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Abstract 
The digital economy has brought significant changes in the global business landscape, 
forcing organisations to re-evaluate their approach to talent management. The review 
in this study used the literature method. The results identified several key challenges, 
including the rapid pace of technological change, the growing need for new skills, and 
global competition for top talent. Proposed solutions include the development of a 
strong learning culture, the creation of an engaging employee experience, and the 
adoption of a data-driven talent management strategy. The research also emphasises 
the importance of leveraging technologies such as artificial intelligence and data 
analytics in the talent management process. The conclusion shows that successful 
talent management in the digital economy requires a paradigm shift towards a more 
dynamic, adaptive and human-centred model.  
Keywords: talent management, digital economy, challenges and solutions. 
 

Introduction 

The digital economy has brought about significant changes in the global business 

landscape. Digitisation, automation and rapid technological developments have 

changed the way organisations operate, compete and create value. 

Digitisation refers to the process of converting information from analogue to 

digital formats. It involves the transformation of data, processes, and systems into a 

form that can be read and processed by computers. Digitalisation is not only limited to 

the conversion of physical documents into digital files, but also includes the integration 

of digital technology into various aspects of life and business (Wu, 2023). It enables 

faster and more efficient access to information, facilitates real-time communication, and 

opens up opportunities for more in-depth data analysis. In a business context, 
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digitalisation can change operating models, improve efficiency, and create new value 

through data-driven innovation (Nowakowski et al., 2024). 

Automation is the use of technology to carry out a task or process with minimal 

human intervention. It involves the use of control systems, such as computers or robots, 

to control processes and equipment. Automation aims to improve efficiency, 

consistency, and accuracy in task execution, while reducing the need for manual labour 

(Jiang, 2023). In an industrial context, automation may include the use of robots in 

production lines, automated inventory management systems, or algorithms for 

decision-making. In the digital age, automation is getting more sophisticated with the 

integration of artificial intelligence and machine learning, allowing systems to perform 

complex tasks and even learn and adapt from experience (He, 2023). 

Technological development refers to the continuous progress in science and 

engineering that results in new or improved tools, processes and systems. It includes 

innovations in areas such as computing, telecommunications, biotechnology, 

nanotechnology, and more. Technological development is often exponential, with each 

breakthrough paving the way for further innovations (Zhdanov, 2020). In the context of 

the digital age, technological developments have resulted in smaller yet more powerful 

devices, faster and wider communication networks, and unprecedented data 

processing capabilities. This has had a far-reaching impact on society, changing the way 

we live, work and interact, and creating new challenges and opportunities in various 

aspects of human life (Dawson & Agbozo, 2024). 

Thus, in this context, digitalisation, automation, and technological developments 

make talent management increasingly critical and complex, demanding new 

approaches to attract, develop, and retain the talent necessary for success in the digital 

age. 

Talent management is a strategic and holistic approach to managing human 

capital within an organisation, with a focus on identifying, developing and retaining 

employees with high potential and key skills. The process includes an integrated set of 

practices, from effective recruitment and selection, ongoing performance appraisal, 

competency and leadership development, to succession planning and employee 

retention (Khang, 2024). The main objective of talent management is to ensure that the 

organisation has the right people with the right skills in the right positions at the right 

time, so as to drive organisational performance, improve competitiveness, and achieve 

long-term business goals. By aligning talent management strategies with business 

objectives, organisations can build a strong talent pipeline, increase employee 

engagement, and create a work culture that supports innovation and sustainable 

growth (Sabiha & Oualid, 2022). 

Talent management plays a crucial role in the success and sustainability of 

organisations in an era of increasing global competition. By implementing effective 

talent management, companies can optimise the potential of their human resources, 
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which are the most valuable assets in the organisation (Liao & Zhang, 2022). This process 

enables organisations to identify, develop and retain high-potential employees who can 

contribute significantly to the achievement of business goals. In addition, good talent 

management can increase employee engagement, productivity, and innovation, as well 

as reduce employee turnover, which can be costly to the organisation in terms of costs 

and loss of valuable knowledge and expertise (Li & Li, 2021). 

Furthermore, talent management helps organisations prepare for future 

challenges. By building a strong talent pipeline and conducting effective succession 

planning, companies can ensure the availability of leaders and experts needed for long-

term growth. It also helps organisations adapt to rapidly changing technology and 

industry trends, as skilled and adaptive employees can more easily adjust to change 

(Bharathithasan & Srinivasan, 2024). In addition, a company's reputation as an attractive 

workplace that supports employee development can increase an organisation's 

attractiveness in the labour market, enabling companies to attract top talent and 

maintain a competitive edge in their industry (Bose & Srinivasan, 2024). 

Given the complexity and urgency of these challenges, research on talent 

management in the era of the digital economy is of paramount importance, so the 

researcher is interested in further examining the specific challenges faced by 

organisations in managing talent in the digital era, as well as exploring innovative 

solutions and strategies to overcome these challenges.  

 
Research Methods 

In this study, researchers used a literature review. The literature research 

method, also known as a literature study or literature review, is a systematic approach 

to collecting, evaluating, and analysing information from various written sources 

relevant to a particular research topic. This process involves a comprehensive search of 

scholarly literature such as books, academic journals, research articles, theses, 

dissertations, and other reliable sources. The researcher identifies, selects and critiques 

the available information, then synthesises the findings to provide a clear picture of the 

state of the art in the field under study, identifies knowledge gaps and formulates new 

research questions. (JUNAIDI, 2021); (Abdussamad, 2022).  

 

Results and Discussion 

Talent Management Concept 

Talent management consists of managing employees strategically and in an all-

embracing manner aiming at getting the full potential from employees needed to 

accomplish the objectives of the organization. The idea comprises following a chain of 

activities, beginning with acquisition of top talent, development of employee potential, 

management of performance, and ending with retention of talent (Wang, 2024). The 

goal of talent management centers on identifying, training, and keeping people who are 
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capable, possess knowledge and expertise needed to fulfill the efforts of the 

organization. Unlike the approach of concentrating on leadership top management 

only; it also reaches to all levels of the organization with the purpose of building a strong 

pool of talent to ensure the Company survives and grows well in future (Yang, 2024). 

In practice, talent management consists of a range of different practices, 

including competency mobilization, succession planning, leadership development 

programs, coping, and mentoring. This approach also highlights the need to establish 

an organisational culture that encourages continuous learning and exploration. Such 

notions propel the organisations to meet their present needs and groom the talents for 

future endeavours (Rahman et al., 2024). In this manner, talent management emerges 

as a management instrument enabling the companies to manage human resources in 

such a way as to gain a competitive edge, raise employee commitment, as well as 

establish an environment attractive to the highly skilled in the industry. 

Characteristics of the Digital Economy Era 

The growing pervasiveness of information and communication technologies has 

led to a profound change in the business processes and interactions of consumers, 

which is the defining feature of the digital economy. Key characteristics of this era 

include a change in the nature of information from an equal frame to that of a digital 

nanometric cube, unprecedented ease of global interaction, and application of big data 

in management. Too, new significant changes emerged in the digital economy, impact 

on the competition, and the innovative business opportunities from the new models, 

like digital platforms and sharing economies, was more than evident (Zhelezniak, 2023). 

The market depends more on the innovative approach as the periods of product lifts 

are becoming shorter while everyone is required to keep up with the technological 

progress. Moreover, during this period, economic value has shifted as value creators are 

no longer physical components but rather intellectual property and soft-ware (Shafik, 

2024). 

The most notable and distinctive feature of owning the digital economy today is 

delivering tailor made products and services based on actionable consumer data 

analytics in addition to – desiring higher levels of automation and usage of artificial 

intelligence in all manner of industries. Open and easy availability of information 

changed the market environment by shifting the balance of power to the consumers 

from producers in the case of decision making. The other distinct feature of the digital 

economy is the flexibility that has a more accommodating position towards the people’s 

work. Some new challenges that come in include cyber security and data privacy and 

even the often-rigid regulation which is never effective during such rapid advancement 

in technology. All these characteristics create and support an ever-changing economic 

landscape, which compels organizations and people to find new ideas and adjust 

themselves in order to stay fit and competitive in the worldwide market. 

 



 

431 
 

The Relationship between Talent Management and the Digital Economy 

There is a dynamic interrelationship between talent management and the digital 

economy in today’s business environment. As such, the digital economy also led to the 

development of specialised skill sets that has increased the requirement for expertise 

in fields such as technology, analytics and creativity (Groshev & Koblov, 2022). Talent 

management in this particular case can also become fruitful as it will enable the 

companies, discern, nurture and keep people capable of spearheading digital 

transformation and ensuring that the enterprise remains competitive. Talent 

management approaches will evolve to address the requirements of the non-

conventional economy in other ways such as developing and implementing programs 

that include digital literacy and artificial intelligence into the employees’ enhancement 

programs (Fathmath & Ahmad, 2024). 

 

Equally, talent management in organisations has been transformed owing to the 

growth of the digital economy. The application of digital technologies and data analytics 

allows for a more complex and specific profiling and nurturing of talent. If, for instance, 

there is need to undertake recruitment, artificial intelligence can be an excellent tool 

facilitate consideration of potential candidates. Digital literacy enables the reduction of 

the functional restrictions for skill acquisition tailored to suit employees’ needs. 

Additionally, due to the influence of big data, organisations are able, to greater degree, 

to forecast the evolution of particular competencies, locate such competencies that are 

lacking, and predict some talent-level management aspects (Dan et al., 2021). 

In contrast, effective talent management practices contribute positively to 

organisational performance in the new digital global economy. The capacity to source, 

nurture and maintain people with competencies in digital systems is a unique source of 

competitive edge. Instead, organisations that properly execute talent management are 

likely to learn and build capacity for innovation, react and make decisions in the 

presence of multiple ICT changes, and seize opportunities that the digital economy 

presents (Shafik, 2024). This calls for building organizational dynamics that encourage 

learning, innovation, and the tolerance of failure. Consequently, the management of 

talent and the changing landscape of the Digital Economy are increasingly interrelated, 

each driving the other- that is, digitalization is shifting the way talent management is 

done, and in turn carries importance in the current form of the economy. 

 
Talent Management Challenges in the Digital Economy Era 

The new age of digital talent management comes with its share of problems 

which need new ways of solving them. First, this is the rapidity of technology evolution 

that continuously causes demand for the new sets of skills. Skills that are relevant today 

may become irrelevant in no time at all making this paradigm a pre-requisite – a new 

challenge of continuous learning and development (Khang, 2024). This means that 
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organizations are required to forecast what skills will be needed in the future and 

develop their capabilities accordingly. It calls for significant because a new commitment 

to training and development programs that are agile in nature and reflective of the 

current dynamics is important (Gupta & Khang, 2024). 

The next challenge includes growing demands for fewer available digital talents. 

Standing out to mention the rapid digitalization of business processes by more and 

more companies, this has greatly increased the supply of labor for skilled professionals 

in data analytics, artificial intelligence and cybersecurity. Organizations have to market 

themselves somehow in order to attract, and eventually retain the best employees, 

which is not easy in the employees’ market. Most of the times this demands creative 

ways of keeping employees happy including and not limited to competitive pay, work 

spaces that foster development and creativity and room for career growth (Abramihin, 

2023). 

 

Furthermore, effective talent management in this digital age has to factor in 

issues relating to workforce diversity and inclusion. A workplace look at the inclusive 

economics that is needed in the modern economy of innovation and creativeness 

(Prasetio et al, 2023). However, there are crises particularly where some demographics 

may not have striking access to training or any form of technological education. In order 

to do that, organisations will need to extend their strategies to embrace the 

identification and retention of talent as well as development of talent to be inclusive. 

The last dimension highlight managing younger workforce aspirations and 

expectations which were shaped by growing up in the digital era. This generation aims 

the high professional status with a particular focus on the workplace, but work goals 

are different and include for example flexibility, a good work life balance and work on 

projects that matter (Dan et al, 2021). Furthermore, these individuals are more likely to 

shift from their jobs more often than their predecessors. Also, talent management 

should manage to bring up the required work culture and career opportunities that 

general this population is looking for and still maintain the organization’s stability and 

continuity. This may require changes in corporate strategy, including changes in 

structure, working practices and Career policy (Maria, 2020). 

 
Talent Management Solutions and Strategies 

In order to solve the issues of talent management in the digital economy, 

organisations have to apply different inventive and agile solutions and approaches. One 

such strategy is to foster a learning culture in public organizations. This includes 

providing Eric Canvas courses, permanent skills and knowledge encouraging reading 

plans, and learning information through Maxwell job biographies (Sokolov & Wang, 

2020). Other organisations may collaborate with schools and educational platforms 

providing up-to-date courses. Further, using artificial intelligence technology and big 
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data analysis it is possible to map a skills deficit of an employee and provide training 

recommendations (Aluja, 2022). 

The second strategy centers focusing on meaningful and delightful experiences 

that employees will go through. In this sense, it includes redesigning work place 

structures to enhance teamwork and creativity, working place flexibility, and leveraging 

on IT for virtual interaction and teamwork. There is also the need for organisations to 

come up with plans for appreciation of employees in terms of their performance. It is 

also necessary to create well-defined career development opportunities that are not 

only vertical but horizontal as well. Further to that, issues relating to performance 

management can be addressed by the incorporation of a managerial performance 

system that focuses on the goals of the organisation and the ambitions of the 

employees. (Zhang, 2022). 

 

There is a need for organizations to do more than “just fill positions” but instead 

ensure there is a more emboldened vision and a data-based approach in the 

management of the talents. This entails forecasting future talent requirements, 

retention risks and maximizing the optimally sickable talents per the deployment of 

predictive analytics. The building of agile, crosscutting, and talent pools within 

organizations is necessary to meet the demand for speed to changes in business 

conditions (Kong, 2024). Organizations should be also active in employer branding and 

showcasing their culture and values as well as utilizing social media networks and job 

boards in the search of the best candidates. Appropriate strategies for cooperation with 

the tech start, universities, and professional communities will help organizations keep 

in touch with new potential employees and fresh ideas (Dmitriev and Gorshenin, 2024). 

 

Conclusion 

With the emergence of the digital economy, talent management has evolved in 

such way that it calls for different and more creative solutions. In particular industries, 

this issue is exacerbated by rapid technological development and the constant 

transformation that creates a demand for new types of skills and highly skilled 

professionals. As such, organisations have to be very agile, be quick in formulating 

tactics and implement shifting work arrangements that foster constant learning and 

creating. Utilization of technological tools such as artificial intelligence and data 

analytics is essential in acquiring, nurturing and retaining talent. 

The answer to this problem includes the development of relevant strategies 

aimed at fostering a certain ethos, building great experiences for employees, and 

employing data to manage talent. Companies have to concentrate on skill enhancement 

on the employee’s part, employment diversity with regards to role progression, and 

fostering a productive and dynamic work culture. In addition, an effort should be made 
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in creating a proper employer brand and using modern technology for the purpose of 

attracting and retaining personnel. 

Consequently, talent management in the digital age requires organisations and 

businesses to think differently than they have in the past. They must adopt a flexible, 

humane and more inclusive approach to talent management. The talent management 

strategies of the organisations that succeed in the digital economy will be and 

implement technology wisely and develop a culture which promotes innovation and 

growth over the long haul. If done correctly, talent management can be used not only 

as an instrument to solve current problems, but as a formidable tool of competition in 

the modern world of business. 
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