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Abstract: 

 

This study investigates the impact of Human Capital Transformation on organizational 

agility and its subsequent effects on workforce resilience and agility. Employing a 

quantitative approach with random sampling, data was collected from 397 employees at PT 

Panasonic Manufacturing Indonesia through an online questionnaire. The research utilized 

Smart PLS for analysis to examine both direct and indirect effects among the variables. The 

results reveal that Human Capital Transformation significantly enhances organizational 

agility, which in turn positively influences workforce resilience and agility. Specifically, 

organizational agility mediates the relationships between Human Capital Transformation 

and both workforce resilience and agility. The findings underscore the importance of 

integrating human capital development with agile organizational practices to improve 

workforce adaptability and performance. This research provides insights into how 

organizations can effectively leverage human capital strategies to foster a more resilient and 

agile workforce, thereby maintaining a competitive edge in a dynamic business environment. 
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1. Introduction 
 

Human capital transformation is increasingly recognized as a critical driver in the 

evolution of modern organizations, particularly in the face of rapid technological 

advancements and shifting market dynamics. As businesses strive to remain 

competitive, the need to cultivate a workforce that is both resilient and agile has 

become paramount. This transformation involves not only the adoption of innovative 

human resources practices but also the alignment of organizational strategies with the 

evolving demands of the global economy (Ikhsan et al., 2024). By fostering strategies 

with the evolving demands of the global economy. By fostering an environment that 

supports continuous learning, adaptability, and proactive change management, 

organizations can better equip their workforce to navigate uncertainties and capitalize 

on emerging opportunities, ultimately ensuring long-term sustainability and growth 

(Li et al., 2020). 
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At PT Panasonic Manufacturing Indonesia, the pursuit of Human Capital 

Transformation (HCT) is pivotal in crafting a workforce that thrives amidst industry 

challenges. The concept of Resilient Workforce (RW) underscores the company’s 

commitment to nurturing employees who can withstand and adapt to disruptions, 

thereby ensuring continuity in operations. This resilience is not developed in isolation 

but is deeply intertwined with the broader goal of fostering an Agile Workforce (AW), 

which emphasizes flexibility and the ability to pivot swiftly in response to market 

changes. As HCT initiatives are rolled out, Organizational Agility (OA) serves as a 

crucial Intervening Variable, linking the transformation efforts to tangible 

improvements in both RW and AW. Through strategic interventions that promote OA, 

PT Panasonic Manufacturing Indonesia aims to enhance the workforce's ability to 

respond to internal and external changes effectively. These initiatives include 

implementing innovative HR practices, investing in employee upskilling, and 

encouraging a culture of continuous learning and improvement. By doing so, the 

company not only strengthens its Human Capital but also positions itself to remain 

competitive in a rapidly evolving manufacturing landscape. The integration of these 

variables is instrumental in driving the overall success of HCT at PT Panasonic 

Manufacturing Indonesia, as the company seeks to create a workforce that is not only 

equipped to meet current demands but also prepared to lead the organization into the 

future. This holistic approach underscores the importance of aligning HCT efforts 

with the company’s strategic objectives, ensuring that both RW and AW are enhanced 

in a manner that contributes to sustainable organizational growth. 

 

The phenomenon of HCT at PT Panasonic Manufacturing Indonesia is a compelling 

illustration of how contemporary organizations are adapting to the evolving demands 

of the industry. In this context, the focus is on cultivating a Resilient Workforce RW 

and an AW, which are essential for maintaining competitiveness in a dynamic market. 

The implementation of HCT strategies aims to enhance both RW and AW by fostering 

a culture that supports adaptability and proactive learning. OA plays a critical role as 

an Intervening Variable, facilitating the connection between HCT initiatives and the 

desired outcomes for RW and AW. Through various interventions, such as innovative 

HR practices, targeted employee training programs, and a focus on continuous 

improvement, PT Panasonic Manufacturing Indonesia strives to build a workforce that 

can effectively manage and thrive amid changes. The phenomenon observed here 

reflects a broader trend where organizations are increasingly recognizing the 

importance of investing in human capital to achieve operational excellence and 

strategic goals. The emphasis on OA helps bridge the gap between HCT efforts and 

practical improvements in workforce resilience and agility. As organizations like PT 

Panasonic Manufacturing Indonesia embrace these transformative practices, they are 

better positioned to navigate the complexities of the modern manufacturing 

environment. This phenomenon highlights the critical interplay between HCT, OA, 

RW, and AW, demonstrating how a well-coordinated approach to human capital 

development can drive significant organizational success and sustainability. 

 

Despite significant advancements in HCT and its impact on building a RW and AW, 

there remains a notable gap in the literature concerning the practical application of 
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these concepts within specific organizational contexts such as manufacturing. Recent 

studies, including those by (Darvishmotevali et al., 2020) and (Ciampi et al., 2022), 

highlight the growing importance of OA in facilitating HCT, but often lack detailed 

exploration of its implementation within diverse industry sectors (Mrugalska & 

Ahmed, 2021). Furthermore, research by  (Walter, 2021) provides insights into the 

theoretical underpinnings of HCT but does not fully address the challenges faced by 

specific organizations like PT Panasonic Manufacturing Indonesia (Blizkiy et al., 

2021). Additionally, studies by (Qureshi, 2023) and (Zhilina et al., 2020) offer 

valuable frameworks for understanding workforce resilience and agility, yet they lack 

empirical evidence from the manufacturing sector (Thiện, 2024). This research gap 

underscores the need for targeted investigations into how HCT strategies are 

practically applied to enhance RW and AW in specific organizational settings, as 

emphasized by recent work from (Porzio et al., 2022). Addressing these gaps will 

provide deeper insights into the effectiveness of HCT initiatives and their impact on 

organizational performance. 

 

The primary objective of this research is to explore and elucidate the dynamics of 

HCT within PT Panasonic Manufacturing Indonesia, with a particular focus on how 

it influences the development of a RW and an AW. This study aims to systematically 

investigate how HCT strategies can be effectively implemented to enhance workforce 

resilience and agility in a manufacturing context. By analyzing the interplay between 

HCT and OA, the research seeks to provide a comprehensive understanding of how 

these factors contribute to improving organizational performance and adaptability. 

The research will delve into the specific practices and interventions employed by PT 

Panasonic Manufacturing Indonesia to foster an environment that supports continuous 

learning, flexibility, and proactive change management. Through this analysis, the 

study aims to identify key factors and mechanisms that facilitate the successful 

transformation of human capital, thereby offering practical insights and 

recommendations for other organizations within the manufacturing sector and beyond. 

Ultimately, the research aspires to bridge existing gaps in the literature regarding the 

application of HCT in diverse organizational settings, thereby contributing valuable 

knowledge to the field of human resource management and organizational 

development. By focusing on the empirical context of PT Panasonic Manufacturing 

Indonesia, this study intends to generate actionable insights that can drive strategic 

improvements in workforce management and organizational agility, supporting long-

term sustainability and competitive advantage in a rapidly evolving business 

environment. 

 

2. Theoretical Background 
 

Resilient Workforce (RW)  

Resilient Workforce (RW) refers to a workforce's ability to withstand and recover 

from challenges, disruptions, and stressors while maintaining high performance and 

engagement. As a dependent variable, RW is influenced by various organizational 

strategies and practices, particularly those related to HCT (Tamtam & Tourabi, 2020). 

A resilient workforce is characterized by its capacity to adapt to changes, manage 
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adversity effectively, and continue to perform at optimal levels despite facing 

difficulties. This capability is critical for organizations aiming to sustain operations 

and achieve long-term success in an increasingly volatile and competitive 

environment (Sabato et al., 2023). 

 

The development of RW involves multiple dimensions, including psychological 

resilience, adaptability, and emotional intelligence. Employees who exhibit high 

levels of RW are often well-equipped to handle stress, embrace change, and recover 

from setbacks (Psychologist et al., 2022). This resilience is fostered through 

supportive organizational practices, such as effective training programs, strong 

leadership, and a positive workplace culture. By focusing on these elements, 

organizations can enhance the overall resilience of their workforce, ensuring that 

employees are better prepared to face both anticipated and unforeseen challenges 

(Alavi, 2022). 

 

Furthermore, RW plays a crucial role in organizational performance and 

sustainability. A resilient workforce contributes to higher productivity, improved 

morale, and better overall employee retention (Rivki et al., 2022). It enables 

organizations to navigate disruptions more smoothly, maintain continuity in 

operations, and capitalize on new opportunities with greater confidence. As 

organizations invest in developing RW, they not only strengthen their workforce but 

also enhance their competitive edge, ensuring that they remain robust and adaptable 

in the face of an ever-evolving business landscape. This makes RW a vital outcome 

of effective HCT strategies and a key determinant of organizational success (Mani & 

Mishra, 2020). 

 

Agile Workforce (AW) 

Agile Workforce (AW) refers to the capability of employees to rapidly adapt to 

changes, innovate, and respond effectively to evolving demands and challenges in the 

workplace. As a dependent variable, AW reflects how well an organization’s human 

capital can adjust its strategies, roles, and workflows in response to shifting market 

conditions and organizational needs (Rusdianti, 2024). An agile workforce is 

characterized by its flexibility, proactive problem-solving abilities, and readiness to 

embrace new technologies and processes. This agility is essential for organizations 

seeking to maintain competitiveness and drive innovation in dynamic business 

environments (Santos et al., 2020). 

 

Developing AW involves fostering a culture that encourages continuous learning, 

collaboration, and experimentation. Key components of an agile workforce include 

cross-functional skills, a growth mindset, and the ability to pivot quickly in response 

to feedback or market trends (Nyaupane et al., 2020). Organizations can enhance AW 

through targeted training programs, leadership development, and the implementation 

of agile methodologies. By creating an environment that supports rapid adaptation and 

encourages employees to take initiative, organizations can improve their overall 

agility and responsiveness (Muthuswamy, 2023). 
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The impact of AW on organizational performance is profound. A workforce that 

excels in agility can more effectively handle disruptions, seize new opportunities, and 

implement changes with minimal friction. This leads to increased efficiency, 

enhanced innovation, and a stronger competitive position in the market (Tait D. 

Shanafelt, MD; Jonathan Ripp, MD; Marie Brown, MD; Christine A. Sinsky, 2024). 

As organizations invest in building AW, they not only improve their ability to adapt 

but also drive better outcomes in terms of productivity and growth. Thus, AW is a 

crucial factor in achieving organizational success and resilience, particularly in 

industries characterized by rapid change and uncertainty (Dorio, 2023). 

 

Human Capital Transformation (HCT) 

Human Capital Transformation (HCT) refers to the strategic process of enhancing and 

reconfiguring an organization’s human resources to align with its evolving goals and 

external demands. As an independent variable, HCT involves implementing various 

practices and initiatives aimed at improving the skills, capabilities, and overall 

effectiveness of the workforce (Derenzis & Laprad, 2023). This transformation 

encompasses a range of activities, including talent development, leadership training, 

and the adoption of advanced HR technologies. The goal is to create a workforce that 

is better equipped to contribute to the organization’s strategic objectives and navigate 

an increasingly complex and competitive business environment (Rich et al., 2022). 

A key aspect of HCT is the continuous development and upskilling of employees to 

meet current and future needs. This involves designing and implementing 

comprehensive training programs, fostering a culture of lifelong learning, and 

providing opportunities for career advancement. By investing in human capital, 

organizations aim to enhance employee performance, adaptability, and engagement 

(Moh’d et al., 2024). HCT also involves aligning HR practices with the organization’s 

strategic goals to ensure that talent management practices support overall business 

objectives. This alignment helps in maximizing the potential of the workforce and 

achieving greater organizational success (Alipour et al., 2022). 

 

The successful implementation of HCT can lead to significant improvements in 

various organizational outcomes. By effectively transforming human capital, 

organizations can build a more resilient and agile workforce, enhance overall 

productivity, and drive innovation. HCT also plays a crucial role in improving 

employee satisfaction and retention, as it demonstrates a commitment to employee 

development and growth (Murugan & Natarajan, 2022). Ultimately, HCT serves as a 

fundamental driver of organizational performance, ensuring that human resources are 

strategically positioned to support and advance the organization’s long-term goals. 

This makes HCT a vital component of any comprehensive strategy aimed at achieving 

sustained competitive advantage and operational excellence (Iryna Bashynska et al., 

2023). 

 

Organizational Agility (OA) 

Organizational Agility (OA), as an intervening variable, plays a crucial role in 

bridging the gap between Human Capital Transformation (HCT) and outcomes such 

as Resilient Workforce (RW) and Agile Workforce (AW). OA refers to an 
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organization's ability to swiftly adapt to changes, innovate, and remain competitive 

amidst fluctuating market conditions (Ikhsan et al., 2024). It encompasses several 

facets, including flexibility in processes, responsiveness to external pressures, and the 

capacity to capitalize on new opportunities. By enhancing OA, organizations can 

effectively leverage their transformed human capital to achieve improved resilience 

and agility within their workforce (Darvishmotevali et al., 2020). 

 

The development of OA involves implementing practices that foster adaptability and 

responsiveness at all levels of the organization. This includes adopting flexible 

organizational structures, encouraging a culture of continuous improvement, and 

integrating agile methodologies into project management and operational processes 

(Walter, 2021). When an organization cultivates OA, it creates an environment where 

employees are better equipped to handle changes and challenges. This enhanced 

agility allows the organization to deploy its human capital more effectively, ensuring 

that transformed capabilities are utilized to their full potential in navigating a dynamic 

business landscape (Thiện, 2024). 

 

Furthermore, OA acts as a facilitator of positive outcomes resulting from HCT. It 

helps translate investments in human capital into tangible improvements in RW and 

AW by enabling the organization to adjust its strategies and operations in response to 

emerging trends and disruptions (Qureshi, 2023). Organizations with high OA are 

better positioned to adapt quickly to changes, maintain high performance levels, and 

sustain long-term growth. Therefore, OA is a key factor in ensuring that HCT 

initiatives lead to meaningful and measurable benefits, making it an essential element 

in achieving overall organizational success and resilience (Sabato et al., 2023). 

 

Based on what has been described above, the framework of this research is as follows: 

 
Figure 1. Research Framework 

 

3. Methodology 
 

The research methodology for this study involves a quantitative approach to 

investigate the impact of HCT on RW and AW at PT Panasonic Manufacturing 

Indonesia. The sampling technique used is random sampling, which ensures that every 

employee has an equal chance of being selected for the study. To determine the sample 
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size, the Slovin formula is employed, resulting in a sample of 397 employees. Data 

collection is conducted through an online questionnaire, allowing for efficient and 

widespread distribution among the target population. This method facilitates the 

gathering of relevant information directly from employees regarding their perceptions 

of HCT, RW, AW, and OA. 

 

For data analysis, the study utilizes Smart PLS (Partial Least Squares) to examine both 

direct and indirect effects among the variables. Smart PLS is well-suited for 

evaluating complex relationships and assessing the impact of HCT on RW and AW 

through the intervening variable of OA. The analysis aims to provide insights into 

how HCT influences organizational agility and how this, in turn, affects the resilience 

and agility of the workforce. By employing this methodological approach, the 

research seeks to deliver robust and actionable findings that can inform strategic 

decisions and enhance human capital practices at PT Panasonic Manufacturing 

Indonesia. 

 

4. Empirical Findings/Result 
 

In the hypothesis testing results, the Path Coefficient measures the strength and 

direction of relationships, with values closer to 1 indicating a stronger effect. The t-

value assesses the statistical significance of these relationships, where higher values 

suggest more robust support for the hypothesis. A p-value below 0.05 generally 

signifies statistical significance, confirming that the observed results are unlikely 

due to chance. 

The following are the results of direct effects using the smart pls application: 

Tabel 1. Direct Effects 

Hipotesis 
Path 

Coefficient 

t-value p-value Result 

HCT > OA 0.55 6.72 0.000 Supported 

HCT > RW 0.47 5.21 0.000 Supported 

HCT > AW 0.52 5.85 0.000 Supported 

OA > RW 0.63 7.45 0.000 Supported 

OA > AW 0.60 6.95 0.000 Supported 

The hypothesis that HCT positively influences OA is supported by a path coefficient 

of 0.55, a t-value of 6.72, and a p-value of 0.000, indicating a strong and statistically 

significant relationship. This finding aligns with recent research emphasizing the 

critical role of HCT in enhancing OA. A study by (Alavi, 2022)found that effective 

HCT practices significantly improve organizational responsiveness and adaptability, 

highlighting the importance of strategic human capital development in achieving 

greater OA. This support for the hypothesis underscores the value of investing in 

human capital to foster organizational agility, enabling companies to better navigate 

dynamic business environments and remain competitive. The robust statistical 

support reinforces the theoretical framework that links human capital initiatives with 

enhanced organizational flexibility and responsiveness. 
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The hypothesis that HCT positively impacts RW is supported by a path coefficient of 

0.47, a t-value of 5.21, and a p-value of 0.000, demonstrating a significant 

relationship. This result is consistent with recent research highlighting the critical role 

of HCT in enhancing workforce resilience. For instance, (Mani & Mishra, 2020)found 

that strategic human capital investments, including targeted training and 

development, significantly contribute to building a more resilient workforce capable 

of effectively managing challenges and stressors. The strong statistical significance 

of this relationship suggests that organizations focusing on HCT can effectively 

improve their workforce’s resilience, thereby fostering a more robust and adaptable 

team. This finding underscores the importance of integrating comprehensive human 

capital strategies to support workforce resilience and ensure organizational stability 

in the face of external disruptions. 

 

The hypothesis that HCT positively affects AW is supported by a path coefficient of 

0.52, a t-value of 5.85, and a p-value of 0.000, indicating a robust and statistically 

significant relationship. This result aligns with recent studies emphasizing the 

positive impact of HCT on workforce agility. (Nyaupane et al., 2020) demonstrated 

that investments in human capital through enhanced training programs and skill 

development significantly improve an organization's ability to adapt quickly to 

changing conditions and innovate effectively. The significant statistical values affirm 

that organizations implementing effective HCT practices are likely to cultivate a more 

agile workforce, capable of responding to dynamic market demands and contributing 

to overall organizational success. This underscores the value of targeted human 

capital strategies in fostering agility and maintaining a competitive edge in rapidly 

evolving environments. 

 

The hypothesis that OA positively influences RW is substantiated by a path 

coefficient of 0.63, a t-value of 7.45, and a p-value of 0.000, indicating a strong and 

statistically significant effect. This finding supports the notion that a more agile 

organization, characterized by its ability to swiftly adapt to changes and disruptions, 

directly enhances workforce resilience. Recent research by (Muthuswamy, 2023) 

supports this view, revealing that organizations with high levels of OA foster greater 

resilience among their employees by creating a more flexible and supportive work 

environment. This enhanced resilience enables employees to better manage stress and 

adapt to changes, contributing to overall workforce stability and performance. The 

significant statistical values underscore the critical role of organizational agility in 

strengthening workforce resilience, highlighting the importance of cultivating OA to 

achieve a more adaptable and robust workforce. 

 

The hypothesis that OA positively affects AW is supported by a path coefficient of 

0.60, a t-value of 6.95, and a p-value of 0.000, indicating a strong and statistically 

significant impact. This result underscores the crucial role that organizational agility 

plays in enhancing workforce agility. Recent research by (Tait D. Shanafelt, MD; 

Jonathan Ripp, MD; Marie Brown, MD; Christine A. Sinsky, 2024) reinforces this 

finding, demonstrating that organizations with high OA are better equipped to foster 

an agile workforce capable of quickly adapting to market changes and emerging 
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opportunities. The study highlights that OA facilitates a more responsive and 

innovative work environment, which in turn supports the development of agile skills 

and behaviors among employees. These significant statistical results emphasize the 

importance of cultivating organizational agility to drive workforce adaptability and 

effectiveness, thereby enhancing overall organizational performance and resilience in 

a rapidly evolving business landscape. 

The following are the results of indirect effects: 

Tabel 2. Direct Effects 

Hipotesis 
Path 

Coefficient 

t-value p-value Result 

HCT > OA > 

RW 

0.35 4.12 0.000 Supporte

d 

HCT > OA > 

AW 

0.33 4.05 0.000 Supporte

d 

The indirect effect of HCT on RW through OA is supported by a path coefficient of 

0.35, a t-value of 4.12, and a p-value of 0.000, indicating a significant and positive 

mediation effect. This result suggests that the impact of HCT on RW is partially 

mediated by OA, demonstrating that organizational agility plays a crucial role in 

enhancing workforce resilience. This finding aligns with recent research by (Dorio, 

2023) , who found that HCT initiatives, when coupled with effective OA strategies, 

significantly improve workforce resilience by enabling employees to adapt more 

effectively to changes and challenges. The study highlights that OA serves as a critical 

mediator in the relationship between HCT and RW, emphasizing the importance of 

fostering organizational agility to maximize the benefits of human capital 

investments. The significant statistical values underscore the essential role of OA in 

bridging the gap between HCT and RW, providing valuable insights for organizations 

aiming to enhance their workforce's resilience. 

 

The indirect effect of HCT on AW through OA is supported by a path coefficient of 

0.33, a t-value of 4.05, and a p-value of 0.000, indicating a significant and positive 

mediation effect. This result highlights that the influence of HCT on AW is partially 

mediated by OA, emphasizing that organizational agility enhances the effect of human 

capital investments on workforce agility. This finding is consistent with recent 

research by (Rich et al., 2022), who demonstrated that effective HCT initiatives, when 

facilitated by high levels of OA, significantly boost workforce agility by fostering a 

more adaptable and responsive work environment. Their study underscores the critical 

role of OA in translating HCT efforts into increased AW, reinforcing the importance 

of integrating agile practices into human capital strategies to achieve optimal 

workforce agility. The significant statistical results affirm that enhancing OA is 

crucial for maximizing the benefits of HCT on workforce adaptability. 

 

5. Conclusions 
 

The research concludes that HCT significantly enhances both OA and workforce 

outcomes, including RW and AW. The findings reveal that HCT directly improves 

OA, which in turn positively influences both RW and AW. This highlights the critical 
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role of organizational agility as a mediator in maximizing the impact of HCT on 

workforce resilience and agility. The significant relationships identified through path 

coefficients and statistical tests underscore the importance of integrating strategic 

human capital initiatives with agile practices to foster a more adaptable and resilient 

workforce. Overall, the study provides valuable insights into how organizations can 

leverage HCT and OA to enhance workforce performance and adaptability in a rapidly 

changing business environment. 
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