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ABSTRACT

Strategic orientation is a principle that guides, directs, and influences organizational activities
that produce behavior to ensure organizational survival, performance, and innovation. Public
sector organizations in the society 5.0 era have the potential to face various changes, environ-
mental uncertainties, and different tasks. Such conditions require a strategic emphasis that com-
bines the Human Resource Management orientation and practices. It is recommended that public
sector organizations in the society 5.0 era possess an analytical framework specific to their
needs. The framework is developed from organizational orientations, practices, and innovations
to assist public sector organizations' leaders in identifying the organization's strategic orientation

and practices.
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1 INTRODUCTION

In public sector organizations, the demand for
services increases but is not always accompa-
nied by an increase in funding sources. Public
sector organizations are increasingly adopting
non-profit sector strategies and practices to
increase efficiency, effectiveness, and per-
formance. Public sector organizations are
faced with scarcity of resources and pressure
to be innovative, retaining a vastly bureaucrat-
ic orientation, and paying attention to the in-
ternal distribution of power. In the society 5.0
era, technological advancement forces change
in society and organizational culture. Organi-
zations that successfully handle various trans-
formational changes can continue to evolve
and adapt along with technological changes.
(Agolla et al., 2017). Innovation is a big chal-
lenge for the society because it has a relation-
ship with the tasks and roles played by the
public sector in terms of technical, social, and

economic transitions. However, innovation
and public organizations seem to be on two
opposite sides because the innovation attrib-
utes are often not shared by public sector or-
ganizations. (Demircioglu, 2017). Innovation
accommodates ideas of technology and mod-
ernization; while on the other hand, public
sector organizations are even seen as some-
thing that is left behind, full of bureaucratic
and conservative structures. (Agolla et al.,
2017). It seems that a culture like this has be-
come a habit that is tolerated to be imple-
mented by public sector organizations. How-
ever, in the society 5.0 era, this culture should
be reduced and not be implemented. Innova-
tion support lies in the strengths obtained
from internal and external of the organization.
Moreover, the public sector innovation drivers
are indeed planned and made according to the
community needs to be compiled based on the
available budget, organizational strategy,
availability of resources, and effective leader-
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ship at all levels of the organization (Agolla et
al., 2017).

Townsend (2013) discusses the relationship
between innovation, change, and the public
sector. Leadership in the organization plays an
essential role in determining various ways of
resolving the dynamics of change and innova-
tion. According to Gelard, Mirsalehi, and
Saleh (2010), transformational leadership is
more receptive to change and encourages in-
novation. The purpose of doing innovation in
an organization is to make the organization
innovative, but this innovation step is closely
related to cultural change in public sector or-
ganizations. (Yasir, Imran, Irshad, Mohamad,
and Khan, 2016).

Change management is related to organiza-
tional culture, organizational culture innova-
tion, and resistance to change. Additionally, it
requires a realignment of strategic orientation
and Human Resource Management within the
scope of public sector organizations.

Problem formulation:

1. This study deals with the challenges in the
society 5.0 era, namely technology, innova-
tion, and culture, which are related to leader-
ship and change to understand how disruptive
innovation is implemented in public sector
organizations.

2. To identify how strategic orientation and
strategic human resource management prac-
tices influence organizational innovation in
public organizations.

Innovation and Cultural Change

According to Volberda et al. (2012), there is a
relationship between innovation and organiza-
tional culture and employees. These days, or-
ganizational change has become essential to
be carried out in public management practic-
es, but an implementation problem in various
public sector organizations is rarely studied.
The focus of attention is more on content than
on how the change process in public organiza-
tions is implemented. In addition, there is a
relationship between disruptive innovation
and how the organization conducts its opera-
tions. According to Yasir, Imran, Irshad, Mo-
hamad, and Khan (2016), organizational cul-
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ture plays a vital role in shaping the frame-
work of thought and action needed by leaders
of public organizations that provide social
value. Various researchers express a similar
view that public sector innovation requires a
different government structure, such as incor-
porating social innovation into government
social policy (Boersma, 2016; Moussa et al.,
2018; Sangiorgi, 2015; McNeill, 2017). Or-
ganizational culture plays an essential role in
organizational development and organization-
al performance (Adu Gyamfi, 2016). Within
the conceptual framework of Moussa et al.
(2018), innovation in the workplace is influ-
enced by three areas, namely barriers, envi-
ronmental problems, and leadership skills. In
fact, the obstacle mindset can be turned into
opportunities because what is considered an
obstacle will not stop innovation; it is, even
more, a challenge that can be overcome by in-
novation (Moussa et al., 2018). This condition
requires the organizational environment and
leadership behavior that supports creating an
organizational culture of innovation in the
workplace. Leadership in the organization
must support and encourage innovation as a
form of appreciation for employee innovation.
(Moussa et al., 2018).

Innovations carried out by the public sector
will be different from innovations in the pri-
vate sector (Boukamel et al., 2017). The dif-
ferentiating factor is the political landscape
and the handling of changes to societal de-
mands or needs as the public sector deals with
more complex issues. This will require the
public sector to develop more complex inno-
vative solutions that may require more excel-
lent resources (Sahni, Maxwell, and Christen-
sen, 2013). Innovative breakthroughs occur in
the public sector because it has undergone
significant transformations to overcome the
social, economic, and political structures that
develop from  post-industrial  societies
(lacovino, Barsanti, & Cinquini, 2017).

Change Management

Transformation in the organization will not be
separated from the vital role of change man-
agement (Yasir, Imran, Irshad, Mohamad, and
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Khan, 2016). The ability of an organization to
adapt to circumstances and be innovative is
reflected in the organization's ability to deal
with various changes (Benerjee, 2016). In the
information age, organizations must share
changes to run a business following the
changing times. It has been proven that the
successful implementation of business opera-
tions and the concept of information technol-
ogy is more determined by change manage-
ment (Sutanto et al., 2008).

This also applies to public organizations
because technological pressures and demands
from regulators to provide good services to
the community encourage change in public
organizations (Sutanto et al., 2008).

All organizations, including the public sec-
tor, cannot avoid changes. In fact, the changes
that occur can become challenges to innovate.
The failure of public organizations to adopt
new technology will undoubtedly hamper
their ability to provide excellent service to the
communities they serve. (Townsend, 2013).

Jones et al. (2016) state a relationship be-
tween organizational change and leadership in
public organizations. Change is a top-down
activity that was planned from before. Top-
down communication is part of planning be-
cause this communication is done as a medi-
um to see and inform the changes (Jones et
al., 2016). According to Sang, Taewon, and
Donghyun (2012), managers usually socialize
these changes in the organization, but as ex-
plained earlier, innovation is a process that
starts from the bottom-up. Current environ-
mental dynamics, forcing companies to
change and adjust to maintain their status to
achieve organizational goals (Andalibi et al.,
2013).

The implementation of information tech-
nology systems is often seen as an agent of
significant organizational change (Gouker,
2009). An essential part of successful innova-
tion involves change management because,
without it, the application of new technology
becomes a challenge. It is recognized that
change management is necessary to success-
fully implement information technology (Su-
tanto, Kankanhalli, Tay, Raman, and Tan,
2008). Like any other organizational change,
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changes in support of information technology
should be aimed at the staff level and the stra-
tegic level.

Change management is related to the hu-
man factor because innovative and agile
workplaces replace the stable pre-information
bureaucracy era, change management be-
comes an essential part of every introduction
of new technology (Jones et al., 2016). The at-
titude of society towards technology is essen-
tial and it becomes a question whether this at-
titude of society hinders the application of
innovative technology. Therefore, the intro-
duction of new technologies and change man-
agement are inseparable across all varieties
(Spacey et al., 2003).

Currently, the challenge to change for the

public sector is getting stronger, especially in
managing the service system to the communi-
ty. These changes can be successful if it in-
volves taking organizational culture changes
in the public sector seriously (Ghiorghita &
Grzegorczyk, 2017). Changes are made
throughout the organization, such as leader-
ship, organizational culture, and all elements
of employees and staff ranks. Public sector
organizations have different characteristics
from the private sector because the public sec-
tor must be more transparent and accountable,
so this makes the public sector more careful in
responding to changes (Ott & Dickie, 2001).
In the society 5.0 era, public sector organiza-
tions cannot be separated from digital innova-
tion in their operations (Ott & Dickie, 2001).
Excellent human resources are needed to in-
novate, including experience, competencies,
intellectual skills, and interpersonal commu-
nication skills among employees and organi-
zational leaders (Ghiorghita & Grzegorczyk,
2017).
Transformational leadership must carry out a
strategic vision for employees and prepare the
resources needed to achieve organizational
goals (Ghiorghita & Grzegorczyk, 2017).
Employees are encouraged to go beyond the
aspirations of personal interests to change
themselves and the organization through em-
ployee participation, which will result in
common organizational goals (Gotsis & Gri-
mani, 2016).
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2 DISCUSSIONS

The definition of disruptive innovation needs
to be studied more inclusively. Disruptive in-
novation is usually referred to as marketplace
and is customer-driven. According to Eggers
(2012), public organizations have the strong
purchasing power to encourage disruptive in-
novation. Some of the factors driving disrup-
tive innovation are technology and leadership.
The more leaders understand innovative tech-
nologies, the more likely the organizational
changes to occur. The technical and cultural
challenges for public sector organizations may
lead to opportunities for growth and develop-
ment. Adaptability and agility play an essen-
tial role in dealing with the challenges of
technology and cultural change. There is a re-
ciprocal relationship between adaptability,
agility, and organizational culture to how the
organization overcomes various existing prob-
lems. As an understanding of what disruptive
innovation means for public organizations,
namely how public organizations apply the
concept. When the public sector applies this
concept, disruptive innovation driven by tech-
nology will create change. Some organiza-
tions see this paradigm shift and as a way for
organizations to carry out organizational and
cultural reforms.

According to the author, there are several
important things on how disruptive innovation
is applied in public sector organizations,
namely:

1. Applying change management to innova-
tion. Culture has a strategic role in adopting
innovations in an organization, and the suc-
cessful adoption of innovative ideas or pro-
cesses depends on the inclusion of change
management. Therefore, the organization can
move forward and adapt to changes to the en-
vironment that adjusts to the interests of so-
ciety. If the change process has resistance to
changes that have an impact on the adoption
of innovation, then the role of change man-
agement becomes the driving force for the en-
tire organization in preparing for transfor-
mation and adaptation to these changes.

2. Public sector organizations need to create a
disruptive innovation model. This is because
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public sector organizations do not have a
market like private sector organizations but
have external and internal forces that influ-
ence the way they work, so disruptive innova-
tion is defined as creating a model that must
force fundamental changes to be creative and
adaptive.

3. Technology support. Technology has been
the driving force for many innovative changes
in organizations. Technology is the driving
force that supports change and reform, and
innovation (Romanelli, 2017). However, if it
is only related to technology, it will not create
innovation, as it requires an organizational
culture change and how organizational culture
is developed to adapt to the introduction of
new technologies.

Introducing technology to the public sec-
tors helps these organizations make internal
corrections to become knowledge-oriented
organizations based on information technolo-
gy (Romanelli, 2017). The introduction of
technology in organizations opens doors in
modernization by managing information and
knowledge, making organizations implement
disruptive innovations in their organizational
culture (Shibambu and Ditsa, 2017).

Furthermore, to identify the strategic orien-
tation and practice of Strategic Human Re-
source Management in public organizations, it
is necessary first to understand that the leader-
ship of public organizations certainly faces
environmental uncertainty. This requires op-
tions and approaches to respond effectively to
challenges of public organizations that can be
identified as follows:

1. Public sector organizations need knowledge
of environmental uncertainty in the public
sector. Public sector organizations need to re-
spond to demands and pressures on economic,
social, and environmental challenges. The
public sector innovation environment can be
in the form of smaller budgets, public expec-
tations of easy and flexible access to services,
and global problems that face today’s society.
2. Public organizations need to know the
unique strategic orientation of a public sector
organization, for example, social value orien-
tation/public value orientation, citizen orienta-
tion, collaborative governance orientation, to
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provide a more practical approach to innova-
tion in the specific public sector desired,
knowledge about orientation/ non-profit prac-
tices in the public sector, for example, strate-
gic orientation, customer orientation, market
orientation, technology orientation, and stra-
tegic human resource management practices.
However, public sector organizations’ leaders
need to choose more deftly when to adopt a
profit orientation and the unique orientation of
public organizations. Without this knowledge,
the organizations may experience ineffective
results because leaders of public sector organ-
izations, in initiating organizational innova-
tion, need to adapt and accommodate profit-
oriented innovation practices.

Public sector organizations’ leaders can
expect more positive results with a cultural
approach, if in a public sector organization
they understand the uncertainties of the cul-
tural environment they face using the
knowledge of the strategic orientation of pub-
lic organizations, such as resource orientation,
custodian orientation/mission orientation, col-
laborative orientation/relational orientation,
reputation orientation, orientation to the ex-
pert selection system, and orientation to the
peer selection system.

In addition, it is also for knowledge about
orientation/primary/supporting practices that
are suitable for public organizations, such as:
service orientation, quality orientation, market
orientation, technology orientation, learning
orientation, and strategic human resource
management practices. This knowledge will
ensure that the leadership of public organiza-
tions is well equipped with the analytical
framework and the set of primary and sup-
porting orientations/practices.

3. Public organizations have restrictive pro-
cesses that need to be mitigated before organ-
izational innovation can grow. Two things are
needed in strategic orientation and human re-
source management to overcome contingency
factors, namely:

a. The understanding that inhibiting processes
can be perceived as environmental and task
uncertainties.

b. Affecting environmental uncertainty re-
quires direct alignment with the contingency
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factors of strategic orientation or strategic
human resource management practices.

4. Development of an innovative framework.
Using an organizing framework, organiza-
tional leaders can group what would be differ-
ent and unrelated orientations/practices into a
cohesive whole package and stack. This will
generate a clearer strategic rationale of organ-
izational innovation, thus help in articulating
strategic plans and communications.

3 CONCLUSION

Contingency theory and institutional theory
provide a critical perspective in the assess-
ment of what contributes to innovation out-
comes. An organization possesses a unigue set
of responses to environmental uncertainty to
develop an innovation strategy that combines
a strategic orientation and strategic human re-
source management practices. Some im-
portant things related to the innovation strate-
gies of public sector organizations in strategic
orientation and Human Resource Manage-
ment include:

1. Understanding how public sector organiza-
tions can identify environmental orientation
and uncertainty.

2. To develop a clear perspective, it is neces-
sary to identify appropriate options for select-
ing innovation strategies for public sector or-
ganizations.

3. Correctly align external uncertainty with
the orientation faced externally and align the
uncertainty faced internally with the orienta-
tion faced internally.

4. Value built with an analytical framework in
the management of public organizations em-
phasizes a more nuanced perspective across
sectors and accommodates unique perspec-
tives.
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