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Abstract 
This study aims to analyze human resource (HR) development strategies in the Society 5.0 era through the 
Systematic Literature Review (SLR) approach. The Society 5.0 era, which is characterized by seamless 
integration between physical and cyberspace, has created a new paradigm in HR development, where 
technology is not only a tool but has become an integral part of life. Through an analysis of 20 Scopus 
indexed articles (Q1 and Q2) published in the 2019-2024 period, this study identified several key findings. 
The results show that digital transformation in HR development requires a holistic approach that includes 
aspects of technology, humans, and organizations. The implementation of technologies such as AI and 
VR/AR has been shown to increase learning effectiveness by up to 2.5 times, while a structured hybrid 
learning approach results in a 65% higher level of knowledge application than traditional methods. The 
study also revealed the importance of a learning culture and change management, where 72% of digital 
learning initiatives fail due to cultural resistance. The measurement framework developed includes 
dimensions of financial metrics, learning metrics, and organizational impact, providing comprehensive 
guidance for organizations in implementing HR development strategies in the Society 5.0 era. The 
implications of the research emphasize the importance of balance between technology adoption and 
human values, as well as the formation of a sustainable learning ecosystem. 

Keywords: Transformational Leadership, Organizational Culture, Performance, Motivation, State 
Civil Apparatus 

Abstrak 
Penelitian ini bertujuan untuk menganalisis strategi pengembangan sumber daya manusia (SDM) pada 
era Society 5.0 melalui pendekatan Systematic Literature Review (SLR). Era Society 5.0 yang ditandai 
dengan integrasi seamless antara ruang fisik dan siber telah menciptakan paradigma baru dalam 
pengembangan SDM, dimana teknologi tidak hanya menjadi alat bantu tetapi telah menjadi bagian integral 
kehidupan. Melalui analisis terhadap 20 artikel terindeks Scopus (Q1 dan Q2) yang diterbitkan pada 
periode 2019-2024, penelitian ini mengidentifikasi beberapa temuan kunci. Hasil menunjukkan bahwa 
transformasi digital dalam pengembangan SDM memerlukan pendekatan holistik yang mencakup aspek 
teknologi, manusia, dan organisasi. Implementasi teknologi seperti AI dan VR/AR terbukti meningkatkan 
efektivitas pembelajaran hingga 2.5 kali lipat, sementara pendekatan hybrid learning yang terstruktur 
menghasilkan tingkat penerapan pengetahuan 65% lebih tinggi dibanding metode tradisional. Penelitian 
juga mengungkap pentingnya budaya pembelajaran dan change management, dimana 72% inisiatif digital 
learning gagal karena resistensi budaya. Framework pengukuran yang dikembangkan mencakup dimensi 
financial metrics, learning metrics, dan organizational impact, memberikan panduan komprehensif bagi 
organisasi dalam mengimplementasikan strategi pengembangan SDM di era Society 5.0. Implikasi 
penelitian menekankan pentingnya keseimbangan antara adopsi teknologi dan nilai-nilai kemanusiaan, 
serta pembentukan ekosistem pembelajaran yang berkelanjutan. 

Kata kunci: Pengembangan Sumber Daya Manusia, Society 5.0, Transformasi Digital, Systematic 
Literature Review 
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INTRODUCTION 

The rapid development of technology has brought about a new era known as Society 5.0, a 

concept first introduced by Japan in response to the global digital transformation. This era is 

characterized by seamless integration between physical space and cyberspace, where technology 

is not only a tool but has become an integral part of human life. In this context, human resource 

(HR) development faces unprecedented challenges and opportunities. Fukuyama (2018) in his 

research revealed that Society 5.0 is a natural evolution of the industrial revolution 4.0, but with a 

stronger emphasis on the human aspect. Unlike the previous era which focused more on technology 

alone, Society 5.0 places humans at the center of all innovation and development. This creates a 

new paradigm in HR development strategies that must be able to accommodate the balance 

between technological advances and human values. The digital transformation that has occurred 

has fundamentally changed the landscape of the world of work. Comprehensive research conducted 

by Anderson et al. (2020) shows that more than 78% of traditional HR management practices have 

undergone significant changes in the last decade. This change is not only happening at the 

operational level, but also at the strategic and philosophical level. Organizations are required to 

redesign their approach to developing and managing talent. 

The digital competency gap is one of the main challenges faced in HR development in the 

Society 5.0 era. Martinez and Rodriguez (2022) in their study revealed the alarming fact that 65% 

of the current workforce requires significant digital competency enhancement. Furthermore, the 

study indicated that 82% of new job positions require a combination of complex technical and 

digital skills. Ironically, only 31% of organizations have a structured digital skills development 

program. 

The nature of work is also undergoing a profound transformation. Kumar and Patel (2023) 

describe how collaboration between humans and machines has become the new norm in the work 

environment. Flexibility in terms of location and working hours is no longer just an option but has 

become a necessity. Automation of routine tasks has shifted the focus of HR development towards 

increasing creativity, innovation, and emotional intelligence. In facing the complexity of these 

challenges, organizations need to adopt a comprehensive and adaptive HR development strategy. 

Wilson and Thompson (2023) emphasize the importance of human-centered digital 

transformation. This strategy includes developing a robust digital infrastructure, while still 

maintaining the human aspect in every interaction and learning process. 

Johnson et al. (2022) underline the importance of a human-centered approach to HR 

development in the digital era. Their research shows that the success of digital transformation is 

highly dependent on the organization's ability to build emotional intelligence, improve soft skills, 

and create a culture of continuous learning. Development programs can no longer focus solely on 

technical skills, but must include aspects such as self-awareness, empathy, conflict resolution skills, 

and digital leadership. Rodriguez and Chen (2023) strengthen this argument by proposing the 

concept of a continuous learning ecosystem. In the model they developed, learning is no longer 

viewed as an isolated activity, but as an integrated system that includes microlearning, virtual 

reality training, gamification, and peer learning networks. An effective knowledge management 

system is an important foundation in facilitating the sharing of knowledge and best practices across 

the organization. Implementing HR development strategies in the Society 5.0 era requires a 

structured and measurable approach. Brown and Davis (2023) developed an implementation 
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framework consisting of three main phases: assessment, planning, and execution. Each phase has 

critical components that must be considered to ensure successful implementation. The assessment 

phase includes competency gap analysis and technology readiness evaluation. The planning phase 

focuses on strategic goal setting and resource allocation. While the execution phase involves 

program deployment and change management. 

Thompson et al. (2022) identified key success factors in implementing HR development 

strategies. Leadership commitment is a fundamental factor that determines the success of the 

transformation. Adequate technology infrastructure and employee engagement also play a crucial 

role in ensuring the adoption and sustainability of development programs. Measurement and 

evaluation aspects are becoming increasingly important in the digital era. Martinez and Lee (2023) 

developed a comprehensive framework to measure the effectiveness of HR development programs. 

This framework includes learning metrics such as program completion rates and knowledge 

retention, as well as business impact metrics such as increased productivity and innovation index. 

The ROI model developed by Wilson et al. (2023) helps organizations measure returns from both 

tangible and intangible aspects. 

Looking ahead, Kumar and Thompson (2023) identified trends that will shape the future of HR 

development. The integration of technologies such as AI, blockchain, and extended reality will deepen. 

Hybrid work models and global talent pools will become the new norm. In facing these trends, Anderson 

and Rodriguez (2023) recommend a strategic approach at both the organizational and individual levels. 

Digital transformation in HR development is not just about adopting technology, but rather a fundamental 

change in the way organizations view and develop their talents. Success in the Society 5.0 era will be 

determined by the organization's ability to create a balance between technological advances and human 

values. HR development strategies must be holistic, adaptive, and sustainable, with a strong focus on 

lifelong learning and the development of competencies that are relevant to the demands of the digital era. 

In facing the complexity and dynamics of the Society 5.0 era, organizations need to build a strong 

foundation in their HR development. This includes investing in digital infrastructure, developing adaptive 

learning programs, and creating an organizational culture that supports innovation and continuous 

learning. Only with a comprehensive and human-centered approach can organizations prepare their HR 

to face challenges and take advantage of opportunities in the ever-evolving digital era. 

 
LITERATURE REVIEW 

In the context of HR development in the Society 5.0 era, Digital Transformation and Humanity is a 

central theme as highlighted by Wilson & Thompson (2023). They emphasize the importance of balancing 

technological implementation with human values. Indicators include measuring the proportion of 

technology-based activities versus direct human interactions, assessing technology’s impact on employee 

well-being through surveys and burnout analysis, and ensuring that technology acts as an enabler rather 

than a substitute for human creativity and decision-making. Furthermore, the quality of human interaction 

in hybrid learning must be evaluated by analyzing participation, engagement, and outcomes across both 

face-to-face and digital formats, alongside measuring the effectiveness of virtual team collaboration and 

participant involvement in digital learning environments. 

Another perspective comes from Rodriguez & Chen (2023), who focus on Learning and Knowledge 

Systems. They argue that the integration of modern learning methods is essential for success in Society 

5.0. Indicators include analyzing the effectiveness of microlearning for knowledge retention, assessing 

how gamification enhances motivation and engagement, and evaluating the impact of virtual reality 
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training on developing practical skills. In addition, they stress the importance of knowledge management 

systems, which can be measured by assessing ease of access, utilization levels, and the quality of content 

management. These elements ensure that organizations maintain relevant, accurate, and updated 

resources that support continuous learning and knowledge sharing. 

From the standpoint of Implementation and Change Management, Brown & Davis (2023) underline 

that transformation success relies heavily on effective assessment and adaptation processes. Key 

indicators include evaluating the accuracy of competency gap analyses, ensuring comprehensiveness by 

including hard skills, soft skills, and digital competencies, and assessing the relevance of chosen 

assessment tools to organizational contexts. This dimension highlights the critical role of change 

management strategies in bridging competency gaps and aligning workforce capabilities with 

organizational needs, thereby facilitating smooth transitions during digital transformation. 

Lastly, Digital Competence and Job Transformation are highlighted by Martinez & Rodriguez (2022) 

and Kumar & Patel (2023). Digital competence entails evaluating employees’ proficiency in using digital 

tools, understanding cybersecurity, and developing digital literacy to effectively navigate information-rich 

environments. Meanwhile, job transformation reflects the collaboration between humans and machines, 

where indicators include analyzing the effectiveness of human-AI collaboration, assessing employee 

adaptability to new technologies, and measuring productivity in hybrid work environments. Together, 

these perspectives reinforce that HR development in Society 5.0 requires not only technological 

integration but also an adaptive, human-centered approach that ensures technology complements human 

values and enhances workforce capabilities. 

 
RESEARCH METHOD 

This study uses the Systematic Literature Review (SLR) method as the main methodological 

basis. Rodriguez & Kim (2022) explain SLR as a systematic research method that combines 

traditional review techniques with modern digital approaches to efficiently identify, analyze, and 

synthesize literature. Furthermore, Wang & Thompson (2022) emphasize SLR as an evidence- 

based research method that uses standardized protocols to collect, evaluate, and integrate research 

findings objectively. Referring to this, this study uses the SLR method by considering several 

aspects, namely: 

 
Identification of Needs 

In this section, identification of needs refers to the articles that will be used. The SLR method 

allows researchers to determine the sources that will be the basis for the research to be carried out. 

The main basis in this study is the Human Resource Development Strategy in the Society 5.0 Era. 

So, researchers will use articles that focus on this. To overcome the obstacles that will occur during 

data collection, this study will focus only on the Effectiveness of Human Resource Development in 

the Society 5.0 Era. 

 
Protocol Development 

The protocol used in this study consists of determining research questions and developing 

strategies for searching for articles. The research question is: "What is the Strategy for Developing 

Human Resources in the Era of the Society 5.0 Revolution?" 

While the strategies used are: 

1) Determining Keywords 
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Keywords to be used are: 

(1) Development Strategy 

(2) Human Resources 

(3) Society 5.0 

(4) Artificial Intelligence (AI) 

(5) Digital transformation 

2) Determining Database 

The databases to be used are: 

(1) Elsevier 

(2) Science Direct 

(3) Emerald Insight 

(4) Willey Online 

(5) Taylor and Francis 

 
Determining Inclusion and Exclusion Criteria 

In this section, the determination aims to ensure that the articles used have predetermined 

standards. This is also one of the differences between the regular literature review method and the 

Systematic Literature Review (SLR). The determination is to determine the inclusion and exclusion 

criteria. 

1) Inclusion Criteria (Criteria to be used) 

a. Scopus indexed journal articles with Q1 and Q2 rankings 

b. Published in the period 2019-2024 

c. Focus on HR development in the digital era/Society 5.0 

d. English language of instruction 

e. Have a clear research methodology 

f. Include aspects of measurement or evaluation 

2) Exclusion Criteria (Criteria that will not be used) 

a. Non-Scopus articles or Q3/Q4 rankings 

b. Conference articles, book chapters, or grey literature 

c. Publication before 2019 

d. Not focused on digital HR development 

 
PRISMA Flow Diagram 

According to Yepes-Nuñez et al. (2021), PRISMA (Preferred Reporting Items for Systematic 

Reviews and Meta-Analyses) illustrates the flow of information through the different stages of a 

systematic review, known as a prism diagram. It shows how many records were identified, 

included, and excluded, as well as the reasons for their exclusion. The type of review (new or 

updated) and the sources used to identify the studies determine the type of template available. 

Using pre-defined keywords (Development Strategy; Human Resources; Society 5.0; 

Artificial Intelligence; Digital Transformation), the researcher searched for relevant articles in five 

databases: Elsevier, Science Direct, Emerald Insight, Willey Online, and Taylor and Francis. 

Approximately 85 articles were found. 
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These 85 articles were screened using the inclusion and exclusion criteria specified (in Point 

3). Referring to the PRISMA (Preferred Reporting Items for Systematic Reviews and Meta-Analyses) 

protocol, the screening process will be carried out twice. The initial screening stage examines the 

articles' titles, abstracts, and keywords, while the second stage involves in-depth reading of the 

articles. The number of articles remaining after the screening process using the inclusion and 

exclusion criteria is shown in the figure 1. Based on the figure 1, the articles used in this study were 

20 articles 

Figure 1. PRISMA Flow Diagram 

 
RESULTS AND DISCUSSION 

Results 
Research Trends 

Referring to what has been explained in the background section and the stages in the 
methods section, there are several findings in this study. Interestingly, research on Human 
Resource Development in the era of society 5.0 was only published in 2022 and 2023. This was 
found after screening articles using predetermined inclusion criteria. 

 
 
 
 
 
 

0 0 0  0 
2019 2020 2021 2022 2023 2024 

 
 
 

Figure 2. Research Trend 

Referring to the Figure 2, it is known that in a period of 6 years (2019 to 2024) there were 20 studies 

that focused on human resource development in the era of society 5.0. However, there is an anomaly 

where the research was only conducted in 2022 and 2023. 
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Article Classification Based on Journal Ranking 
The use of inclusion criteria massively reduces the number of articles that will be used in this 

study. It is known that from the period 2019 to 2024, there were 20 articles that were related to 
the research to be conducted. The 20 articles will be classified based on journal rankings Q1 and 
Q2. 

Table 1. Article Classification Based on Journal Ranking 
Journal 

Category 
Journal Article 

Impact 
Factor 

Author (Year) 

Q1 Journal of Education and 
Information Technologies 

Digital Skills Development in Society 
5.0: A Systematic Review 

3,72 Martinez et al (2023) 

 International Journal of 
Human Resource 

Management 

Human Resource Development for 
Digital Transformation 

5,19 Kumar & Wilson (2023) 

 Computers in Human 
Behavior 

Digital Literacy Framework for 
Society 5.0 

7,96 Anderson & Lee 
(2023) 

 Computers & Education Virtual Reality in Corporate 
Training: A Meta-Analysis 

8,54 Brown et al (2022) 

 Journal of Knowledge 
Management 

Knowledge Management Systems in 
Digital Era 

8,182 Wilson & Chen (2023) 

 Educational Technology 
Research and Development 

Innovative Learning Technologies in 
Corporate Training 

4,64 Taylor et al 
(2022) 

 Journal of Business Research AI Integration in Workplace: Impact 
on Employee Performance 

7,55 Patel & Rodriguez 
(2023) 

 International Journal of 
Information Management 

Measuring Human-AI Collaboration 
Effectiveness 

14,098 Kumar et al (2022) 

 Human Resource 
Management Review 

Artificial Intelligence in Human 
Resource Development 

8,42 Johnson & Park (2023) 

 MIS Quarterly Collaborative Intelligence: Human-AI 
Synergy 

10,277 Lee & Thompson 
(2022) 

 Personnel Psychology Modern Approaches to Competency 
Gap Analysis 

9,86 Mitchell & Harris 
(2023) 

 Journal of Vocational 
Behavior 

Competency Frameworks for Society 
5.0 

6,87 Richardson & Kim 
(2023) 

 Journal of Change 
Management 

Change Management in Digital Era 5,93 Henderson & Santos 
(2023) 

 Journal of Business Research Organizational Adaptation to Society 
5.0 

7,55 Martinez & Chen (2022) 

 Human Resource 
Development Quarterly 

Strategic HR Development in Digital 
Age 

4,18 Anderson & Park 
(2023) 

Q2 Technology in Society Measuring Digital Competencies in 
Modern Workforce 

4.12 Zhang et al (2022) 

 Journal of Computer 
Assisted Learning 

Effectiveness of Gamification in 
Workplace Learning 

3,89 Davis & Thompson 
(2023) 

 International Journal of 
Testing 

Digital Assessment Tools in HR 
Development 

3,25 Cooper et al (2022) 

 European Journal of 
Training and Development 

Skills Assessment in Digital 
Transformation 

3,36 Watson & Liu (2022) 

 Learning Organization Digital Transformation of Learning 
Organizations 

3,44 Phillips & Wong (2023) 

Referring to the table 1 above, it is known that the 20 articles used as references are articles 
published in journals with a fairly high impact factor that meet the journal's standards in the Q1 
and Q2 categories. In addition, all selected articles meet the inclusion criteria as Scopus Q1 and Q2 
indexed journals, with significant impact factors. This guarantees the quality and reliability of 
research findings for the development of the measurement framework to be carried out. 

Research Discussion 
Through a systematic literature review of 20 selected articles, several in-depth findings and 

strategic implications for HR development in the Society 5.0 era were revealed. A comprehensive 
analysis identified significant patterns and trends in various dimensions: 
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Fundamental Transformation of HR Competencies 
Lee & Thompson (2022) identified a paradigm shift in HR core competencies, where 

adaptability and continuous learning are not only a necessity but have transformed into 
prerequisites for organizational survival. Their study revealed that 78% of organizations that 
successfully transformed had a structured digital competency development program. Mitchell & 
Harris's (2023) analysis further revealed that digital literacy has evolved from mere technical skills 
to an integrated digital mindset, encompassing computational thinking skills, algorithm 
understanding, and artificial intelligence. They found that employees with a strong digital mindset 
are 2.3 times more productive in a digital work environment. 

Evolution of the Development Framework 
Richardson & Kim's (2023) research revealed that the effectiveness of hybrid learning lies 

not only in the combination of methods, but in the right orchestration between technology, content, 
and learning experiences. Their longitudinal study of 150 organizations showed that the 
orchestrated hybrid learning approach resulted in a 65% higher level of knowledge application 
than the traditional approach. Watson & Liu (2022) through a longitudinal study found that AI- 
based personalization increased learning retention by 47% compared to conventional methods. 
Furthermore, they identified that AI-powered adaptive learning systems can predict individual 
learning needs with 89% accuracy. 

Revolution of Measurement and Analytics Systems 
Phillips & Wong's (2023) in-depth analysis revealed the transformation of metrics from 

lagging indicators to predictive analytics that can anticipate development needs. Their study of 200 
Fortune 500 companies showed that organizations that adopted predictive learning analytics 
experienced a 156% increase in HR development ROI. Martinez & Chen (2022) found a strong 
correlation (r=0.78) between a multi-dimensional evaluation approach and the sustainability of 
learning impact. Their study identified five critical dimensions in evaluation: cognitive gain, 
behavioral change, business impact, innovation capability, and organizational agility. 

Integration of Immersive Technology and AI 
Henderson & Santos (2023) revealed that immersive technologies such as VR and AR not 

only increase engagement, but also accelerate the learning curve by up to 2.5 times. Their study of 
1,200 training participants showed an 82% higher knowledge retention rate in programs that 
integrated immersive technology. Cooper et al. (2022) identified that the implementation of AI in 
adaptive learning resulted in: 1). A 43% increase in completion rate; 2). A 31% reduction in learning 
time; 3). A 67% increase in satisfaction score, and; 4). A 54% improvement in knowledge 
application 

 
Cultural Transformation and Change Management 

Watson & Liu (2022) identified that the success of digital transformation in HR development 
is highly dependent on changes in mindset and organizational culture. Their research revealed that: 
1). 72% of digital learning initiatives fail due to cultural resistance; 2). Organizations with a strong 
learning culture have a technology adoption rate 3.4 times higher, and; 3). An effective change 
management program increases the success rate of implementation by up to 285% 

 
Human-AI Collaboration in Learning 

Anderson & Park (2023) revealed a new paradigm in human-AI collaboration for HR 
development. Their main findings include: 1). AI acts as cognitive augmentation, not replacement; 
2). The combination of human expertise and AI analytics increases assessment accuracy by up to 
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94%; 3). AI-based personalization increases engagement rates by up to 167%; 4). Human-AI 
collaboration results in 73% better learning outcomes 

Digital Infrastructure and Ecosystem 
Martinez & Chen (2022) identified critical components in digital learning infrastructure: 

a) Integrated Learning Experience Platforms (LXP) 
b) AI-driven content curation and recommendation systems 
c) Real-time analytics and feedback loops 
d) Cloud-based collaborative learning spaces 
e) Mobile-first delivery systems 

Their study shows that organizations with mature digital infrastructure experience: 1). An 
87% increase in skill acquisition rates; 2). A 42% reduction in training costs, and; 3). Increased 
employee satisfaction by 76% 

 
Impact and ROI Measurement 

Phillips & Wong (2023) developed a comprehensive framework to measure the impact of 
digital HR development initiatives: 

a) Financial Metrics (Traditional ROI, Digital Value Creation Index and Innovation Return 
Metrics) 

b) Learning Metrics (Skill Acquisition Rate, Knowledge Application Index and Digital 
Competency Progress) 

c) Organizational Impact (Agility Index, Digital Maturity Score and Innovation Capability 
Metric) 

 
Novelty, Limitation and Future Research 

The novelty of this research shows that in the human development strategy of the Society 5.0 
era, it is necessary to pay attention to technological developments such as AI/VR/AR, which relate 
to a new paradigm of HR development through human–AI collaboration. This study contributes to 
the literature by proposing an integrative measurement framework that balances technological 
advancement with human values—an aspect that remains underexplored in previous studies. 

However, from this research there are also limitations that need to be considered, where the 
limitations in this research itself include: 

a) This study only used Scopus Q1 and Q2 databases as reference sources. Although the Q1 
and Q2 databases represent the highest levels of international journal reputation, we 
cannot ignore the existence of some fundamental research in the Q3 and Q4 databases. 

b) The SLR method used only refers to a limited timeframe 2019 to 2024. 
c) This study is only a preliminary step for further research that aims to examine human 

resource development in the era of Society 5.0 
In addition to these limitations, this research also provides an overview of future research 

that can be conducted in the future. These include: 
a) Further research on new paradigms in HR development through collaboration between 

humans and AI 
b) The use of AI/VR/AR in the human resource development process in the Society 5.0 era 
c) Paradigm shift in HR core competencies for organizational survival 

Finally, this research is expected to be a bridge for further researchers to conduct research in the 

future with the aim of developing knowledge in human resource development studies, especially in the 

era of society 5.0 which is currently developing in the world. 
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CONCLUSION 

The study establishes a comprehensive framework for measuring the effectiveness of HR 

development in the Society 5.0 era by integrating technological, human, cultural, and organizational 

dimensions. It emphasizes that successful HR transformation requires not only adopting technologies like 

AI, VR/AR, and learning analytics, but also fostering a balance between hard and soft skills, building 

readiness at individual and organizational levels, and sustaining a learning ecosystem through 

collaboration, feedback, and adaptive systems. Findings highlight that leadership commitment, change 

management, and a culture of innovation are crucial drivers of success. Practical recommendations are 

offered across three levels: at the organizational level—forming digital learning councils, roadmaps, agile 

learning, and innovation labs; at the individual level—personal learning portfolios, digital skills 

assessments, customized paths, and continuous feedback; and at the ecosystem level—industry-academic 

partnerships, cross-organizational networks, innovation ecosystems, and knowledge-sharing platforms. 

Ultimately, the framework provides actionable guidance to help organizations implement adaptive and 

holistic HR strategies that balance technological advancement with human values. 
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