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A B S T R A C T 

Digital transformation has changed how organizations manage human capital, 
requiring employees to adapt to technological change and dynamic business 
environments. This study examines the relationship between digital workforce 
agility and talent retention in technology-driven organizations. A qualitative 
descriptive literature review was conducted using 23 peer-reviewed studies 
published between 2022 and 2026. The stated sources were Scopus, 
ScienceDirect, SpringerLink, Emerald Insight, and Google Scholar. Search terms 
covered digital workforce agility, talent retention, digital transformation, human 
capital transformation, digital human resource management, employee 
engagement, and strategic human resource management. Titles, abstracts, and 
available article content were screened for relevance; eligible studies were 
reviewed and findings were grouped through thematic synthesis. Four 
connected mechanisms emerged: digital competency development, continuous 
learning, flexible work systems, and an adaptive organizational culture 
supported by digital HRM and leadership. The review proposes an integrative 
conceptual framework in which workforce agility may link technological change 
with employee engagement, organizational commitment, and retention. This 
relationship is conditional rather than automatic: its strength depends on fair 
treatment, credible career opportunities, manageable workloads, and employee-
centered implementation. The review indicates that technology adoption is 
more likely to support sustainable talent retention when it is aligned with 
human-capability development.  

 
1. INTRODUCTION 

The rapid development of digital technology has significantly transformed how organizations 

operate, compete, and manage human resources. Digital transformation extends beyond system 

implementation into broader organizational changes that influence business structures and employee 

capabilities. Organizations in the technology-driven era must develop human capital strategies that enable 

employees to adapt to continuous technological changes. 

Digital transformation has established a workforce environment shaped by automation, artificial 

intelligence, data analytics, remote systems, and digital collaboration platforms. Technical skills alone are 

insufficient; employees also need adaptability, digital literacy, problem-solving abilities, and continuous 

learning capabilities. Digital workforce agility, the capacity of employees and organizations to adjust, 

innovate, and respond to technology-driven changes, has therefore become an important strategic 

capability. 

Although previous studies have examined digital transformation, workforce agility, digital HRM, and 

employee retention, these topics are often considered separately or in related but distinct contexts. The 

literature has not adequately integrated the mechanisms through which workforce agility may translate 

technological change into employees’ decisions to remain with an organization. In particular, the roles of 

employee experience, organizational commitment, learning opportunities, and the conditions that may 

weaken this relationship require clearer conceptual treatment. This gap is important because digitally 

competent workers may have high mobility and access to alternative career opportunities. 

Digital HRM systems can help organizations analyze performance, identify skill gaps, and personalize 

development programs. Digital platforms can also support continuous learning through online training, 
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knowledge sharing, and collaborative tools. However, digital skill gaps, resistance to change, inadequate 

organizational readiness, and uneven employee adaptation may limit these benefits. Implementing 

technology without preparing employees and organizational systems can diminish the effectiveness of 

transformation. Accordingly, this study examines how digital workforce agility may support talent retention 

as part of human capital transformation. It contributes an integrative conceptual framework connecting 

digital capabilities, organizational flexibility, continuous learning, digital HRM, employee experience, and 

retention-related outcomes. Rather than assuming a direct causal effect, the study identifies plausible 

mechanisms and organizational conditions that may strengthen or weaken the relationship. 

2. METHODS  

This study used a qualitative descriptive design and a literature review approach to synthesize 

theoretical and empirical work on digital workforce agility and talent retention. The purpose was to identify 

recurring concepts and explanatory mechanisms, not to estimate a statistical effect or establish causality. 

The stated sources for identifying literature were Scopus, ScienceDirect, SpringerLink, Emerald Insight, 

Google Scholar, and other relevant academic sources. Searches focused on publications dated 2022–2026 

and used combinations of the following terms: “digital workforce agility,” “talent retention,” “digital 

transformation,” “human capital transformation,” “digital human resource management,” “employee 

engagement,” and “strategic human resource management.” The terms were selected to cover both 

workforce agility and retention-related organizational practices. The manuscript does not contain the exact 

database-specific search strings or search dates; therefore, these details cannot be reported as completed 

procedures. 

Studies were considered relevant when they addressed at least one of the following: employee digital 

capabilities or adaptation to technology; workforce or organizational agility; talent retention, employee 

engagement, or organizational commitment; digital HR practices; or organizational transformation and 

leadership. Publications were excluded when they were unrelated to human resource management, 

addressed technical implementation without a workforce or organizational dimension, duplicated another 

record, or lacked sufficient theoretical or empirical information for interpretation. 

The manuscript identifies 23 publications from the 2022–2026 period as the main sources for 

analysis. The review process comprised three described stages. First, titles, abstracts, and available article 

content were checked for relevance to the research focus. Second, eligible studies were read and 

information related to agility, retention, employee experience, and organizational context was extracted. 

Third, the extracted information was compared and grouped into recurring themes. The available study 

record does not provide the number of records retrieved from each database, a complete screening flow, 

the number of excluded records at each stage, or a record-by-record selection log. Consequently, the 23 

studies are treated as the manuscript’s stated analysis set, and the selection process cannot be 

independently reproduced from the information available. 

The synthesis used thematic analysis. Relevant arguments and findings were summarized in relation 

to the research question, then grouped into themes: digital competency and continuous learning; adaptive 

capability and flexible work; digital HRM and employee experience; organizational culture and leadership; 

and implementation challenges. The themes were compared to identify convergent arguments, differences 

in emphasis, and contextual conditions affecting the proposed relationship between workforce agility and 

retention. They were then integrated into a conceptual framework linking digital transformation, workforce 

agility, employee engagement and commitment, and talent retention. The analysis distinguishes recurring 

conceptual patterns from causal conclusions: the reviewed literature suggests plausible mechanisms and 

strategic implications, but the review design does not establish that workforce agility causes employees to 

stay. 

3. RESULTS AND DISCUSSIONS 

Digital Workforce Agility as a Strategic Capability in Human Capital Transformation 
The reviewed literature presents digital workforce agility as a combination of digital competence, 

adaptability, collaboration, learning, and the ability to apply technology to changing work demands. Its 

development depends not only on technology availability but also on employee skills, leadership support, 
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organizational culture, and opportunities to learn. This view is consistent with research that treats digital 

transformation as an organizational and human-capability challenge rather than a purely technical process 

(Vial, 2022; Hanelt et al., 2023). 

Digital workforce agility can support human capital transformation by helping employees use digital 

platforms, interpret information, collaborate across locations, and adjust work practices as requirements 

change. These capabilities may improve organizational responsiveness and enable employees to participate 

in innovation. Agility should not, however, be interpreted as a demand that employees adapt continually 

without support. If change is imposed without training, clear communication, or realistic workloads, 

employees may experience uncertainty and pressure. Workforce agility is therefore more likely to be 

sustainable when organizational systems enable adaptation instead of transferring all responsibility to 

individuals. 

The conceptual framework links digital transformation to workforce agility, including digital 

competency, adaptive capability, and continuous learning. These capabilities may support employee 

engagement and organizational commitment, which in turn may be associated with talent retention. 

Engagement and commitment are presented as intervening concepts in the framework, not as empirically 

tested mediators. 

 
Figure 1 Conceptual Framework of Digital Workforce Agility and Talent Retention 

 
Relationship Between Digital Workforce Agility and Talent Retention 

The literature suggests a plausible relationship between workforce agility and talent retention 

through employee development, workplace experience, engagement, and organizational commitment. 

When organizations provide relevant training and opportunities to use new skills, employees may perceive 

stronger prospects for professional growth. Flexible work practices may improve autonomy and work 

experience, while participation in digital improvement can strengthen employees’ sense of contribution. 

These experiences may support retention when accompanied by fair treatment, credible career 

opportunities, and supportive management. 

Research on employee engagement and talent retention emphasizes organizational experiences 

alongside compensation (Kaur & Sharma, 2022). Work on digital competencies and employee performance 

highlights the relevance of capability development in changing technological environments (Kim & Park, 
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2023). Together, these perspectives support the proposition that agility-related practices may contribute 

to retention by improving employees’ perceived opportunities for growth within the organization and their 

connection to its goals. They do not prove that every agile practice increases retention in every organization. 

These patterns can also be interpreted through established capability and organizational 

perspectives. The dynamic capabilities view emphasizes an organization’s ability to renew and reconfigure 

resources as conditions change; workforce learning and adaptation can be understood as capabilities that 

help organizations respond to digital disruption (Vial, 2022; Hanelt et al., 2023). From a human-capital 

perspective, investment in employees’ digital skills may increase their capacity to contribute and their 

perception that the organization supports their future development. Research on employee engagement 

and retention similarly highlights the importance of workplace experience alongside compensation (Kaur 

& Sharma, 2022), while work on digital competencies emphasizes the relevance of capability development 

in changing technological environments (Kim & Park, 2023). These perspectives are complementary, but 

they do not establish that agility practices invariably improve retention. The proposed relationship is more 

likely to be positive when training is accessible, career pathways are credible, employees have autonomy 

and support, and digital systems are perceived as fair. It may weaken or become negative when adaptation 

is imposed without resources, work intensifies, monitoring undermines trust, skills development is 

unequal, or flexible work blurs work-life boundaries. 

 
Table 1 Relationship Between Digital Workforce Agility Dimensions and Talent Retention Factors 

Digital agility dimension Organizational practice 
Potential contribution to 

retention 
Digital competency Digital training, technology-based 

learning, and skill development 
May increase confidence and 
career-development 
opportunities 

Adaptive capability Flexible work systems and agile 
organizational processes 

May improve satisfaction and 
workplace adaptability 

Continuous learning orientation Knowledge-sharing platforms 
and professional development 

May strengthen engagement 
and commitment 

Digital collaboration ability Virtual teamwork and 
communication platforms 

May build stronger 
organizational relationships 

Innovation capability Employee involvement in digital 
improvement projects 

May create meaningful work 
experiences 

 
The table summarizes how workforce agility dimensions may relate to retention experiences. Digital 

competency development provides opportunities to improve professional skills, while adaptive capability 

can support flexible work environments. Continuous learning and innovation may strengthen employee 

attachment when employees perceive that the organization supports their long-term development. 

Digital Human Resource Management and Employee Experience 
Digital human resource management (Digital HRM) is another factor that may support workforce 

agility and retention strategies. Digital HRM uses technology for recruitment, performance evaluation, 

employee development, and talent management, potentially creating more efficient and personalized 

employee experiences. Technology-based HR systems can help organizations identify employee capabilities 

and design development programs. Through data-informed HR management, organizations may analyze 

performance patterns, identify competency gaps, and provide targeted learning opportunities. These 

practices support strategic talent management when decisions reflect both organizational needs and 

individual capabilities. 

Digital HRM may also improve employee experience through accessibility and flexibility. Employees 

can access training materials, performance information, and organizational communication platforms more 

easily, which is relevant in remote and hybrid work environments. However, employee analytics and digital 

performance systems can undermine trust if their use is opaque, intrusive, or perceived as unfair. 

Transparency, privacy protection, and human oversight are therefore important conditions for employee-

centered implementation. 
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Table 2 Digital HRM Practices Supporting Talent Retention 

Digital HRM practice Function 
Potential contribution to 

retention 
Digital recruitment systems Identify suitable talent through 

technology 
May improve talent acquisition 
quality 

Online learning platforms Provide continuous skill 
development 

May support career growth 

Digital performance management Monitor and evaluate employee 
performance 

May support transparent 
evaluation when criteria are 
clear 

Employee analytics Understand employee needs and 
behavior 

May inform retention 
decisions when privacy is 
protected 

Digital communication platforms Improve collaboration and 
information access 

May strengthen employee 
connection 

 
Technology should function as an enabler of human capability rather than a replacement for human 

roles. Integrating technology with employee-centered strategies may help organizations maintain valuable 

talent while pursuing digital transformation objectives.. 

 
Organizational Culture as a Driver of Digital Workforce Agility 

Organizational culture influences the success of digital workforce transformation. Technology 

adoption alone does not guarantee workforce agility because employees need an environment that 

encourages learning, experimentation, and adaptation. A digital-oriented culture can encourage employees 

to accept technological changes and participate in innovation. Organizations with flexible and innovative 

cultures may be better positioned to develop agile workforces. Leaders can provide psychological support, 

encourage knowledge sharing, and reduce resistance to technological changes. Leadership commitment 

matters because employees often assess organizational readiness through managerial behavior and 

communication. A supportive and inclusive culture may strengthen retention when employees experience 

trust, professional growth, and meaningful participation. In contrast, a culture that rewards constant 

availability or treats adaptation as an individual obligation may increase pressure and weaken retention. 

Challenges in Developing Digital Workforce Agility and Talent Retention 
The transformation toward a digitally agile workforce provides opportunities, but implementation 

faces challenges related to technological readiness, employee capabilities, organizational support, and 

cultural adaptation. Organizations that focus only on technology without considering human factors may 

struggle to achieve sustainable transformation. One challenge is the digital competency gap. Rapid 

technological development requires employees to update their knowledge and skills, but differences in 

digital literacy can create barriers to adoption. Employees who lack sufficient digital competencies may 

have difficulty adapting to new systems, which may affect productivity and increase resistance. Structured 

training should therefore address technical skills as well as problem-solving, digital collaboration, and 

innovation. 

Another challenge is resistance to technological change. Transformation can alter work patterns, 

responsibilities, and organizational processes. Employees may perceive change as a threat when they are 

uncertain about their future roles. Clear communication, employee participation, and support from leaders 

can reduce uncertainty and create a stronger sense of ownership. Organizations should also assess 

workloads, infrastructure, and access to learning to ensure that employees can adapt without 

disproportionate pressure. 
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Table 3 Challenges in Digital Workforce Transformation 
Challenge Description Possible strategic response 
Digital competency gap Differences in digital skills and 

technology understanding 
Continuous training and 
competency development 

Resistance to change Concerns regarding new 
technologies and work systems 

Clear communication and 
change management 

Limited organizational readiness Insufficient infrastructure, 
leadership support, or digital 
culture 

Strengthen digital strategy and 
leadership commitment 

Work adaptation challenges Difficulty adjusting to flexible and 
technology-based work 

Develop realistic and 
supportive agile work policies 

Talent competition Competition for employees with 
digital capabilities 

Implement comprehensive, 
employee-centered retention 
strategies 

 
These challenges show that digital transformation involves organizational and behavioral 

dimensions as well as technology. Sustainable implementation requires a balance between technological 

investment and human resource development. 

 
Strategic Model for Sustainable Talent Retention in the Digital Era 

The synthesis indicates that sustainable talent retention may require an integrated strategy 

combining digital workforce agility, employee experience, and organizational capability. Compensation 

remains relevant, but employees may also consider learning opportunities, career advancement, flexibility, 

and organizational values when deciding whether to remain. A strategic model can be organized around 

four connected elements: digital capability development, an agile organizational culture, employee-

centered technology implementation, and strategic leadership support. Leadership provides the foundation 

for preparing employees, implementing technology, and creating a culture that supports adaptation. Digital 

skill development strengthens employee capability, while agile work practices create an environment in 

which employees can apply their competencies. 

Employee experience is also critical. Technology should improve productivity and workplace 

satisfaction rather than create unnecessary complexity. The model therefore proposes that digital 

transformation and workforce agility may be associated with retention through engagement and 

organizational commitment, subject to the quality of implementation and employees’ perceptions of 

support. 

 

 
Figure 2 Strategic Model of Digital Workforce Agility for Talent Retention 
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This model explains that leadership support acts as the foundation for developing digital human 

capital strategies. Leaders influence how organizations prepare employees, implement technology, and 

create a culture that supports adaptation. Digital skill development strengthens employee capability, while 

agile work culture provides an environment where employees can apply their competencies effectively. 

Employee experience also becomes a critical component in retention strategies. Technology should 

be implemented to improve employee productivity and workplace satisfaction rather than create additional 

complexity. Organizations that successfully design employee-centered digital systems can increase 

engagement because employees perceive technology as a support mechanism for achieving better 

performance. 

 
Implications for Strategic Human Resource Management 

First, organizations should treat human capital development as a central part of digital 

transformation. Technology investments should be accompanied by training, opportunities to practice new 

skills, and support for employees who face adaptation difficulties. Second, HR departments can use digital 

tools to identify development needs and inform retention programs while ensuring transparency, privacy, 

and human oversight. 

Third, organizations should develop continuous learning ecosystems that combine digital courses, 

mentoring, knowledge-sharing communities, and practical opportunities to apply new competencies. 

Fourth, retention initiatives should be evaluated through employee feedback and relevant outcomes rather 

than assuming that technology adoption itself demonstrates success. Measures may include access to 

development, perceived fairness and support, engagement, intention to stay, and actual retention where 

appropriate. 

The synthesis broadly aligns with research emphasizing the interaction between digital capability, 

organizational agility, and human-centered transformation (Chatterjee et al., 2022; Mikalef et al., 2023). It 

also adds an important qualification: agility is not inherently beneficial to retention. Its value depends on 

whether employees experience adaptation as supported growth or as an additional demand. Future 

empirical work should test these mechanisms across contexts, employee groups, and forms of digital work. 

4. CONCLUSION 

This study examined how digital workforce agility may support talent retention as part of human 

capital transformation in technology-driven organizations. The literature review suggests that the 

relationship is best understood through connected mechanisms rather than as a direct or automatic effect. 

Digital competency development and continuous learning may signal investment in employees’ future; 

adaptive and flexible work practices may improve employee experience; digital HRM may support targeted 

development; and supportive leadership and culture may strengthen engagement and organizational 

commitment. 

The conceptual contribution is an integrative framework connecting workforce agility dimensions 

with retention-related experiences and organizational practices. It also identifies conditions that may 

weaken the relationship, including digital skills gaps, resistance to change, limited organizational readiness, 

excessive work demands, work-boundary pressures, and concerns about the fairness or use of digital HR 

systems. These findings indicate that technology adoption alone is insufficient and that workforce agility 

should be developed through human-centered management. 

In practical terms, organizations should combine continuous skills development with transparent 

change communication, inclusive leadership, accessible digital HR systems, flexible work policies, and 

meaningful career opportunities. HR departments should evaluate employee experiences and relevant 

retention outcomes rather than treating technology implementation itself as evidence of success. 

This study is limited by its qualitative literature review design and reliance on existing publications 

rather than primary data from employees or organizations. The available review record lacks database-

specific search yields and a detailed screening log, restricting reproducibility. The synthesis identifies 
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plausible relationships but cannot establish causality or determine the size of any effect on retention. Future 

research should use quantitative, qualitative, case-study, or mixed-method designs to test the proposed 

mechanisms across sectors and organizational contexts, including possible negative outcomes and 

differences between employee groups. Overall, digital workforce agility may provide a strategic foundation 

for sustainable talent retention when digital capability, organizational 
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