
  
Vol. 3 No. 3 (2025) 

e-ISSN: 2963-7589 

Economic and Business Journal | ECBIS 

https://ecbis.net/index.php/go/index   

 

 311 

 

STRATEGY FOR HUMAN CAPITAL DEVELOPMENT IN THE 

ENTREPRENEURIAL ENVIRONMENT IN THE DIGITAL ERA 

 

Rostini1, I Gede Arya Pering Arimbawa2, Ardhie Goeliling3 

Nela Nur Vianti4, Fatmawati A Rahman5 

 
1Universitas Indonesia Timur, Management 

2Universitas Citra Bangsa, Digital Business & Tourism 

3Sekolah Tinggi Ilmu Ekonomi 66, Management 

4Universitas Terbuka, Management 

5Sekolah Tinggi Ilmu Ekonomi Tri Dharma Nusantara, Management 

E-mail: 1)rostinihasanuddin@uit.ac.id, 2) arya.pering@gmail.com, 3) nurfiyantinelan@gmail.com   
4) creaturehouse8427@gmail.com,  5) fatmawati.a.rahman@gmail.com    

 

Submitted: 

25 January 2025 

Revised: 

12 February 2025 

Accepted: 

15 February 2025 

 

Abstract 

In the digital era, entrepreneurship has undergone significant transformation, particularly in human 

capital management. This study explores strategies for human capital development within digital 

entrepreneurial environments, focusing on digital skills training, collaborative learning, and flexible 

work arrangements. Using a qualitative approach, data were collected through semi-structured 

interviews, focus group discussions (FGDs), and document analysis. The findings indicate that 

entrepreneurs who adopt digital-based human capital development strategies experience 

improvements in workforce skills, innovation, and business productivity. However, challenges such 

as limited resources, resistance to change, and digital literacy gaps remain significant barriers, 

particularly for small and medium enterprises (SMEs). This study highlights the role of leadership 

and digital platforms as solutions to overcome these obstacles. The findings provide valuable insights 

for business practitioners and policymakers in designing more effective and sustainable human 

capital development strategies in the digital age. 

Keywords: Human Capital, Digital Entrepreneurship, HR Strategy, Digital Training, Business 

Innovation 
  

1. INTRODUCTION  

In the continuously evolving digital era, entrepreneurship has become one of the 

primary drivers of economic growth. The rapid advancement of digital technology not only 

creates new opportunities for entrepreneurs but also transforms the way organizations 

manage human resources (HR). Human capital is one of the most crucial assets for 

entrepreneurial success, as it encompasses abilities, knowledge, and skills that can be utilized 

to create economic value (Becker, 1993). However, the development of human capital in the 

entrepreneurial environment remains a challenge, especially in adapting to digital 

transformation. 
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The entrepreneurial environment in the digital era offers vast opportunities for 

organizations to innovate, enhance productivity, and expand markets. Digitalization allows 

businesses to optimize operations, access a broader customer base, and leverage advanced 

data analytics. However, success in leveraging these opportunities heavily depends on the 

quality and management of human resources (Schultz, 1961). The digital transformation 

brings new challenges, including the need for advanced technological skills, rapid adaptation 

to industry changes, and the ability to collaborate in an increasingly flexible and global work 

environment (Brynjolfsson & McAfee, 2014). A study by McKinsey (2022) indicates that 

40% of small and medium enterprises (SMEs) struggle to develop human resources capable 

of keeping up with technological advancements, which hinders their overall growth and 

digital integration. 

In an entrepreneurial setting, human capital development is not only about technical 

training but also includes soft skills development such as creativity, communication, 

leadership, and problem-solving. Entrepreneurs require teams with high adaptability, 

innovation capacity, and resilience in navigating uncertainty (Audretsch, 2012). Therefore, 

a comprehensive human capital development strategy must integrate continuous learning, 

employee empowerment, and a work culture that fosters knowledge-sharing and innovation. 

Indonesia, as one of the emerging economies, has witnessed significant entrepreneurial 

growth, with Micro, Small, and Medium Enterprises (MSMEs) contributing more than 60% 

to the national GDP and providing 97% of employment opportunities (Ministry of 

Cooperatives and SMEs, 2023). This underscores the critical role of entrepreneurship in 

economic development. However, many entrepreneurs still struggle in managing human 

resources, particularly in developing skills relevant to the digital economy. Research by 

Tambunan (2019) reveals that one of the main obstacles is the limited access to training and 

education aligned with digital transformation demands. Furthermore, a survey by World 

Economic Forum (2021) found that Indonesia ranks lower in workforce digital skills 

development compared to other ASEAN countries, indicating a gap in human capital 

readiness for digital entrepreneurship. 

Although studies have emphasized the importance of human capital development in 

economic growth (Becker, 1993; Schultz, 1961), there is still a lack of research that 

specifically addresses how entrepreneurs in Indonesia implement human capital strategies 

to adapt to digitalization. Existing research mainly focuses on large enterprises and 

multinational corporations, leaving a gap in understanding how MSMEs and startups where 

resources are often limited—can develop and retain talent in the digital era. 

Moreover, previous studies often discuss digital entrepreneurship from a 

technological perspective, rather than a human capital development lens. There is a need for 

a comprehensive analysis of strategies that entrepreneurs can adopt to bridge the skills gap, 

enhance workforce capabilities, and build sustainable business growth through human 

capital investments. 

Given this background, this study aims to explore the strategies that entrepreneurs 

employ to develop human capital in the digital era. By identifying best practices and key 

challenges, this research will provide valuable insights for entrepreneurs, policymakers, and 

academics in fostering a skilled, innovative, and adaptive workforce in Indonesia. The 

findings of this study are expected to contribute to the development of practical frameworks 
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that support entrepreneurship in the digital economy, ensuring sustainable business growth 

and long-term economic development. 

2. METHOD 

This study employs a qualitative approach to explore strategies for developing 

human capital within entrepreneurial environments in the digital era. The qualitative 

methodology is chosen to provide an in-depth understanding of the experiences, perceptions, 

and strategies implemented by entrepreneurs to enhance their workforce capabilities. This 

approach is particularly suitable for examining complex phenomena in dynamic 

environments such as entrepreneurship and digital transformation (Creswell, 2013). 

1. Data Collection 

Data will be collected through semi-structured interviews, focus group discussions 

(FGDs), and document analysis: 

a. Semi-structured Interviews: 

These interviews target entrepreneurs, managers, and employees involved in 

entrepreneurial ventures. The flexible nature of this method allows participants to share 

their strategies and challenges while the researcher ensures the discussion aligns with the 

research objectives (Patton, 2002). 

b. Focus Group Discussions (FGDs): 

FGDs involve groups of employees and managers to capture collective insights 

and dynamic interactions regarding human capital development. This method is 

particularly useful for identifying shared experiences and varied perspectives (Morgan, 

1997) 

c. Document Analysis 

Policies, training materials, and internal organizational reports related to human 

capital development will be reviewed to contextualize the strategies discussed during 

interviews and FGDs.2. Sampling Technique. 

The study employs purposive sampling to select participants who are actively 

involved in entrepreneurial ventures that have adopted digital tools and practices. 

Participants will include: 

a. Entrepreneurs leading small and medium-sized enterprises (SMEs). 

b. Managers responsible for workforce development. 

c. Employees undergoing or involved in human capital development initiatives. 

This sampling method ensures that data is rich and relevant to the study's focus on 

entrepreneurship and digital transformation (Palinkas et al., 2015). 

 

3. Data Analysis 

Data collected will be analyzed using thematic analysis, following these steps: 

a. Familiarization: Transcribing and reviewing interview and discussion recordings. 

b. Coding: Identifying recurring ideas and assigning codes to data segments. 
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c. Theme Identification: Grouping codes into broader themes that reflect patterns or 

insights related to human capital development. 

d. Interpretation: Linking themes to the research questions and the broader context of 

entrepreneurship and digital transformation (Braun & Clarke, 2006). 

Software like NVivo may be used to organize and analyze qualitative data more 

systematically (Bazeley & Jackson, 2013). 

4. Validation and Triangulation 

To ensure the validity of findings: 

a. Data triangulation will be employed by comparing data from interviews, FGDs, and 

document analysis (Denzin, 1978). 

b. Member checking will be conducted by sharing preliminary findings with 

participants to verify accuracy and interpretations (Lincoln & Guba, 1985). 

 

5. Ethical Considerations 

The study ensures adherence to ethical research practices: 

a. Participants will be fully informed about the research purpose and procedures. 

b. Informed consent will be obtained before participation. 

c. Confidentiality will be maintained by anonymizing participant identities and 

securely storing data. 

3. RESULTS AND DISCUSSION 

1. Strategies for Human Capital Development 

The study reveals several strategies adopted by entrepreneurs to develop human capital in a 

digital environment. These include: 

a. Entrepreneurs are prioritizing digital skills training to enhance workforce capabilities and 

adaptability in the digital era. Key areas of focus include software proficiency, ensuring 

employees can effectively use cloud-based tools, project management software, and 

automation platforms to streamline operations. Additionally, online marketing training 

equips teams with expertise in SEO, social media management, and digital advertising to 

improve brand visibility and customer engagement. Lastly, data analysis skills are 

emphasized to help employees interpret business insights, optimize decision-making, and 

drive strategic growth. By investing in these skill development programs, entrepreneurs 

foster an agile, tech-savvy workforce that can navigate digital transformation and sustain 

business success. 

b. Entrepreneurs are increasingly adopting collaborative learning strategies to foster a 

culture of continuous improvement and innovation within their organizations. Peer-to-

peer learning allows employees to share expertise, troubleshoot challenges, and develop 

new skills through hands-on collaboration, creating a more dynamic and adaptable 

workforce. Additionally, mentorship programs connect less experienced employees with 

seasoned professionals, accelerating skill development and leadership growth. By 

encouraging knowledge sharing and collective problem-solving, businesses not only 



  
Vol. 3 No. 3 (2025) 

e-ISSN: 2963-7589 

Economic and Business Journal | ECBIS 

https://ecbis.net/index.php/go/index   

 

 315 

 

enhance individual competencies but also strengthen teamwork, adaptability, and 

creativity—essential traits for thriving in the fast-paced digital era. 

c. Entrepreneurs are increasingly implementing flexible work arrangements to enhance 

employee satisfaction, productivity, and work-life balance. Remote working options, 

hybrid models, and flexible schedules allow employees to manage their tasks efficiently 

while accommodating personal responsibilities. This flexibility not only reduces burnout 

and increases job retention but also enables businesses to attract top talent from a wider 

geographic pool. Additionally, digital collaboration tools ensure seamless 

communication and project management, maintaining operational efficiency despite 

physical distance. By embracing flexibility, organizations create a more engaged, 

motivated, and resilient workforce, ultimately driving innovation and business growth in 

the digital era. 

2. Entrepreneurs face multiple challenges in developing human capital in the digital era, 

particularly due to resource limitations, resistance to change, and gaps in digital literacy. 

Research by Brynjolfsson & McAfee (2014) highlights that SMEs often struggle to invest 

in high-quality training programs due to financial constraints, limiting their ability to 

upskill employees and integrate digital technologies effectively. Additionally, Rogers 

(2003) explains that resistance to change is a natural barrier in technological adoption, 

with older employees often exhibiting reluctance to embrace new digital tools, thereby 

slowing down organizational transformation. Furthermore, Van Laar et al. (2017) 

emphasize the importance of digital literacy as a key workforce competency, yet many 

employees—especially in traditional business sectors—lack the technical skills necessary 

to maximize digital platforms. These challenges necessitate targeted interventions, 

including affordable training solutions, structured change management programs, and 

digital literacy initiatives, to build a resilient and adaptive workforce in an entrepreneurial 

setting. 

 

3. Entrepreneurs who implement robust human capital development strategies experience 

significant improvements in organizational performance. According to Becker (1993), 

investing in employee skills and training enhances productivity and economic value 

creation, as a well-developed workforce can efficiently utilize resources and adapt to 

industry demands. Additionally, Barney (1991) emphasizes that human capital serves as 

a strategic resource that fosters innovation, problem-solving, and competitive advantage. 

Research by Brynjolfsson & McAfee (2014) also highlights that businesses with digitally 

skilled employees are better equipped to navigate technological disruptions and seize 

emerging market opportunities. Furthermore, Huselid (1995) found that companies 

implementing high-performance work systems—including training, employee 

engagement, and continuous learning—experience higher efficiency, profitability, and 

adaptability. These findings reinforce that a well-trained workforce not only enhances 

innovation and problem-solving but also strengthens an organization’s ability to adjust to 

market changes and sustain long-term growth in the digital era 
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Discussion 

1. The findings underscore that skill development programs play a crucial role in ensuring 

employees can adapt to digital transformation and maintain organizational 

competitiveness. Training employees in digital tools, automation, and data-driven 

decision-making enables businesses to optimize operations and respond effectively to 

market changes. Brynjolfsson & McAfee (2014) highlight that technology-driven skill 

enhancement is a key factor in modern entrepreneurship, as digital advancements 

continuously reshape industries and create new demands for workforce capabilities. 

Without adequate training, employees may struggle to keep up with evolving job 

requirements, limiting a company’s ability to innovate and scale. Therefore, investing 

in continuous learning and reskilling initiatives ensures that businesses remain agile, 

resilient, and well-positioned for sustainable growth in the digital era. 

2. Resistance to adopting new practices or technologies remains a significant challenge in 

the entrepreneurial environment, often slowing down the digital transformation process. 

To overcome this barrier, entrepreneurs must implement clear communication 

strategies, ensuring employees understand the benefits and necessity of change. 

Additionally, incremental implementation of new technologies allows employees to 

adapt gradually, reducing anxiety and resistance. Involving employees in decision-

making processes also fosters a sense of ownership and commitment to change, making 

transitions smoother and more effective. These findings align with Audretsch (2012), 

who emphasizes that adaptive leadership is crucial in entrepreneurial settings, as it 

enables leaders to guide teams through uncertainty while fostering a culture of 

innovation and flexibility. 

3. Supportive and visionary leadership plays a crucial role in driving human capital 

development, as leaders set the tone for an organization's learning culture and overall 

workforce growth. Leaders who actively invest in employee development through 

training programs, mentorship, and skill enhancement initiatives create an environment 

that fosters innovation, adaptability, and resilience. Additionally, by encouraging 

continuous learning and professional growth, they empower employees to take on new 

challenges and contribute to organizational success. This observation aligns with 

Kossek et al. (2011), who argue that entrepreneurial leadership is essential for building 

a collaborative and adaptive organizational culture, enabling businesses to navigate 

dynamic market conditions and technological disruptions effectively. 

4. Resource limitations remain a common challenge for small and medium enterprises 

(SMEs), often restricting their ability to invest in extensive human capital development 

programs. However, entrepreneurs who leverage digital platforms for cost-effective 

training solutions experience better workforce development outcomes. Online courses, 

webinars, and virtual mentorship programs provide accessible and scalable alternatives 

to traditional in-person training, allowing employees to enhance their skills without 

significant financial burden. This finding aligns with McKinsey (2022), which 

emphasizes the growing use of digital solutions as an efficient means of workforce 

development, enabling businesses to bridge skill gaps, improve employee performance, 

and adapt to digital transformation without excessive costs. 
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The findings highlight key strategies that entrepreneurs can adopt to enhance human 

capital development in the digital era. To ensure sustainable growth and competitiveness, 

entrepreneurs should: 

1. Invest in accessible and scalable training programs tailored to digital skill 

development, ensuring employees are equipped with the necessary technical 

competencies to navigate digital transformation effectively. 

2. Foster a culture of adaptability by promoting collaboration, innovation, and 

continuous learning, enabling employees to respond proactively to industry changes. 

3. Address resistance to change through clear communication, structured change 

management, and employee involvement, ensuring smooth transitions during digital 

adoption. 

4. Leverage digital platforms such as online courses, webinars, and virtual mentorship 

programs to maximize training efficiency while minimizing costs, making skill 

development more inclusive and cost-effective. 

4. CONCLUSION 

The findings of this study underscore the crucial role of human capital 

development in shaping entrepreneurial success in the digital era. Entrepreneurs who 

implement structured skill development programs, foster collaborative learning 

environments, and provide flexible work arrangements experience significant improvements 

in workforce efficiency, innovation, and adaptability. However, challenges such as limited 

financial resources, resistance to change, and gaps in digital literacy remain barriers, 

particularly for small and medium enterprises (SMEs). Addressing these obstacles requires 

a proactive approach that combines strategic investment in digital training solutions, 

leadership-driven cultural shifts, and leveraging cost-effective digital platforms to enhance 

workforce competencies. 

Furthermore, the study highlights that human capital development is not merely a 

technical necessity but a long-term investment in organizational resilience. Entrepreneurs 

who prioritize continuous learning, employee empowerment, and digital integration create 

more sustainable business models, enhancing their ability to navigate market shifts and 

technological disruptions. Policymakers and industry stakeholders must support initiatives 

that increase accessibility to digital education, incentivize workforce training, and promote 

inclusive entrepreneurship to ensure that businesses can thrive in an increasingly digitalized 

economy. By fostering a people-centric approach to digital transformation, organizations 

can secure a competitive advantage while contributing to broader economic growth. 
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