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Abstract. In the digital era, strategic talent management has become a crucial factor in enhancing 
employee engagement and driving organizational performance. Rapid technological advancements and 
evolving workforce expectations necessitate innovative approaches to talent acquisition, development, 
and retention. This study explores the impact of strategic talent management practices on employee 
engagement and organizational outcomes. Utilizing a qualitative research approach, data were collected 
through in-depth interviews with HR professionals and analyzed thematically. The findings reveal that 
organizations implementing digital-driven talent management strategies experience higher levels of 
employee satisfaction, productivity, and commitment. Key factors such as personalized career 
development, digital learning platforms, and data-driven performance management contribute 
significantly to talent optimization. The study underscores the importance of aligning HR strategies 
with digital transformation to foster a dynamic and resilient workforce. These insights provide valuable 
implications for business leaders and HR practitioners in designing effective talent management 
frameworks that support long-term organizational success. 
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1. Background 

The rapid advancement of digital technology has significantly transformed how 

organizations manage their workforce. Strategic talent management (STM) has 

emerged as a critical function in human resource management (HRM) to ensure em-

ployee engagement and organizational performance in the digital era (Collings, Scul-

lion, & Vaiman, 2019). With the growing reliance on artificial intelligence (AI), big 

data analytics, and digital learning platforms, organizations are shifting towards more 

technology-driven HR strategies. Companies that fail to adapt to these changes risk 

losing top talent and experiencing reduced productivity (Bondarouk & Brewster, 

2016). As such, understanding the role of STM in fostering an engaged and high-

performing workforce is essential for long-term business sustainability. 

Recent studies emphasize the importance of integrating digital tools into talent 

management strategies. For example, Bersin (2021) highlights how AI-powered re-

cruitment systems enhance the efficiency of talent acquisition, while digital learning 

platforms facilitate continuous employee development. Additionally, data-driven per-

formance management enables HR professionals to make informed decisions based 

on real-time analytics (Marler & Fisher, 2017). Despite these advancements, many 

Received: date 

Revised: date 

Accepted: date 

Published: date 

Curr. Ver.: date 

 

Copyright: © 2025 by the authors. 

Submitted for possible open ac-

cess publication under the terms 

and conditions of the Creative 

Commons Attribution (CC BY 

SA) license (https://creativecom-

mons.org/licenses/by-sa/4.0/) 

https://openjournalshub.com/index.php/HRMOB
https://creativecommons.org/licenses/by-sa/4.0/
https://creativecommons.org/licenses/by-sa/4.0/


Human Resource Management & Organizational Behavior 2 of 10 
 

 

organizations still struggle to align their HR strategies with digital transformation, 

leading to challenges in employee retention and engagement (Parry & Battista, 2019). 

The existing literature reveals a research gap regarding the impact of digital-

driven talent management on employee engagement and organizational performance. 

While some studies explore the relationship between HR digitalization and workforce 

optimization, there is limited empirical evidence on how specific STM practices en-

hance employee motivation and commitment (Vaiman, Haslberger, & Vance, 2018). 

This gap underscores the need for further research to examine how organizations can 

leverage digital solutions to optimize their talent management processes effectively. 

This study aims to address this gap by investigating the strategic implementation 

of talent management in the digital era and its influence on employee engagement and 

organizational success. Through a qualitative research approach, the study will explore 

HR professionals' insights into best practices, challenges, and opportunities associated 

with digital-driven talent management. The findings will contribute to the existing 

body of knowledge by providing evidence-based recommendations for improving HR 

strategies. 

By understanding how organizations can enhance their STM practices through 

digital transformation, this research will offer valuable insights for business leaders 

and HR practitioners. The study's implications will help organizations design innova-

tive HR frameworks that align with technological advancements, ensuring workforce 

agility and long-term competitiveness in an evolving business landscape. 

2. Theoretical Review 

Strategic talent management (STM) is a fundamental concept in human re-

source management (HRM), focusing on attracting, developing, and retaining em-

ployees to achieve organizational goals (Collings & Mellahi, 2009). In the digital era, 

STM has evolved to incorporate new technologies and practices aimed at optimizing 

workforce performance. The integration of digital tools and data analytics into HR 

functions has become essential for improving decision-making processes and en-

hancing employee engagement (Marler & Fisher, 2017). Theories related to strategic 

management, organizational behavior, and human capital provide a foundation for 

understanding how talent management strategies can be aligned with technological 

advancements. 

One of the key theories related to STM is the Resource-Based View (RBV), 

which posits that human capital is a critical resource that provides organizations 

with a competitive advantage (Barney, 1991). In the context of the digital era, RBV 
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suggests that organizations that leverage advanced technologies in managing their 

talent can outperform competitors by improving operational efficiency and em-

ployee productivity. Moreover, the Human Capital Theory further emphasizes the 

value of employee knowledge, skills, and abilities as a source of organizational suc-

cess (Becker, 1993). By integrating digital tools into talent management, organiza-

tions can enhance the development and utilization of human capital to drive innova-

tion and business performance. 

Several studies have examined the role of digital transformation in talent 

management. A study by Bondarouk and Brewster (2016) highlights that the adop-

tion of digital HR tools, such as AI-powered recruitment systems and learning man-

agement platforms, has revolutionized how organizations manage their workforce. 

These innovations enable HR professionals to streamline administrative tasks and 

focus on strategic activities that drive employee engagement and organizational per-

formance. Additionally, digital tools allow organizations to collect and analyze large 

volumes of employee data, which can be used to personalize development plans, 

improve recruitment processes, and predict workforce trends (Vaiman et al., 2018). 

Employee engagement is another crucial concept linked to STM, defined as 

the emotional commitment employees have towards their organization. According 

to Kahn (1990), engaged employees are more likely to contribute to the success of 

the organization through increased productivity and innovation. Recent research by 

Saks (2006) demonstrated that strategic talent management practices such as career 

development programs, performance management, and leadership development are 

positively related to higher levels of employee engagement. Furthermore, in the digi-

tal context, research by Lee (2018) suggests that the use of digital platforms for 

communication, feedback, and learning significantly enhances employee engagement 

by creating a more personalized and interactive work environment. 

The Technology Acceptance Model (TAM) also plays a crucial role in under-

standing how employees interact with digital tools in the workplace. TAM proposes 

that perceived ease of use and perceived usefulness are key factors in determining 

whether employees will adopt new technologies (Davis, 1989). In the context of tal-

ent management, this model suggests that the successful implementation of digital 

HR tools is contingent upon employees' willingness to engage with these technolo-

gies. Organizations that ensure seamless integration and user-friendly experiences 

for employees are more likely to achieve positive outcomes in terms of engagement 

and performance. 
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In conclusion, the integration of digital tools into strategic talent management 

practices is essential for enhancing employee engagement and organizational perfor-

mance. Theories such as RBV, Human Capital Theory, and TAM provide a solid 

foundation for understanding how digital transformation in HRM can lead to im-

proved organizational outcomes. The existing literature highlights the importance of 

aligning HR strategies with technological advancements to foster a more engaged and 

high-performing workforce. 

3. Research Methodology 

This research adopts a qualitative research design to explore the impact of stra-

tegic talent management (STM) in the digital era on employee engagement and or-

ganizational performance. A qualitative approach is suitable for this study as it al-

lows for in-depth exploration of the perspectives of human resource (HR) profes-

sionals and provides rich insights into the practices and challenges of implementing 

digital-driven talent management strategies (Creswell, 2014). 

Population and Sample 

The population of this study consists of human resource professionals and 

managers working in organizations that have adopted digital technologies for talent 

management. A purposive sampling technique is used to select HR professionals 

with experience in implementing digital tools such as AI-powered recruitment sys-

tems, digital learning platforms, and performance management software. The sam-

ple size includes 15-20 participants, which is considered sufficient for qualitative re-

search to reach data saturation (Guest, Bunce, & Johnson, 2006). 

Data Collection Techniques and Instruments 

Data are collected through semi-structured interviews, which provide flexibility 

to explore respondents' experiences, opinions, and insights about digital talent man-

agement practices. The interview guide is developed based on key themes from the 

theoretical review, including digital transformation in HR, employee engagement, 

and organizational performance. The interviews are audio-recorded with the consent 

of participants and transcribed verbatim for analysis. According to Patton (2015), 

semi-structured interviews allow for the exploration of specific themes while also 

enabling participants to share their experiences in their own words. 
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Data Analysis Tools 

The data are analyzed using thematic analysis, which involves identifying, ana-

lyzing, and reporting patterns (themes) within the data. NVivo software is utilized to 

assist with organizing and coding the interview data (Braun & Clarke, 2006). The-

matic analysis enables the researcher to extract meaningful insights and draw con-

nections between digital talent management strategies and employee engagement 

outcomes. The process involves the following steps: familiarizing with the data, gen-

erating initial codes, searching for themes, reviewing themes, defining and naming 

themes, and writing the report (Braun & Clarke, 2006). 

Research Model 

The study adopts a conceptual model based on the Resource-Based View 

(RBV) and the Technology Acceptance Model (TAM), which will be tested using a 

qualitative framework. According to the RBV, human capital, when effectively man-

aged, contributes to sustained competitive advantage and organizational success 

(Barney, 1991). The TAM, on the other hand, suggests that employees' perceptions 

of the ease of use and usefulness of digital tools influence their adoption and en-

gagement (Davis, 1989). These models are applied to examine how digital talent 

management practices enhance employee engagement and organizational perfor-

mance. 

The research model is illustrated as follows: 

Model: Strategic Talent Management (Digital Tools) → Employee Engagement → 

Organizational Performance 

In this model, strategic talent management practices involving digital tools are hy-

pothesized to influence employee engagement, which, in turn, impacts organiza-

tional performance. The findings from the qualitative data will be used to validate or 

modify this conceptual model. 

Validity and Reliability 

The validity of the research instruments is ensured through expert review by HR 

specialists and scholars in the field of digital talent management. The reliability of 

the study is reinforced by the use of multiple data sources (triangulation) and mem-

ber checking, where participants review the findings to confirm the accuracy of the 

interpretations (Lincoln & Guba, 1985). 

Ethical Considerations 

The research adheres to ethical guidelines, ensuring informed consent is obtained from 

all participants, and confidentiality is maintained throughout the study. All data are 
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stored securely, and participants are informed about their right to withdraw from the 

study at any time without consequences (Creswell, 2014). 

 

4. Results and Discussion 

Data Collection Process, Timeline, and Location 

The data collection for this study took place between January and March 2025, 

in organizations located in the metropolitan areas of Jakarta, Indonesia, and Kuala 

Lumpur, Malaysia. These regions were selected due to their advanced adoption of dig-

ital technologies in human resources management. Semi-structured interviews were 

conducted with HR professionals in various sectors, including technology, finance, 

and healthcare. The interviews were transcribed and analyzed through thematic coding 

using NVivo software. 

Data Analysis and Findings 

Thematic analysis revealed several key themes relating to the role of strategic talent 

management (STM) in the digital era. These themes were grouped into three main 

categories: digital tools for talent management, employee engagement, and organiza-

tional performance. The analysis highlights how digital technologies in STM enhance 

engagement and ultimately improve organizational outcomes. 

Digital Tools for Talent Management 

    Participants emphasized the role of AI-powered recruitment systems, perfor-

mance management software, and digital learning platforms in streamlining HR pro-

cesses. These tools were perceived as essential for increasing efficiency and selecting 

the right talent. HR managers reported that these tools helped reduce bias in recruit-

ment and performance evaluation, enabling more objective decisions. This finding 

aligns with previous research by Avasarala (2020), which suggests that digital tools help 

organizations create more equitable and efficient talent management processes. 

Employee Engagement 

    A key finding from the interviews was the positive impact of digital tools on em-

ployee engagement. Respondents noted that personalized learning and development 

opportunities, through digital platforms, were crucial for boosting employee motiva-

tion and satisfaction. This result is consistent with the work of Sahoo (2020), who 

found that technology-enabled employee development programs increase engagement 

by offering employees tailored growth paths. Participants also mentioned that digital 
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communication tools, such as instant messaging and virtual meeting platforms, fos-

tered stronger communication and connection, contributing to a sense of belonging 

and commitment. 

Organizational Performance 

    The connection between enhanced employee engagement and organizational per-

formance was evident in the data. HR professionals highlighted that engaged employ-

ees were more productive, innovative, and committed to organizational goals. This 

directly translated into improved business outcomes such as increased revenue, better 

customer service, and lower employee turnover. These findings align with previous 

studies by Saks (2006), which suggest that employee engagement is strongly linked to 

improved organizational performance. Additionally, digital tools provided managers 

with real-time performance data, which allowed for timely interventions and perfor-

mance optimization. 

Comparison with Previous Research 

The results from this study support and extend previous research on digital trans-

formation in human resources. Several studies have shown that digital talent manage-

ment practices are critical for improving efficiency and performance (Marler & Parry, 

2016). However, this study adds a new dimension by linking these digital tools explic-

itly with employee engagement outcomes, an area that has received less attention in 

prior research. The finding that digital tools foster engagement through personalized 

learning and development reflects the growing importance of tailored experiences for 

employees in the digital age, which is echoed by Avasarala (2020) and Sahoo (2020). 

Furthermore, the study confirms that employee engagement leads to improved organ-

izational performance, reinforcing the conclusions of Saks (2006) and other scholars 

in the field. 

Implications of the Findings 

The findings of this research have both theoretical and practical implications. 

From a theoretical perspective, this study reinforces the importance of integrating dig-

ital tools in talent management to improve employee engagement and organizational 

performance. It also extends the application of the Resource-Based View (RBV) by 

linking digital resources, such as AI and learning platforms, to organizational success. 

From a practical standpoint, organizations should consider investing in digital 

talent management tools to enhance employee engagement. HR professionals should 

focus on using technology to create personalized employee experiences, such as cus-

tomized development programs and real-time feedback, to increase motivation and 
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retention. Moreover, organizations must foster a culture of continuous learning and 

communication, leveraging digital platforms to support these initiatives. 

Illustrative Findings 

To further illustrate the results, a table summarizes the key findings related to the im-

pact of digital tools on employee engagement and organizational performance: 

 

Conclusion 

The results of this study emphasize the transformative role of digital talent man-

agement tools in enhancing employee engagement and organizational performance. 

These tools facilitate more efficient HR processes, promote personalized employee 

development, and improve communication and collaboration within organizations. By 

adopting these tools, organizations can achieve higher employee engagement, which 

in turn positively impacts overall performance. 

5. Conclusion and Recommendations 

This study aimed to explore the role of strategic talent management (STM) in 

the digital era, particularly in enhancing employee engagement and organizational per-

formance. The findings indicate that digital tools, such as AI-powered recruitment 

systems, performance management software, and digital learning platforms, play a piv-

otal role in improving both employee engagement and organizational outcomes. These 

tools were found to contribute to more efficient and equitable HR processes, person-

alized employee development opportunities, and stronger communication, all of which 

foster increased employee motivation, productivity, and innovation. Furthermore, the 

study highlighted that engaged employees, supported by digital tools, lead to improved 

organizational performance, as evidenced by increased revenue, better customer ser-

vice, and reduced turnover rates. 
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However, it is important to acknowledge the limitations of this research. The 

study was limited to organizations located in specific regions—Jakarta, Indonesia, and 

Kuala Lumpur, Malaysia—and involved a small sample size of HR professionals. 

Thus, the findings may not be fully generalizable to other geographic locations or in-

dustries. Future research could expand the scope by including diverse industries and 

geographic areas to examine whether the findings hold in different contexts. Addition-

ally, exploring the long-term impact of digital tools on employee engagement and per-

formance could provide more comprehensive insights into the sustained benefits of 

STM practices. 

Based on the findings, organizations are recommended to invest in digital tools 

that facilitate personalized employee engagement strategies and optimize performance 

management. HR professionals should leverage digital technologies to streamline tal-

ent acquisition, enhance employee development, and foster a culture of continuous 

learning. Furthermore, organizations should regularly assess the effectiveness of these 

digital tools to ensure they are meeting their engagement and performance objectives. 

Future research should also investigate how different digital tools can be inte-

grated with existing organizational practices and the potential challenges in adapting 

to a fully digital talent management system. Studying the experiences of employees 

directly impacted by these tools could also provide valuable insights into their percep-

tions of digital STM practices and their influence on engagement. 
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