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 Changes in post-pandemic work patterns have encouraged organizations to adopt remote work 
systems, thus demanding adjustments in human resource management. This study aims to analyze 
the effect of human resource planning and digital technology's availability on human resource 
management's effectiveness, with Work from Home (WFH) strategy as a mediating variable. This 
research uses an associative quantitative approach. Primary data was collected through online 
questionnaires distributed to permanent employees from various companies in Indonesia that have 
officially implemented the WFH work system. The sampling technique used was purposive 
sampling, with 200 respondents. Data analysis was conducted using the Partial Least Squares 
Structural Equation Modeling (PLS-SEM) method with the help of SmartPLS version 4 software. 
The results showed that HR planning and the availability of digital technology positively affect 
the effectiveness of HR management. They also influence the formation of an effective WFH 
strategy, which is shown to partially mediate the relationship between the two independent 
variables and HRM effectiveness. The implication of this study confirms the importance of 
integration between HR planning, digital technology readiness, and flexible work strategy design 
to improve organizational performance in the digital work era. 
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1. Introduction 

The transformation of the world of work after the COVID-19 pandemic has led to fundamental changes in work patterns, one 
of which is the widespread adoption of remote working. In Indonesia, various companies - especially those in the technology, 
finance, and professional services sectors - have adopted Work from Home (WFH) strategies as part of a permanent work 
system, not just a temporary solution. This phenomenon raises new challenges in human resource (HR) management, ranging 
from adjustments to the workforce planning system and the use of digital technology as a work support tool to a decrease in 
the effectiveness of HR management due to physical limitations of interaction (Setiawan & Syarifudin, 2022). Therefore, this 
research becomes very urgent to understand how companies adopting a remote work system can still manage HR effectively 
through a strategic approach, including implementing WFH policies as a mediator in a modern managerial system. The 
selection of research objects is focused on companies in Indonesia that have systematically implemented remote working 
systems. This object was chosen because Indonesia shows unique dynamics compared to other countries, such as the 
inequality of digital infrastructure between regions and the level of readiness of human resources in technology adaptation 
that still varies (BPS, 2023). Unlike multinational companies in developed countries with an established digital work culture, 
many Indonesian companies are in a transition and experimentation phase, thus providing more exploratory and 
contextualized research opportunities. In addition, similar research in Indonesia is still limited to the effect of technology on 
productivity. However, few have comprehensively explored the linkages between HR planning, digital technology, and HR 
management effectiveness in remote work systems (Rahmawati et al., 2023). 
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This research examines three main variables: human resource planning, digital technology availability, and HR management 
effectiveness. HR planning is critical in aligning workforce capabilities with organizational needs while accommodating the 
evolving demands of digital work systems. Similarly, the availability of digital technology underpins effective 
communication, collaboration, and performance monitoring in distributed work environments. The Work-from-Home (WFH) 
strategy is conceptualized as a mediating variable that links HR and technology readiness to organizational performance, 
emphasizing that organizations cannot effectively implement WFH without robust HR planning and technological 
infrastructure (Yusriadi et al., 2021; Arifianto & Rahman, 2023). A clear research gap emerges from the limitations of 
previous studies, which often isolate variables without exploring complex mediation frameworks. For example, Yusriadi et 
al. (2021) examined work effectiveness during WFH but focused solely on digital technology, neglecting the influence of 
HR planning. Conversely, Arifianto and Rahman (2023) analyzed HR planning’s impact on employee performance but did 
not consider the remote working context. Additionally, Pratama and Sari (2024) highlighted that integrating HR planning 
and digitalization supports successful WFH implementation; however, their study remained descriptive and did not 
statistically test causal or mediating relationships. Moreover, while studies such as Almahdi and Parveen (2019) and Alshare 
et al. (2020) demonstrate the importance of digital infrastructure in HRM, they do not examine the combined influence of 
HR planning and technology mediated by structured WFH strategies. Similarly, Felstead and Henseke (2017) and Sharma et 
al. (2022) underscore role redesign and flexible work arrangements but stop short of empirically connecting these factors to 
managerial effectiveness through mediation. These gaps indicate a need for research that statistically validates the mediating 
role of WFH strategy in translating HR planning and digital technology readiness into measurable HR management 
effectiveness, addressing both theoretical and practical implications in the digital, post-pandemic work era. This study 
responds to the gap by combining HR planning, digital technology, and WFH strategy in a causal model, offering a 
comprehensive framework to assess how organizational readiness drives HR effectiveness, extending both contingency-based 
HRM theory (Donaldson, 2001) and digital transformation perspectives (Brynjolfsson & McAfee, 2014; Davenport & 
Redman, 2020). 
 
Thus, this study offers novelty in integrating a mediation model that tests the role of WFH strategies as intermediaries in the 
relationship between HR planning and the availability of digital technology on the effectiveness of HR management. This 
research not only makes an academic contribution to expanding the understanding of HR management in the digital era but 
also has the potential to provide practical guidance for companies seeking to improve HR effectiveness in remote working 
systems. This study aims to analyze the direct and indirect effects of HR planning and digital technology on HR management 
effectiveness through WFH strategy as a mediating variable, particularly in Indonesian companies that adopt remote working 
systems permanently. 

 
2. Literature Review and Hypothesis Development 
 
2.1 Relationship between Human Resource Planning and HRM Effectiveness 

 
Human Resource (HR) planning has evolved into a strategic mechanism that ensures the alignment between an organization’s 
human capital and its long-term strategic objectives. According to Delery and Roumpi (2017), HR planning functions as a 
predictive tool that identifies future workforce needs and develops strategies to fill competency gaps, thereby enhancing HR 
management effectiveness. Well-structured HR planning enables organizations to respond to external changes, such as the 
widespread adoption of remote working systems, with flexibility and precision. In line with Snell and Bohlander (2012), 
firms with comprehensive HR planning frameworks tend to exhibit higher HRM effectiveness through better employee 
productivity, improved retention, and efficient task allocation. This relationship becomes more critical in the context of digital 
transformation and hybrid work models, where HR planning must anticipate technological demands, employee digital 
literacy, and shifting work patterns (Noe et al., 2017; Wright & McMahan, 2011). By aligning workforce capabilities with 
strategic goals and technological readiness, HR planning ensures continuity, stability, and adaptability in organizational 
operations. Therefore, it is hypothesized that effective HR planning positively influences the overall effectiveness of HR 
management, supporting both operational excellence and strategic resilience in the digital work era. 

 

H1: Human resource planning has a positive effect on HR management effectiveness. 
 

2.2 Relationship between Digital Technology Availability and HR Management Effectiveness 
 

The availability of digital technology represents a key determinant of human resource management (HRM) effectiveness in 
contemporary organizations. Rooted in socio-technical systems theory (Bostrom & Heinen, 1977), technological 
infrastructure must function synergistically with human and organizational processes to achieve optimal outcomes. Digital 
technology enhances coordination, accelerates workflows, and enables data-driven decision-making, forming the backbone 
of performance management in modern, often remote, work environments. Brynjolfsson and McAfee (2014) emphasize that 
digitalization allows organizations to achieve greater efficiency and adaptability through automation, real-time analytics, and 
enhanced communication systems. Furthermore, empirical evidence from van Zoonen and Sivunen (2020) demonstrates that 
adequate digital infrastructure fosters collaboration, improves accountability, and supports transparent evaluation 
mechanisms, all of which contribute to HRM effectiveness. In a remote or hybrid work context, technology enables virtual 
connectivity, maintains engagement, and sustains productivity across dispersed teams (Davenport & Redman, 2020). Thus, 
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digital readiness is not merely a technical concern but a strategic enabler of organizational resilience and human capital 
optimization. Consequently, it is posited that organizations with high levels of digital technology availability are more likely 
to achieve superior HRM effectiveness in the digital transformation era. 

 

H2: Digital technology availability has a positive effect on HR management effectiveness. 
 

2.3 The Effect of Human Resource Planning on Work from Home Strategy 
 

Human Resource (HR) planning plays a critical role in determining the success of implementing a Work from Home (WFH) 
strategy by aligning organizational needs with the capacities and readiness of the workforce. Grounded in contingency theory, 
the effectiveness of any organizational strategy depends on its alignment with contextual conditions—both internal and 
external (Donaldson, 2001). Effective HR planning ensures that WFH arrangements are not merely reactive measures but are 
systematically designed to match employee capabilities, task requirements, and managerial readiness. According to Noe et 
al. (2017), HR planning encompasses competency forecasting, job redesign, and skills mapping to create adaptive work 
structures. Furthermore, De Menezes and Kelliher (2017) found that organizations that incorporate flexibility into their 
workforce planning can more successfully institutionalize WFH systems through clearly defined roles, measurable 
performance indicators, and strong virtual communication frameworks. This planning approach allows organizations to 
anticipate which job functions can be effectively transitioned to remote setups while maintaining productivity and 
accountability (Wright & McMahan, 2011). Thus, adaptive HR planning serves as a strategic enabler in developing 
sustainable WFH models that align organizational objectives with digital and human capabilities. 

 

H3: Human resource planning positively affects work from home strategy. 
 

2.4 Digital Technology Availability and Work-From-Home Strategy 
 

The success of implementing an effective Work from Home (WFH) strategy is fundamentally dependent on the availability 
and reliability of digital technology infrastructure. According to Parasuraman’s (2000) Technology Readiness Theory, the 
adoption and effectiveness of technology within organizations are influenced by users’ perceptions of its reliability, ease of 
use, and security. In an organizational framework, this readiness encompasses robust information systems, communication 
networks, digital devices, and collaborative platforms that enable seamless virtual operations. Brynjolfsson and McAfee 
(2014) emphasize that digital infrastructure is not merely a technical asset but a strategic foundation for supporting flexible 
and decentralized work arrangements. Empirical evidence from Wang et al. (2021) demonstrates that organizations equipped 
with accessible and comprehensive digital technologies are more capable of establishing functional and sustainable WFH 
systems. Such technological readiness ensures continuity of routine tasks, fosters real-time collaboration, and allows teams 
to operate effectively regardless of location. Furthermore, Davenport and Redman (2020) highlight that technology-driven 
organizations exhibit higher adaptability and resilience during disruptions. Therefore, digital technology availability directly 
contributes to the effectiveness of WFH strategies by facilitating efficient communication, operational stability, and 
organizational flexibility. 

 

H4: The availability of digital technology positively affects the strategy of working from home. 
 

2.5  Work from Home Strategy as a Mediating Variable 
 

The Work from Home (WFH) strategy serves as a critical mediating mechanism that connects human resource (HR) planning 
and the availability of digital technology with the overall effectiveness of HR management. Drawing from organizational 
behavior theory and mediation theory developed by Baron and Kenny (1986), mediation occurs when an intermediary 
variable explains the process through which independent variables exert their effects on dependent variables. In this context, 
the WFH strategy provides a structural and behavioral framework that enables organizations to maintain operational 
continuity and employee productivity amid digital transformation and external disruptions. As Felstead and Henseke (2017) 
note, a systematically implemented WFH system can bridge spatial and psychological gaps among employees while ensuring 
sustained workflow and communication. Effective HR planning establishes the foundation for such strategies by aligning job 
roles, employee competencies, and performance metrics with remote work requirements (Noe et al., 2017; Wright & 
McMahan, 2011). Simultaneously, digital technology availability provides the tools necessary to operationalize and sustain 
this strategy (Brynjolfsson & McAfee, 2014). Thus, the WFH strategy functions as a mediating variable that translates 
strategic HR alignment and technological readiness into measurable HRM effectiveness, enabling organizations to adapt 
flexibly while maintaining performance standards. 

 

H5: Work-from-home strategy positively affects the effectiveness of HR management. 
 

2.6  Work from Home Strategy as a Mediator 
 

The Work-from-Home (WFH) strategy can mediate the relationship between human resource planning and HR management 
effectiveness. Human resource planning (HRP) is a strategic mechanism that aligns workforce needs with an organization’s 
vision, competencies, and future objectives (Noe et al., 2017). Beyond administrative functions, HRP involves competency 
forecasting, skills gap analysis, and organizational restructuring to support adaptive work arrangements (Wright & McMahan, 
2011). In the context of remote work, HRP facilitates identification of roles suitable for online execution, designs flexible 
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work schemes, and ensures employees’ digital competencies and psychological readiness. By incorporating a WFH 
framework, HRP can operationalize strategic plans into practical outcomes, enhancing productivity, engagement, and overall 
HR effectiveness (Becker & Huselid, 2006; Kelliher & Anderson, 2010). Accordingly, the following hypothesis is proposed:  
 

H6: Work-from-Home strategy mediates the effect of human resource planning on HR management effectiveness. 

 
The availability of digital technology also plays a pivotal role in enabling effective HR management through WFH strategies. 
Digital tools, including collaborative platforms, virtual management systems, and real-time performance monitoring 
applications, create the technological backbone for flexible work systems (Brynjolfsson & McAfee, 2014). However, 
technology alone does not automatically improve HR effectiveness; it must be embedded within structured WFH strategies 
that facilitate cross-location collaboration, output-based performance evaluation, and employee autonomy (Belzunegui-Eraso 
& Erro-Garcés, 2020; Davenport & Redman, 2020). When integrated strategically, WFH operationalizes digital readiness, 
translating technological capabilities into tangible managerial outcomes, organizational resilience, and sustained HR 
performance. Thus, the following hypothesis is formulated:  

 
H7: Work-from-Home strategy mediates the effect of digital technology availability on HR management effectiveness. 

. 

 

 
Fig. 1. Conceptual Framework 

3. Methodology  
 
This study uses an associative quantitative approach to analyze the relationship and influence between variables: human 
resource planning, digital technology availability, and HR management effectiveness, and testing the mediating role of From-
home (WFH) strategies. The quantitative approach was chosen because it provides a systematic and objective framework for 
testing hypotheses through numerical data analyzed using statistical techniques (Creswell, 2014). The associative 
characteristic of this research aims to identify the cause-and-effect relationship between independent variables, mediating 
variables, and dependent variables in the conceptual model that has been built. This research was conducted in Indonesia. 
The research subjects were permanent employees working in companies that have officially implemented Work from Home 
(WFH) policies. The locations were purposively selected by considering the diversity of relevant industry sectors and the 
implementation of remote working systems that have been running for at least six months. Data was collected through an 
online survey platform, with the implementation time planned for February to May 2025. The type of data used is primary 
data, which is obtained through the distribution of online questionnaires to respondents who meet the inclusion criteria. The 
intended respondents were permanent employees who had undergone the WFH system and expressed agreement with its 
implementation. To ensure compliance with these criteria, the questionnaire was supplemented with filter questions, such as: 
“do you agree and feel suitable with the Work from Home (WFH) system implemented by your company?” Only respondents 
who answered “Yes” were allowed to continue filling out the questionnaire. In addition, secondary data in scientific literature, 
company policy reports, and previous studies were used to support the theoretical basis and preparation of research 
instruments. 
 

This study employed purposive sampling, selecting participants based on specific characteristics aligned with the research 
objectives (Sugiyono, 2018). Eligible respondents were permanent employees who had implemented the WFH system for at 
least six months, supported its application, and voluntarily completed the questionnaire. Referring to Hair et al. (2010), the 
minimum sample size for PLS-SEM is 5–10 times the number of indicators; with 20 indicators, at least 100–200 samples 
were required. This study successfully collected data from 200 qualified respondents, ensuring adequate representation for 
statistical analysis and validation of the proposed structural model. The study used a closed-ended questionnaire with a 5-
point Likert scale, adapted from validated literature for the remote work context. It consisted of five sections: respondent 
demographics, HR planning, digital technology availability, Work from Home strategy, and HR management effectiveness, 
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ensuring comprehensive measurement of all research variables. The questionnaire was completed with preliminary screening 
questions to ensure the respondents belonged to the appropriate target population. Furthermore, the validity and reliability of 
the instrument were tested before it was widely distributed. Data analysis was performed using Partial Least Squares 
Structural Equation Modeling (PLS-SEM), suitable for complex models with latent variables, mediation effects, non-normal 
data, and medium sample sizes (Hair et al., 2014). Analysis involved two stages: assessing the measurement model for 
convergent validity, discriminant validity, and reliability, and evaluating the structural model to examine direct, indirect, and 
mediating effects of Work from Home strategies. Data processing was conducted with SmartPLS version 4, which supports 
bootstrapping and precise estimation of relationships between variables, ensuring robust validation of both the measurement 
instruments and the hypothesized structural model. 

 
4. Results 
 
Table 1 presents the demographic profile of respondents in this study. Women comprised the majority, with 122 participants 
(61%), while men accounted for 78 (39%), indicating strong female involvement in the WFH system and offering diverse 
perspectives on HR management effectiveness in flexible work contexts. Age distribution was dominated by younger, 
digitally adept employees, with 32.5% aged 26–30 and 28.5% aged 31–35. The 36–40, 41–45, and 46–50 age groups 
represented 17.5%, 10%, and 11.5%, respectively, showing WFH adoption across generations but higher acceptance among 
younger workers. Educationally, 42.5% had senior high school qualifications, 44.5% held university degrees, and 13% 
possessed postgraduate degrees, while no participants had doctoral-level education. This diversity in gender, age, and 
education ensures a representative sample for analyzing perceptions, motivation, and engagement in WFH systems, providing 
a robust foundation for testing the study’s structural model and understanding the influence of demographic factors on HRM 
effectiveness in flexible work environments. 
 

Table 1  
Respondent Characteristics 

Characteristic Description Frequency Percentage (%) 
Gender Male 78 39.0 
 Female 122 61.0 
Total  200 100.0 
Age Group 26–30 65 32.5 
 31–35 57 28.5 
 36–40 35 17.5 
 41–45 20 10.0 
 46–50 23 11.5 
Total  200 100.0 
Education High School 85 42.5 
 Bachelor 89 44.5 
 Master 26 13.0 
 Doctoral 0 0.0 
Total  200 100.0 

 
Data analysis of the outer (measurement) model used SmartPLS, assessing convergent validity, discriminant validity, and 
composite reliability. Convergent validity was evaluated by the correlation between item scores and construct scores, with 
values above 0.70 indicating strong validity.  
 
Table 2 
Outer Loadings (Measurement Model) 

Indicator 
Availability of Digital 

Technology _(X2) 
Effectiveness of HR 
Management _(Y) 

Human Resource Planning 
_(X1) 

Work from Home 
Strategy _(Z) 

ADT1 0.914    
ADT2 0.929    
ADT3 0.939    
ADT4 0.919    
ADT5 0.928    
EHRM1  0.911   
EHRM2  0.907   
EHRM3  0.903   
EHRM4  0.915   
EHRM5  0.918   
HRP1   0.910  
HRP2   0.921  
HRP3   0.911  
HRP4   0.924  
HRP5   0.917  
WFH1    0.931 
WFH2    0.932 
WFH3    0.932 
WFH4    0.921 
WFH5    0.919 
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Table 2 presents outer loadings of the measurement model, showing all indicators for digital technology, HR management 
effectiveness, HR planning, and WFH strategy exceed 0.90, indicating strong reliability and high correlation between each 
indicator and its respective construct. Discriminant validity ensures that each latent variable is distinct from others. Using the 
Fornell-Larcker criterion (Table 3), the square root of AVE for each construct exceeds correlations with other constructs. For 
instance, Availability of Digital Technology’s AVE (0.926) is higher than its correlations with other variables. Similarly, HR 
management effectiveness, HR planning, and WFH strategy meet this criterion. These results confirm that all constructs are 
conceptually distinct, demonstrating good discriminant validity, and validating the measurement model for use in further 
structural analysis and hypothesis testing. 
 
Table 3  
Discriminant Validity Value (Fornell- Larcker) 

Variable 
Availability of Digital 
Technology _(X2) 

Effectiveness of HR 
Management _(Y) 

Human Resource 
Planning _(X1) 

Work from Home 
Strategy _(Z) 

Availability of Digital Technology _(X2) 0.926    
Effectiveness of HR Management _(Y) 0.972 0.911   
Human Resource Planning _(X1) 0.948 0.953 0,917  
Work from Home Strategy _(Z) 0.943 0..901 0,944 0,927 

 
The validity and reliability of constructs are assessed using Cronbach’s alpha, composite reliability, and Average Variance 
Extracted (AVE). A construct is considered reliable if composite reliability exceeds 0.70 and AVE is above 0.50. As shown 
in Table 4, all constructs (Availability of Digital Technology, HR Management Effectiveness, HR Planning, and Work from 
Home Strategy) meet these criteria. Composite reliability values range from 0.961 to 0.968, while AVE values range from 
0.830 to 0.860, indicating high internal consistency and convergent validity. These results confirm that the measurement 
model is both reliable and valid for further structural analysis. 
 
Table 4 
Composite Reliability Value 

Variable 
Cronbach's Alpha 

Composite Reliability 
(rho_a) 

Composite reliability 
(rho_c) 

Average 
Variance 
Extracted (AVE) 

Availability of Digital Technology _(X2) 0.958 0.958 0.968 0.857 
Effectiveness of HR Management _(Y) 0.949 0.949 0.961 0.830 
Human Resource Planning _(X1) 0.952 0.952 0.963 0.840 
Work from Home Strategy _(Z) 0.959 0.959 0.968 0.860 

 
Moreover, the inner (structural) model was tested to assess relationships between constructs, examining path significance and 

R² values. Evaluation focused on the dependent construct’s R² and the significance of structural path coefficients to determine 

the strength and relevance of hypothesized relationships. 
 

 
 

Fig. 2. Full Structural Model 
Table 5  
R-Square value 

Endogenous Variable R-square Adjusted R-square 

Effectiveness of HR Management _(Y) 0,965 0,965 

Work from Home Strategy _(Z) 0,914 0,913 

 
Table 5 shows the R-Square value for the Effectiveness of HR Management variable is obtained at 0.965. This result shows 

that 96.5% of the Effectiveness of HR Management variable can be influenced by Human Resource Planning and Availability 
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of Digital Technology. Then the R-Square value for the Work from Home Strategy variable is obtained at 0.914. This shows 
that 91.4% of the Work from Home Strategy variable can be influenced by Human Resource Planning and Availability of 
Digital Technology. 

 
Table 6  
Direct Effect Hypothesis Test Results (Partial) 

Relationship 
Original 
sample (O) 

Sample 
average 
(M) 

Standard 
deviation 
(STDEV) 

T statistic 
(|O/STDEV|) 

P values Alpha Conclusion 

Availability of Digital Technology _(X2) → 
Effectiveness of HR Management _(Y) 

0.676 0.683 0.084 8.006 0.000 0.05 
 
Significant  

Availability of Digital Technology _(X2) → 
Work from Home Strategy _(Z) 

0.480 0.463 0.117 4.116 0.000 0.05 Significant  

Human Resource Planning _(X1) → 
Effectiveness of HR Management _(Y) 

0.312 0.304 0.083 3.761 0.000 0.05 Significant  

Human Resource Planning _(X1) → Work from 
Home Strategy _(Z) 

0.489 0.506 0.114 4.295 0.000 0.05 Significant  

Work from Home Strategy _(Z) → Effectiveness 
of HR Management _(Y) 

-0.363 -0.361 0.079 4.607 0.000 0.05 
Significant 
Negative  

 
Hypothesis 1 stated that Availability of Digital Technology (X2) positively affects Effectiveness of HR Management (Y). 
The results showed that the path coefficient is 0.676 with the t-value of 8.006and the p-value of 0.000. Thus, this first 
hypothesis is accepted because the p-value is below 0.05. This result means that higher availability of digital technology 
improves HR management effectiveness by supporting communication, data-based evaluation, and operational efficiency. 
 
Hypothesis 2 stated that Availability of Digital Technology (X2) positively affects Work-from-Home Strategy (Z). The 
results showed that the path coefficient is 0.480 with the t-value is 4.116 and the p-value of 0.000. This means that the second 
hypothesis is accepted. This result means that organizations with better digital infrastructure can implement effective WFH 
strategies, which allow flexible and remote work arrangements.  
 
Hypothesis 3 stated that Human Resource Planning (X1) positively affects Effectiveness of HR Management (Y). The results 
showed that the path coefficient is 0.312 with the t-value is 3.761 and the p-value of 0.000. This hypothesis is accepted. This 
result means that strategic HR planning enhances HR management effectiveness through workforce alignment, skill 
development, and adaptive organizational structures. 
 
Hypothesis 4 stated that Human Resource Planning (X1) positively affects Work-from-Home Strategy (Z). The results 
showed that the path coefficient is 0.489with the t-value is 4.295and the p-value of 0.000. Therefore, the fourth hypothesis 
is accepted. This result means that effective HR planning enables the successful design and implementation of WFH 
strategies. 
 
Hypothesis 5 stated that Work-from-Home Strategy (Z) positively affects Effectiveness of HR Management (Y). The results 
showed that the path coefficient is -0.363. The t-value is 4.607. The p-value is 0.000. This hypothesis is rejected because the 
effect is negative, contrary to the proposed positive relationship. This result means that WFH strategies have a detrimental 
impact on HR management effectiveness, possibly due to decreased team cohesion, limited supervision, or communication 
challenges. 
 
Table 7  
Mediation Effect 

Hypothesis 
Original 
sample (O) 

Sample 
average 
(M) 

Standard 
deviation 
(STDEV) 

T statistic 
(|O/STDEV|) 

P 
values 

Description 

Availability of Digital Technology _(X2) → Effectiveness of HR 
Management _(Y) 

0.174 0.171 0.067 2.615 0.009 Mediating 

Human Resource Planning _(X1) → Effectiveness of HR 
Management _(Y) 

0.177 0.178 0.041 4,329 0.000 Mediating 

 
 

The results of the analysis show that Human Resource Planning has a significant indirect effect on the Effectiveness of HR 
Management through the Work-from-Home strategy, with a path coefficient of 0.177, a t-value of 4.329 (> 1.972), and a p-
value of 0.000 (< 0.05). This indicates that effective Human Resource Planning enhances the Work-from-Home strategy, 
which in turn contributes to improving HR management effectiveness. The direct effect of Human Resource Planning on HR 
management effectiveness is also significant. Thus, the Work-from-Home strategy acts as a partial mediator, strengthening 
the influence of Human Resource Planning on HR management effectiveness. Similarly, the analysis shows that the 
Availability of Digital Technology has a significant indirect effect on HR management effectiveness through the Work-from-
Home strategy, with a path coefficient of 0.174, a t-value of 2.615 (> 1.972), and a p-value of 0.009 (< 0.05). This suggests 
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that adequate digital technology enhances the Work-from-Home strategy, thereby improving HR management effectiveness. 
The direct effect of digital technology availability on HR management effectiveness is also significant. The Work-from-
Home strategy functions as a partial mediator, reinforcing the impact of digital technology on HR management effectiveness. 

 
Table 8  
Results of Hypothesis Test for Mediation Effect 
Relationship f-square 

Availability of Digital Technology _(X2) → Effectiveness of HR Management _(Y) 1.662 

Availability of Digital Technology _(X2) → Work from Home Strategy _(Z) 0.274 

Human Resource Planning _(X1) → Effectiveness of HR Management _(Y) 0.545 

Human Resource Planning _(X1) → Work from Home Strategy _(Z) 0.284 

Work from Home Strategy _(Z) → Effectiveness of HR Management _(Y) 0.324 

 
The effect size (f²) evaluates the specific impact of independent variables on the prediction of a dependent variable by 
examining changes in R² when certain variables are removed. According to Cohen’s criteria, f² < 0.02 indicates a very small 
effect, 0.02 ≤ f² < 0.15 a small effect, 0.15 ≤ f² < 0.35 a medium effect, and f² ≥ 0.35 a large effect. In this study, Human 
Resource Planning has a large effect (f² = 0.545) on HR management effectiveness and a medium effect (f² = 0.284) on Work-
from-Home (WFH) strategy. Availability of Digital Technology exerts a large effect on HR management effectiveness (f² = 
1.662) and a medium effect on WFH strategy (f² = 0.274). The WFH strategy also shows a medium effect (f² = 0.325) on HR 
management effectiveness, indicating all variables meaningfully contribute to improving HR outcomes. 

 
5. Discussion  
 
The results of this study demonstrate that Human Resource (HR) planning has a positive and significant impact on HR 
management effectiveness. Companies that implement strategic HR planning can create work systems that are structured, 
efficient, and adaptive to organizational dynamics. Effective HR planning not only aligns workforce needs with 
organizational capacity but also redesigns work functions to support long-term strategic objectives. This finding aligns with 
Zhang and Morris (2023), who reported that systematic HR planning enhances employee engagement and reduces turnover, 
and Glaister et al. (2018), who found HR planning to be associated with improved talent management and productivity. 
However, Lim and Lee (2021) noted that in highly dynamic environments affected by technological disruption, HR 
planning’s impact may diminish if the organizational structure does not support it, indicating that contextual factors influence 
HR planning effectiveness. 
The study also finds that the availability of digital technology significantly enhances HR management effectiveness. Digital 
infrastructure, including online collaboration platforms, cloud-based performance management systems, and internal 
communication applications, enables efficient HR processes, even under remote work conditions. This result is consistent 
with Tran et al. (2023), who emphasized that digitalization accelerates decision-making and improves efficiency, and 
Margherita and Braccini (2021), who noted that technology supports transparent performance monitoring and evaluation. 
However, Almahdi and Parveen (2019) argued that technology alone is insufficient if users lack digital competence. In this 
study, respondents had over six months of remote work experience, suggesting sufficient digital literacy, which likely 
strengthened the positive effect of technology on HR management outcomes. 
 
This study demonstrates that HR planning positively influences the Work-from-Home (WFH) strategy. Organizations that 
implement strategic workforce planning can design flexible and structured WFH policies, including redesigning work roles, 
managing workloads, and setting schedules that maintain productivity. This aligns with De Menezes and Kelliher (2017), 
who found that effective flexible work planning supports successful WFH implementation. Similarly, Yu et al. (2022) 
reported that work designs incorporating location and time flexibility enhance employee satisfaction and performance. 
Conversely, Park and Jang (2020) emphasized that insufficient workforce planning can undermine WFH due to work 
overload and inadequate monitoring. Therefore, the readiness and design of work systems via HR planning are crucial for 
WFH success. 
 
The study also finds that the availability of digital technology positively affects WFH strategy. Digital tools facilitate 
collaborative work, task management, and supervision in virtual environments. Wang et al. (2021) highlighted that digital 
platforms support real-time performance monitoring and cross-team communication, while Nguyen et al. (2022) noted that 
integrated security and project management technologies strengthen employee confidence in remote work. However, Hidayat 
and Surya (2020) observed that organizational culture may limit technology utilization if trust and autonomy are lacking. In 
this study, respondents demonstrated readiness to work independently, indicating that digital technology effectively enhances 
WFH strategy. 
 
The findings indicate that the Work-from-Home (WFH) strategy partially mediates the relationship between HR planning 
and HR management effectiveness. Effective HR planning directly enhances management effectiveness and reinforces this 
influence by implementing structured and adaptive flexible work arrangements. Felstead and Henseke (2017) highlighted 
that role redesign and work flexibility are critical in mediating WFH effectiveness through HR planning. Similarly, Sharma 
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et al. (2022) found that employee participation in developing flexible work policies improves teamwork and overall 
management outcomes. Conversely, Kusnadi and Arifin (2019) argued that without strong organizational communication, 
WFH strategies may fail. This study differs as it accounts for the digital readiness and formal work structures of respondents, 
enhancing strategy effectiveness. 
 
Additionally, the results show that WFH strategy partially mediates the effect of digital technology availability on HR 
management effectiveness. Technology directly supports work performance and strengthens its impact when paired with 
flexible work strategies. Purwanto et al. (2023) noted that digital system adoption facilitates adaptation to change and 
enhances effectiveness, while Alshare et al. (2020) emphasized improved remote supervision and workflow. However, Lee 
and Kim (2019) stressed that technology alone is insufficient without supportive organizational strategies. In this study, 
digital technology is well-integrated, making WFH a key mediator that amplifies managerial effectiveness. 

 
6. Conclusion  
 
The findings indicate that HR planning positively and significantly affects HR management effectiveness, demonstrating that 
structured workforce planning enhances organizational performance, particularly in remote work environments requiring 
adjustments to roles, workloads, and schedules. Similarly, the availability of digital technology contributes positively by 
facilitating efficient communication, workflow management, and online performance monitoring, supporting effective HR 
practices. 
 
The study also finds that HR planning and digital technology availability significantly influence the development of effective 
WFH strategies. A well-designed WFH framework partially mediates these relationships, amplifying the positive impact of 
HR planning and digital tools on HR management effectiveness. This highlights that combining flexible work policies with 
adaptive organizational structures optimizes managerial performance and workforce productivity. 
 
The findings reinforce contingency-based HR management theories, emphasizing that organizational effectiveness depends 
on the alignment between HR strategies, technological readiness, and work design. From a practical standpoint, the study 
underscores the importance of strategic HR planning and digital infrastructure investment to implement sustainable and 
effective remote work strategies. 
 
Limitations include the use of purposive sampling, cross-sectional data, and reliance solely on employee perceptions, which 
may limit generalizability. Future research should adopt longitudinal designs, explore industry-specific contexts, and 
incorporate additional variables such as digital leadership, organizational culture, or work motivation. Expanding these 
dimensions will enhance theoretical understanding and provide practical guidance for optimizing HR management in flexible 
work environments. 
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