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Abstract

Digital technologies are being adopted and used more often in social, corporate, and
individual contexts, which has had a profound impact on all facets of the company. This
study looked at how the digital revolution is affecting talent management practices at
Indian manufacturing firms. Four hundred and sixty-eight workers in the Indian
organizational change, manufacturing sector (companies underwent digital transformation) comprise the
talent management study's sample. Employee responses to a questionnaire were used to collect employee
process data for these companies. The study uses step-wise multiple regression analysis, factor
analysis, and Pearson's r to assess how the talent management process is impacted by
digital transformation. The results showed a strong and favourable correlation between
the talent management approach and digital transformation. We accept the model
hypotheses in light of the acquired results. Thus, it is believed that talent management
in the form of development and formalization, as well as the attraction and retention of
people, are impacted by the new digital revolution in organizations.
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1. Introduction

The digital transformation (DT) that is currently acquisition, corporate culture, and leadership

affecting enterprises and society at large affects all
types of activities, whether or not they are
connected to business (Liere-Netheler et al. 2018;
Morakanyane et al. 2020; Rodgers et al. 2023). This
process affects businesses all across the world, not
only in terms of their internal processes or
operations. Every organization must deal with a
challenging challenge as they adapt to an
increasingly digital environment. This challenge is
reorganising work processes, which has a significant
effect on organizational behaviour, talent

techniques (Kane et al. 2017; Kraus et al. 2021;
Guerra et al. 2023; Rana and Sharma, 2017). Talent
management (TM) is shown to be a dynamic idea in
literature. Thus, the search for connections between
the diverse meanings of the term itself reveals
notable distinctions (King, 2017; Marna van der et
al. 2024; Ghosh et al. 2022). Determining the extent
of talent management is an additional challenge.
Talent management techniques used to be more
permanent and focused on fostering individuals'
advancement within organizations. Companies
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invested on the commitment, loyalty, and training of

their employees (Walford-Wright and Scott-Jackson,

2018). This view held that human resources

departments existed to support employees for the

duration of their employment. This necessitated
laying out and managing each stage of the hiring,

development, and promotion procedures. Finding a

balance between optimizing performance and

enhancing worker satisfaction proved to be
challenging. The most significant decisions in talent
management are today being made in a fast-paced,
dynamic environment with unpredictable and
fiercely competitive global movements (McDonald
et al. 2022). There is no one definition of talent
management; instead, different authors define
talent in different ways, as noted by Yang et al.

2023. Additionally, they made a distinction between

three alternative methods:

e A novel designation that encompasses several
human resources functions and procedures
(such as succession planning, development, and
selection), with the goal of facilitating more swift
and flexible management that is applicable to all
divisions;

o A procedure that guarantees that workers move
up through the ranks and into key positions (with
a greater emphasis on succession planning than
on selection); or

e A general talent management approach that
hires the best candidates while ignoring the
needs and constraints of the business. According
to Capelli and Keller (2017), the term "talent
management" was most commonly used in the
human resources industry in the early 21st
century, and they presented a positive outlook.

Furthermore, it is impossible to guarantee that

established talent management systems will

function properly in a modern digital setting (Bock,

2015). Businesses must strategically adapt to digital

initiatives in order to enhance staff technical

expertise as well as overall synchronisation of
personnel, processes, and technologies (Desmet et

al. 2015; Appio et al. 2021; Goel et al. 2024).

Therefore, changes to organizational structures,

management styles, organizational behaviours, and

operating cultures must be made in addition to the
modifications the business can implement in
response to the benefits offered by new technology

(Kohnke, 2017). When it comes to organizations,

digitization means using digital tools rather than

analog ones to do the same activities (Fischer et al.

2023). Changing the Object of Activity, or digital

transformation, typically entails changing the

business model (Kotarbe, 2018; Bican and Brem,

2020). Because of the limitations and opportunities

presented by digital technology, organizations are
undergoing a process known as "digitalization," or
"changing tasks through tools" (Bockshecker et al.
2018). This essay seeks to examine the effects that
talent management is experiencing in Indian
manufacturing companies as a result of the digital
transformation. Transformation in the industrial
sector of India creates internal organizational
resistance, and leadership abilities are critical to
managing this resistance to change (Loske and
Klumpp, 2022). This is because increased usage of
digital technologies may have an impact on the
talent management process in Indian companies.
The purpose of this research is to ascertain whether
talent management in Indian manufacturing
businesses is impacted by digital transformation. To
tackle the aforementioned inquiries, we investigate
if organizations are modifying their approaches to
recruiting and keeping skilled personnel to
effectively tackle the novel obstacles presented by
the digital era (Sethibe and Steyn, 2015). According
to Osterwalder (2009) and Alunni and Llambias
(2018), digital transformation entails more than just
cutting costs (Gray and Rumpe, 2017; Vial, 2019). It
also entails developing new business models that
are tailored to the new digital environment. The kind
of work that is done, the variety of activities that are
done, or the management style of an organization
can all be significantly impacted by its digital
strategy. For talent management in the digital age,
new HR strategies must be created as a result (Soule
et al. 2016). The theoretical framework for our
investigation and the hypotheses we want to
investigate are developed in the section that follows.
We then go on to show the results and the
procedures that were employed. Lastly, we outline
the work's conclusions, the study's shortcomings,
and potential future research directions.

2. Theoretical framework

Numerous studies have indicated an increasing
impact of innovation on business profit in the
contemporary technological environment (Rauter et
al. 2019). More precisely, knowledge networks are
thought to have developed because of the human
factor (Reagans and Zuckerman, 2001; Rodgers et al.
2023; Bonneton et al. 2020). Human resources are
also essential for the growth of human capital and
networks for entrepreneurial innovation (Becerra
and Alvarez, 2011). A sociotechnical systems
approach must be successfully adopted and
modified to address issues pertaining to technology
as well as people, processes, and other important
organizational components in order to effectively
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manage the business innovation process (Sva¢ and
Caganova, 2020). Additionally, there is constant
demand on firms to reconsider their approach to
employee  management for  their  better
effectiveness (Mackea and Genarib, 2019). Strategic
management looks into the factors that are
connected to the company's performance from an
internal perspective. The "Resource and Capability
Theory" method looks at the sources of a company's
long-term competitive advantages, according to
Wernerfelt, 1984; Barney, 1991; Kariv et al. 2022). It
should be noted that HR can give a business a
sustained competitive advantage (Wright et al.
2001). In general, resources are only worthwhile
when they enable businesses to carry out a range of
tasks (Porter, 1991). Another significant element
that derives from the notion of capabilities and
resources is technology. Enhancing an organization's
performance and competitiveness can lead to novel
research publications (Thunnissen, 2016) states that
the effect of the organizational setting on HR should
be taken into account (Kaufman, 2020). Important
concepts including attracting, developing, and
retaining people are also mentioned in several
definitions of talent management (TM) (Scullion et
al. 2010; Black and van Esch, 2020). While the latter
focusses on the comprehension of the development
efforts that organizations must do to build their
business appropriately, the former relates to
employee loyalty to the organization. A convincing
summary of the various viewpoints on talent, how
these perspectives are interpreted, and some
consequences for an organization's approach to
developing talent management strategies in Meyers
et al. 2013. The purpose of this research is to
analyze how talent management in businesses is
affected by digital transformation (Gallardo-Gallardo
et al. 2019; Chatterjee et al. 2022). The rationale
behind investigating the correlation between DT and
TM is that, within the various talent research
streams, a more in-depth examination of the impact
of the organization's internal and external
surroundings appears to be required. To be
competitive in the global market, organizational
managers need to establish long-term stability for
strategic success of the firm. Cappelli and Keller
(2014) investigate how talent management theory
and practice may be affected by the current
unpredictability of the market. According to
Meijerink, and Bondarouk, 2023 the current global
climate has brought about changes in business
practices and necessitated that firms manage their
workforces in a worldwide framework. According to
some TM is a linking activity that combine different
aspects of management functions (Sparrow et al.

prospects and obstacles that establish an
organization's reputation in its industry (Plekhanov
et al. 2022; Goel et al. 2014). Since the revolution
brought about by technological advancements will
be one of the fundamental characteristics of digital
transformation, this integrated strategy can be
implemented in that context.

2.1. Talent management

The phrase "war for talent" was first used in 1998 by
a group of McKinsey consultants who recognized the
importance of talent for organizational success
(Michaels et al. 2001; McKinsey , 2022). Since then,
scholars have researched talent management and it
has grown in popularity. Many studies pertaining to
this phrase have surfaced in recent years (Dries,
2013; Thunnissen, 2016; Whysall et al. 2019; Crane
and Hartwell, 2019; Claus, 2020). A compilation of
2015; José et al. 2023). We must identify the
components for the attraction, develop and
retention of  employees that have the biggest
effects on organizational effectiveness. The system
procedures and practices that a company develops
and puts into place to guarantee that talent
management is done so successfully make up this
talent management architecture (Aggarwal et al.
2024). Talent management, according to numerous
studies, entails luring, spotting, nurturing, keeping,
and methodically utilizing talent as well as
developing human capital (Scullion et al. 2010) while
enhancing corporate performance (Davenport and
Redman, 2020). It is believed that this organizational
and financial interest is shared by all stakeholders in
the organization. Thus, the logical and financial
aspects of work and organizations are highlighted by
many talent management studies (Thunnissen,
2016). We believe that context is essential to
elucidating the significance of talent. Depending on
their immediate surroundings, the team they work
for, and the leadership displayed by the company's
executives, an individual's performance may vary.
Numerous research has already examined the
significance of context in talent management
(Gallardo-Gallardo et al. 2019). According to Marna
van der et al. 2024), talent management is regarded
as a contingent activity in certain research. This
brings us to the "best fit" paradigm (Nahavandi and
Corbett, 2018), which acknowledges the influence of
the unique internal and external circumstances of
businesses on talent management strategies and
results. Key positions within the company are
identified first, followed by individuals with the skill
to fill those positions—a process known as talent
management policies (Coulson-Thomas, 2012). If the
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organization lacks talent internally, it will need to
hire outside candidates to cover any gaps in the
organization's talent pool.

2.2. Digital transformation

According to Catlin et al. (2015) the process of digital
transformation requires developing new business
models and having the potential to take advantage
of untapped markets. The development of digital
skills will require a substantial investment as part of
this digital transformation, and those skills must be
in line with the business plan. Lorenzo (2016) states
that the organization's people and culture,
management structure and processes, business
process, and technology must all be developed
effectively in order to fully achieve these capacities.
Digital transformation is centred on how businesses
react to external technological advancements
(Downes and Nunes, 2013; Porter and Heppelmann,
2014). You might need to make adjustments as
these trends progress about how your employees,
clients, partners, and competitors use digital
technology (Matt et al. 2015). Second, digital
transformation encompasses more than just an
organization's technology deployment practices.
According to Kevles et al. (2017), "digital
transformation" also encompasses modifications to
organizational structure, societal trends, and
commercial strategies. Digital technologies and
the concept of "digital maturity" has been
established in contemporary research. Although
several terms, including "digital transformation
index" and "digital readiness," have been used
synonymously in the literature, we think that "digital
maturity" is the most widely used term and is
defined as the company's digital transformation by
Chanias and Hess (2016). Organizational strategy
and power dynamics are significantly impacted by
transformation, which is defined as a fundamental
shift inside the business (Matt et al. 2015; Rana and
Goel, 2015). The same scales that are used to
determine the "digital maturity index" have also
been used to evaluate and quantify the
transformation process (Kane et al. 2017). The ability
of an organization to utilize and profit from
technology is gauged by the Digital Maturity Index. It
demonstrates how businesses find it difficult to
meet rising requirements while yet keeping an eye
on the future. Given how quickly technology are
advancing and merging, it appears that most people
are unprepared for what lies ahead (Curran et al.
2017; Rana and Goel, 2014). We include DT as an
independent variable in our research methodology.
In order to determine whether the transformation

business innovations have brought about a number
of consequences for businesses worldwide, including
the introduction of new cultures, changes in society,
reshaping of the competitive landscape, elevated
customer expectations, disruption of established
business models, blurring of industry boundaries,
and unprecedented challenges and opportunities.
Consequently, one of the most crucial strategic
concerns facing all firms today is digital
transformation (Korachi and Bounabat, 2020). The
goal of digitization is to completely change a
business by rethinking its value propositions for
clients, value-added procedures, and employee
workflows. Strong leadership that can solve issues
and recognize that technology can lead to significant
advancements is also necessary for transformation
(Earley, 2014). HR has a rare chance to impact
employee engagement, culture, and well-being
through digital transformation. Strategies for digital
transformation centre on how new technologies are
changing organizational components, processes, and
products. A digital transformation strategy's reach
and goals are what give it power. Organizations with
lower levels of digital maturity typically concentrate
on specific technologies and design their strategy
with an operational mindset. In established
businesses, digital strategies are created with the
goal of revolutionizing the industry (Kane et al. 2017;
Fitzgerald et al. 2013). To explain this phenomenon,

process aligns with a strategic strategy, we conduct
an evaluation of models. We evaluate the level of DT
in our assessment using the “digital maturity index”
(Jacquez-Hernandez and Lopez Torres, 2018). Digital
maturity is a crucial concept for future scholarly
study because it provides a fuller understanding of
this continuing socio-technical phenomenon by
revealing the paths that various businesses have
taken (Hanelt et al. 2021). A digital transformation
strategy includes the planning, execution, and vision
of the organizational change process, whereas a
digital strategy combines and harmonizes the ICT
and business strategies. New organizational
capacities are needed to boost the effectiveness of
the digital transformation process, and leaders must
first absorb the complex consequences of
digitalization for their business and its workforce
(Wang et al. 2016). According to Verhoef et al. 2021
and Dorner and Meffert (2015), Businesses are
forced by digital initiatives to undertake strategic
changes that improve not only the skill sets of
individual employees but also the coordination of
people, processes, and technologies. Thus, in
addition to the changes the business can implement
as a result of the advantages offered by new
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technology, = modifications to  organizational
structures, management styles, organizational
behaviours, and operating cultures also need to be
made (Wade and Marchand, 2014). Organizations
face a number of challenges when it comes to
digitization such as culture, training etc. (Ancarani
and Di Mauro, 2018). We create the following
hypothesis in light of the prior research, which
indicates that talent will be impacted by the digital
transformation that organizations undergo:

H: There is significant relationship between digital
transformation (digitization, digitalization and digital
transformation) and talent management
(development and formalization). Also, digital
transformation will significantly predict talent
management.

3. Methodology

Respondents from manufacturing companies with
manufacturing operations in India were surveyed for
this descriptive study. We have made contact with
nine companies from key Indian cities, including

Delhi NCR, Bangalore, and Pune, that manufacture

products connected to information technology.

From March 2023 to December 2023, we gathered

the data of 468 workers in Indian manufacturing

companies. We obtained 434 responses after
deleting the ones that had missing values; these
were utilized in the last data analysis. In order to
obtain the necessary data from the participating
firms, around seventeen HR chiefs were contacted
by phone and email to consent to their employees
taking part in the research. Eleven firms' HR
managers gave the author permission to gather data
within their individual organizations. We have
gathered the personnel data using both online and
offline techniques to prevent biases in the process.

We employed an online poll utilizing a Google survey

form to get the data because some of the places are

far away and transportation would be problematic.

The online survey link was distributed to the
qualities like creativity, teamwork, leadership,
conciliation, and change.

b) Formalization: Employing tools, methods, and
procedures; appreciating documentation,
business plans, and management frameworks.
The scale's overall dependability is demonstrated
by a Cronbach's alpha 0f.938.

The 15 human resource aspects listed below are

covered by the PRH-33 scale: Values and culture, job

description and analysis, internal communication,
training and development, performance and
performance review, staff selection, wage
compensation, internal processes for receiving and

employees with the assistance of HR management.
Furthermore, taking into account that they might be
busy during the week, we have given them ten days
to complete the questionnaire. Employees with at
least three years of experience in the same company
were the ones whose replies we gathered using a
filter. The final data analysis does not take into
account those who have worked for the same
company for fewer than three years. Out of the 468
replies, 199 were gained through in-person visits,
while the remaining 269 were obtained via an online
Google survey form that asked individuals to
complete the questionnaire. A total of 434
respondents were included in the final data analysis,
since 33 responses were excluded due to incomplete
information on the survey form.

3.1 Construct Measurements
¢ Independent variables

We included DT as an independent variable in our
study model. We use a 5-point rating system to
assess the degree of digital transformation using 17
well-worded assertions by Pettersson et al. in 2024
(1 being strongly disagree and 5 being highly agree).
There are three dimensions to the scale. Digital
transformation (six items), digitalization (six items),
and digitization  (five items). For digital
transformation o had a coefficient of.87. The
coefficient a for digital transformation was.89,
whereas the coefficient a for digitalization was.91.

e Dependent variables

For this study talent management scale (dependent

variable) has been adopted from PRH-33 from

Boada-Grau and Gil-Ripoll, 2011. Two sub-factors

make up this scale:

a) Development: The advancement of employees'
careers inside the company, emphasizing

terminating employees, and workforce planning are
the first nine items. (10) atmosphere and inspiration;
(11), collaboration; (12), change handling; (13), style
of leadership; (14), labor relations; and (15) career
objectives.

3.2 Statistical Analysis

To investigate the impact of DT on TM practices, the
collected data were submitted to several statistical
analyses relevant to step-wise multiple regression
analysis and Pearson's product moment method.
Furthermore, scales were subjected to principal

60

Vol 1. Issue 1. Januarv-March 2026



Research Article

e-1SSN: Awaited

component analysis (PCA) employing Kaiser's
varimax rotation to explore the factor structure of
the study's measures.

3.3 Factor Structures of the Measures

Kaiser's varimax rotation method was recommended
while using PCA to analyze the scales of DT and TMP
to provide an accurate and clear image of the
variables. The digital transformation scale was
subjected to principal component analysis. The three
factors that accounted for 67.04 percent of the total
variance were extracted up to eigenvalues larger
than 1.00. After factor analysis was performed on

respective communalities varied from 0.40 to 0.83
(refer to Table 1). Iltems on the talent management
scale (TMS) that had factor loadings lower than 0.45
were not included in the research. The TMS is
broken down into two dimensions, as previously
stated: development factors and 16 items, of which
12 were taken out for additional examination and 2
were eliminated from the scale. In addition, four
items with factor loadings less than 0.45 were
removed from the scale, and thirteen (17) of the
items were extracted for formalization. As a result,
25 items in all were employed in the study. The
communalities ranged from 0.39 to 0.82 and

the digital information scale, 15 of the 17 items were contributed to the variation of 68.29.
taken out for additional examination. The 17 items'
Table 1: Digital Transformation Scale Rotated Component Matrix
Item/Variables Component h?
1 2 3

Digitization1 .63 .61
Digitization2 .64 71
Digitization3 .59 .69
Digitization4 .34* .40
Digitization5 73 .60
Digitialization1 .69 .69
Digitialization2 .58 .50
Digitialization3 .76 .61
Digitialization4 71 .78
Digitialization5 74 71
Digitialization6 .81 .81
Digital Transformation 1 .79 .83
Digital Transformation 2 .36* .40
Digital Transformation 3 .66 .63
Digital Transformation 4 .81 .79
Digital Transformation 5 49%* .51
Digital Transformation 6 73 71
Eigen Value 1.76 3.47 5.67
% of variance 9.87 43.50 13.67 67.04

Table 2: Talent Management Scale Rotated Component Matrix
Item/Variables Component h?
Developmentl .69 .79
Development2 .58 .61
Development3 .63 .72
Development4 71 .79
Development5 .82 .81
Development6 .67 .61
Development7 77 .78
Development8 72 .81
Development9 .63 .67
Development10 .54 .63
Development11 .34%* .39
Development12 .59 .64
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Development13 .67 .74
Development14 .66 .79
Development15 .74 .81
Development16 31* .27
Formalizationl .81 .87
Formalization2 .79 .82
Formalization3 .86 91
Formalization4 .66 .72
Formalization5 .76 .82
Formalization6 .29 31
Formalization7 .62 .76
Formalization8 .56 .66
Formalization9 73 .84
Formalization10 .82 86
Formalization11 .27 21
Formalization12 .68 .78
Formalization13 .36 42
Formalization14 .79 .83
Formalization15 46 .51
Formalization16 .69 .76
Formalization17 41 43
Eigen Value 6.56 7.89 68.29
% of variance 25.34 42.95

4. Analysis

Our hypothesis is generally supported by strong
correlations between each of the independent and
dependent variables; these correlations range
widely in strength from 0.49 (lowest) to 0.81
(highest) (see Table 3 and 4 ). The people
management process and digital transformation
have been proven to have a substantial relationship
(on an overall basis), with a computed correlation

value of r = 0.69** (p < 0.01 level). A graph (refer to
Figure 1) illustrates the relationship between digital
transformation  overall. Upon entering the
dimensions of digital transformation into the step-
wise multiple regression equation, it was discovered
that digital transformation and digitization, together
with digitization, were significant for development in
the areas of professional growth of people and
formalization—the use of processes, procedures,
and tools. (Table 5).

Table 3: Pearson Correlation between digital transformation and talent management on an overall Basis

Variables

Talent Management

Digital Transformation

.69**

**Significant at the .01 level

Table 4. Mean, Standard Deviation and Inter-correlation between Dimensions of digital transformation and dimensions of
talent management

Variables Mean | S.D 1 2 3 4 5
1.Digitization 3.27 .071 1

2.Digitalization 3.47 211 .62** 1

3.Digital transformation 4.12 171 .53** .69%* 1

4.Development 4.09 .278 T2** 61%* .59** 1
5.Formalization 3.89 .031 81** J1** 49 76** 1

Vol 1. Issue 1. Januarv-March 2026
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Figure 1: Graph Showing Relationship between digital transformation and talent management
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Table 5. Stepwise Regression Analysis Showing talent management process Dimensions as dependent variable with the
dimensions of digital transformation as Predictor Variables

Variables R | R’

SEm | F-value B

1) D.V: Development

Digital transformation

Digitization .57 .61 39.47 137.51** .56
Digitization, Digitalization .54 .63 47.20 89.97** .29, .49
Digitization, Digitalization, | .67 .70 21.23 101.31** .19,.39,.61

D.V: Formalization

Digital transformation

Digitization .63 .67 21.34 145.81** .51
Digitization, Digitalization .59 .60 19.16 103.23** .22,.71
Digitization, Digitalization, | .66 71 7.89 129. 16** .21, .27, .69

Using the data from Table 5, step-wise multiple
regression analysis shows that, out of all the
dimensions of digital transformation, digitisation
predicted development , with multiple R as 0.57 (F =
137.51**, p < 0.01, b = 056, R2 = 0.61);
Digitalization with multiple R as 0.54 (F = 89.97**, p
< 0.01, b = 0.49, R2 = 0.63); digital transformation
with multiple R as 0.67 (F = 101.31**, p < 0.01, b =
0.61, R2 = 0.70) jointly accounted for 70 per cent
variance in the prediction development. As a whole,
digital transformation has been found as the
strongest predictor of development with the
calculated B value as 0.70. Formalisation was also
predicted by digitisation, digitalisation, and digital
transformation. Together, these methods accounted
for 71% of the variance in the formalisation
prediction, with the calculated R for digitisation
being 0.63 (F = 145.81**, p < 0.01, b = 0.51, R2 =
0.67), digitalization with the calculated R as 0.59 (F
teamwork, and innovation capabilities, all of which
contribute to increased organizational productivity

= 129.66**, p < 0.01, b = 0.71, R2 = 0.60), digital
transformation with the calculated R as .66 (F =
24.16**, p < 0.01, b = 0.69, R2 = 0.71) jointly
accounted for 71 per cent variance in the prediction
of formalization. With a computed B value of 0.69,
digitalisation has been determined to be the best
predictor of formalisation overall. We can conclude
that hypothesis 1 has been maintained at the 0.01
level based on the results that were obtained.

5. Discussion

Table 3 illustrates how development and
formalization corelated with digital transformation.
According to the findings, digital transformation is a
continuous phenomenon that helps individuals
develop digital skills and capacities for their
professional growth. These developments in turn
support the development of leadership abilities,
(Guerra et.al. 2023) The company's value chain,
organizational culture, and technology are all
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improved by this digital transformation (Kiron and
Spindel, 2019). Digital transformation responds to
digital trends in the workplace and the emergence of
these trends play a important role in the
organizations. HR in the digital age is defined by a
digital ecosystem that can convert data into
insightful knowledge for talent rotation, including
hiring and onboarding new employees (Bondarouk
and Brewster, 2016). Any corporation that invests in
technology or digitizes its operations will see
significant changes to its organizational culture,
value chain, and business model (Verhoef et al.
2021). These changes establish the organization as a
leader in its industry. All technology needs to be
developed appropriately. We discovered proof in the
literature  review about how  technology
advancements are being utilized to enhance talent
management in recent digital environment. To put it
briefly, Big Data-driven digital work platforms
improve HR departments' personnel management
performance (Dabi¢ et al. 2023). In the digital era,
using this kind of platform results in a 9% increase in
performance and a 7% decrease in expenses,
improving supply and demand equilibrium (Lund et
al. 2016; Yang et al. 2023). Employers are able to
manage talent more effectively as a result, and
employees are able to advance in their careers with
greater engagement, satisfaction, and productivity
(Larkin and Hystad, 2017; Chatterjee et al. 2022).
The development of long-lasting competitive
advantages is made easier by new working
techniques. The degree to which different aspects
of digital transformation predict the formalization
and development aspects of talent management is
shown in Table 5. Table 5 makes it abundantly
evident that, out of all the dimensions of digital
transformation, digitalization was the best predictor.
Digitization and digitization also projected
development. These results suggest that digital
transformation in the  workplace  values
technologies like artificial intelligence, big data, and
HR analytics. These technologies facilitate the
transformation of human capital for business
models, as noted by Dabi¢ et al.2023. Beyond cost
reduction, digital transformation also aims to
facilitate the development of business models that,
through digitalization, increase worker
differentiation. Businesses are transforming digitally,
and this has resulted in new strategies for
motivating, attracting, and keeping employees.
These modifications have an impact on how new
business models are developed as well as the
corporate culture. People are now strategic assets of
terminology employed, namely talent and digital
transformation. In both instances, the scientific

documentation, business strategies, and
management models while promoting the usage of
processes, procedures, and technologies. A more
modern understanding of talent management is
made possible by digital technologies, which take
into account the requirement for data,
measurements, and analysis in order to make better
decisions and increase productivity. Companies are
impacted by society's progressive digitalization,
which has an impact on talent management as well.
Potential hires will view digitalization as having
made a good impression, as it ensures employee
commitment, autonomy, and attractiveness new
jobs in people management (Meijerink and
Bondarouk, 2023; Rana and Sharma, 2021). Digital
technology creates an infrastructure that is more
efficient for the administrative or fundamental
functions of human resources. Put another way,
people's professional development is facilitated by
the favorable effects of digitalization, which advance
methods, techniques, and instruments. Business
planning, management models, and documentary
aspects are all improved by digitalization.

6. Implications and contribution

The current study has significant ramifications for
researchers and professionals. The results of our
study demonstrate that digital transformation has
an impact on the talent management process. As a
result, managers of organizations can utilize the
information to determine which aspects of the
transformation were most useful in extracting talent
management processes and then take appropriate
action to integrate those digital technologies into
the organizational culture and vision. The primary
contribution we have made to the corporate world is
the concept of digital transformation, which is a
process of management change grounded in

their enterprises because of new technologies. HR
departments need to take the lead in leading this
internal transformation process, starting from the
premise that digital transformation offers new
opportunities to gain new and better competitive
advantages and that people are at the centre of this
digital revolution (Black and Van Esch, 2020).

7. Limitations and future research direction

This study has its limitations, just like any other. First
off, a bigger sample would have been more
indicative of the research population. A second
constraint pertains to two of the primary
community uses these notions, albeit in distinct
ways. To validate the results of this study, bigger
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sample sizes could be used in future research. To
find out how far the results of this study may be
applied, researchers could also conduct comparable

8. Conclusion

This article considers the two notions as a whole and
experimentally tests the relationship between talent
management and digital transformation. It also looks
at the interaction between the many parts of talent
management and the different dimensions of digital
transformation. This study is distinct and greatly
adds to the corpus of literature already in existence
because of its two-pronged examination. These
days, organizational transformation is driven by
technology advancements to adjust to a changing
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