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ABSTRACT

In the rapidly evolving landscape of the digital age, talent management has emerged as a critical focal point for
organizations seeking to thrive amidst technological disruption and intense market competition. This abstract
provides an overview of the challenges and opportunities presented by talent management in the digital era.

The digital age has ushered in unprecedented changes in how businesses operate, demanding a workforce equipped
with advanced digital skills and adaptability to navigate complex technological environments. As such, talent
management strategies must evolve to attract, develop, and retain individuals capable of driving innovation and
sustaining competitive advantage.

Key challenges in talent management in the digital age include identifying and assessing digital skills, fostering a
culture of continuous learning and upskilling, and leveraging technology to optimize recruitment, performance
management, and employee engagement processes. Moreover, organizations must contend with the rise of remote
work and the gig economy, which require new approaches to talent acquisition and retention.

Despite these challenges, the digital age also presents unique opportunities for talent management. Advances in
data analytics enable organizations to gain insights into workforce trends and performance metrics, facilitating
informed decision-making and personalized employee development strategies. Furthermore, digital platforms and
collaboration tools empower employees to connect and collaborate across geographical boundaries, fostering
innovation and knowledge sharing.

To capitalize on these opportunities, organizations must adopt a holistic approach to talent management that
integrates digital technologies with human-centric practices. This involves aligning talent strategies with business
objectives, cultivating a supportive learning culture, and nurturing a diverse and inclusive workforce that reflects
the evolving needs of the digital economy.

In conclusion, talent management in the digital age requires a proactive and adaptive approach that embraces
innovation, collaboration, and continuous learning. By addressing the challenges and seizing the opportunities

© 2024, IJSREM | www.ijsrem.com DOI: 10.55041/IJSREM35730 | Page 1


http://www.ijsrem.com/
mailto:shalurao2651@gmail.com

2 3y
qg;JSREM%Q . - e - - -
- p7iNternational Journal of Scientific Research in Engineering and Management (IJSREM)
w Volume: 08 Issue: 06 | June - 2024 SJIF Rating: 8.448 ISSN: 2582-3930

presented by digitalization, organizations can build a dynamic and resilient workforce capable of driving sustainable
growth in an increasingly competitive global market.

INTRODUCTION

There are also many definitions of talent management that refer to key concepts such as attracting, retaining,
developing, and deploying talent. In presented a compelling overview of the different perspectives on talent, the
different interpretations of these perspectives, and some implications for an organization’s position when designing
talent management practices. This paper aims to analyses the impact that digital transformation has on talent
management in organizations. The reason for examining the relationship between digital transformation and talent
management stems from the fact that, in the different lines of research on talent, a higher level of analysis seems
necessary that refers to the influence of the organization’s external and internal context. In the current digital
environment, great organizational efforts are being made to adapt to the new situation, at a time when there seems
to be a shortage of talent to fill certain positions. Schuler (2010) find exogenous factors that favor talent shortages
(globalization, demographics, and the gap between supply and demand), as well as other endogenous factors
(international strategic alliances, required skills and local strategies). Organizational managers must achieve long-
term stability based on their talent management strategies in order to remain competitive in the global economy and
not engage in short-term approaches that spark an economic crisis with mass layoffs. We find that talent
management involves attracting, identifying, developing, retaining and systematically deploying talent. In general,
talent management aims to meet the quantitative and qualitative needs of human capital and to contribute to the
company’s overall performance. It is assumed that each stakeholder in the organization shares this economic and
organizational interest. Different studies on talent management thus highlight the rational and economic side of
work and organizations. Given the essential role of HR managers in the development, launch and monitoring of
talent management systems, greater organizational commitment to talent management will increase the importance
of HR professionals, making their work vital to the company.

IMPORTANCE OF THE STUDY

1. Strategic Imperative: In today's digital-centric business environment, talent management isn't just a
human resources function; it's a strategic imperative. This study highlights the critical role talent plays in driving
organizational success amidst technological disruption and intense market competition.

2. Competitive Advantage: Effective talent management strategies can confer a competitive advantage. By
understanding the challenges and opportunities presented by the digital age, organizations can tailor their talent
management approaches to attract, develop, and retain top talent capable of driving innovation and sustaining long-
term growth.

3. Addressing Skills Gap: With rapid technological advancements, there's often a widening gap between the
skills organizations need and those possessed by their workforce. This study sheds light on how talent management
practices can help bridge this gap by identifying and nurturing digital skills essential for success in the digital
economy.

4. Optimizing Organizational Performance: A well-managed talent pool is essential for optimizing
organizational performance. By leveraging digital technologies for recruitment, performance management, and
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employee engagement, organizations can enhance productivity, innovation, and agility, ultimately driving bottom-
line results.

5. Adapting to Changing Workforce Dynamics: The rise of remote work, the gig economy, and diverse
workforce demographics necessitates a reevaluation of traditional talent management approaches. This study
provides insights into how organizations can adapt their talent strategies to meet the evolving needs and
expectations of today's workforce.

6. Maximizing Return on Investment: Talent management represents a significant investment for
organizations. By understanding the importance of effectively managing talent in the digital age, organizations can
maximize their return on investment by attracting, developing, and retaining high-performing employees who
contribute to the achievement of strategic objectives.

7. Future-proofing Organizations: In an era of rapid change and uncertainty, organizations must future-
proof themselves by building agile and resilient workforces. This study offers guidance on how organizations can
future-proof their talent management practices by embracing digitalization, fostering a culture of continuous
learning, and nurturing a diverse and inclusive workforce.

8. Contributing to Academic and Practical Knowledge: By exploring the challenges and opportunities of
talent management in the digital age, this study contributes to both academic research and practical insights for
organizational leaders, HR professionals, and policymakers seeking to navigate the complexities of talent
management in today's digital economy.

LITERATURE REVIEW

According to the literature review in this field, employer brand comprises a series of dimensions characteristic to
commercial branding: Employer branding creates two principal assets — brand associations - shape the employer
image that in turn affects the attractiveness of the organization to potential employees; and brand loyalty. Through
organizational culture and brand identity (Backhaus & Tikoo, 2004); Employer branding represents an effective
strategy for motivating employees to and it represents what makes an organization attractive to its current and future
employees. Employer brand represents brand-led culture change and customer experience management: a robust
mechanism for aligning employees ’brand experience with the desired customer brand experience. As a common
platform for marketing and HR (Mosley, 2007) From HR perspective, “employer branding, involves identifying the
unique “employment experience” by considering the totality of tangible and intangible reward features that a
particular organization offers to its employees”. This is often defined as “employee value proposition” and it
comprises the functional and economic benefits such as salary & remuneration policy, working environment, career
development. Organizational learning and psychological benefits such as job satisfaction or reputation (App, Merk
& Buttgen, 2012). Hence, employer branding has become a strategic instrument for HR in the battle for talent
acquisition and retention, helping employees to internalize company values and organizational culture. At present,
employer brand has become synonymous with employee engagement because the most important brand
ambassadors are the employees and in the context of digitization, information about organizational culture,
leadership, remuneration policy and career opportunities influence directly the desirable image of the company.
Nicholas Born and Seoung Kang (2015) identify the most important components that shape a strong employee
brand Assess & Shape an Authentic, Consistent Message of What Your Organization Values — A strong employer
brand must deliver to potential employees the value proposition of the brand. For example, Unilever defines
employment in the company as the development of a career with growth opportunities, benefits and a work
environment where diversity is appreciated. This implies that HR strategy must focus on learning in the workplace
through training and coaching, mobility and promotion opportunities. Communicate the Message by Leveraging
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the Right Channels — For potential employees, it is essential to know insights about the company — organizational
culture, business objectives, and training and professional development opportunities. In addition, talent
management programs should be communicated to all stakeholders, including current employees. Social networks
such as LinkedIn, Face book or YouTube are very effective tools in strengthening employer brand — in this regard,
the most active companies from Romania come from the financial industry and banking, IT or commerce. EY
Romania, 2015 when discussing the impact of social networks on the employees Empowerment in Roman, the
forum www.undelucram.ro provides positive or negative insights from different multinationals employees
concerning the recruitment and selection process, salaries, organizational culture, personal life - work balance,
career and promotion opportunities. Develop Employer Branding Metrics & Measure Their Effectiveness Against
Talent Goals - Metrics are very important in assessing employer brand and the costs involved in the recruitment
and selection process. Examples of traditional metrics that have been used to measure. The Role of Digital
Technologies in Talent Acquisition and Retention by David Smith et al. Digital recruitment platforms leverage Al
and data analytics to identify passive candidates, assess cultural fit, and match candidates with suitable job
opportunities, improving recruitment outcomes. Personalized career development portals and virtual mentoring
programs enhance employee engagement and retention by providing tailored learning opportunities and career
pathways. Digital recognition and rewards platforms foster a culture of appreciation and motivation, driving
employee satisfaction and loyalty in distributed work settings.

RESEARCH OBJECTIVE:

Objectives of talent management: Since talent is the lifeblood of any successful business, managing it well is
essential to long-term success. In the twenty-first century, as the world changes so quickly, technology integration
has transformed every aspect of corporate operations. Talent management is one of the most severely affected areas
and is crucial to the success of any organization. The hiring, training, and retention of personnel have entered a new
era brought about by the digital age, which calls for a review of conventional methods. To attract and retain top
talent in a global market that is becoming more and more competitive, businesses must adapt creative strategies.

1. The workplace environment has changed because of the shift toward remote work. Tools for cooperation and
communication have become indispensable for remote teams.

2. Data Privacy and Security: As talent management becomes increasingly data-driven, safeguarding Sensitive
information is paramount. Compliance with General Data Protection Regulation (GDPR) and other data protection
regulations is non-negotiable.

3. Quick Changes in Technology: Anticipating technology changes and proactively incorporating them into HR
procedures is part of future-proofing talent management strategies. The digital era has transformed talent
management in addition to business operations. It takes a sophisticated grasp International Journal for
Multidisciplinary Research. Technology is essential for hiring, evaluating, and training new employees.

4. Recruitment Reinvented: The hiring process has been transformed by data-driven assessments and advanced
applicant tracking systems (ATS). Virtual reality interviews provide a distinctive viewpoint on the skills of
candidates.

5. Agile Learning and Development: Accommodating micro learning modules and Learning Management Systems
(LMS) to support customized development, continual skill improvement by personalized development paths is
becoming very important and challenging. 6. Data-Driven Decisions: Performance metrics and KPIs offer concrete
insights, while predictive analytics directs talent forecasting. Tailoring these interventions are quite challenging
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HYPOTHESIS:

H1. The digital transformation process of organizations influences talent management.

H2.1 The digital transformation of organizations influences the attraction of talent.

H2.2 The digital transformation of organizations influences the retention of talent.

H3.1 Digital technologies positively impact talent acquisition efficiency and effectiveness.

H3.2 Remote work opportunities facilitated by digital technologies enhance talent attraction and retention.

H4.1 Digital learning and development initiatives lead to improved employee skills and performance. H4.2 Data-
driven talent analytics improve decision-making and strategic workforce planning. Digital performance
management tools increase employee engagement and productivity

SCOPE OF THE STUDY

1. Digital Skills Assessment: This study will delve into methods and tools for identifying and assessing digital
skills within the workforce, including the evaluation of existing skill sets, identification of skill gaps, and strategies
for upskilling and reskilling employees.

2. Talent Acquisition Strategies: The study will explore innovative approaches to talent acquisition in the
digital age, including the use of digital platforms, social media, and Al-driven recruitment tools to attract and retain
top talent from diverse geographical locations and backgrounds.

3. Performance Management in Digital Work Environments: It will investigate the challenges and
opportunities associated with performance management in digital work environments, including remote work
settings, flexible work arrangements, and gig economy platforms, and propose strategies for effectively managing
and evaluating employee performance in these contexts.

4. Employee Engagement and Retention: The study will examine the impact of digitalization on employee
engagement and retention, exploring how organizations can leverage technology to enhance communication,
collaboration, and recognition, and develop strategies for fostering a positive and inclusive organizational culture
that promotes employee satisfaction and loyalty.

5. Data Analytics for Talent Management: It will explore the role of data analytics in talent management,
including the use of people analytics to gain insights into workforce trends, identify high-potential employees, and
predict future talent needs, and propose strategies for leveraging data-driven insights to inform decision-making
and optimize talent management practices.

SOURCE OF DATA COLLECTION

Primary source of data: Given that the survey was carried out online utilizing a Google questionnaire that was
provided to the respondents and had numerous study-related items. As a result, many response types were observed,
including "Yes" or "No" response as well as responses stated as percentages and ratios. Additionally, we used
informal interviews and observation to gather data.

Secondary data: To complete the project, secondary data is gathered from prior studies and published works. The
secondary information was gathered using:

* Articles. * Academic journals. * Online database on other web resources
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SAMPLE DESIGN: Over the course of a month, the survey was conducted. According to convenience,
questionnaire distribution was done throughout the day. Before giving them the questionnaire, respondents were
approached, informed of the survey's objective, and given an explanation of it. Through social media platforms like
WhatsApp the link to the web-based questionnaire was distributed. Twitter and Instagram. Students,
businesspeople, doctors, teachers, members of the armed forces, retirees, and homemakers all participated in the
survey. The age range was broken down into four categories: 18— 25, 25-30, 30-35, and over 35. 150to 200 people
were included in the overall sample.

DATA ANALYSIS AND INTERPRETATION

What is your age?

53 responses

® 20-30
® 30-40
) 40-50

@ 50 above

® 17

® 18
RESPONSES FREQUENCY PERCENTAGE
18-20 2 3.8
20-30 49 92.5
30-40 1 1.9
40-50 0 0
50Above 1 1.9

Analysis- from the above graph and table it is observed that out of the total responses53, 2 responders are
from the age group 18-20, 49 responders are from the age group of 20-30, 1 responder are 30-40, 0 people
are from the age group of 40-50 and 1 people are from the age group of 50 above.

Interpretation: It is observed that most of the responders are among the age group of 20-30 years and the least
number of responders belongs to the age group 40-50.
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How would you describe yourself

53 responses

@ Male
® Female
) Prefer not to say

RESPONSES FREQUENCY PERCENTAGE
Male 40 75.5

Female 12 22.6

Prefer not to say 1 1.9

Analysis- from the above graph and table it is observed that out of the total responses 53, 40 responders
from the male, 12 responders are from the female, and 1 from the prefer not to say.

Interpretation: It is observed that most of the responders are from the male and the lowest from the prefer not to
say.
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Which of the following is a benefit of using digital tools for talent management ?

52 responses

@ Increased paper work
. Limited access to employee data
Streamlined processes

@ Higher cost
o
RESPONSES FREQUENCY PERCENTAGE
Increased paper work 19 36.5
Limited access to employee data| 15 28.8
Streamlined processes 9 17.3
Higher costs 7 13.5
Blank 2 3.8
TOTAL 52 100

Analysis-from the above graph and table it is observed that out of the total responses 52
19 peoples say benefit of using digital tool for talent management increased paper work. , 15 people say it limits

access to employee data, 9 people say it streamlined process, 7 people say it will cost higher and 2 people didn’t
responded at all they were uncertain..

Interpretation: It is observed that majority of the candidate says that it will increase paper work.
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What does talent management in digital age primarily focus on ?

53 responses

@ Traditional recruitment method

@ Leveraging technology for HR process

@ Manual performance evaluations

@ In-person training program

@ In the digital age, sourcing candidates
through social media, professional
networking sites, and online job
platforms have become standard

Response Frequency Percentage
Traditional recruitment method 12 22.6
Leveraging technology for HR response | 16 30.2
Manual performance evaluations 14 26.4
In-person training program 10 18.9

In the digital age sourcing candidates | 1 1.9

through social media, professional

network sites, and online job platforms

have become standard

TOTAL 53 100

Analysis: from the above graph and table it is observed that out of the total responses 53, 12 candidates say that
talent management in digital age primarily focuses on traditional recruitment method. While 16 candidates say that
it leverages technology for HR. 14 candidates say it helps in manual performance evaluation. While 10 believes in
person training program. while 1 candidate says that in the digital age sourcing candidates through social media,
professional network sites, and online job platforms have become standard.

Interpretation: It is observed that majority of the candidate says that it Leveraging technology for HR response.
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What role does Al play in talent management?

53 responses

@ Reducing job opportunities
@ Enhance candidate experience
Slowing down recruitment processes

ﬂ @ Increasing manual tasks

RESPONSES FREQUENCY PERCENTAGE
Reducing job opportunities 18 34

Enhance candidate experience 21 39.6

Slowing down recruitment process (10 18.9

Increasing manual task 4 7.5

TOTAL 53 100

Analysis: from the above graph and table it is observed that out of the total responses 53, 18 candidates say that it
reducing job opportunities. While 21 says it Enhance candidate experience.10 candidate says it is Slowing down
recruitment process. While 4 candidates says that it increases manual task.

Interpretation: It is observed that majority of the candidate says that it will enhance candidate experience.
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How can organization use data analytics in talent management ?

52 responses

@ To make decisions based on gut feeling
@ To identify Trends and patterns in
employee behaviour
To ignore employee performance

@ To limit transparency within the
organisation

RESPONSES FREQUENCY PERCENTAGE
To make decisions based on gut| 10 19.2

feeling

To identify trends and patterns in| 26 50

employee behaviour

To ignore employee performance 14 26.9

To limit transparency within the| 2 3.8
organization

TOTAL 52 100

Analysis: from the above graph and table it is observed that out of the total responses 52, 10 candidates says that

organization can use data analytics in talent management for to make decisions based on gut feeling. While 26

candidates say it identify trends and patterns in employee behavior. 14 candidates say it ignore employee

performance. 2 candidates say it limit transparency within the organization.

Interpretation: It is observed that majority of the candidate says that it identifies trends and patterns in employee

behaviour.
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What is the significance of of remote work in talent management?

53 responses

@ Limited access to global talent pools

@ Enhance work -life balance
Increased micro-management

@ Decreased flexibility for employees

@ Flexibility and Inclusivity: Remote work
offers greater flexibility, enabling
companies to attract and retain a
diverse pool of talent from around the

world

RESPONSES FREQUENCY PERCENTAGE
Limited access to global talent pools 9 17

Enhance work life balance 21 39.6

Increased micro-management 14 26.4

Decreased flexibility for employees 7 13.2

Flexibility and inclusivity 1 1.9

TOTAL 53 100

Analysis: from the above graph and table it is observed that out of the total responses 53, 9 candidates say that
significance of remote work in talent management is that it Limit access to global talent pools. While 21 say it
enhance work life balance. 14 candidate says it Increased micromanagement. While 7 candidate says that it
Decreased flexibility for employees. While 1 candidate says that it increases flexibility and inclusivity.

Interpretation: It is observed that majority of the candidate says that it enhances work life balance.
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FINDINGS

After the observations and the data analysis the things that came in front and all the findings during the study are
as follows: The most respondents that responded are from the age group of 18-24 and according to the qualification
equal numbers of students are from bachelors as well as masters, while the lowest number of responders belonged
to doctorate. It is observed that 18 people selected 5 which was the maximum and 3 responders selected 1 which
was the minimum. It is observed that 18 people selected 5 which was the maximum and 3 responders selected 1
which was the minimum. It is observed that 21 people agree that a strong commitment to safety and sustainability
And 2 people disagreed. It is observed that 21 people thinks that it is very important of public relations is in building
a positive corporate image and1personmentions it as not important and1personisnot familiar. It is observed that 24
is the highest number of responders and lis the lowest on specific question. It is observed that 16 is the highest
number of responder’s and 0 is the lowest on specific question. It is observed that Based on your overall perception
of all 52 people would recommend the brand to others while 0 people said No. It is observed that major is the brand
awareness for which25 people waited whereas the least selected was the sales and revenue growth.
Itisobservedthatthehighestresponsewas36whileOpeoplewaslowestrecorded

LIMITATION OF RESEARCH

SAMPLE SIZE: Depending on the research design, it may be difficult to obtain a large and representative sample
of organizations or stakeholders to participate in the study. This can limit the generalizability of the findings.

SELF REPORTING BIAS: Many research methods rely on self-reporting by individuals, such as surveys or
interviews. This can introduce bias if respondents are not completely honest or accurate in their responses.

TIME CONSTRAINTS: Conducting a comprehensive study on the role of public relations in corporate image
building may require significant time and resources. Depending on the available funding and time frame for the
research, it may not be possible to conduct a study that addresses all of the

relevant research questions or includes a large and diverse sample of organizations.

ACCESS TO DATA: Some research questions may require access to proprietary or sensitive data that organizations
may be unwilling to share. This can limit the types of questions that can be addressed in the study.

RECOMANDATION OF STYUDY

1. Implementation Roadmap: Develop an implementation roadmap based on the findings of the study to
guide organizations in effectively integrating digital technologies into their talent management practices. This
roadmap should include actionable steps, timelines, and key performance indicators (KPIs) to track progress and
measure SUCCESS.

2. Training and Development Programs: Design and implement training and development programs to
equip HR professionals, managers, and employees with the knowledge, skills, and competencies needed to succeed
in a digitalized talent management environment. These programs should focus on areas such as digital literacy, data
analytics, and change management.

3. Technology Investment Strategy: Develop a technology investment strategy to ensure that organizations
have the necessary digital infrastructure and tools to support their talent management initiatives. This strategy
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should prioritize investments in user-friendly HRIS systems, Al-powered recruitment platforms, and learning
management systems (LMS) that facilitate remote learning and collaboration.

4. Partnerships and Collaboration: Foster partnerships and collaboration with external stakeholders such as
technology vendors, industry associations, and academic institutions to stay abreast of emerging trends, share best
practices, and co-create innovative solutions to talent management challenges.

5. Continuous Monitoring and Evaluation: Establish mechanisms for continuous monitoring and
evaluation of talent management practices to assess their effectiveness and identify areas for improvement. This
may include regular employee surveys, performance reviews, and benchmarking against industry standards.

CONCLUSION

In conclusion, the digital age has brought significant changes and challenges to talent management practices, but it
also presents new opportunities for organizations to attract, develop, and retain top talent. In addition, the increasing
use of technology, data-driven insights, and remote work arrangements have made it essential for organizations to
adopt new strategies and practices to manage their talent effectively. Empirical studies have shown that a strong
employer brand, datadriven decision making, continuous learning and development opportunities, and a culture of
inclusion and diversity are key digital talent management strategies. Organizations prioritizing these strategies are
more likely to attract and retain top talent, foster innovation and agility, and ultimately achieve long-term success.
As the digital age continues to evolve, organizations need to remain adaptable and responsive to changing talent
management practices. By staying informed about emerging trends and best practices and leveraging technology
and data to inform decision-making, this study contends that organizations can be well-positioned to attract and
retain top talent in an increasingly competitive talent market. This strategic approach to talent management not only
equips organizations to navigate the challenges of the digital age but also positions them to seize the opportunities
that arise in this ever-evolving landscape. As we move forward, the organizations that excel in talent management
will not only survive but will thrive, setting the standard for excellence in the digital era and organizations can
position themselves for success in the rapidly evolving digital landscape

BIBILOGRAPHY

App, S., Merk, J., and Buttgen, M. (2012). Employer Branding: Sustainable HRM as a
Competitive Advantage in the Market for High-Quality Employees

Management Review, 23(3), 262-278.

Backhaus, K., and Tikoo, S. (2004). Conceptualizing and researching employer
branding. Career Development International, 9(5), 501-517.

Biro, M. (2016). The Real Millennial Challenge: The Skills Gap. Retrieved from
http://millennialceo.com/the-real-millennial-challenge-the-skills-gap/.

Born, N., and Kil Kang, S. (2015). What are Best Practices in the Space of Employer
Branding that Enables Organizations Attract and Retain the Best Talent.

Cornell University, ILR School. Retrieved from

http://digitalcommons.ilr.cornell.edu/student/86.

© 2024, IJSREM | www.ijsrem.com DOI: 10.55041/IJSREM35730 | Page 14


http://www.ijsrem.com/

L

lf.ﬁg"ﬁlnternational Journal of Scientific Research in Engineering and Management (IJSREM)
w Volume: 08 Issue: 06 | June - 2024 SJIF Rating: 8.448 ISSN: 2582-3930

Capgemini Consulting (2013). The Digital Talent Gap Developing Skills for Today’s
Digital Organizations. Retrieved from
https://www.capgemini.com/resource-fileaccess/resource/pdf/the digital talent gap27-09 0.pdf.
Catalyst Solutions (2015). The most desired employers survey. Retrieved from
http://www.catalyst.ro/which-are-the-most-desired-employers-in-2016/.

Combes, B. (2009). Digital natives or digital refugees? Why we have failed Gen Y.

ECU Publications. Retrieved from
http://ro.ecu.edu.au/cgi/viewcontent.cgi?article=1661&context=ecuworks.

De Smet, A., Lund, S., and Scherzinger, W. (2016). Organizing for the future. McKinsey
Quarterly, 1, 30-43.

Deiser, R., and Newton, S. (2013). Six social-media skills every leader needs.
McKinsey Quarterly, 1, 62-75.

Deloitte (2012). The digital workplace: Think, share, do: Transform your employee
experience. Retrieved from
https://www2.deloitte.com/content/dam/Deloitte/mx/Documents/humancapital/The digital workplac
e.pdf.

Deloitte (2013). The open talent economy People and work in a borderless

workplace. Retrieved from
https://www2.deloitte.com/content/dam/Deloitte/mx/Documents/Human
Capital/dttl-hc-english-opentalenteconomy.pdf.

Deloitte (2014). Global Human Capital Trends. Engaging the 21st-century

workforce. Retrieved from

https://www2.deloitte.com/content/dam/Deloitte/ar/Documents/humancapital/arg_hc global-humancapital-trends-
2014 09062014%20(1).pdf.

© 2024, IJSREM | www.ijsrem.com DOI: 10.55041/IJSREM35730 | Page 15



http://www.ijsrem.com/

