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Abstract: In today's rapidly evolving digital landscape, organisations are challenged to 
strategically deploy digital resources to secure competitive advantage. Drawing upon the 
Resource-Based View (RBV) theory, this paper explores the intricate interplay between digital 
resources and organisational success. Through thematic analysis of empirical literature, the study 
delves into key facets such as data utilisation, digital platforms, technological capabilities, talent 
management, agility, and strategic partnerships. Methodologically, qualitative research 
techniques, notably thematic analysis, are employed to synthesise existing research findings. The 
study uncovered that human capital is pivotal in propelling digital transformation and fostering 
innovation. Organisational success in the digital era relies on implementing effective methods 
for managing digital talent, including recruiting, training, and keeping workers with digital 
competence. The study also highlights the strategic significance of digital resource utilisation 
within the RBV framework. Finally, the paper presents practical implications for organisational 
leaders seeking to harness digital resources effectively to achieve sustainable competitive 
advantage in the digital era. Findings underscore the strategic importance of digital resource 
utilisation in enhancing organisational competitiveness and driving long-term growth. The study 
contributes to understanding how organisations can optimally leverage digital resources within 
the RBV framework. 
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1. INTRODUCTION  

 
The rapid evolution of digital technologies has catalysed a paradigm shift in organisational 

operations, prompting a fundamental re-evaluation of strategies to secure competitive advantage. In 
navigating this dynamic landscape, the RBV theory emerges as a compelling framework, offering 
invaluable insights into how organisations can harness digital resources to fortify their competitive 
standing (Barney, 1991). This paper explores RBV principles applied within the digital domain, 
shedding light on the pivotal role of digital resources in shaping organisational success. Central to this 
examination is an in-depth analysis of key facets that underpin the strategic deployment of digital 
resources. At the forefront is the strategic utilisation of data, which has emerged as a cornerstone of 
competitive differentiation in the digital era (Bharadwaj, 2000). Advanced analytics and machine 
learning algorithms enable organisations to extract key insights from vast troves of data, empowering 
informed decision-making, personalised customer experiences, and operational optimisation (Wamba 
et al., 2015; Mehta, Pandit & Shukla, 2019). 

The widespread use of digital platforms has fundamentally altered the corporate environment, 
providing organisations with exceptional prospects to cultivate interaction and unleash value (Gawer 
& Cusumano, 2014). In addition to digital ecosystems, organisations may also optimise and exploit 
opportunities presented by cutting-edge technology such as artificial intelligence (AI). These 
technologies enable firms to create new ideas, improve operations, and provide value to consumers in 
unique ways, therefore strengthening their ability to compete. Effective personnel management and 
technical expertise are crucial for organisational performance in the digital era (Davenport, Harris, & 
Shapiro, 2010).  

Organisations must develop a workforce with digital skills and a continuous learning and 
innovation culture, as this is an enabler to adapt quickly to the ever-changing business environment 
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and market conditions (Provost & Fawcett, 2013). Additionally, agility and adaptability emerge as 
indispensable attributes in navigating the turbulence of the digital landscape (Teece, 2007). 
Organisations must be able to pivot swiftly in response to changing consumer preferences, 
technological disruptions, and competitive pressures, thereby seizing emerging opportunities and 
mitigating risks. Lastly, strategic partnerships and alliances present a potent avenue for augmenting 
organisational capabilities and expanding market reach (Gulati, Lavie, & Singh, 2009). Organisations 
can access complementary resources, share risks, and catalyse innovation by forging collaborative 
relationships with external stakeholders, including startups, technology providers, and industry 
consortia (Todeva & Knoke,  2005; AIContentfy, 2023). This paper aims to analyse digital resource 
utilisation using the RBV framework. The paper provides practical recommendations on how 
organisations can effectively use digital resources to attain a sustainable competitive edge in a con 

stantly changing digital environment. 
 

2. LITERATURE REVIEW 
 

2.1. Resource-based view (RBV)  
 
The RBV, commonly known as the "resource-based view of the firm," serves as a managerial 

framework to identify and leverage strategic resources within an organisation to attain enduring 
competitive advantages (Barney, 1991). This theoretical perspective emphasises the significance of 
internal resources and capabilities in shaping a firm's competitive position in the market (Barney, 
1991; Madhani, 2009; Holdford, 2018). Through the RBV lens, firms can analyse their internal 
strengths and weaknesses to devise strategies that capitalise on distinctive competencies and foster 
sustainable competitive advantages over time (Barney, 1991). This framework encompasses tangible 
and intangible assets, including but not limited to human capital, technology, brand reputation, and 
organisational culture; the RBV underscores the importance of leveraging unique resources that are 
valuable, rare, inimitable, and non-substitutable (VRIN) (Barney, 1991). This study is based on the 
premise that technology and data are strategic assets organisations leverage to gain competitive 
advantages. 

 
2.2. Data as a Strategic Asset 

 
In today's digital era, data has become a pivotal asset for organisations striving to establish and 

maintain a competitive edge (Agustian et al., 2023). Organisations can tap into the power of 
sophisticated analytics and machine learning algorithms to fully utilise data and extract valuable 
insights (Davenport, 2014; Schildt, 2016). This empowers organisations to enhance customer 
experiences, optimise operational efficiency, and make well-informed strategic decisions (Provost & 
Fawcett, 2013). This section delves into the strategic significance of data within the RBV framework, 
shedding light on optimal data collection, analysis, and utilisation practices to drive organisational 
success (Barney, 1991). The strategic importance of data within the RBV framework cannot be 
emphasised. Data is an indispensable component of organisational decision-making processes in the 
digital environment, where information is paramount (Wamba et al., 2015). Organisations can 
harness the power of advanced analytics tools and algorithms to derive valuable insights from extensive 
data sets, turning raw information into actionable intelligence (Chen et al., 2012). This analytical 
capability enables organisations to make data-driven decisions grounded in empirical evidence rather 
than speculation, thereby boosting the effectiveness and accuracy of strategic endeavours. 

Organisations leverage data analytics to gain deeper insights into customer preferences, 
behaviours, and pain points, enhancing customer experiences, a crucial aspect of competitive 
differentiation in today's hyper-connected world (Verhoef et al., 2015). From personalised marketing 
campaigns to tailored product recommendations, data-driven insights empower organisations to 
cultivate meaningful and enduring relationships with their customer base, fostering loyalty and 
advocacy (Provost & Fawcett, 2013). Furthermore, data analytics holds immense potential for 
optimising organisations' operational efficiency and resource allocation (Bose, 2009). Organisations 
can leverage operational data streams to pinpoint inefficiencies, streamline processes, and bolster 
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productivity across diverse operational areas (Marr, 2015). Whether optimising the supply chain or 
implementing predictive maintenance strategies, data-driven insights empower organisations to 
achieve operational excellence and derive optimal value from their resources (Daily & Peterson, 
2017). Figure 2 illustrates the ten benefits and levels of embracing data as a strategic asset for future 
success these benefits. These stages outline the progressive evolution of data capabilities, starting with 
data recognition and advancing through data collection, analysis, implementation, and optimisation. 
Each stage represents a significant milestone in the organisation's data journey, emphasising the 
importance of structured data management. Through this framework, organisations systematically 
leverage data to drive innovation, enhance decision-making, and achieve sustainable success in today's 
data-driven landscape (Wamba et al., 2015; Parker et al., 2016). Recognising data as a strategic asset 
yields myriad advantages beyond decision-making and gaining a competitive edge, fostering 
enhancements across diverse aspects of an organisation, from personalised marketing to risk 
mitigation and talent management (Provost & Fawcett, 2013; Wamba et al., 2015; Mehta, Pandit & 
Shukla, 2019). This approach guarantees sustained success and resilience in an increasingly dynamic 
business environment. 

 

 
 

Figure 1. Ten levels and benefits of embracing data as a strategic asset. 
 
To fully capitalise on the strategic potential of data within the RBV framework, organisations 

must adhere to best practices for data collection, analysis, and utilisation. It is necessary to establish 
comprehensive data governance frameworks to guarantee data quality, integrity, and security at every 
stage of its lifecycle (Yang et al., 2019; Hassani & MacFeely, 2023; Kumar, 2023). Additionally, 
organisations must invest in state-of-the-art analytics infrastructure and talent to effectively mine and 
interpret data insights (Sivarajah et al., 2016). Moreover, fostering a data-driven culture committed 
to evidence-based decision-making and continuous learning is paramount to realising the full 
transformative potential of data within organisations (Provost & Fawcett, 2013). 

2.3. Digital Platforms and Ecosystems 
 
Within the current corporate environment, digital platforms play a crucial role in enabling 

interactions between many stakeholders, such as users, producers, and other players (Parker et al., 
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2016). These platforms act as primary centres for interaction, providing enterprises with exceptional 
potential to use network effects and extend their market reach (Hagiu & Wright, 2015). This section 
explores the significant impact of digital platforms and ecosystems on gaining a competitive edge, 
using examples from successful industry leaders like Amazon, Google, and Facebook (Parker et al., 
2016). The graph  (Figure 3) illustrates several crucial factors for optimising digital platforms and 
ecosystems. These include interconnectedness, which allows for collaboration among various 
stakeholders, scalability to accommodate growth without compromising performance, and leveraging 
network effects to enhance value as more users engage with the platform. Digital platforms represent 
the cornerstone of modern business ecosystems, enabling organisations to cultivate vibrant 
communities of users and participants (Eisenmann et al., 2006). Network effects have a more 
significant impact by encouraging people to connect and do business within these communities 
(Parker et al., 2016). The exponential growth of digital platforms such as social media networks, e-
commerce marketplaces, and software-as-a-service (SaaS) platforms underscores their significance as 
catalysts for innovation and value creation (Parker et al., 2016). Leading digital players such as 
TakeLot, Netflix, Amazon, Google, and Facebook have demonstrated the transformative power of 
digital platforms in driving competitive advantage (Choudary, 2015). Amazon's e-commerce platform 
has transformed the retail industry by providing millions of consumers with a smooth shopping 
experience and an extensive range of items (Khan, 2017; Varma et al., 2024). 

 

 
Figure 2. Factors for consideration for the optimal Digital Platforms and Ecosystems 
Similarly, Google's services ecosystem, including search, advertising, and cloud computing, has 

reshaped how individuals and businesses access and utilise information (Chen,  Kraemer & Sharma, 
2009). Facebook's social networking platform has redefined communication and connectivity, 
enabling users to engage with friends, family, and brands across the globe (Alhabash & Ma, 2017). 
To fully use the capabilities of digital platforms, organisations need to implement strategic methods 
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for constructing and overseeing these ecosystems efficiently (Parker et al., 2016). They seamlessly 
integrate various services and functionalities to create cohesive and intuitive user experiences (Hagiu 
& Wright, 2015). Organisations must prioritise interoperability and compatibility across different 
platforms and devices to ensure accessibility and convenience for users (Hagiu & Wright, 2015). 
Moreover, organisations must cultivate vibrant and engaged communities within their digital 
ecosystems, fostering collaboration, feedback, and innovation (Eisenmann et al., 2006). Furthermore, 
organisations must embrace a culture of experimentation and iteration, continuously refining and 
evolving their digital platforms to meet users' changing needs and preferences (Choudary, 2015).  

 
2.4. Technological Capabilities 

 
Technological breakthroughs such as AI, blockchain, and cloud computing, identified as drivers 

for innovation (Ahi et al., 2022), offer organisations unique opportunities to increase their value 
proposition to consumers (Reinartz, Wiegand & Imschloss, 2019). Exploring the strategic 
implications of these technological capabilities within the RBV framework reveals their role in 
fostering competitive differentiation and organisational success (Barney, 1991). Strategies for 
innovating products, optimising processes, and improving operational efficiency are underscored, 
demonstrating how organisations can develop expertise in these emerging technologies. Integrating 
emerging technologies within the RBV framework brings profound strategic implications, reshaping 
the competitive landscape and industry norms (Hajar et al., 2023). Artificial intelligence, for instance, 
enables organisations to unlock new insights from vast troves of data, automate tasks, and personalise 
customer experiences (Brynjolfsson & McAfee, 2017; Dabbous et al., 2022). Organisations can utilize 
machine learning algorithms to create predictive analytics models, enhance decision-making 
processes, and foster innovation across multiple domains (Davenport & Ronanki, 2018). 

Blockchain technology can transform companies by providing unchangeable and easily 
understood records for safe transactions and data sharing (Wang, Singgih, Wang  & Rit, 2019). 
Organisations can leverage blockchain to streamline supply chain management, enhance transparency 
in financial transactions, and mitigate fraud and counterfeiting risks (Tapscott & Tapscott, 2016). 
Cloud computing is a game-changing technology that allows businesses to broaden their customer 
base, reduce infrastructure costs, and accelerate the introduction of innovative goods and services  
(Armbrust et al., 2010). Using cloud-based platforms and services, companies gain access to 
computing resources as needed, fostering agility and adaptability in response to evolving market 
dynamics (Buyya et al., 2009). Moreover, cloud computing catalyses collaboration and innovation by 
providing a centralised hub for data storage, processing, and analysis (Buyya et al., 2009). 

While this is happening, the Internet of Things (IoT) is revolutionising the operations of 
organisations by enabling seamless connections between physical objects and sensors (Zanella et al., 
2014). This is ushering in a new age of data collecting, analysis, and automation.  (Atzori et al., 2010). 
By embedding sensors within products and infrastructure, enterprises can capture real-time insights 
into performance metrics, usage patterns, and customer interactions (Borgia, 2014). This data-centric 
approach empowers organisations to streamline processes, enhance decision-making capabilities, and 
deliver tailored experiences to their clientele (Allam & Dhunny, 2019). Organisations must invest in 
developing expertise and capabilities in these areas to capitalise on the strategic potential of emerging 
technologies within the RBV framework, which involves fostering innovation and experimentation, 
encouraging collaboration across interdisciplinary teams, and providing training and resources to 
support skill development (Crook, Sirmon & Wright, 2021). 

 
 
 

2.5. Digital Talent and Skills 
 
In today's digital era, human capital is pivotal for organisational success, driving digital 

transformation and innovation. Effective digital talent management within the RBV framework is 
crucial (Crook, Sirmon & Wright, 2021), focusing on recruiting, training, and retaining employees 
with digital expertise. Recruiting involves identifying specific digital skills, utilising online platforms, 
and conducting competency-based interviews (Karimi et al., 2019). Training includes specialised 
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programs, online resources, and participation in industry events. Retention strategies revolve around 
fostering a supportive work environment, offering competitive compensation, and recognising digital 
contributions (Rosales et al., 2022; Agustian et al., 2023). Optimising IT resources within the digital 
management framework relies on these strategies. Aligning resources IT with organisational goals 
fosters continual learning and development, enabling businesses to navigate the digital landscape 
effectively (Verhoef et al., 2015; Verhoef et al., 2020). 

 

 
Figure 3. Digital Talent Management Framework 

 
The strategic importance of digital talent within the RBV framework cannot be overstated. In 

today's digital economy, where technology evolves rapidly, organisations must possess a workforce 
with the requisite digital skills to navigate complex technological landscapes and drive innovation 
(Mazurchenko & Maršíková, 2019; Schneider & Kokshagina, 2021; Trenerry et al., 2021). 
Organisations may create an atmosphere that supports digital transformation by hiring people with 
various skills and experiences. This promotes a culture of innovation, cooperation, and ongoing 
learning (Mihu, Pitic & Bayraktar, 2023). Moreover, organisations need to prioritise training and 
development programs to enhance the skills of current workers and provide them with the necessary 
digital competencies to thrive in the digital era (Nhung, 2023). Nhung's research underscores the 
transformative potential of Digital HRM in reshaping traditional training paradigms into dynamic, 
learner-centric approaches that drive continuous improvement and innovation within organisations. 
Through targeted training programs, workshops, and certifications, organisations can empower 
employees to embrace emerging technologies, adapt to new digital tools and methodologies, and drive 
organisational growth and innovation (Leoste et al., 2021). Moreover, organisations must adopt 
strategic approaches to talent retention, recognising and rewarding employees who demonstrate 
digital understanding and contribute to organisational success (Rosales et al., 2022; Agustian et al., 
2023; Urme, 2023). Organisations may cultivate loyalty and commitment within their digital talent 
pool, thereby minimising turnover and conserving institutional knowledge, providing competitive 
salary packages, career growth chances, and a supportive work environment (Urme, 2023). To 
efficiently handle digital talent within the RBV framework, organisations need to implement a 
comprehensive strategy that includes recruiting, training, and retention initiatives (Karimi et al., 
2019; Rosales et al., 2022; Agustian et al., 2023; Urme, 2023). This involves aligning talent 
management practices with organisational goals and priorities, identifying key competencies and skill 
gaps, and implementing targeted interventions to address these gaps (Davenport & Westerman, 2018; 
Crook, Sirmon & Wright, 2021). Moreover, organisations must foster a continuous learning and 
development culture, encouraging employees to embrace lifelong learning and take advantage of 
opportunities for personal and professional growth and development (Provost & Fawcett, 2013). 

 
2.6. Agility and Adaptability 

 
In today's corporate world, characterised by rapid technological advancements and shifting market 

conditions, swiftly adapting and responding to challenges is crucial for managing uncertainty and 
achieving long-term development (Urme, 2023). Agility and adaptability play pivotal roles within the 
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RBV framework, enabling organisations to effectively respond to changes in consumer preferences, 
technological disruptions, and competitive dynamics (Urme, 2023). The strategic significance of 
agility and adaptability within the RBV framework lies in their ability to enable organisations to 
anticipate and respond proactively to changes in the external environment (Nurjaman et al., 2021). 
In today's volatile and uncertain business landscape, characterised by rapid technological innovation 
and evolving consumer preferences, organisations must possess the flexibility and resilience to pivot 
quickly and seize emerging opportunities (Weber, Tarba & Tarba, 2014; Grover, V.2022). 
Organisations can prosper in volatile and uncertain market conditions by adopting agility and 
adaptability as fundamental characteristics (Teece, Peteraf & Leih, 2016).  

To cultivate agility and adaptability within the RBV framework, organisations must adopt 
strategic approaches that foster a culture of innovation, experimentation, and continuous learning 
(Lawson & Samson, 2001). This involves granting authority to workers at every level of the 
organisation to make well-considered decisions that include some amount of uncertainty, explore 
novel concepts, and gain knowledge from achievements and setbacks. In addition to investing in agile 
processes and structures for swift decision-making and execution, organisations should also focus on 
flattening hierarchical structures, empowering cross-functional teams, and streamlining decision-
making processes to enhance agility and responsiveness (Gregory, Barroca & Sharp, 2024). Moreover, 
they need to adopt a continuous learning and adaptation culture, understanding that agility and 
adaptability are ongoing processes requiring constant refinement (Provost & Fawcett, 2013). 
Additionally, embracing feedback mechanisms and performance metrics is crucial for organisations 
to monitor and evaluate their agility and adaptability, pinpointing areas for improvement and 
adjusting courses as needed (Nethavhani, 2022). 

 
2.7. Strategic Partnerships and Alliances 

 
In the modern business landscape, collaboration with external partners emerges as a strategic 

imperative for organisations seeking to augment their internal resources and capabilities (Eisenmann 
et al., 2006; Buyya et al., 2009; Crook, Sirmon & Wright, 2021). Organisations can access new 
markets, technologies, and expertise by forging alliances with startups, technology providers, and 
industry consortia, enhancing their competitive positioning and driving long-term growth (Todeva 
& Knoke,  2005; AIContentfy, 2023). The strategic importance of partnerships and alliances within 
the RBV framework, highlighting the benefits of collaborative approaches to innovation and value 
creation, has been extensively discussed in the literature (Eisenhardt & Schoonhoven, 1996; Pereira 
et al., 2021; Ozdemir et al., 2023). Scholars have emphasised the role of strategic partnerships in 
enhancing competitiveness and navigating the complexities of the digital era  (Todeva & Knoke,  
2005; Olutimehin et al., 2024). Additionally, research suggests that organisations can identify and 
cultivate strategic partnerships to capitalise on synergies and drive growth (Todeva & Knoke,  2005). 
The framework shown in Figure 5 below illustrates a comprehensive approach to partnerships, 
including advantages, tactics, execution, and assessment, to guarantee the desired maximum 
utilisation and results. 

 
Figure 4. Framework for strategic partnerships and alliances 
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Strategic partnerships and alliances play a pivotal role within the RBV framework, enabling 

organisations to leverage external resources and capabilities to complement their internal strengths 
(Todeva & Knoke,  2005; He et al., 2021). As depicted in Figure 6 below, they offer significant 
advantages, notably by facilitating knowledge transfer and co-creation of value. 

 
Figure 5. Benefits and advantages of strategic partnerships 

 
While strategic partnerships and alliances offer opportunities and benefits, they also entail 

challenges and shortcomings, further depicted in Table 1 below. Organisations must adopt a 
systematic approach that aligns with their strategic goals and priorities to effectively identify and 
cultivate strategic partnerships (Todeva & Knoke,  2005; He et al., 2021; Olutimehin et al., 2024). 
Access to source code presents opportunities and challenges for organisations in the digital age. 
Limited access to source code can hinder organisations from customising software to meet specific 
needs, potentially leading to vendor lock-in (Sahandi & Tian, 2016). Additionally, ensuring privacy 
and cybersecurity when accessing source code is essential, as a lack of transparency may pose privacy 
risks and vulnerabilities to cyber. Moreover, accessing source code may expose organisations to data 
threats such as unauthorised access and breaches, emphasising proper safeguards. Transparency in the 
procurement process ensures fairness and competitiveness in vendor selection, mitigating risks of 
favouritism and inefficiencies.  

Addressing intellectual property rights concerns is paramount to avoid disputes and legal liabilities 
(Abdallah, Abdallah & Salah, 2023). Ensuring compliance with legal and regulatory mandates, 
including copyright laws and data protection regulations, is crucial for avoiding legal consequences 
and safeguarding reputation (Scharf, 2013). Accessing and utilising source code necessitates technical 
expertise and resources, highlighting the importance of investing in training and development 
(Brynjolfsson & McAfee, 2017). Relying on vendors for source code access exposes organisations to 
vendor dependence and associated risks, emphasising the need for effective risk management 
strategies,  clear policies, standard operating poceduresm to promote transparency and accountability 
throughout the source code lifecycle, while transparent processes and accountability mechanisms are 
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crucial for ensuring fairness and trustworthiness in source code management (Alexandrova, 2015; 
Kossow, Windwehr & Jenkins,  2021). 

 
Table 1. Challenges related to strategic partnerships and alliances 

Aspect Description 
Access to 
Source Code 

- Limited access to source code can restrict organisations from customising or modifying 
software to suit their specific needs and requirements.  

- Relying on proprietary software can result in vendor lock-in, creating obstacles when 
transitioning to alternative solutions. 

Observation 
of Privacy and 
Cybersecurity 

- Securing privacy and cybersecurity during source code access demands robust security 
protocols to safeguard sensitive data against unauthorised access or breaches. 

- Lack of transparency in handling source code may pose privacy risks and vulnerabilities to 
cyber threats. 

Data Threats - Accessing source code may expose organisations to threats such as unauthorised data access, 
breaches, and malicious attacks.  

- Without proper safeguards, sensitive data contained within the source code could be 
compromised, leading to significant consequences for the organisation. 

Procurement 
Process and 
Transparency 

- The procurement process for accessing source code might lack transparency, hindering the 
evaluation of fairness and competitiveness in vendor selection. 

- Lack of transparency in procurement may result in favouritism, corruption, or 
inefficiencies in vendor selection and contract negotiation. 

Evergreen 
Contract 

- Evergreen contracts for accessing source code may lead to long-term dependencies on 
vendors, limiting organisations' flexibility and bargaining power in renegotiating terms 
and conditions.  

- Lack of periodic contract reviews and renewal assessments may result in outdated 
agreements that no longer meet organisational needs. 

Inclusion of 
Third Parties 
or Partners 

- Involving third parties or partners in accessing source code may introduce complexities in 
contractual agreements, intellectual property rights, and responsibilities.  

- Coordination and alignment of interests among multiple parties may present challenges in 
decision-making and accountability. 

Intellectual 
Property 
Rights 

- Accessing source code may raise concerns regarding intellectual property rights, including 
ownership, licensing, and usage rights. 

- Organisations must ensure clarity and legality in intellectual property agreements to avoid 
disputes and legal liabilities. 

Compliance 
with Legal and 
Regulatory 
Requirements 

- Organisations accessing source code must comply with various legal and regulatory 
requirements, including copyright laws, data protection regulations, and industry 
standards.  

- Non-compliance may result in legal consequences, financial penalties, and damage to 
reputation. 

Technical 
Expertise and 
Resources 

- Accessing and utilising source code requires technical expertise and resources, including 
skilled developers, software engineers, and IT infrastructure.  

- Organisations must invest in training and development to build and maintain the 
necessary capabilities for source code management. 

Vendor 
Dependence 
and Risk 
Management 

- Relying on vendors for access to source code exposes organisations to vendor dependence 
and associated risks, including service disruptions, contractual disputes, and vendor lock-
in.  

- Implementing efficient risk management solutions is crucial to minimizing vendor-related 
risks and guaranteeing the company's uninterrupted operation.  

Transparency 
and 
Accountability 

- Transparent processes and precise accountability mechanisms ensure fairness, integrity, 
and trustworthiness in accessing and managing source code.  

- Organisations must develop unambiguous rules and processes to enhance openness and 
accountability throughout the life of the source code. 

 
 

3. RESEARCH METHOD AND MATERIALS 
 

This study utilises a qualitative research technique, especially theme analysis, to investigate the use 
of digital resources within the framework of the RBV. Thematic analysis, a systematic approach 
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utilised to identify, analyse, and outline recurring themes or patterns within qualitative data (Braun 
& Clarke, 2006), was employed in this study. It was conducted based on an empirical literature 
review, which entails reviewing and synthesising existing research findings concerning the strategic 
utilisation of digital resources in organisational contexts (Bowen, 2009; Snyder, 2019). The empirical 
literature review served as the primary source of qualitative data for thematic analysis (Braun & 
Clarke, 2006). 

 
3.1. Operational framework  

 
The study's operational model encompasses the strategic use of digital resources within the RBV 

framework. The comprehensive framework explores vital facets such as data use, digital platforms, 
technological capabilities, talent management, agility, and strategic partnerships.  
Through advanced analytics and machine learning algorithms, organisations can extract actionable 
insights from data to inform decision-making and enhance customer experiences (Marr, 2015; 
Wamba et al., 2015). Digital platforms serve as central hubs for interactions, enabling organisations 
to capture network effects and extend their reach across diverse markets (Parker et al., 2016). 
Technological capabilities such as AI, blockchain, cloud computing, and IoT empower organisations 
to innovate and deliver value to customers (Provost & Fawcett, 2013). Effective talent management 
involves recruiting, training, and retaining employees with digital proficiencies, fostering a culture of 
continuous learning and innovation (Davenport & Westerman, 2018). Agility and adaptability are 
essential for navigating uncertainty and seizing emerging opportunities in the dynamic digital 
landscape (Grover, 2022). Lastly, strategic partnerships and alliances complement internal resources, 
enabling organisations to access new markets, technologies, and expertise, enhancing competitiveness 
and driving long-term growth (Gulati et al., 2009). 

 
Figure 6. Operational Framework for Strategic Utilisation of Digital Resources. 

 
 

4. CONCLUSION  
 

The RBV theory offers a powerful lens for understanding how organisations can leverage digital 
resources to gain a competitive advantage in today's dynamic digital landscape. Organisations can 
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succeed in an increasingly competitive digital marketplace by applying RBV principles to the digital 
realm and adopting strategies that emphasise the strategic importance of data, digital platforms, 
technological capabilities, talent management, agility, and strategic partnerships. As organisations 
navigate digital transformation, effectively utilising digital resources will be essential for achieving 
sustainable competitive advantage and driving long-term growth. 

 
 

REFERENCES  
 
Abdallah, M., Abdallah, M., & Salah, M. (2023). Artificial Intelligence and Intellectual Properties: Legal and 

Ethical Considerations. International Journal of Intelligent Systems and Applications in Engineering, 
12(1), 368-376. 

Agustian, K., Mubarok, E. S., Zen, A., & Malik, A. J. (2023). The Impact of Digital Transformation on Business 
Models and Competitive Advantage. Technology and Society Perspectives (TACIT), 1(2), 79-93. 
https://doi.org/10.61100/tacit.v1i2.55  

Agustian, K., Pohan, A., Zen, A., & Malik, A. J. (2023). Human Resource Management Strategies in Achieving 
Competitive Advantage in Business Administration. Journal of Contemporary Administration and 
Management (ADMAN), 1(2), 108-117. https://doi.org/10.61100/adman.v1i2.53    

Ahi, A. A., Sinkovics, N., Shildibekov, Y., Sinkovics, R. R., & Mehandjiev, N. (2022). Advanced technologies 
and international business: A multidisciplinary analysis of the literature. International Business Review, 
31(4), 101967. https://doi.org/10.1016/j.ibusrev.2021.101967  

AIContentfy Team. (2023, November 6). The importance of strategic partnerships in startups. AIContentfy 
Blog. https://www.aicontentfy.com/blog/the-importance-of-strategic-partnerships-in-startups  

Alexandrova, M. (2015). Risk Factors in IT Outsourcing Partnerships: Vendors' Perspective. Global Business 
Review, 16(5), 747-759. https://doi.org/10.1177/0972150915591427.  

Alhabash, S., & Ma, M. (2017). A Tale of Four Platforms: Motivations and Uses of Facebook, Twitter, 
Instagram, and Snapchat Among College Students. Social Media + Society, 3(1), 2056305117691544. 
https://doi.org/10.1177/2056305117691544    

Allam, Z., & Dhunny, A. Z. (2019). On Big Data, Artificial Intelligence and Smart Cities. Cities, 89(Special 
Issue), 80-91. https://doi.org/10.1016/j.cities.2019.01.032    

Allioui, H., & Mourdi, Y. (2023, September 22). Exploring the Full Potentials of IoT for Better Financial 
Growth and Stability: A Comprehensive Survey. Sensors (Basel), 23(19), 8015. 
https://doi.org/10.3390/s23198015  

Armbrust, M., Fox, A., Griffith, R., Joseph, A. D., Katz, R., Konwinski, A., ... & Zaharia, M. (2010). A view of 
cloud computing. Communications of the ACM, 53(4), 50-58. 

Atzori, L., Iera, A., & Morabito, G. (2010). The Internet of Things: A survey. Computer Networks, 54(15), 
2787-2805. 

Barney, J. B. (1991). Firm resources and sustained competitive advantage. Journal of Management, 17(1), 99-
120. 

Bharadwaj, A. S. (2000). A resource-based perspective on information technology capability and firm 
performance: An empirical investigation. MIS Quarterly, 24(1), 169-196. 

Borgia, E. (2014). The Internet of Things vision: Key features, applications and open issues. Computer 
Communications, 54, 1-31. 

Bose, R. (2009). Advanced analytics: Opportunities and challenges. Industrial Management & Data Systems, 
109(2), 155-172. 

Bowen, G. (2009). Document Analysis as a Qualitative Research Method. Qualitative Research Journal, 9(2), 
27-40. https://doi.org/10.3316/QRJ0902027  

Braun, V., & Clarke, V. (2006). Using thematic analysis in psychology. Qualitative Research in Psychology, 
3(2), 77-101. 

Brynjolfsson, E., & McAfee, A. (2017). The business of artificial intelligence. Harvard Business Review, 95(1), 
116-128. 

Buyya, R., Yeo, C. S., Venugopal, S., Broberg, J., & Brandic, I. (2009). Cloud computing and emerging IT 
platforms: Vision, hype, and reality for delivering computing as the 5th utility. Future Generation 
Computer Systems, 25(6), 599-616. 

Chen, H., Chiang, R. H., & Storey, V. C. (2012). Business intelligence and analytics: From big data to big 
impact. MIS Quarterly, 36(4), 1165-1188. 

Chen, R., Kraemer, K. & Sharma, P. Google: The World's First Information Utility?. Bus. Inf. Syst. Eng., 1, 
53–61 (2009). https://doi.org/10.1007/s12599-008-0011-6  

Choudary, S. P. (2015). Platform scale: How an emerging business model helps startups build large empires with 
minimum investment. Platform Thinking Labs. 

https://doi.org/10.1080/xxxxxxxxxxxxxxx
https://goldenratio.id/index.php/grhrm
https://issn.lipi.go.id/terbit/detail/20210426550042328
https://creativecommons.org/licenses/by-sa/4.0/
https://doi.org/10.61100/tacit.v1i2.55
https://doi.org/10.61100/adman.v1i2.53
https://doi.org/10.1016/j.ibusrev.2021.101967
https://www.aicontentfy.com/blog/the-importance-of-strategic-partnerships-in-startups
https://doi.org/10.1177/0972150915591427
https://doi.org/10.1177/2056305117691544
https://doi.org/10.1016/j.cities.2019.01.032
https://doi.org/10.3390/s23198015
https://doi.org/10.3316/QRJ0902027
https://doi.org/10.1007/s12599-008-0011-6


2024 The Author(s). This open-access article is distributed under a Creative Commons 
Attribution (CC-BY) 4.0 license. 

Michael Mncedisi Willie, Golden Ratio of Human Resource Management, Vol.4, Issue. 1 (2024)  
 
https://doi.org/10.52970/grhrm.v5i1.415 
 
Website: https://goldenratio.id/index.php/grhrm     ISSN [Online] 2776-6365 

 
   Page 12 of 14  
 

 

Crook, T. R., Sirmon, D. G., & Wright, M. (2021). The Evolution of Resource-Based Inquiry: A Review and 
Meta-Analytic Integration of the Strategic Resources–Actions–Performance Pathway. Journal of 
Management. https://doi.org/10.1177/0149206321994182  

Dabbous, A., Aoun Barakat, K., & Merhej Sayegh, M. (2022). Enabling organisational use of artificial 
intelligence: An employee perspective. Journal of Asia Business Studies, 16(2), 245-266. 
https://doi.org/10.1108/JABS-09-2020-0372  

Daily, J., & Peterson, J. (2017). Predictive Maintenance: How Big Data Analysis Can Improve Maintenance. In 
Supply Chain Integration Challenges in Commercial Aerospace. DOI: 10.1007/978-3-319-46155-7_18.  

Davenport, T. H. (2014). How strategists use "big data" to support internal business decisions, discovery and 
production. Strategy and Leadership, 42(4). https://doi.org/10.1108/SL-05-2014-0034  

Davenport, T. H., & Ronanki, R. (2018). Artificial intelligence for the real world. Harvard Business Review, 
96(1), 108-116. 

Davenport, T. H., Harris, J., & Shapiro, J. (2010). Competing on talent analytics. Harvard Business Review, 
88(10), 52-58. 

Eisenhardt, K. M., & Schoonhoven, C. B. (1996). Resource-Based View of Strategic Alliance Formation: 
Strategic and Social Effects in Entrepreneurial Firms. Organization Science, 7(2), 136–150. 
http://www.jstor.org/stable/2634977  

Eisenmann, T., Parker, G., & Van Alstyne, M. W. (2006). Strategies for two-sided markets. Harvard Business 
Review, 84(10), 92-101. 

Gawer, A., & Cusumano, M. A. (2014). Industry platforms and ecosystem innovation. Journal of Product 
Innovation Management, 31(3), 417-433. 

Gregory, P., Barroca, L., & Sharp, H. (2024). Agile human resource management: A systematic mapping study. 
German Journal of Human Resource Management. https://doi.org/10.1177/23970022231226316  

Grover, V. (2022). Digital agility: Responding to digital opportunities. European Journal of Information 
Systems, 31(4), 1-7. https://doi.org/10.1080/0960085X.2022.2096492  

Gulati, R., Lavie, D., & Singh, H. (2009). The nature of partnering experience and the gains from alliances. 
Strategic Management Journal, 30(11), 1213-1233. 

Hagiu, A., & Wright, J. (2015). Multi-sided platforms. International Journal of Industrial Organization, 43, 
162-174. 

Hajar, M. A., Ibrahim, D. N., Darun, M. R., & Al-Sharafi, M. A. (2023). The Role of Emerging Technologies 
in Shaping the Value Innovation Aptitude Toward Competitive Advantage and Sustainability. In Smart 
Technologies for Organizations (pp. xx-xx). https://doi.org/10.1007/978-3-031-24775-0_9  

Hassani, H., & MacFeely, S. (2023). Driving Excellence in Official Statistics: Unleashing the Potential of 
Comprehensive Digital Data Governance. Big Data and Cognitive Computing, 7(3), 134. 
https://doi.org/10.3390/bdcc7030134  

He, Q., Meadows, M., Angwin, D., Gomes, E., & Child, J. (2020). Strategic Alliance Research in the Era of 
Digital Transformation: Perspectives on Future Research. British Journal of Management, 31(3), 589-617. 
https://doi.org/10.1111/1467-8551.12406  

Holdford DA. Resource-based theory of competitive advantage - a framework for pharmacy practice innovation 
research. Pharm Pract (Granada). 2018 Jul-Sep;16(3):1351. 
https://doi.org/10.18549/PharmPract.2018.03.1351. Epub 2018 September 14. PMID: 30416633; 
PMCID: PMC6207354. 

Karimi, A., Teimouri, H., Shahin, A., & Barzoki, A. S. (2019). Identification and ranking of competency-based 
recruitment system criteria: An empirical case study. International Journal of Learning and Intellectual 
Capital, 16(1), 21-39. https://doi.org/10.1504/IJLIC.2019.096933.   

Khan, L. M. (2017). Amazon's Antitrust Paradox. Yale Law Journal, 126(3), 710. Available at: 
https://scholarship.law.columbia.edu/faculty_scholarship/2164/  

Kossow, N., Windwehr, S., & Jenkins, M. (2021). Transparency International Knowledge Hub. Retrieved from 
https://knowledgehub.transparency.org/kproducts.  

Kumar,S. B. (2023). Introductory Chapter: Data Integrity and Data Governance. IntechOpen. 
https://doi.org/10.5772/intechopen.110399.   

Lawson, B., & Samson, D. A. (2001). Developing Innovation Capability in Organizations: A Dynamic 
Capabilities Approach. International Journal of Innovation Management, 5(03), 377-400. 
https://doi.org/10.1142/S1363919601000427   

Leoste, J., Õun, T., Loogma, K., & San Martin, J. (2021). Designing Training Programs to Introduce Emerging 
Technologies to Future Workers-A Pilot Study Based on the Example of Artificial Intelligence Enhanced 
Robotics. Mathematics, 9(22), 2876. https://doi.org/10.3390/math9222876.   

Madhani, P. M. (2009). "Resource Based View (RBV) of Competitive Advantages: Importance, Issues and 
Implications", KHOJ Journal of Indian Management Research and Practices, Vol. 1, No. 2, pp. 2-12. 

Marr, B. (2015). Big data: Using smart big data, analytics and metrics to make better decisions and improve 
performance. Chichester: John Wiley & Sons Ltd. 

https://doi.org/10.1080/xxxxxxxxxxxxxxx
https://goldenratio.id/index.php/grhrm
https://issn.lipi.go.id/terbit/detail/20210426550042328
https://creativecommons.org/licenses/by-sa/4.0/
https://doi.org/10.1177/0149206321994182
https://doi.org/10.1108/JABS-09-2020-0372
https://doi.org/10.1108/SL-05-2014-0034
http://www.jstor.org/stable/2634977
https://doi.org/10.1177/23970022231226316
https://doi.org/10.1080/0960085X.2022.2096492
https://doi.org/10.1007/978-3-031-24775-0_9
https://doi.org/10.3390/bdcc7030134
https://doi.org/10.1111/1467-8551.12406
https://doi.org/10.18549/PharmPract.2018.03.1351
https://doi.org/10.1504/IJLIC.2019.096933
https://scholarship.law.columbia.edu/faculty_scholarship/2164/
https://knowledgehub.transparency.org/kproducts
https://doi.org/10.5772/intechopen.110399
https://doi.org/10.1142/S1363919601000427
https://doi.org/10.3390/math9222876


2024 The Author(s). This open-access article is distributed under a Creative Commons 
Attribution (CC-BY) 4.0 license. 

Michael Mncedisi Willie, Golden Ratio of Human Resource Management, Vol.4, Issue. 1 (2024)  
 
https://doi.org/10.52970/grhrm.v5i1.415 
 
Website: https://goldenratio.id/index.php/grhrm     ISSN [Online] 2776-6365 

 
   Page 13 of 14  
 

 

Mazurchenko, A., & Maršíková, K. (2019). Digitally-Powered Human Resource Management: Skills and Roles 
in the Digital Era. Acta Informatica Pragensia, 8(2), 72-87. https://doi.org/10.18267/j.aip.125.  

Mehta, N., Pandit, A., & Shukla, S. (2019). Transforming healthcare with big data analytics and artificial 
intelligence: A systematic mapping study. Journal of Biomedical Informatics, 100, 103311. 

Mihu, C., Pitic, A., & Bayraktar, D. (2023). Drivers of Digital Transformation and their Impact on 
Organizational Management. Studies in Business and Economics, 18(1), 149-170. 
https://doi.org/10.2478/sbe-2023-0009.    

Nethavhani, M. (2022). The Effect of Organizational Agility on Organizational Performance (Master's thesis, 
Master of Art in Business and Organizational Psychology). 

Nhung, T. (2023). How Does Digital HRM Transform Training to Learning in Organizations? Journal of 
Economics, Finance and Management Studies, 6(8), 66. https://doi.org/10.47191/jefms/v6-i8-66.  

Nurjaman, R., et al. (2021). The Relationship between Strategic Agility and Resource Base View of the Firm 
Performance in Manufacturing Industry: The Research Framework. Journal of Physics: Conference Series, 
1764, 012148. 

Olutimehin, D. O., & Ofodile, O. C., Ejibe, I., & Oyewole, A. (2024). Developing a Strategic Partnership 
Model for Enhanced Performance in Emerging Markets. International Journal of Management & 
Entrepreneurship Research, 6(3), 806-814. https://doi.org/10.51594/ijmer.v6i3.937.   

Ozdemir, S., Carlos Fernandez de Arroyabe, J., Sena, V., & Gupta, S. (2023). Stakeholder diversity and 
collaborative innovation: Integrating the resource-based view with stakeholder theory. Journal of Business 
Research, 164, 113955. https://doi.org/10.1016/j.jbusres.2023.113955  

Parker, G., Van Alstyne, M. W., & Choudary, S. P. (2016). Platform revolution: How networked markets are 
transforming the economy--and how to make them work for you. WW Norton & Company. 

Pereira, B., Lohmann, G., & Houghton, L. (2021). The Role of Collaboration in Innovation and Value Creation 
in the Aviation Industry. Journal of Creating Value. https://doi.org/10.1177/23949643211010588  

Provost, F., & Fawcett, T. (2013). Data science for business: What you need to know about data mining and 
data-analytic thinking. O'Reilly Media, Inc. 

Reinartz, W., Wiegand, N., & Imschloss, M. (2019). The impact of digital transformation on the retailing value 
chain. International Journal of Research in Marketing, 36(3), 350-366. 

Rosales, R., León, I. A., & León-Fuentes, A. L. (2022). Recommendations for Recruitment and Retention of a 
Diverse Workforce: A Report from the Field. Behavior Analysis in Practice, 16(1), 346-361. 
https://doi.org/10.1007/s40617-022-00747-z . PMID: 36212634; PMCID: PMC9524305  

Sahandi, R., & Tian, F. (2016). Critical analysis of vendor lock-in and its impact on cloud computing migration: 
A business perspective. Journal of Cloud Computing, 5(1), 1-18. https://doi.org/10.1186/s13677-016-
0054-z  

Scharf, N. F. (2013). Digital Copyright Law: Exploring the Changing Interface Between Copyright and 
Regulation in the Digital Environment (PhD thesis, University of East Anglia, UEA Law School). 

Schildt, H. (2016). Big data and organisational design – the brave new world of algorithmic management and 
computer augmented transparency. Information Technology & People, 29(1), 23-30. 
https://doi.org/10.1080/14479338.2016.1252043  

Schneider, S., & Kokshagina, O. (2021). Digital transformation: What we have learned (thus far) and what is 
next. Creativity and Innovation Management, 30(2), 384-411. https://doi.org/10.1111/caim.12414  

Sivarajah, U., Kamal, M. M., Irani, Z., & Weerakkody, V. (2016). Critical analysis of Big Data challenges and 
analytical methods. Journal of Business Research, 70, 263-286. 
https://doi.org/10.1016/j.jbusres.2016.08.001  

Snyder, H. (2019). Literature review as a research methodology: An overview and guidelines. Journal of Business 
Research, 104, 333-339. https://doi.org/10.1016/j.jbusres.2019.07.039  

Swan, M. (2015). Blockchain: Blueprint for a new economy. O'Reilly Media, Inc., Sebastopol. 
Tapscott, D., & Tapscott, A. (2016). Blockchain revolution: How the technology behind bitcoin is changing 

money, business, and the world. New York: Penguin Public House. 
Teece, D. J. (2007). Explicating dynamic capabilities: The nature and microfoundations of (sustainable) 

enterprise performance. Strategic Management Journal, 28(13), 1319-1350. 
Teece, D. J., Peteraf, M., & Leih, S. (2016). Dynamic Capabilities and Organisational Agility: Risk, Uncertainty, 

and Strategy in the Innovation Economy. California Management Review, 58(4), 13-35. 
https://doi.org/10.1525/cmr.2016.58.4.13   

Todeva, E., & Knoke, D. (2005). Strategic Alliances and Models of Collaboration. Management Decision, 43(1). 
https://doi.org/10.1108/00251740510572533.  

Trenerry, B., Chng, S., Wang, Y., Suhaila, Z. S., Lim, S. S., Lu, H. Y., & Oh, P. H. (2021). Preparing 
Workplaces for Digital Transformation: An Integrative Review and Framework of Multi-Level Factors. 
Frontiers in Psychology, 12, Article 620766. https://doi.org/10.3389/fpsyg.2021.620766    

Urme, U. N. (2023). The Impact of Talent Management Strategies on Employee Retention. International 
Journal of Science and Business, 28(1). https://doi.org/10.58970/IJSB.2209   

https://doi.org/10.1080/xxxxxxxxxxxxxxx
https://goldenratio.id/index.php/grhrm
https://issn.lipi.go.id/terbit/detail/20210426550042328
https://creativecommons.org/licenses/by-sa/4.0/
https://doi.org/10.18267/j.aip.125
https://doi.org/10.2478/sbe-2023-0009
https://doi.org/10.47191/jefms/v6-i8-66
https://doi.org/10.51594/ijmer.v6i3.937
https://doi.org/10.1016/j.jbusres.2023.113955
https://doi.org/10.1177/23949643211010588
https://doi.org/10.1007/s40617-022-00747-z
https://doi.org/10.1186/s13677-016-0054-z
https://doi.org/10.1186/s13677-016-0054-z
https://doi.org/10.1080/14479338.2016.1252043
https://doi.org/10.1111/caim.12414
https://doi.org/10.1016/j.jbusres.2016.08.001
https://doi.org/10.1016/j.jbusres.2019.07.039
https://doi.org/10.1525/cmr.2016.58.4.13
https://doi.org/10.1108/00251740510572533
https://doi.org/10.3389/fpsyg.2021.620766
https://doi.org/10.58970/IJSB.2209


2024 The Author(s). This open-access article is distributed under a Creative Commons 
Attribution (CC-BY) 4.0 license. 

Michael Mncedisi Willie, Golden Ratio of Human Resource Management, Vol.4, Issue. 1 (2024)  
 
https://doi.org/10.52970/grhrm.v5i1.415 
 
Website: https://goldenratio.id/index.php/grhrm     ISSN [Online] 2776-6365 

 
   Page 14 of 14  
 

 

Varma, A., Varde, Y., Ray, S., & Mishra, N. (2024). Reinventing the retail experience: The case of Amazon Go. 
World Journal of Advanced Research and Reviews, 21(3). https://doi.org/10.30574/wjarr.2024.21.3.0779  

Verhoef, P. C., Broekhuizen, T., Bart, Y., Bhattacharya, A., Qi Dong, J., Fabian, N., & Haenlein, M. (2020). 
Digital transformation: A multidisciplinary reflection and research agenda. Journal of Business Research, 
122, 889-901. https://doi.org/10.1016/j.jbusres.2019.09.022  

Verhoef, P. C., Kannan, P. K., & Inman, J. J. (2015). From multi-channel retailing to omni-channel retailing: 
Introduction to the special issue on multi-channel retailing. Journal of Retailing, 91(2), 174-181. 

Wamba, S. F., Akter, S., Edwards, A., Chopin, G., & Gnanzou, D. (2015). How 'big data' can make big impact: 
Findings from a systematic review and a longitudinal case study. International Journal of Production 
Economics, 165, 234-246. 

Wang, Y., Singgih, M., Wang, J., & Rit, M. (2019). Making sense of blockchain technology: How will it 
transform supply chains? International Journal of Production Economics, 211, 221-236. 
https://doi.org/10.1016/j.ijpe.2019.02.002  

Weber, Y., Tarba, S., & Tarba, S. (2014). Strategic Agility: A State of the Art. California Management Review, 
56(3), 5-12. https://doi.org/10.1525/cmr.2014.56.3.5   

Yang, L., Li, J., Elisa, N. et al. Towards Big data Governance in Cybersecurity. Data-Enabled Discov. Appl. 3, 
10 (2019). https://doi.org/10.1007/s41688-019-0034-9  

Zanella, A., Bui, N., Castellani, A., Vangelista, L., & Zorzi, M. (2014). Internet of things for smart cities. IEEE 
Internet of Things Journal, 1(1), 22-32.  

https://doi.org/10.1080/xxxxxxxxxxxxxxx
https://goldenratio.id/index.php/grhrm
https://issn.lipi.go.id/terbit/detail/20210426550042328
https://creativecommons.org/licenses/by-sa/4.0/
https://doi.org/10.30574/wjarr.2024.21.3.0779
https://doi.org/10.1016/j.jbusres.2019.09.022
https://doi.org/10.1016/j.ijpe.2019.02.002
https://doi.org/10.1525/cmr.2014.56.3.5
https://doi.org/10.1007/s41688-019-0034-9

