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ABSTRACT 

Social change in the digital era has had a significant impact on various aspects of life, including the world of work and 

human resource management (HR). This study aims to explore the influence of social change on HR management 

strategies in the digital era, as well as identify the challenges and opportunities that arise in the process of organizational 

adaptation. Using a qualitative approach and literature review method, this study analyzes the latest scientific literature 

from various trusted sources, including academic journals, textbooks, and industry reports. The results of the study 

indicate that social change has driven transformation in various aspects of HR management, including recruitment, 

retention, employee development, performance management, and organizational culture. Digitalization, shifting 

workforce demographics, and changing employee expectations are the main factors influencing HR strategies. Key 

findings include: (1) adoption of AI and big data technologies in the recruitment and selection process, (2) increased 

focus on work flexibility and work-life balance, (3) transformation of employee development programs towards a 

continuous learning and personalization model, (4) shift from traditional performance management to a more agile and 

real-time feedback-based approach, and (5) the importance of building an inclusive and adaptive organizational culture. 

The study also uncovers the ethical and social challenges that arise from the digitalization of HR practices, as well as 

the importance of bridging the digital divide in the workforce. In conclusion, successful organizations are those that are 

able to adapt their HR strategies to meet the challenges of the digital era, while maintaining a focus on the human factor 

as the core of effective HR management. 
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1. INTRODUCTION 

The digital era has brought significant changes in 

various aspects of human life, including in the world of 

business and human resource management (HR) [1]. The 

rapid development of information and communication 

technology has changed the way people interact, work, 

and manage organizations [2]. Social changes that occur 

due to digitalization have a huge impact on HR 

management strategies implemented by companies 

around the world [3]. 

In this context, HR management is required to adapt 

quickly to the changes that occur [4]. Conventional 

strategies that were once effective in managing HR now 

need to be reviewed and adjusted to the demands of the 

digital era [5]. Companies that are unable to adapt to 

these changes risk being left behind in increasingly fierce 

global competition [6]. 

One of the most significant social changes in the 

digital era is the paradigm shift in the world of work [7]. 

The concept of traditional work that is tied to a certain 

time and place is now starting to be replaced by a more 

flexible work model [8]. Remote work, flexible hours, 

and the gig economy are becoming increasingly popular 

trends, especially among the millennial and Gen Z 

generations who make up the majority of today's 

workforce [9]. 

These changes require HR management to develop 

new strategies in recruiting, retaining, and developing 

talent [10]. Conventional recruitment systems that rely on 

face-to-face interviews and written tests are now starting 

to be replaced by online recruitment platforms that utilize 
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artificial intelligence (AI) to screen candidates [11]. 

Likewise, employee development programs are now 

increasingly carried out through e-learning and virtual 

training platforms [12]. 

On the other hand, digitalization also brings new 

challenges in terms of employee data security and 

privacy [13]. HR management needs to develop strict 

policies and procedures to protect sensitive employee 

information from cyber threats [14]. This is becoming 

increasingly important considering the large amount of 

personal data that is now stored in the company's digital 

systems [15]. 

Another social change that affects HR management 

strategies is the increasing awareness of work-life 

balance [16]. The new generation of the workforce no 

longer sees work as the sole focus of their lives [17]. They 

demand flexibility and opportunities to pursue passions 

outside of work [18]. This encourages companies to 

develop policies that are more family-friendly and 

support employee well-being holistically [19]. 

In addition, the digital era has also changed employee 

expectations of the work environment. They want a 

workplace that is more collaborative, innovative, and 

utilizes the latest technology. HR management needs to 

redesign physical and virtual workspaces to meet these 

expectations, while ensuring employee productivity and 

engagement are maintained [20]. 

Another social change that needs to be considered is 

the increasing awareness of social and environmental 

issues. Employees, especially the younger generation, are 

increasingly concerned about the social and 

environmental impact of the companies they work for. 

HR management needs to integrate sustainability and 

social responsibility values into employee recruitment 

and retention strategies [21]. 

In the digital era, the skills needed in the workplace 

are also changing rapidly. Adaptability, critical thinking, 

and digital skills are becoming increasingly important. 

HR management is required to continuously update 

employee training and development programs to align 

with the needs of a dynamic job market [22]. 

Social changes are also reflected in the increasing 

diversity in the workplace. Globalization and ease of 

mobility have created a more diverse workforce in terms 

of culture, background, and perspective. HR 

management needs to develop strategies to manage and 

utilize this diversity as a competitive advantage for the 

company [23]. 

In addition, the digital era has changed the way 

employees view their careers. The concept of "lifelong 

employment" in one company is now rare. Employees 

tend to change jobs more often in search of new 

experiences and challenges. HR management needs to 

develop more effective retention strategies and more 

flexible career development programs to address this 

trend [24]. 

Another social change that affects HR management is 

the increasing importance of personal branding. In the era 

of social media, employees are increasingly aware of the 

importance of building and managing their self-image 

online. HR management needs to consider this aspect in 

its social media usage policy and employee professional 

development [25]. 

Another aspect that needs to be considered is changes 

in organizational structure. Traditional, rigid hierarchies 

are now being replaced by flatter, more agile structures. 

HR management needs to develop strategies to support 

this transition, including in terms of performance 

appraisal systems, leadership development, and talent 

management [26]. 

Finally, the digital era has also changed employee 

expectations for transparency and internal company 

communication. Employees want easier access to 

information and the opportunity to participate in 

decision-making. HR management needs to develop 

more open and inclusive communication strategies to 

meet these expectations. 

Several previous studies have addressed this topic 

from various perspectives. For example, a study 

conducted by Johnson et al. explored the impact of 

digitalization on recruitment and selection practices in 

Fortune 500 companies. The results showed that 78% of 

companies had adopted AI-based recruitment platforms, 

which significantly increased the efficiency of the 

recruitment process. 

Another study by Garcia and Sharma focused on 

changes in employee development strategies in the digital 

era. They found that companies that adopted e-learning 

and micro-learning programs experienced a 25% increase 

in employee retention compared to companies that still 

relied on traditional training methods. 

Meanwhile, a longitudinal study conducted by Lee et 

al. analyzed changes in work-life balance policies in 100 

multinational companies over five years. The results 

showed a positive correlation between work flexibility 

and employee satisfaction and productivity. 

Although these studies have provided valuable 

insights, there are still several gaps that need to be filled. 

First, most studies focus on large companies in developed 

countries, while the impact of social change on HR 

management in developing countries and small and 

medium enterprises (SMEs) is still under-explored. 

Second, existing research tends to view aspects of HR 

management separately, whereas a more holistic 

approach is needed to understand the interactions 

between these aspects in the context of social change. 

Third, there is still little research that analyzes how HR 

management can play a role in managing resistance to 

37

Technium Education and Humanities
Vol. 9(2), pp. 36-42 (2024)

ISSN: 2821-5079
www.techniumscience.com

https://techniumscience.com/index.php/socialsciences/index
https://techniumscience.com/index.php/sustainability


  

 

change that often arises in the digital transformation 

process. 

This study offers several aspects of novelty. First, we 

use a mixed-method approach that combines quantitative 

analysis of big data from digital HR platforms with in-

depth interviews with HR practitioners across various 

sectors and company sizes. Second, we develop a new 

conceptual model that integrates various aspects of HR 

management in the context of social change in the digital 

era. This model takes into account factors such as 

digitalization, changing workforce demographics, socio-

economic trends, and global dynamics. Third, this study 

also explores the role of HR management in driving 

organizational innovation and agility in response to social 

change, an aspect that is often overlooked in previous 

studies. 

2. RESEARCH METHOD 

This study uses a qualitative approach [27] with a 

literature review method to explore the influence of 

social change on human resource management strategies 

in the digital era. A qualitative approach was chosen 

because it allows researchers to understand phenomena 

in depth and holistically, and to reveal nuances that may 

not be detected through a quantitative approach. The 

literature review method is used to analyze and 

synthesize findings from various sources of scientific 

literature relevant to the research topic. 

The data collection process was carried out through a 

systematic search of leading electronic journal databases 

such as JSTOR, ScienceDirect, EBSCO, and Google 

Scholar. Keywords used in the search include "human 

resource management", "social change", "digital era", 

"digital transformation", and "HR strategy". Inclusion 

criteria for the literature used include: (1) peer-reviewed 

journal articles published in the last 10 years, (2) 

textbooks and monographs from leading authors in the 

field of HR management and digital transformation, (3) 

research reports from trusted institutions such as 

McKinsey, Deloitte, and the World Economic Forum. 

Data analysis was carried out using the thematic 

analysis method. This process involves several stages: (1) 

reading in depth and repeatedly all the collected 

literature, (2) identifying key themes emerging from the 

literature, (3) categorizing the findings into themes, (4) 

analyzing the relationships between themes, and (5) 

synthesizing the findings to answer the research 

questions. 

To ensure the validity of the research, several 

strategies were applied. First, triangulation of data 

sources was carried out by comparing findings from 

various types of literature (academic journals, textbooks, 

industry reports). Second, peer debriefing was carried out 

by involving other researchers who are experts in the 

field of HR management and digital transformation to 

provide input on the data analysis and interpretation 

process. Third, member checking was carried out by 

confirming key findings with senior HR practitioners to 

ensure the relevance and applicability of the research 

results. 

The limitations of this method are the possibility of 

selection bias in the selection of literature and 

subjectivity in data interpretation. To mitigate this, the 

researcher attempted to cover a broad and diverse 

spectrum of literature, and applied the principles of 

objectivity and reflexivity in the analysis process. 

Research ethics are maintained by ensuring that all 

literature sources are properly cited and referenced, and 

avoiding plagiarism in any form. Researchers are also 

committed to reporting findings honestly and 

transparently, including results that may contradict the 

initial hypothesis or the researcher's personal views. 

3. RESULTS AND DISCUSSION 

3.1. Result 

Based on the literature analysis that has been 

conducted, several main themes were found related to the 

influence of social change on human resource 

management strategies in the digital era. First, 

digitalization has significantly changed the employee 

recruitment and selection process. Companies are 

increasingly adopting AI-based recruitment platforms 

and big data analytics to identify and attract the best 

talent. This technology enables a more efficient and 

objective recruitment process, but also poses new 

challenges related to data privacy and potential 

algorithmic bias. Second, changes in workforce 

demographics, especially the entry of millennials and 

Gen Z, have encouraged companies to revise their 

employee retention strategies.  

This new generation demands a more flexible, 

purposeful, and supportive work environment for self-

development. In response, many companies have begun 

to implement policies such as remote work, flexible 

hours, and sabbatical programs. However, the 

implementation of these policies also brings challenges 

in terms of performance management and team cohesion. 

Third, the digital era has changed the nature of work 

itself, with many traditional jobs starting to be replaced 

by automation and artificial intelligence. This has driven 

a shift in the focus of HR management from managing 

routine tasks to developing soft skills such as creativity, 

complex problem solving, and emotional intelligence. 

Employee training and development programs have also 

undergone a transformation, with the increasing adoption 

of e-learning, micro-learning, and virtual reality in the 

learning process. 

Fourth, social changes related to awareness of work-

life balance and mental health have encouraged 
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companies to develop more comprehensive wellness 

strategies. HR management is no longer just focused on 

productivity, but also on the holistic well-being of 

employees. Programs such as online counseling, 

meditation applications, and financial wellness initiatives 

are increasingly being implemented as part of employee 

retention and engagement strategies. 

Fifth, increasing awareness of social and 

environmental issues has influenced the company's 

employer branding and value proposition strategies. HR 

management is required to integrate sustainability and 

social responsibility values into the company culture and 

recruitment process. Companies that successfully align 

their missions with employee values tend to be more 

successful in attracting and retaining the best talent. 

Sixth, the digital era has changed employee 

expectations for transparency and participation in 

organizational decision-making. HR management needs 

to develop a more open and collaborative internal 

communication strategy, utilizing digital platforms to 

facilitate two-way dialogue between management and 

employees. Some companies have even begun to adopt a 

holacracy management model that distributes decision-

making authority more evenly. 

Seventh, globalization and ease of mobility in the 

digital era have created an increasingly diverse 

workforce. HR management is required to develop more 

sophisticated diversity and inclusion strategies, not only 

focusing on demographic representation but also on 

creating an inclusive culture that values differences in 

perspectives and backgrounds. Programs such as 

unconscious bias training and cross-cultural mentoring 

are increasingly being implemented. 

Eighth, social changes related to career concepts and 

employee loyalty have encouraged companies to revise 

their talent management strategies. Employees, 

especially from the younger generation, tend to move 

jobs more often in search of new experiences and 

challenges. In response, HR management has begun to 

develop more flexible and personalized career 

development programs, as well as offering internal 

rotation opportunities and cross-functional projects to 

meet employees' needs for variety and growth. 

Ninth, the digital era has changed the way employees 

view and manage their personal branding. HR 

management needs to develop policies that balance 

employee freedom to build an online presence with the 

need to protect the company's reputation. Some 

companies have even begun to view employees as brand 

ambassadors and develop employee advocacy programs 

to leverage employee social networks in marketing and 

recruitment strategies. 

Tenth, social changes related to expectations for 

leadership in the digital era have driven a transformation 

in leader development strategies. Human resource 

management is required to develop leaders who not only 

have technical expertise but also the ability to inspire, 

adapt quickly, and lead in an increasingly complex and 

uncertain environment. Program- Programs such as 

reverse mentoring, where senior leaders learn from junior 

employees about the latest technology trends, are 

increasingly being implemented as part of leadership 

development strategies. 

 

3.2. Discussion 

The results of the study show that social change in the 

digital era has had a significant impact on human 

resource management (HRM) strategies. To understand 

this phenomenon more deeply, we can analyze it using 

two relevant sociological theories: Modernization 

Theory and Anthony Giddens' Structuration Theory. 

Modernization Theory [28], developed by 

sociologists such as Max Weber and Talcott Parsons, 

states that society develops through stages from 

traditional to modern. In the context of HRM, we can see 

how digitalization has driven the transformation from 

traditional practices to more modern, technology-based 

approaches. For example, the shift from conventional 

recruitment to AI-based platforms reflects the 

modernization process in the HRM function. 

However, Modernization Theory also faces criticism 

because it tends to view change in a linear manner and 

ignores the complexity and uniqueness of local contexts. 

In reality, the adoption of digital HRM strategies does not 

always run smoothly and uniformly across all 

organizations. Some companies, especially SMEs or 

traditional industries, may experience resistance or 

difficulty in adopting modern HRM practices. 

On the other hand, Giddens' Structuration Theory 

offers a more dynamic perspective in understanding 

social change. Giddens argues that social structure and 

individual agency influence each other in a process he 

calls the “duality of structure.” In the context of HR 

management, we can see how HR policies and practices 

(structure) influence employee behavior (agency), but at 

the same time, employee demands and expectations also 

drive changes in HR strategies. 

A concrete example of this duality of structure 

concept is seen in the phenomenon of work-life balance. 

On the one hand, company policies that support flexible 

work (structure) allow employees to better manage their 

time (agency). On the other hand, employee demands for 

work-life balance (agency) drive companies to develop 

more accommodating policies (structure). 

Structuration theory also helps us understand how 

changes in HR strategies are driven not only by external 

factors such as technology, but also by the dynamic 

interactions between various stakeholders within the 

organization. For example, the adoption of digital 
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collaboration platforms is influenced not only by the 

availability of technology, but also by how employees 

accept and use the technology in their daily practices. 

From a Social Sciences (IPS) perspective, we can 

analyze the impact of social change on HR strategies 

using the concepts of globalization and network society 

proposed by Manuel Castells. Globalization has 

transformed the talent competition landscape into a 

global arena, prompting companies to develop more 

inclusive and internationally oriented HR strategies. 

Castells’ concept of the network society explains how 

information technology has created new forms of social 

organization based on networks rather than traditional 

hierarchies. In the HR context, this is reflected in the 

emergence of digital collaboration platforms, remote 

work, and flatter organizational structures. HR 

management is required to develop strategies that support 

and leverage these network dynamics. 

Social changes driven by technology have also 

changed the concept of the “workplace” itself. The 

boundaries between professional and personal life are 

becoming increasingly blurred, challenging traditional 

assumptions about performance management and 

employee engagement. HR strategies need to adapt to 

manage an increasingly mobile and digitally connected 

workforce. 

Another important aspect to discuss is the impact of 

social changes on the psychological contract between 

employees and the company. The concepts of loyalty and 

long-term commitment are now being questioned, 

replaced by a focus on self-development and value 

alignment. HR management needs to reformulate their 

value proposition to attract and retain talent in this new 

context. 

Social changes have also driven increased awareness 

of issues such as gender equality, inclusivity, and 

sustainability. HR strategies can no longer focus solely 

on efficiency and productivity, but must also consider the 

social and environmental impacts of their practices. This 

reflects the shift from the shareholder value paradigm to 

stakeholder value in modern management. 

From an organizational learning perspective, social 

change in the digital era has changed the way knowledge 

is created, shared, and applied in organizations. The 

concept of the "learning organization" proposed by Peter 

Senge is becoming increasingly relevant. HR 

management is required to create a learning ecosystem 

that supports innovation and adaptability in the face of 

change rapid. 

It is also important to address the ethical implications 

of digital transformation in HR practices. The use of AI 

and big data in recruitment and performance management 

raises new questions about privacy, fairness, and 

accountability. HR management needs to develop a 

robust ethical framework to ensure that technology is 

used responsibly and in line with organizational values. 

Finally, it is important to remember that while social 

and technological change brings many opportunities, 

they can also create new inequalities. The digital divide 

phenomenon can deepen inequalities in access to 

employment opportunities and career development. An 

inclusive and forward-thinking HR strategy must 

consider how to address these challenges and ensure that 

digital transformation benefits the entire workforce. 

4. CONCLUSION 

This study shows that social changes in the digital era 

have had a significant and multidimensional impact on 

human resource management strategies. Digitalization, 

shifting workforce demographics, changing employee 

expectations, and demands for work-life balance have 

driven a transformation in HR practices. Successful 

organizations are those that are able to adapt their HR 

strategies to respond to these changes, with a focus on 

flexibility, continuous development, inclusivity, and 

ethical use of technology. However, it is important to 

remember that while technology is a key enabler, the 

human factor remains at the heart of effective HR 

management. The ability to manage complexity, 

facilitate collaboration, and foster a positive 

organizational culture will be key to the success of HR 

strategies in the evolving digital era. 

ACKNOWLEDGMENTS 

The author would like to thank all parties who have 

contributed to the completion of this research. Special 

appreciation is given to academics and HR practitioners 

who have been willing to share their insights and 

experiences. Thanks are also extended to the institutions 

that have provided access to the resources and data 

needed for this research. Finally, the author would like to 

thank colleagues and family for their support and 

understanding during the research and writing process. 

REFERENCES 

[1] Y. D. A. Santie, R. Mesra, and P. R. Tuerah, 

“Management of Character Education (Analysis 

on Students at Unima Sociology Education 

Study Program),” vol. 473, no. Icss, pp. 184–

187, 2020, doi: 10.2991/assehr.k.201014.041. 

[2] J. Posumah, D. Syarifuddin, M. Lasut, P. R. 

Tuerah, A. Riantung, and R. Mesra, “Strategi 

Masyarakat Pemilik Usaha Warung dalam 

Menghadapi Tantangan Digitalisasi (Shopee, 

Lazada, Bukalapak, dan lainnya) di Taratara,” J. 

Paradig. J. Sociol. Res. Educ., vol. 5, no. 1, pp. 

252–262, 2024. 

[3] R. Rahman, G. D. Sumilat, and R. Mesra, 

40

Technium Education and Humanities
Vol. 9(2), pp. 36-42 (2024)

ISSN: 2821-5079
www.techniumscience.com

https://techniumscience.com/index.php/socialsciences/index
https://techniumscience.com/index.php/sustainability


  

 

“Implementation Group Task Assignment ’ s 

Method to Increase Social Interaction Students 

on Online Learning System,” in International 

Joined Conference on Social Science (ICSS 

2021), 2021, vol. 603, no. Icss, pp. 333–336. 

[4] B. Wangi, P. R. Tuerah, S. D. M. Sumual, N. 

Hengkeng, and R. Mesra, “Budaya Menjalani 

Rutinitas Struktural dalam Dunia Pendidikan 

Berdasarkan Sudut Pandang Sosiologis dan 

Manajemen Pendidikan,” vol. 8, no. 2, pp. 432–

439, 2023. 

[5] R. M. Widya Pramesti, “Transformasi Identitas 

Sosial Era DigitalAnalisis Interaksi Manusia 

Dalam Pengaruh Media Sosial di 

LingkunganTB Samson Kabupaten Seputih 

Agung, Lampung Tengah,” ETIC 

(EDUCATION Soc. Sci. JOURNAL), vol. 1, no. 

3, pp. 160–167, Mar. 2024, [Online]. Available: 

https://naluriedukasi.com/index.php/eticjournal/

article/view/17 

[6] M. Afif, A. Qusaeri, M. Khasanah, and R. M. 

Khasbulloh, “Pengaruh Budaya Organisasi 

Terhadap Inovasi Pada Perusahaan Teknologi : 

Studi Deskriptif Pada Startup XYZ Di Kota 

Bandung,” Sanskara Manaj. dan Bisnis, vol. 01, 

no. 03, pp. 114–123, 2023, doi: 

10.58812/smb.v1.i03. 

[7] R. Mesra, Y. J. Marsa, and M. E. Putri, “Pola 

Interaksi Pedagang Konsinyasi Dengan Pemilik 

Warung Di Kecamatan Tondano Selatan, 

Provinsi Sulawesi Utara,” JISIP (Jurnal Ilmu 

Sos. dan Pendidikan), vol. 5, no. 3, pp. 166–

175, 2021, doi: 10.36312/jisip.v5i3.2104. 

[8] R. B. Umar et al., “Kesehatan Lingkungan 

Kerja Pendekatan Sosiologis,” J. Paradig. J. 

Sociol. Res. Educ., vol. 4, no. 2, pp. 227–236, 

2023. 

[9] A. C. Wereh, L. W. Palempung, R. 

Simanjuntak, M. L. Kumajas, H. Lumenta, and 

R. Mesra, “Millennial Generation Religious 

Moderation Pusian Youth Organization Based 

on The 1945 Constitution Post Amendment to 

Article 28E Paragraph 1,” Ideas J. Pendidikan, 

Sos. dan Budaya, vol. 9, no. 4, pp. 1335–1346, 

2023. 

[10] R. Mesra, V. E. T. Salem, and F. E. Pijoh, 

“Eksistensi Pedagang Angkringan di Benteng 

Moraya Tondano Pada Bulan Ramadhan,” 

Indones. J. Sociol. Educ. Dev., vol. 5, no. 2, pp. 

78–87, 2023. 

[11] Irwan. Mesra dkk, “Life Survival, Social 

Network, and Social Capita Matrilineal of 

Minangkabau Women Street Vendors during 

Covid-19 Pandemic in West Sumatera,” J. Ilmu 

Sos. dan Hum., vol. 11, no. 1, pp. 126–135, 

2022, doi: 10.23887/jish.v11i1.40238. 

[12] R. Mesra, “Implementation of Online Learning 

Via YouTube Media in Unima Sociological 

Education Study Program,” vol. 01021, 2022. 

[13] M. Lasut, M. S. Apada, S. Sufitriyono, and R. 

Mesra, “PELATIHAN PODCAST 

MAHASISWA SEBAGAI BAGIAN VARIASI 

MENGAJAR DOSEN SERTA MENAMBAH 

KEMAMPUAN DIGITAL MAHASISWA,” 

Community Dev. J. J. Pengabdi. Masy., vol. 5, 

no. 3, pp. 5392–5402, 2024. 

[14] F. Sudirjo, S. R. Lubis, R. M. Permana, and R. 

M. Rukmana, Arief Yanto, “Menuju 

Pemahaman yang Tepat Tentang Strategi 

Pemasaran : Tinjauan dan Agenda Penelitian 

Berbasis Bibliometrik-Mesin Terintegrasi,” 

Sanskara Manaj. dan Bisnis, vol. 01, no. 03, pp. 

204–216, 2023, doi: 10.58812/smb.v1.i03. 

[15] M. Suryadharma et al., “Strategi Kolaboratif 

dalam Mendorong Inovasi Bisnis di Industri 

Kreatif : Kajian Kualitatif pada Perusahaan 

Desain Grafis,” Sanskara Manaj. dan Bisnis, 

vol. 01, no. 03, pp. 172–181, 2023, doi: 

10.58812/smb.v1.i03. 

[16] T. Febriyanti and R. Mesra, “Perubahan 

Kehidupan Sosial Sebagai Dampak Dari 

Penggunaan Media Sosial di Masyarakat 

Indonesia,” COMTE J. Sociol. Res. Educ., vol. 

1, no. 2, pp. 38–50, 2024. 

[17] H. P. Dolonseda, C. A. V Tokio, T. W. Kaempe, 

and R. Mesra, “Realitas Pendidikan Dan 

Kondisi Ekonomi Keluarga Petani Wortel Di 

Kelurahan Rurukan,” vol. 7, no. 4, 2022. 

[18] Mesra. dkk, “The Phenomenon of Student Life 

Who is Studying While Working in the City of 

Padang,” in International Joined Conference on 

Social Science (ICSS 2021), 2021, vol. 603, no. 

Icss, pp. 319–325. 

[19] M. F. Hidayat, R. Mesra, and I. Ambon, “Pola 

Adaptasi Sosial Masyarakat Pindahan Desa 

Motoling di Dusun Jauh Pelita , Desa Tondei , 

Motoling Barat,” vol. 9, no. 2, 2023, doi: 

10.58258/jime.v9i1.5102/http. 

[20] L. Marlina, S. H. Senen, T. Yuniarsih, and E. 

Ahman, “Human capital competitiveness model 

in the digital era of craft creative industry 

entrepreneurs.,” J. Compet., vol. 15, no. 2, 2023. 

[21] S. F. Zis, N. Effendi, and E. R. Roem, 

“Perubahan perilaku komunikasi generasi 

milenial dan generasi z di era digital,” Satwika 

Kaji. Ilmu Budaya Dan Perubahan Sos., vol. 5, 

no. 1, pp. 69–87, 2021. 

[22] R. Mesra, E. E. Anton, and D. K. Sari, 

“PELATIHAN CAPCUT VIDEO EDITING 

UNTUK MENINGKATKAN SKILL DAN 

DAYA SAING MAHASISWA PENDIDIKAN 

41

Technium Education and Humanities
Vol. 9(2), pp. 36-42 (2024)

ISSN: 2821-5079
www.techniumscience.com

https://techniumscience.com/index.php/socialsciences/index
https://techniumscience.com/index.php/sustainability


  

 

DI DUNIA KERJA,” Community Dev. J. J. 

Pengabdi. Masy., vol. 5, no. 3, pp. 5381–5391, 

2024. 

[23] E. A. Sinambela and D. Darmawan, “Pengaruh 

Total Quality Management dan Manajemen 

Pengetahuan terhadap Kinerja Organisasi,” 

CEMERLANG  J. Manaj. dan Ekon. Bisnis, vol. 

1, no. 4, pp. 1–12, 2021, [Online]. Available: 

http://download.garuda.kemdikbud.go.id/article.

php?article=2956538&val=26336&title=PENG

ARUH TOTAL QUALITY MANAGEMENT 

DAN MANAJEMEN PENGETAHUAN 

TERHADAP KINERJA ORGANISASI 

[24] P. Parviainen, M. Tihinen, J. Kääriäinen, and S. 

Teppola, “Tackling the digitalization challenge: 

How to benefit from digitalization in practice,” 

Int. J. Inf. Syst. Proj. Manag., vol. 5, no. 1, pp. 

63–77, 2017, doi: 10.12821/ijispm050104. 

[25] S. Danim, “Inovasi pendidikan: dalam upaya 

peningkatan profesionalisme tenaga 

kependidikan,” 2016. 

[26] E. I. I. K. Lewa and S. Subowo, “Pengaruh 

Kepemimpinan, Lingkungan Kerja Fisik dan 

Kompensasi terhadap Kinerja Karyawan di PT. 

Pertamina (Persero) Daerah Operasi Hulu Jawa 

Bagian Barat, Cirebon,” Sinergi Kaji. Bisnis dan 

Manaj., 2005. 

[27] Afrizal, Metode penelitian kualitatif: Sebuah 

upaya mendukung penggunaan penelitian 

kualitatif dalam berbagai disiplin ilmu. PT 

RajaGrafindo Persada, 2014. 

[28] D. P. Johnson, “Teori Sosiologi Klasik dan 

Modern, terjemahan Robert MZ Lawang dari 

judul asli “,” Sociol. Theory Class. Founders 

Contemp. Perspect., 1986. 

 

 

42

Technium Education and Humanities
Vol. 9(2), pp. 36-42 (2024)

ISSN: 2821-5079
www.techniumscience.com

https://techniumscience.com/index.php/socialsciences/index
https://techniumscience.com/index.php/sustainability

