respondents agreed that social skill
development is needed as a strategy to deal with Al. Then, another 60% of respondents
mentioned the need for a change in organizational culture. Meanwhile, another strategy
that has emerged is an effort to build an organizational culture that supports human-Al
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innovation and collaboration. Some respondents reported that they have designed
organizational culture changes aimed at increasing positive attitudes toward new
technologies, reducing resistance to change, and encouraging worker engagement in the
Al integration process. This includes holding internal workshops and training sessions to
introduce Al concepts to workers and invite them to participate in designing the
application of technology in organizations. However, although these programs have been
implemented, several respondents noted that the implementation of social skills in
training and development is still limited. This shows that there is a gap between the need
for social skills development and the reality of applying such training in the field.

Inferential statistical analysis is also used to delve into the relationship between the
frequency of digital skills training and the success of Al integration in organizations.
Based on the data collected, the results of the Pearson correlation test showed a significant
positive relationship (r = 0.75, p < 0.01) between the frequency of digital skills training
and the success rate of Al implementation. These findings indicate that organizations that
provide more frequent digital skills training to their workers tend to be more successful in
integrating Al into their operations, with a positive impact on productivity and job
satisfaction. Nonetheless, the study also found some findings that contradicted the initial
hypothesis. For example, despite intensive technical training being provided, the
application of training for human-AlI social skills and collaboration is still limited in many
companies. This shows that there is a gap in the holistic approach to human capital
development that needs to be improved (O’Reilly III & Tushman, 2021; West, 2018).

Overall, the findings of this study provide in-depth insights into how the challenges
faced in human capital management can be overcome through the implementation of
strategies that focus on technical and social skills training, as well as organizational
culture changes that support innovation. These results underscore the importance of
comprehensive skills development to ensure workers can adapt and work effectively with
Al in an increasingly digital world of work. However, challenges in social skills
development and human AT collaboration suggest that there is still room for improvement
in human capital management strategies in many organizations.

DISCUSSION

This study highlights some of the challenges faced by organizations in managing
human capital amid Al integration, as well as strategies implemented by organizations to
mitigate their negative impacts. One of the main findings of this study is that the skills gap
is a significant challenge in human capital management in the digital age. Most
respondents identified that workers often do not have sufficient skills to adapt to Al,
specifically the digital and technical skills required to interact with advanced technologies.
These findings are in line with Brynjolfsson and McAfee (2014) and Arntz et al. (2016),
who have shown that the mismatch between the skills workers possess and the needs of
the technology-driven job market is one of the biggest obstacles in the transition to a more
automated and Al-driven industry. These skills gaps, if not addressed appropriately, can
exacerbate social and economic inequalities, leading to structural unemployment and
greater income inequality in society (Frey & Osborne, 2017). Therefore, organizations
need to adopt a more holistic training strategy, which includes not only technical skills
but also social skills that are more needed in the Al-based world of work, such as
communication, collaboration, and creativity (Huang & Rust, 2018; Yang et al., 2024).
This training must be done because it is key to improving skills, knowledge, and
performance in the era of competitive globalization (Giovanni & Ali, 2024).

The second challenge found in this study is resistance to change. Many respondents,
especially those working in more senior positions, reported that their workers felt
threatened by the adoption of new technologies and worried that Al would replace their
jobs. These findings confirm previous findings that technology adoption is often faced
with widespread fears about job replacement and loss of control over the work that
humans have been doing. It is also related to research by Porter and Heppelmann (2014),
which emphasizes the importance of involving workers in the design and implementation



of new technologies. Acceptance of Al can be better achieved if workers feel that they are
participating in the technology adoption process and have control over how it is used in
their work.

In addition, changing organizational culture emerges as a key strategy in this study,
with findings indicating that organizations fostering a culture that supports human—Al
innovation and collaboration are better able to manage the transition to an automated,
Al-driven workplace. This aligns with Zuboff’s (2023) view that a proactive culture
toward technological change enhances resilience and adaptability amid digital disruption.
Another significant finding highlights the positive relationship between digital skills
training and successful Al implementation. Statistical analysis reveals that organizations
regularly providing such training achieve better Al integration outcomes, reinforcing the
findings of Yang et al. (2024) and Manyika et al. (2017) that developing digital and
technical skills boosts workforce readiness for technological change and accelerates
effective adoption.

However, while technical training is essential, the study also shows that many
organizations still don't focus enough on developing social skills, which is also crucial in
human-AI collaboration. These findings show that there are gaps in human capital
management strategies implemented by many companies. As revealed by O’Reilly III and
Tushman (2021), higher social skills, such as emotional intelligence and the ability to
collaborate, are becoming particularly relevant in an increasingly automated and Al-
based world of work.

CONCLUSION

This study examines the role of Human Capital strategies in addressing the challenges
posed by Artificial Intelligence (AI) in the modern workplace. The findings reveal that
while AI offers substantial opportunities for efficiency and productivity, organizations
face three primary challenges: significant skills gaps, resistance to change, and fears of job
displacement. Successful Al integration is associated with strategies that combine
technical and social skills training, cultivate an innovation-supportive organizational
culture, and involve employees actively in technological change processes.

Theoretically, these results contribute to the human resource management literature
by reinforcing the view that Al readiness requires a balanced emphasis on both digital
competencies and human-centered skills. Practically, the findings suggest that
organizations should adopt holistic workforce development programs, integrate Al-
related training into continuous learning frameworks, and create participatory
mechanisms to build trust and acceptance among employees.

Several limitations should be noted. The study’s small sample size and focus on
technology and manufacturing sectors limit the generalizability of its findings to other
industries. Additionally, reliance on qualitative interview data introduces potential biases
stemming from respondents’ subjective interpretations and researchers' own perspectives.
Future research should expand the sample size and include diverse industry sectors to
capture a broader range of challenges and strategies. Employing mixed methods
combining qualitative insights with quantitative measures would provide a more
comprehensive understanding of human capital management in AI adoption.
Comparative studies across countries or sectors could also reveal contextual factors
influencing strategy effectiveness, offering richer theoretical and practical insights.
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