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Abstract

The growing trend of digitalization across ide, coupled
with intensified competition among organizati and retain
key human capital, particularly those with digi i hlighted the
need for more extensive research in this field. ions, and due to
the fierce competition between the private and publi s in attracting and
retaining specialized talent, egal constraints, the
issue of talent retention be icul ical for public sector
organizations. The ai oftthe to identify and prioritize
organizational capacit%or retaigi igital talent in the public sector. This
research was cofgu oratory sequential mixed-methods
research design. In thgfirst pha atic review of 41 studies (published
between out to identify the dimensions and
componen cities for digital talent retention. In the

dimensions, ra eight as follows: organizational cultural and
psychological capaciies (w=0.212), learning, growth, and adaptability
capacities (w=0.199), digital human resource capacities (w=0.173), strategic
and governance capadities (w=0.158), structural and work flexibility
capacities (w=0.136), institutional and external capacities (w=0.122).
These represent the Most important organizational capacities for retaining
digital talent in the public sector. This framework can provide a solid
foundation for managers, public policymakers, and researchers in the field of
human resource management.

Keywords: Organizational Capacity, Digital Talent, Employee
Retention, Multi-Criteria Decision-Making (MCDM), Best-Worst
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1. Introduction and Research Question(s)

The rapid expansion of digitalization has intensified competition among
organizations to acquire, develop, and retain human capital with
advanced digital skills. In this context, talent retention has become a
strategic concern, particularly for public sector organizations that
operate under financial, legal, and structural constraints while
competing with the private sector for specialized professionals. As
digital transformation reshapes work processes and skill requirements,
public organizations increasingly need organizational capacities that
support the long-term retention of digital tale
solely on conventional human resource practices.
The present study addresses this issue Ry focusing on t

S constitute
public sector
portance of these

questions: first, what dimensions
organizational capacity for digital talent ret
organizations; and second, what is the,relati
dimensions and compone To ans questions, the study
develops a conceptyal WodeMNof organ nal capacity and then
applies a quantitativ‘ rioriti approach to determine the most
critical elementSh g,
)\

organizationa
skilled employee
employment conditi
as trust, engageme

1or research suggests that retaining digitally
nds not only on compensation or traditional
, but also on broader organizational factors such
learning opportunities, adaptability, and
alignment between WHUmMan resource practices and organizational
strategy. In digital environments, employees with high-demand
technical skills are especially sensitive to the quality of the work
climate, opportunities for professional development, and the extent to
which organizations support innovation and growth.

Despite this growing interest, the literature still lacks a unified
framework that systematically defines organizational capacity
specifically for digital talent retention. Many studies have examined
individual predictors of turnover intention or job satisfaction, but fewer
have integrated these findings into a multidimensional model. In
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addition, there is limited use of structured prioritization methods to
determine which capacities matter most, especially in the public sector,
where bureaucratic constraints and competition with the private sector
make talent retention particularly challenging. This gap justifies the
need for a more comprehensive and context-sensitive model.

3. Methodology
This study was conducted in two main phases. In the first phase, a
systematic review of the literature was carried out to identify the
dimensions and components associated with organizational capacities
for retaining digital talent. The review was performe&g using two major
databases: Web of Science (WoS)
(BSC). After applying the stages of

coding. This phase provided the concept i the study.

In the second phase, the Best-Worst Metho ) was used to
weight and prioritize the identified di I omponents. BWM
is a multi-criteria decisio i
situations where decisio@ma pare several interrelated

factors and determigg&their e importance with precision. By
combining a sﬂe‘ revi ith, BWM, the study ensures both
conceptual comprafiensiven antitative rigor in identifying the
most im cities for retaining digital talent in

selected articles showed that organizational
igital talent is a multidimensional construct. The
oding process led to the identification of six
main dimensions, whieh were then prioritized using the Best-Worst
Method. These dim ns, ranked by their overall weight, are: cultural
and psychological organizational capacities, learning, growth, and
adaptability capacities, digital human resource capacities, strategic and
governance capacities, structural and work flexibility capacities, and
institutional and external capacities.

The results indicate that cultural and psychological capacities are the
most important factors in retaining digital talent in public sector
organizations, followed closely by learning, growth, and adaptability
capacities. This suggests that employees with digital expertise are

capacity for retainin
systematic review an
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strongly influenced by the organizational environment, psychological
support, and opportunities for continuous development. Other
dimensions, including HR practices, strategic alignment, structural
flexibility, and institutional conditions, also play important roles, but
they are secondary to the foundational cultural and developmental
aspects of the organization.

5. Discussion
The findings of this study have important theoretical and practical
implications. The high ranking of culturaland psychological

These results align with
of compensation, but of ¢
can grow and feel valued@\
From a managerial
for public sectofie
retention strategie

most effective
Overall, the st es to the literature by offering an empirically
informed and prioxit model of organizational capacity tailored to
the public sector con


https://jmsd.atu.ac.ir/

L @)U

ool

b @b

753

00 ffoofld0

ISSN: 3092-6270

elSSN: 3041-9484

P & o
/) ,JC:-:TJ 3 5
{D?O? ﬂg 02 o2l e (6 S a5l o 09

https://spsa.atu.ac.ir
DOI:

v 30 o & Sldlowin! CulblngS Sl p Sl cud b
Sl Sbadlae Guce gyl 9 (2ol 1 nges

‘L;L.LL.L e e@.}l) cL;Jl.\gL»a- [ amb GgJ}) o pde eﬁj{ JLMI)

wd 9y e
Ol Ol M09
\ -
1S 5 ol QK gl Lol il oy 5 sl gla 5 Staws Ly, il B

jdﬁjﬁjgp}&&ua%‘f"‘u) ) I v w‘%b,,&w‘mu)‘ b
'Ob}bj‘&&w@;}‘@‘,}\;;& 5 'ﬂ}umgu‘gbﬂ@\.l@ii}giq—ﬂ
j&uuﬂbﬂ}}g%“ :‘W‘MW‘MQ@NM&U&
U’“hjf'ng| W ‘WH'GS-’L;‘J‘@L‘JL‘“&L“‘—"’J]’&“L"U}J}‘

il Sl 2B o slaailgo 5 sl (Y0Y2 B Y00 L 5 addlas FY iepll

S s N S e b e s A s ks glasliaa

5Ly s, Sl gl b YN Olesle g lsOlsy 5 (e b slacd b ols 055 o 5
SIS 5 63l aid b (W= /AVF) s Sl @L'.A sl b «(W=+/144) (g d by

U,';}J:f 9 L;:L‘J d\ﬁ@:ﬁj]o E) §(W='/“~?) LG)K Lsﬂ-\iJUQx‘ 3 ngt':-b duu;:ﬁj]o E(W='/\5/\)

Roo0dsaz@atu.ac.ir :J s s 5 *
! Sequential Exploratory Design


https://journals.atu.ac.ir/
https://jmsd.atu.ac.ir/
https://spsa.atu.ac.ir/
https://orcid.org/0000-0003-3842-0708

b | §olad | €Ul | oo 5es Olods Sy e Slalllas | £

ol s (pges SiSe 53 Jliew s sldazal ol S Sl glacs b SF e Ol g (W=2/1YY)
CL.A@)}>—QG@}@}&JMQ‘)‘K@@L\AQB)bQ‘ﬁ-\A Ls‘jwﬂLﬂL;LM J.}b}'@o_)ﬁ)l:ﬂ-

5,5 5 oLl

AN R

5 LW BP0l 5 uoles Jiow s slagl s

8B,y e Aol O 51 (S w s

u
Glasldaznl Lai> o5 54 JWrw 55 ¢

A
Khatoon et aI.,)‘L‘oM &

Jaya et al., 2026; TkaGhenko et al., ) ko s o ,lge Sler slaibie cnls
srsr wedls s ke

“:‘*"‘°5;3)|}LAOL‘JL*’J"_;P}:J‘G)W‘)‘}%J’W}:}ng‘{,[“‘ “;‘ﬁ"““gs‘;}w

o) Olaaiis Cda (gl odulp o, 5 (2026

i 55 Sl B sl gla iyl f sl (Di Battista et al., 2023)
5 GHIST Bl o, s 6K 065518 OLSLIST glralr VU &5 s s

Solutions, 2023; Hoe, ) ¢l esls il 1) Lol )T s Cubd b Camds



slalosle yias 1o aS 0ad o Hlaizge o) s oyl Cowlus § Cunl (2025
S LSl lacasgame pogdle lagylojlus nl 1725 00065 )18 4z g5 9550 (sages A5
ool cold, b Slojle gpdillasl 5 Lok i) cleas e lapllas o
CotsS Jlooms Jeou cud,b wiled co Jluzus baolasiul Laas jo JSlgl s
JAT)[S 9 (PE Sleos
il-Garcia, 2024

Criado ) was 3 56 cov bt yobas |,

u::{f L3l Jlse s sluxal L
A N

.(Festing, 2020; Kane et al., 2022

S

M}Jtﬁjoj?)bbww@j&ﬁﬁjbﬁj\f

355 o0 oalin o ges i 53 0594 o) () Dbl )
2 loy b St OS5 e else 4l e ) o
S o & i 5 4SS b Ll (T Y (o 5 il 4 S 52, Ol
A8 ol b o llid ESC et Oy gt |y Sz 3 slbazal Lads (6l s (Sl il
sldsinl b 5 J 5 claad 5o (gauls ol 3 g0 Solalllas s s el oS &1

0ts plonil 4Bl bl 5 (oS ooty obrnkiz (6,8 el S35 5, b s



b | $olad | €Ul | oo 50 Olods €y s Olalllas | A

o s coldazal (sl s oy Ll 3 Ol e (68 el S J s bl
ﬁj&@hfﬁccy.wlujbjb@};bgldﬁjryycb%u@bu"
364;_),:.::)\5«@,&:11:L.a.zi\J:.w.,)_sul@mﬁo:xal.\mlgk-ﬁ&lﬁﬂj\
Di Battista et al., ) <ol ot o) diapllss Spsos bt (sla i Dl L]

.(2023; Hoe, 2025

Jé.fb-u;\ﬂ 6?\.»)'\.,: g;.:s‘,la L ol &A)ﬁé—,& (bl ol

S ol OT 55 sy op) Ll hs0s s> (Slasldazal

- B sll (V) 1l s
mﬁ (V) E LIPS o 50 i
it 5 Jios s glasldaal CslugSS
L Gl g pl Oy, 5 Caeal

03 sl e b s sl jlge 35S
23 Sl ods b 65T 5 (g3l
S 5090 50 o o5 (e (35507 0 BOlr) s slas 3o
(Harsch & Festing, 2020) uS" Joass Objle i g 5 J6 (God 215 53,
300l Sldl ale ju wa Sl cliom s J i laael 5 53 S se )2 Ol L cp
A b b s g e sl bl gl OB 5 des dgxie
(Verhoef et al., 2021) uS™ Canis |y @l 515 glag i ale p  idw 31 Ll 5 oo

o 2l Slaae 5 4l O o bantiz (5 8 vrenat (5183, 5 51 03lizd p s



Ole SIS il 5 on 457 3,57 (o0 o0l 1) bl bl s 5 ale (sl ol
Ay Al s g eyl

Slp Gl S b slaadd o guuu ol 5 pluls b j ol Rags of sazme o

Sy de slv Llg o (pgee i laobile 55 Jhaws sldaal L

35 Sl o Sy e 5 BT Slas 51l (b Sl ol Nl

2 Sl s sl s ol

WJhows 6,8 Ls‘lei‘e f,

Ll (s S)lee anny 5 Jad 6,855 (Glojle slazel i) Ol
» nte opl (Ekhsan et al., 2023; Yesudhason, 2025; Alfawaerh, 2025)
el glo sl «SlS g0 locosgazme Jdoay seses LiSu slaglesle
Sledlazms plaasie Ciz gly cogas Ao b wad &) 5 plylasl S

(Mergel et al., 2019) <ol 5,55 5 (5 ftdan (Souzy g Coodl



Joad | € ojled | €Ul || o p0s Slods y ks Slalllas | )¢

szl SIS 1y Sl b b s o ) sba & ala Ba s el 3 s L
CIAgSS 4 by e Slosl i dmes sadows (ST ol bl 5 o a Jlows
L) etz Sl piie Like) ol il b e gl 4 b s laain )3 OLSLE

Sy gty 455 Slle S b &S ok ax g5 altne ol WNEaS 5 il (5 e T

5oy anT 5l Slesle Calies sla_jtd 4,8 S el Lol ias e Ol

(oeomen (Mosquera & Soages, 2025)

/n

2l Bl ey, OB 5 Tediaes ) Sl Cole 45 Uyl Oljle 53 Oble 4

Aol 53 YU Conbad oo L JBBe > (Sladamme 53 053 54 cas (o Candst &S5 slaay 5o
ol LB (LlodisS Slaty Losee ol ol 457 ad (5,8 55 5 slazel S duas e Ol
Ekhsan et al., 2023; Alfawaerh, ) x5 CalugS 5 Jiou s sldwial aav s oy
LU Lol & syl ST &S5 pl Ly ekl 4 b Kos s 3 (2025

ol S iss S 5l sl Sl L b aS gdn Sl 1y s s glaanT

! Onboarding

2 Dynamic capabilities

% Dynamic capabilities

4 Precieved organizational support



2 s GO I sl same Ol gea bl SIS b b das e 0L Eaia
(Yesudhason, 2025) 5 45 (e SLusl mbie Sla gt 5 &0 3 (551 2!
I3 Salite i = o 3 by S B 4k 5 elel ald 4 ki e S
o5 by GLELB @k 58 15, JoSe lddaly LT Ole 015 o Ll el
(S pbe Slas 55 5 T b cmbie jaiun 5okt S5k o b 51 458 Ol o8 s oo

‘)LSJJ"CL‘)K))L‘“L"JJ 25 )scu\...f@v.a\,e\)ol.f)lf
w\a&ﬁﬁi&“}@ P 5 o) 0T Gob 5l &S das e o

(o3 SOb ) : w5 Ly e b o OLS L Jsls STl
4 0SS slezel 5 glay s Ie ¢ Slojle Cule 3 b 5 elail Jsls sla, 87550
a3 oLT5b 3 Ol 5 Kb b g slac bl &7 b 3 ¢S o fos Ol
(Il s gages Sk LI 5 415l SV s 4 o Sl sl mbie
2 A3 Sl i by SLal el Olejen s Ol o s 55 cpl S 5
(Asy ol 53 S g wal 1y pages i 3 ks laslal SIS

ou,uSu\,:ﬁpu@NduoujugﬁkﬁgxL;ug;:uswbjtd;%



Joad | $ ol | €Ul | o508 Slods Sy ke Olalllas | VY

(opee Dok iS55 b Samls 5 btnlp e LTSL 6l

35 by oo S 6 g ol St s Slasl oo o Laim 5 (g5l3l e ¢ g Soaly
DL

(Y2YF) 0L 5 ] S o a5 1y 5 sla i o) 55 o029

sl aacad o jlu slezel 5 OLS,HIS™ (6,8 55 2551 b Jliom 3 szl 8 difesls OLi

U;letfu\.:n u:j; b LJS)‘J
Alfawaerh, ) s’ .sbu\‘w‘ $ EFAN)

I L
b Lo Y pene Sllbs o1 L1 .(2025

Sl Cb b Ll sl oS

IS slas poaly Asle (S o gLl |y gloki gy SS

sl 5 OLS 8 ES )l (Jliow s SL gl Slaptem

«$35215k 5 &5l e
St ane g s Slejl
WJb- ol b .(Setyanti et@ll, 2025) Jiows o s0s Slods 4151 6l 5 55550 sl
Slogmse s S g 5 Slojle S b pmais Ol 6 )3 il 3o oyl ol
L;ué))téﬁgjbjLgl.aw)ﬁL?-ﬁq;‘.:)lx:ﬁjd%;:l.w\u\v\.@é
Sly ety Olssa |y s Ssa 5 besls fdoo 5 4o (Jlioes Sl el

(50 ol Wl Slew b giledde 4 bagpl bl S b S5l 3 s

1 Ekhsan et al.



ly ol oSt sbay 57 Ll e Sl plisl Loa b 5k, 850

Mahmoud et al., 2025; Mosquera & S0ares, ) » s o s LS oo Ik
(2025

) atate Jol 3o 3 g 5o (slajtins s S48 s o O3 ol s pn cnimman

5 Jolse cpl o Comenl 0 )lys el cilos 7 olalis Jlio s (glaslimzul CaligS s

5 sl 6T oo sl

Ole Lily,

CEAES p e Sl o b gane J; : TSl

GAal5d 35S L OIS Canlin 5 O pite camss > |4 Lo s (slaslazal

4 S ol ) gl )‘) By, L 5 5 GIE alepu S ol
Jlas «5‘“‘-‘*““%5 SNl sl b gy ol 5 gluls
A\

C‘.ﬁ‘.\.@i £ 35 L;Lku.ll.w u“:‘“ﬁ}’- Lol ct‘}w BE)
&l Jeows $ i 5 (S oy lazel (IS Hlie e (i s sldsal

55 34y e s el Ja 65 e Ll sl 03l
G baadd 5ol (gl gl 5 5,005 5 g 5 Iy > 4t 5
035 Mol ol oo plonil inpllss ) gbay 058U 5 (5 sbmeckir (6 S el (sl
Jsous Sl osde Lolsbe ol |5 60wl ety o gos idu Ol s

Coyspb 3 et ol DLl altdal 5 S Glays o b bz



Jad | € ojled | €Ul || 08 Slods cy yits Slallles | VE

sdes idw 534S & 50 g0 thilaxl g Sl gl St 5o Solp s lae Sole,
el 45 8 )5 a5 3590 S 54 50 Slus

Faisn bdas o Sl o Sage 51O Jpia) (o des Jgdr oSG walsl s

A3 oo O oo ol ol 0dd gy (Ul lbaianl SIS 61 Slejle b b

Ll y (el s s ciles S cy 25 Gl 58 50 o iy SRR 5 5SS 2 o

Jlisw s sldacw W
s o

o (L nlS) bl o | s ie

 Jers Sl slin s oS
5 B D5 Olpea R Ledse
AT 53 kel Oty Gl sl

Lol oo e j3 Sleds Jlow s

5 K el glibs Lilsy siledus

(V¥ F) Sl

S S50 SR e I Gl e Jelse e

S e 5680k Kl gl

(VF+F) a Jbows Hls oSzl Jloss
©o5Tob Jle Olse

sl Sl o Ghass S Copde Ole Jblas daly 5 olsdkel A

.L" O cali (Blaols; mbe CHMES L sl s bl Gl

:::; ol s b A8 5 e e L Slal DL e

bl Gl g ghladeel sldsal G e

! Best-Worst Method (BWM)



s (a8 S Bl G | 4y 2o el laadly Soe § 9o 5
Slaslacal  Li= 53 Objl e IR
el oS gy Sl S k!
2w (S w g b 5 oy GBS s 2 Jud
Sl 5 Jhsus laslisal CalnS ol ol s culsy s Gasdbaws)
(OF7) Slile G b )y ol sasdlaons Sl SLobla
Ol ! 6‘.1_5:
Sl mle Zopde eyl Copde AR
SSspe eis bl bl w5 e il b
OLar s Jisws glaslisd Ca S Sl
OFY) Dby 1y Jisws J o sladases 514
Sl
sl ol Sl
sobad Ll Sl AU ol
Sn ‘} Ol s Sl
(VF+Y)
SFErer S
, HRM s
Safshekan A3 a5 g 1) SIS ol K
etal.
2026) » F Szl
Jhows  Bslaaal sl
ilo i o LSS O ) 50t
Jds xdﬁ»‘ 4 sy e ol 4l SIHRM LSS
Jozs  Glal whe Zopie SIHRM leoys PSS w e sbre st
Verma et Obe Jo Laulgy bl cowl wsls Oyke 4 o sy S,y
al. (2026) a5 Sl glos b b

03 S5 e 1y Jiam s (glasliazal



Joad | S oyl | € dl | o508 Slods y pis Slalllas | V5

&

(Lo 2ulS) folo Goiond | 4y e

ol glaasly

Sog f o 50

bl 45T sy b
Jlaze bloyl olaaal &y e

Manivanna ;oo Jsl 5 Sljle e b

netal.
(2025)

Ekhsan et
al. (2023)

Alfawaerh,
(2025)

Mosquera
& Soares
(2025)

Setyanti et
al. (2025)

S Jolse

oy s daaws lasidaal
el 43 K15

Gl LA, Ldes hagh

S5

3039 ;Jo.:.‘ ‘ivl:.a ‘5"\5-\.’\.34[)[5)
sl 5 ol glaos b
CES s 5 Ol

ujis Llod 1 e s slasidazal

P
GIRRPPR PACHER:

lasldazsl

gy dbams
E) Lh‘_SI.-.LL& drw gl g B9
Lol eyl 8505 s gl
b b el ol (ol len o5
S s Sl sl b

NG R AR T SANEC ]

- \\g.:au@fsa{«fwlh;f ol

Copde glaogd S Sl

CG ) A g sl sldal G e

b sl pel ot bliyl s claS
Olgea &S lie Lol 5 slael 28

Sl 85

d‘u\.&)}
) N
P J52s HRM HRM &
A a5 sl Jbaes

.L'.fsas.ias’

M s sl 50l s s

S5 oaas , NS KRV«
Cnds

e iyl s ol b

5 Jows b Kl Sl

el 6,8 5L sty Sewls sl

Sl e IS (51



&7 (a8 S Bl G | 4y 2o ol slaasly Sooe § 5o 50

5o basbys ;o sy HRUkews Glagosls lapmen 50

Jbows Gl mlo Glagysls 56,8 gl 350 wrpe Jlzs HRM

Mahmloud sl Obe Jols 5 Sl S pema S5 o308 s g
(2535') 2 Aol s S gLl
I Jbaes basldamal Csli &

.Cwl‘a:‘)glk;w)}!

Sy 5 gl ¢l 0l ‘_;‘J&b_ B T 53 I el 1555 S5 O iy

okis (’l>=| -\...A(a\.]aa! ; ~ L éﬂf("ﬁ"‘aj LSLAU:')) L LM.;J}A

Jolse 5l oS SO b S5 L o0 5 glaair S
sttt bl cpl s B> 15 Cis 3y ge |y Sl K5 5SS g (65l b ¢ Sl
i Sl b

S Vsl 5 oo Cndtl o)l ys (SIS il 58 3 55 55 9 oh 508 iS5 Jlize s lasliazal

5 Gy el cly G OB 53 Ol ) Sl

Cils b b ol slaad 5o

XD



Joad | $oylad | €Ul | o508 Slods Cy s Slalllas | VA

mosls Lo 39y 5 Canle B 5l 5 (Glanw (65,58 (o L 51 Sl rags
D50 3 eslil b e sl o o 53l SLST I gte 6 55 Sl aiensT Gl b e
gl 4 4 S (slaesls jloslizal L6 s sl s L3 o sl s alllan " ttep s
CHS Sl glos b pgar 53 edd asld gls e 5 sl el

<Yl ‘5J‘9T}Jf4l>f ¢) ‘_}K&&Uaa ewly ol 5o s giN s Jlioe s (slasliac

g‘.&;ﬁ\}&))T;stﬁlfm‘}*
o e e s °"“§"::J;I 3
A |

Lks dzep TGy 4 (1M Jgados dlae FY () K 5las) OT
e o sl e 53 4S5 Sy bl
Clg e 53 gadaze Olallbe a1 o
Sl tags 4 313 DLl 550 bl e 0ds plonil Jlizs J i 5 Sl s L]
C b ot Sl palr o Bl 5 Lzl S ol slal b la ite ke 5 g 5
Syl (e Siu Bl 53 ohsa (Jiows slaslixnl Bl Sl
Sadl 5o 3 slal 35 03 (oS (ST 3l b tonin 48 51t a0l Lo S
g (6 5lnp ke 5 3l (o il (AST (6l gien Jod g Lnpllai 5 00 5 b Sle Sl

wlls 5 aspte Sl ares e b tass ol ys S 5 K ool sl

! Sequential Exploratory Mixed-Methods Design
2 Systematic review
% Web of Science & Business Source Complete



OT b 5 48 8 8 15 4 Jlios slasltazal SIS Slojle &b b (glaadl 3o

238 15 el e sy gl 5 (oS o e (slis

[ PP P PP P - VETPC PRPRCT) - PR W X ]
——
el&ol 5l o 6551 8 Vs SANE S S Bademe SN
» 53 S 89
_'33 ﬁ BSC 5 WoS ools asls glael&Sl s (6 S5 Yl
3 ) Web of Science (n = Af) L (n=1v)
Business Source Complete (n = #1) R e R e e L
H s2l3 sBGL 3 Sle gl Sll e 5
~ < @ (n=1v4)
( ) - A
(n=8) Vs slaat L Olge aalllan b e il Ylea
(=)
2 B
% (n=V) ol il ;5 &Vl SV Juls &(f“ :j) e g
n=
4
rad
3

2 3959 é(nJ:,V‘);.nb‘ E_):g;:_ anllas (n=7Y)
HolS e aallae (n=14)

e L

axlllas 3 Jsaiie YRS
(n="\)

'J‘ o o bl Yl

e
& £

J




Jod | € ojled | €Ul || o508 Slods y ks Slalllas | ¥

(Page et al., 2021) Lus o &Vlis Ozl 5 55575 8 Ly, .) Kb

g.fl:da\ ‘w)ﬁ@lﬁ‘-&\j‘wcw}d Oﬂ‘JJLS?‘:’Jg_;’jJ")L;‘Q‘ ‘_;Lﬁjl Lgl:.w‘)‘)b

Mahjoub & Kheybari, ) ws el s Gises &S Olejon SYlie ot

il el B slole glacs by Cdlos laslimal sl )

Gos Olaascs Coligo Sdlows oS, sl Fi o g08  Lidw

w oy OBl 53 6,8 s 2l ol s Cidlaws Jps gl 5 Tiledb

$ s 5550 Glsbae 5 Ve OBl )3 plamdl 5 (6 21T Rl e

25 S Loy Slllas Jold 55,5 slaslme OT Gls p s (o i Olid &) o0

! Digital Talent Retention

2 Organizational Capacities

3 Organizational Capabilities

4 Public Sector

5 Digital Employee Retention

8 IT Professionals Retention

’ Digital Transformation Capabilities
8 Inclusion and exclusion criteria



Comad 5odB ALY YT LY 0 Sl o3l 3 ale dralr Al 3 g 0305 gLl
Sl bbbl 5 pamolr b bad e olal daite O jae 5 odins &1 Lot
"o Bl 5 GV s 5 slne (e 5 Sl s (slaslazal C3IgSS Sl il
W3 g Ol sl sal] (sl oo las ulid s, oS 1 s 21 486 S s

e})\.&&)waMQTéuwl{")‘@n%&Md&@ﬂj}\bﬁ;\b}}»éhﬂlﬂj

)}Mé)‘ff%ﬁ)zwﬂ..\ibfﬁ,;)&uu

Sl g ¢ 3 IS 5o b 51 Tlg 93 ks e o gpie sladdgie I
Bes Oy gt )5l MBS _230ble Slojle b b OO sl LIB s ol
S b 6 el Sl e 53 ez sl oalie o 6 plol il
e plaeedl B 0315 3k 53 b s sldatl s ke 5 L gy S LB SleSLe

35 S o145 ol



b | € ojled | €Ul || o508 Olods ks Slalllas | YY
S 585 OISl 03 o 2l s bl go 5 olal ol Sl o T 5 Cdlad Jhl 1 glates,
Ol Jador ool oSl 0 €11 Y Jaidor 5 (108U unT 5 51 (5145 sas ¢ Julons e
sl ST B 55 (i Slalllas Sl el gl slao)l 8 68K & das
el Sl 53 Calg 3 5 es 5 s (55 Sadshe 53 e cold oLl

HPR? o Jlow s glaslasal & IMS; Sy sl s b

Sl e b ;qudf.;«ﬂ\j‘_;)\ff.xg_uéj\‘_;la J g

sl o e Nty Sl Sl adsl ezl o1 F

5 p sles b el
bot! 3137 0L

L;‘.':—L&d‘}) ‘5.>-L.w ‘ ‘):f‘_g\.bo.b‘u,u)fw

b ‘_gff:b skl g
(S «5“’“’;’“ ;,\\ \ _ a
A\

Ssl Sosls Olaess Lix Lol

Spbod 5 A, PR =
Sl
A

ol glacs P S Collanil SRS Ca e (6,18 55 OIS
;s;lf‘sﬁigd@\ Y Sph g Sl S 5 bles
JL:':"“ QM DL Olaae d)l.&.ﬁ
583l glacs b 93 &Sl _
B Sl 0BT A (g3 yal
SIS S wpanat
6u\.:1§ ""“gs‘
Sl L ol &t o 25
ple glacas b 428 kS bz s 4 2
dbas Sl Jbows ols 8

Sl IS 1




Sl S el 1 IEAS AT 3 5 o sdalie ¥ Ul 55 &S 455 0l

4 Oligen 5 Laapr walie mond Gib 515 ods ST Slisl 53 5 se oS,
Sl O 5,80 55 ol ol 0l jzete OIS syl s 5 8 sl 5e (6,8 o
S fge Sl slalad bl emes (65l b 4 sl 5 oo s S US|

Al>f):4:lj|.,\§\\”/\c\;=:.~|4{.uﬁ)§a|.g;w\4:>'-L.~ 131y dioe s slaslias

Ah o ol dn P g add e ¥4 ol o 5 Sl ke OF Gl i

(¥ Jsu>)
wbgb))‘d‘fgﬁd&lg‘j)“_gu)\.&dcwr ‘)}k—.ﬂb
cb&jdﬁﬁb—)‘)w&fﬁ ”‘jb}MabLﬂ:ﬁ‘ﬂoM Q‘YL&;&L&J”

= )les asli ) (ganliion ¢l ) L Sl Oluabs! oLt
SVl S5 gl (y{ou,)

(AR JIge Cﬂﬁ% =

, .<She%

) Seags 95 by (Sl oLl gle

23 ok 4l glaslae g L o Coanl amin 5 (23055 Gl PR s RS 3
I g R A - TRTS WUN o S g PRYS ICINES ST E
e (O00) o S e oo Sl o el asliin 3 J) 5 VY sl ¢ 5ot
5 obre 0 g e Sl e S5 Il (ol jlne B alin (g 48T D g0 ok S
5 893 sloan g b slan i e 035 7 e slan 5 ek 6l Dl S5

L Critical Appraisal Skills Programme (CASP)
2 Best-Worst Method



Jad | € ojled | €Ul || 08 Slods <y its Slallles | YE

o 81y JI3 VY 6 gemmn 53 45 ks aglin slne o ok b S0 Dlne ey e
Sbre 3 gy Jold (ol slne (23 51 ESS n ccnl p osdle b sl Jol (laslas
Sl 15 &S5 lna 3 0 e Sl Vg S 55 aslone s 31 05,8 8 6l o
e s bobme ) pla b slae 5 o i aslie 6l dlgw e Ole ) op S S
Voos S a sl e s (b lan 5 o S b sline 5 sl g lie (61 5

Y g JS 5l e 3 i 4 8 L5 55 g 0 0y

Sl ¢ gezme 53 9 I

P dpa 55kt 4) (o0 500

L JL..»J\ G(&Jﬁ)l{

Gaiy 5o ale Cia Qupae (V) g 5 ls 5l S Bl 05y 1ls Jels

L e 425 (V) edas

uajyliuﬂpg.mm‘@u‘cmgiﬂm‘giﬂm
(M) ¢ g Si3u slaoljle 53 Jhows Jpo L Sl @L:.o 0y 3 éj:fr-:‘“‘:
! cl.:.a ezl S pde b Lad o glad > dle 9 s EIs S 6,5, 85

ylb (g A el g;;_l.af)‘ Ql.'.:.o.]ol Sy e .g_sto)'L» Jlsw s d}aj L Jlisw s



208 5 analer 4355 b3 Ol e Lot e (A b (514 > b 4l Sl 4
S Lo Sl pgme a3 Sy 5 L3 (i sbly 53 5 Ao al )

u.?\.ojl.w J:-lfo ‘_,,Ja Bl o "y dl:.g;:_b o) > Olaass CS)L&.A 3] cdl:.gg_: slasidaca!

cons 53 b oslitul 35 L5 4l oy LObjle 3 gy 5 2 e S 4

M)\C}bgho\iid\:‘&%m Jls B 4w Sl 5 055 5 ke

M) g1 13 1y (Gl wbie 5 Sl

Sl glacs 9,5 s a3 8 b s (6lT @gad 5 el 4 3954
Sl s 0 5168 e e el od gLl
Lol 53 e i B3 sl (6 o B0 (2015 pjlis ST 51 iyl 0!
GOl wisai 5 amsler 5> Sljle olal Olaadete S8 5lhe by 5o b ool 51 &S 55
VP F Glusgy) s § Giss iash
BV @ los Sg) plo b w3 55 g cpl 53 op S e s Sl eslisl



Joad | $ oyl | €Ul | o508 Slods Cy pis Slalllas | Y5

1y (23055 45T 3 55 ezl o il 8 gl ¢33 63,557 oo ol 5 5 5V Olisels!
Cgms iy op el 8 desls Sl eslimal 55 (650, e ) p ot o 5
g Sl 4 8 des e S 1y odne atg byl cpoler 23 8 o
Chawlio jl S e 0 b, Sgy ol (Rezaei, 2020) 544 oo e (6 b ollans]

oz (gt Glae g 53 0SE 5 3500 5 00 Laslae alg 055 (olld & (5

Las ) )i“:
OT ol s 0 (25 (53 G Fm e 20353
2 Sl bl b ghmdr b el 0)s Gl Coda L
PV P NG - SO PN 5 sl daznl Cil4 S

Js 4w lae JiB)Lg:.L* osls boodomy Ll b 5o 0, gl?f:-
RETRUERINCE A, i 8; Alshamrani et al., 2023) L.
h_\

w3 Rl gl SN 3o Canle bl 5 aduds Ll

AL il ol e (G aS S ke
«(Rezaei, 2015; 20 Sl fagn wlal pep S cp 2o Sy A30)) LT s
JJ;@WM"ﬁ)CﬁMd’-JA@)J

OB W8 e/ O 5 Lo 5 (C1, C2, .y €N o551 (slaslme 3l (slazns pons

S W8 5 L s sl (WOTSt, W) o 5EranleS” 5 (BeSt, B oy rege ool

sl azils 1 5 Sglize 5 coliamsl L ol - Ses linlitS a



sl ) ) ALY slel b laslas ple 4 (B) slae o tege e 5 Ol o
Lol o tege dwwlin amed Lol iy Oty Sl (goliasOLis 4 5 (ol p Coeah)
LT3 ol ol [ 4 B i gotias0lzi @B 0T 3 a8 ol ()3 1 claslns L
b bl (633 Spsen O8NS el Olaaiie Loy
AB = (aBl, aB2, ..., aBj, ..., aBn)

bolre o dnlie ez (W) Slne 0 5 4 o bslme Rgaon e 5 Oljs s
S 0 s L o (godias 0Ol @y OT ol s o

AW:(a1W’ ""'ale --.,anw)

weah ok rd et VY S gl a5 &i%—aﬁe F3a S T
A\

: u*’”i)d-’é&;g_gjwﬁo&‘f

dplona JBlize (6,85 W25 751 DISTRC VNI U VPP P

oS Gk 5 bslas ol O3l o 03 5
AT s a0 T U:i'L:a
Gllas ooy Sl (55 s b S Olsl el WT, Wy, o, Why) ag Ol sl Gamlou
i = Ay Wy|}) LT o st ] gaar ol sl
g o Silwang 5 sdse b G bl sl
min max {wg — ag; w;| , [wj — a;,, Wy [}
S.t.
Yi=iwj =1

(1) w; =0, forall j



Joad | $oylad | €Ul | o508 Slods y s Slallas | YA

wgh oo s (V) b Jde e
min &

"y

lwg —ag; wj| < §forall j
lwj — aj,, wy,| < & forall ]
1wj=1

(2)

w; =0, for all j

Ol p SN W = (W, W, ., Wy) Jbo s

S Cnlinn p s (S s Lho S 4§ Shs, 3539 68 5l

eSS a il (1) 5 ()

Olb s Law g3
ot ) sb )

D551 eNiba Sl sbae 8 Sl 059 o

J@‘)J‘ﬂ)};d‘)-’--’)‘—’-’ > 9)

A5 8 dnles o\f‘>“¢ Sloda

QMLM\ Jﬁ)\.&)(._!u.o-

253, 90 $4-La )3 owe 055 0 kol 15,050 6 5

Ll
Sl b b a8 31> QP sume e B siepllss (18U 5 Lot I ol gl
Sl ad gt ib 5y oS Sl Gdmde lojle (Jlows sbasldazal gl...ial.A.@i? sy
Sl mle Gacd b (1) (S 5 o,y gl b (1) 50 il
3 u;<“°f’ s b (F) (g pdigas 5 iy (6,850 glaes b () (Jlsws

s b () 5 6,5 ¢ pbolasl 5 g bl lacs b 0) bl Loy,



ot ¥ Jaar 3 sl ool 3165 o slaadl 3o 5 o sghe Ll . S5 5 S3lg)

]

JL’J._:.‘,;:: Lth:‘»w.w‘ w‘d& Lgb; @L&)L«: C_,._é‘}]? J\ ol L;_Lwl..& L;LAMJ_}& E) :L'.v‘ Yy ij\?

Oladl Slao » (Hgedo & & Sl

bty oy Jsl 5 Oolal (g5luan LSS s olejle Ulg
arw g oS 6“‘5}?“{ WJhows glaslaaial (gl > di) (sls s
3,8 3 lsle Jiows 2y o e i Cads 3 OB

(Kane et al., 2019; Scullion & Collings, 20

32

o.l...:Tﬂﬁ.li.]pu)‘}r}wtu&j)xwébbuh)\w&é\

Slr ot BB Sopon 1y Sllete ol 5 Sl 3 Sl

POTRP ROy
Sphmo 28l
gl O Slosess JleS>
S
lasldnzal oSl

23 S

‘5}\—“?—:&@"

S phy kS
dt.qu:

(Zeike etal., 2020) L.l

S 618 8 4 (I s slaslanzal (146 > Colual 5 e (sl S Sl mbe
.(De Vosetal., 2020) asb Sawls » g 5 Jos & OUT A Jbsws



Jod | € ojled | €Ul || o508 Slods y ks Slalllas | ¥

Oolge v 4 Sledst Ol D0l digy Gl Ol b
3 Cabante (gla 18755l S onlizal b edlioms (s AT 5550 5 655k
.(WorldatWork, 2023) (._.la., S

Sl bee ‘5u(.:i)}§n 5 bable ¢854 3 Oljle SUlg
S G654 1S s 3 ol 5 et s S8 wliae O o
Tambe et al., 2019;) s5& Cood Jhows dlus STl
.(Bankins, 2021

gle slaesls SR a 5 Hos 55T 5 53 Olojle b b
LS 5wy ol 3 Sl iy S e 1y S
Marler & Boudreau, 2017; Tursunbayeva) Jtuse s (glssldaz!
(etal., 2018

5 s 0(\?&.«5‘ Ji

Sk ‘51.%.:...:»

2 (s 3 alanie
olgs

Coilit s
FEPCRY

Sl e Slorenss

3 A g oslans!
R e Jebos

S s 4 5 S

S 4 o a5 53 Oljle Jaams sladil s bl oLS
.(Larson & DeChurch, 2020; Plaskoff, 2017)
S p5Y Ean 5 e o R Sl OB ol 5,8 sk OIS

Noe etal., ) Jie gl S5

(Verhoef gt al’n\g021) Rl e iy sl

3 o8 LSl g5 G e 53 Ol U158
Li,) (555l Sl i L ager] 5o Yot s sein S0l (5550131
.(2020;

o 5 e slalis 2 s 5 Sl Ol S le o
Sl s 3y s Gl S5k 4SS 4
.(Edmondson, 2011; Carmeli et al., 2012)

orld Economic Forum, 2020

Ls)'Lde.}L:g:} 5.).:\> ‘&Lﬂu& Ls‘j OLGJLM kﬁﬁ""ﬁj Ls)t"“‘” L}J-U‘j
Nambisan et ) G\"‘ W) 5 Cglia Plu b s 55 slacs sl
.@al., 2019

Tl 5,80k

)Qd)l‘;ﬁw‘,é

G‘JjTJS ‘shajjﬂ

"ol 5l o les
“Ssle 5T 2l
Vst (6551
‘sﬁféh_j Lo JA’J
- S

Obejlu Guded s

L slagsli L

slac b
‘6;;3\‘.
EEC3)

Sy Gk

1 HR Analytics

2 Self-directed learning
8 Upskilling

4 Reskilling



&S1y5l 5 Jliza slezel p gme Lol slowl 53 Olojle U5 alaw 5 Sl slaze!
b s (glasliaznl b L o Slenenas 9 O el oty 5, 5 Slte Colail ulas!
.(Cropanzano et al., 2007)
Jzes Glasliaal 0T 53 &5 Josee sl 6l Obojle b b s ls0lgy el
s gl 5 oS daoyl (o b 4 51 5 05k 52
.(Edmondson, 2018) .S” ol | o
5l Jlasl 5 gaaii (6,8 s QG Dlojl 7 gle 5 Hlast| 5 Idliza &h:?’%
ool Jlios glasldazal 4 0N Colal O sl 53 1y (gl > sl > ’ éf”
(Ryan & Deci, 2017) 45 . "".’L‘fd‘”
Colal b OLST" Jaow s sl 03ls Lgw 55 Olojle gUls L8 L;.\;AJM gl N
5 Ghadi)l ol S Gl Sy (bl 5 Sl 5685 Jeomy
(Rosso et al., 2010; Bailey et al., 2019) s 35 & &5 (5,105 3!
Cusp 5 G S i pld Coen e 53 Ol 035 Cosn el !
GOl Sl sy 5 Jaams Glasltaiul 5 5a pamis ¢l >~ Jo> gl ~
(Ashforth et al., 2008; Lamb & Kling, 2003) ¢$51 S 5, 5
b, o5l s sl ‘@L"&N‘m; Olesla &w 5 eS 5 8 o
SN 5 S5 (Lsu‘ i sl g WY ke 15 6o 5
.(Chou etal., . All al’, 2015)
e Ny, S Sl s ol 55 Colland
Spreitzer ) lslasl bl sls,l 5 5 0
(etal., 2017
o s Silr I IO ol s bl o b o5 bbb o
Rigby et al., 2016; ) o @1 jealids gla bl (glmay o35 2570059 jZ::i
.(Uhl-Bien & Arena, 2018 L
L5 Oly,ae Code g 6,8l W5 (6 5lwesl 5 Olejle LUl S s el ‘5j"~\1;;UM‘
Boudreau & Robey, ) &3 o Jizms 65575 5 (Sl sle ez s =
.(2005; Janssen et al., 2017
Jae s gb5ol e Al J RS S S s Olejle &7 laz s Sy e s DDl
LS o S8 N5 LSS 415 S plonil 55 5 Olej e 503 S o 50k

.(Olson-Buchanan et al., 2013)




b | € ojled | €Ul || 0508 Olods y ibs Slalllas | YUY

S L e Slyske 5 ol Gl 5 e 5 Olle Ul
Aloisi & De Stefano,) ule> 5 g 56 cCalanin &)y gorts Jlis s
(2022

N pleze s pmme (Ol (g 05 s F 5 3l 3 Oljle o8 b
Jhous  gloslbaal @l ollhs SL 3K Olgea 25
(Theunissen et al., 2021; Dabirian et al., 2019)

G S 3 daolails bkl b Jwb ol s Oljle ULy
Glashisal bis 5 Cdo bt e bas 5 5l
.(Adner, 2017; Jacobides et al., 2018) Jlu>w 5

5 BGske b 3 Olojle tdu 3l oslizul 5 (gtise g0 Ol oo
Hinings etal., ) Jaws J s o) 5= 55 3l b (Jgs slacs b
.(2018; Mergel et al., 2019

FB 5 Jtn 6,5k Ol 5o Olejlo ozl Slzel 5 i pdy ey
SIS 31 basluazal (gl OT Cgldir 5 &7 (Jlioms 4o s slazs!
.(Deephouse et al., 2017) &l

B PAEINE
Jlze

b L,
Jeow 2

e STL bl
SosTs

sl sl

el Cae g Jiu
Ol

slacd b
sl

&I

ar @

A N
Sla)las 4 o B30)
L s.,é'

ol 0l a.l:.i.f

oy gy sl 5 4

Jamss shaanod i s b gl (g3 ‘,_,_..n%

gt Jimus Jailetr gyl

slacad, b
. . 3502,
il glin (W Slocosd sy s 5 i il oS

Silopea 5 gulS glaslantal o5 L

Jbamd (508 ) CoieS

(b g (3l b |

Sl gt (siEa g chlanis Bl lapasn

bl gilis Slasaas ;0 ot 138l Cudlids § Clae

(il i Lo 5l et aslizal |

lacad,b
Sl gilio
Jbazo

-

| SIS Jlms 4325 S

‘ ralide 553k g pylae g5k ‘;:‘L'F

S

2 Ao e ) s e 5B Lo
58S 55 (6l OT b &S 5 55 OLS I8 A
5345 5 gbolen (Y JS) s 8 e 5 s lne (g
= 295 93 B 4k 5T 5 (Aol sl 25 e pera

sl






Jad | € ojled | €Ul || 008 Slods Cy yibs Slallles | ¥F

Jliow s lasldminl s 53 Slojlu lacd B slaslan 51 maliden s 5o ¥ I

QS;AJ;L;LML.:&JE»c&plu&uﬂdpﬁaf:bowg}:lﬁdﬂdau@b

OT 3 oSl 458 15 S a5y 5 /Y 05 b Oljle 2 kB00s, s

cles b £9° oliilq- 03 N8 055 L sy g LS c‘_gﬁf:li sles b

s oble slacs by gesls jolast| s 4

(ol 53 Sl 5 15 ey Kl s

By O el el

| XYY L0l Sl
slacs b
\ YN $14 o Ll 5 Il _
S
v Yills Colail aluol g Slojlusbzel Y /MY ’
S=La0ols,
¥ AYAS Jhsw s, gunodn 5 Lne
Olejla
) /A\VYA Jlizw s (glad ~ Q}adu.(aijb-l
| VAins 2135 5 psla 6 S 3L 0l
= clos b
Y Y sdee 55T lge 5 ol BIle Slcule= Y 0/0N4] B
(8,8 5L

v /YN 43‘)}"1_556&053};):;}5)&#@)




A S 31 6,8 sk 5 s fuss 98
JAlsd L lags sl L Olejle Gula s SpdiGeks
/YFF OLS L Jiz s 4 28 kS
/YYY Sl g e g cabaase ISL SLa e

sl b
VYN Jas e (65l b

e Sloass 3 oz ) Sl 5 e

SRVAVA R W P

V/AYA o s
Sl
A Sl s el 51 diad a 3Lzl \‘
vy i (6 b ) kS
YRV LS)L”VT“*‘J 93 IS slaslzal &S Liw
Szl Jad owa b Ol sl (51 2l (o sunen sl b
+/14)
Jiows  F </\OA 58 0l
VY Ol Jlezw s 5Ileder & 555 Sl S
s gle O Slaaal 6 pdi fbe 5 U
i
Y A W N oSl
— slos b
. ‘)._:‘.LA B JMI
okl
. WOy ys Ol 0 VANS4
Ls‘,g-:\gg'}\.bdl
52039 5 oo Sl
31y
Jeors (ol STy 5 SalS
'/Y?' dt:’v._)d_b)&)lfv\;f
YEY 281 5 e ST L sl b
ARMN Obojle sloxrl Cue i 4 WARA 9ol
AT éﬁpjd:uj‘shg{b I

AT Jeos I 48 b Gl




Jad | € ojled | €Ul || o508 Slods y s Slalllas | ¥

TP RA e A0 0 08 o aslds 6585l Olse gbssl skt

FF R3ae & 5l Ol ol b dmlos (55 Slawlie les (51 (CR) ' sl
Sl & Gl o3 /N0 golgiig T 51 a8 o o sbe sl s 6,650
Wl laslne (23035 51 Jool s lzel 5 08 s slacslal o LB 6,6 5L
St 5 1OV bl ol (sla el o 5 (658 5 ¢ 5 SSbe ¢ painia ) sbay
G B adlions Slul mle glacad b il S

S b aOble Lol 5 Kb s

Iy slacs by skl

G/ Ll G S G s ol slals b

D508 BB essdos 53 Ken & deT s 0/ AD AS /¥ (/04

Ll
a0l 5 (S b &\‘9&” F sl 5o & 68 0l
O 3 e 3 w;b%‘w 4 0% b (s Liol sy St add o cOle sl
Gl (/Y Slazeh 5 (/YN (glab o lestl 5 SISz
Sl T gr g (Do s I8 (e sds g Lnor add 3o g5 . las S

Ayl 18 gl slaasy 55 50 (/IVA) (Jlisw s
S 3k Ol & 035 B s i G 5 iy 6 S5k Slasd by ey )
S5 1 s g &) ROl Cole OT 51 g 2315 Glas (/YY) aalys 55 r)‘.,u
oz Llas S 51 5 C/Y ) (41557 5 (glaos 53 S sk o 30 5 (/YY) (3des
(V99) (o slacs,y 3L b Ole sl Gudas oo 5 (/AT (Sl 3l (6,8 5L 5 ot

s gl ey 5 ol glaas) 0o

! Consistency Ratio



055 L QLS H Jlos 420 Gt iz s Sl ol sl b dx s

(Slge p en s alanie L (Slapte ol w5 8 )5 Cade a5y 53 +/YFF
e L yls 1 3 o3 309 Swasy 53 (/YY) ((Jad s (55l saBdn 9 (+/YYY)
e ol 51 et n e3lizah 5 (/YA ( glusl mlio Slasanss 3 oS slis

Ll gl (gdm slaasy 53 s 5 4 (/1F0) 1 Ll

Y 05 Ll G CatS) w S eSe 5 (63

CSJW)) ol wﬁj}muj 2

G slaas o 5 ool S o A 5 (/IV0) (g sses p o
Llas § gl
YP 055kl s LB (S 5 63l SIS by a5 (g o
Pzl S g a5 CIYFY) ((655T 5 e ST B3 5 48 8 )15 i 455 5
(b 5 63lg lacoles) (Lyls Hl 3 e 9 93 claasy 5o G/YY) Wbl

lesls olamls oty 059 o %S (/YY) (Jliae s HI8 -l 8 L Sl 5 (+/V7Y)

G oSS 5 S



Jad | € ojled | €Ul || o508 Slods y ks Slalllas | YA

Sula sl 5 cite dlie FY deplss (651808 5 o I ol b ol s

Glasliaal CilugSS ¢l Sl b b o8 sl ol BWM) oS pay b oT
el 5 gty 25 e 5 ot S gla22 50k c(sibmti o3l Sl s

DL Aty 3L olarst (Olejle o la0ls, 5 Soa b slacad by 4 Jsl s,

Fleal Jols a4 b O gyl 53 Slejl slazel g (glad o JDaal (o LE 01y Sl

5 Blau, 1964)
OL:-‘?W‘@)»&MCJL)J@‘)‘}L&‘ ) - . -\.G)LSJL’I:'-\M

SHP Jlows glasiaaa RS O yds

5o ol il plel oo s 505057 sl
oty Sl e 4 s ol D8 O s
Pt 03 S5 5 S35 GBS e ) Bld Coaal ((VF (st 5 Jaelg) (o
2 55eP SL50) (Fso s 5 so s Sleile LS| i S s
Sty b S35 S5 i Gkt 5 b, oS el B cass 45 )
ot (55530 el s Ll oo dn 5 5 (V1IN s allan 3 5 sla s
& lge o Jlms SIS Sk 53 5,0 ASTE lsks (Sl 5 sdoes (6557l

St g (G LBONs, 313,13 &G 4 pslte (6,8 3k O (b e ¢ gmie T

! Teece



sl OUS S s o 0L SIS ol T o) s Sla g3 45T (Sysb & (ol ol s
.Di Battista et al., 2023) w0 U550 S bl 5l YL o 1) diy Cn
OSel 45 Loits Jlmy > Sl C51gSG oS ol OT S5 s ol VU 055 ¢l ol

el o3y 5 0 8 0T Ay

e S pte Sl b o8 288 15 p s 455 55 1l NSl mlie (glacs b

S 33 HR (glas S8 =1 b50 5 5 ool O
oS 5wl iy e s besls (So S o LS ¢ gpee3l
Sl Alae ok L. 5 (Marler & Boudreau,
e S5 oo S ¢

: ..}
w‘ﬁ&)ﬁ‘udg‘b;‘é.ﬂb

35l .,\:fgb* Cods-

iLo s I Iy (Colquitt et al., 2001)
S Sl S8 1 oy dze 8 Jliow s
5 el g gnlazel o4 Ll g 005
Sl yor Ppas” Y 5 &3l sl by el 45, 5o

) 5 Il s J i b Olajle OIS (slags ;8 g
obors 5 (o AT a5l sl Ol el o )ls ASTE Jlaom s 5Ll
PYTE et 6T o5 5008015 S5 Jltms 3 8l Sln 2 (65 smn (Sl Sty s
et o 2o OT Glaa3e Ols )3 Jlizs (685 oS el (o bB 55 8y Ly
S () il 5 6K (Y00 A) Y 5leiS o s ol sla i b dos ol (s |
23 &3 paly Gy S 5 | S ailrss SOl 53 5y osl)s (THYF) Tl 3

1 Gl Jlmmrs Jmd (6o 5 A3 on LSS 48 Sl Ol o Sl (285 o 3

! Raisch & Birkinshaw
2 Kang & Snell
3 Ahmed



Jad | € ojled | €Ul || o508 Dlods ks Slalllas | §+

Jl::qq::ﬁ.ab>ﬁjcdl>O;_lleé..\;f)\}ﬁdsl&?Lg):J,.goje}g_bLi:f\QL_.aS@\
wu\v@owﬂgbﬁcﬁu)buﬁhmﬁdjubj&wm
5\@.\;51{6;;@;,\;ﬁgg),s((&,\sdﬁ;ggu‘,L;,\;suéw,g,u»

S 5 Sladde 5 s smmnls p (Ul (slaps (14K (Kl (slajl b 4 IS

L;\.Aubj)bdﬁrb‘_;)l;)):jd.;j)gg&»‘gd&4:.«>J.:@‘@fﬁlﬂ&hdlﬁ)b}

Scott, ) L u> &lﬁ;% O

oL 5 e bﬁ“%
A \

Sk edd gluls sl b 5l & o5l s

S) Jbzms gl Ly s rd e Gila i
it SIS sy 3l 5o (Wlodkd - lae (oo puas
i a5 stn L6 s il 5 e o bl el (5031 e Sl 5 556
03 b e (3l paed 5 (63,05 Slae]s 53OSl 5 85 50T Slacs 3)
@b L Sl s i Baoe Bl L (6146 > Sl sl 0 )l

anuij)\dl&}d;m;J)l?:;\c& Q@lﬁ&cgsqu)jluiﬁuﬂ}:



Il s slhiatal Sl das o 0L ol mbawikiz Jie i gomen )3 ol

2 L0l 5 (K G gbaY 0T 53 & Cal )ty o lias sloyy
Ll e (olg 5 Skl oy a8 55

oz 3l 60l drlgo oy gdon b hags cpl o g lE Bs) pSoutal 3425 b

e slaana; ST Cov il K &) uus Il do e 3 06 5 sl 4 S

lade) 28 2 S s

Lty oddplol (Gluly gl 4y a5
I.\}.:&LSA 43\)‘ L.SA}“'G

"=

9 4 sw9d D)o j slasd sloul 1 o lioly,) Sl Wyl L)
B (6513 o) da 5 g allast 51 (6,85 5 yle
3 3dome 5Tl Qglte (3550T (slaaalyy €11 s (6850 (e ST
aly3 2 (G140 o dnn g (G e

CohS 3 g 5 Lyl 3 (Giluesle dal sl 5 5 10LSLIT b s 25 3 50 ¥
Sl bl b fuls

g Olpte ez (Sals slaasl 4 a3y sl 100n,s (Sels anny ¥

S S a5 J s ol



Joad | § oyl | €Ul || o508 Dlodsr Sy ks lalllas | FY

Cae 5 oS 7 (553 31 556 (6 S o e 1Ll Celanin ()8 sla 1 0
(S L) SR L e s A

3623 5 oo Sl ety b jezes L3yl sl i oo ST ol 4 42 5
IS et Ob o S Ol JHils glalS L8

wbal b Jloe laylnl 5l dadis el 1@k gla Alsl Oy e Y

.Q;ﬂ_g.s CJL' la w\.’.‘;a L5|‘*§j" Qb\:;';i-‘ d:".’.‘JB‘ B @\.\)-\5 cu...a..,a;'u

éb.o oo

D3 g Sl o5l

ra/0000-0003-3842-0708

ORCID S )

Habib Roodsaz



http://orcid.org/0000-0002-6639-9339

@l;.o

2oL Gl sl Sy e SULOFY) e plb) tp e o3l fp (oo b S o
=Y Y ST o il mlin 4 o) e e il 2 5 Sl b SIS
YA

OIS g (S3lunS 5 Sl Gl sy A gl &S S LOFF) o Glass,
YA CONVAIVF (J goer S o ke Olellls KS

Jloms GLadl mlo 1 (e diadgn oS 6 SIOFHF) o
(opas Dokt Oy et Saflls Dlajon L;uu,&s » gt AT
10.22054/spsa.2026.90907.1117" ¥A-\ «(A)¥

Sl gl o e sla 2l g1 VYD ¢l ud M o (S et Sl

& /~ .
.) J};&l‘j Q‘ﬂ‘ BE]

I R IOV RGR AW

.C)‘J.ﬂ 4Q\}J:.i 4‘5)/.,(3[««:-

b Sll ple wlf/u“w\ o M oy ey (VF0F) L 0Ll e (ol 5
2ip 3 n s Sl G lSles TN o0 L L Gl 5 )l gksl ils B

VOV O 2 ST 5 ke ¢l psle
Solwdde (VP2 F) 5 S cases 65 (ST (G gmge
A (o o ol G Dlaflls asenT 3 S50, b OVl (Hs sbobjle 55 Jiows
10.22054/spsa.2026.89560.1087 .\vs-\\v

o) Jos cobjle ;3 Z s g m, (VEY) e Slas 5
APANEY P opee Slodst Syl Oleflle ool g Sl 5
10.22054/spsa.2025.88913.1076

(il pale tnmssi e 5 23 Jalad sl Dol 55 5 a3 plas (VF4¥) Ly ¢ el
£V (3)0

995 o pde 53 L gla Lk toils, e o pde ((VFr) L (e b (el

AY—?\ 6(?)“ c‘!'Lw/ijﬁ ij‘uwj.’



Jad | §oylai | €0 || on 508 Slods Sy e Slalllas | £F

Abduraimovna, S. B., Chen, Y., Zhang, Z., & Xia, W. (2026). From Hybrid
Incentive Systems to Competitive Intelligence: How Key Technologies
Enable Innovation Management in Multi-Age Teams. Journal of
Sustainable Competitive Intelligence, 16, e0613-e0613.

Adner, R. (2017). Ecosystem as structure: An actionable design for strategy.
Journal of Management, 43(1), 39-58.
https://doi.org/10.1177/0149206316678451

Ahmed, E. H. E. H. (2024). Dynamic Capabilities—Alternative
Perspectives. In A. Hamdan & A. Harraf (Eds.), Business
Development via Al and Digitalization, Vol. 1, pp. 575-586.
Springer Nature Switzerland.

Alfawaerh, N. H. S. (2025). The Impact of Digital Human Resource
Management on Talent Retention in a Changing Workplace: The
Mediating Role of Entrepreneurship Development. Internatlonal
Journal of Applied Mathematics, 38(1s), 1414-1442.

Allen, T. D., Golden, T. D., & Shockley, w effective is
telecommuting? Assessing the status o ntific findings.
Psychological Scierce in the _Public est, 16(2), 40-68.
https://doi.org/10.1177#4529100615

Aloisi, A., & De Stefan
Algorithm. ArtifiGial
Publishin A

Alshamrani, A., mder zam, [. M., & Bozani¢, D. (2023).

mtegrate proach to determine the ranking of

tion — Your Boss Is an
Work and Labour, Hart

man Resource Development Review, 18(1), 83-113.
177/1534484318804629

hical use of artificial intelligence in human resource
ision-making framework. Ethics and Information
841-854. https://doi.org/10.1007/s10676-021-

https://doi.org/1
Bankins, S. (2021). Th
management: A
Technology,
09619-6
Boudreau, M. C., & Robey, D. (2005). Enacting information technology: An
episodic process of technological change. Organization Science, 16(1),
3-18. https://doi.org/10.1287/orsc.1040.0107
Carmeli, A., Edmondson, A. C., & Tishler, A. (2012). CEO relational
leadership and organizational learning from failures. Journal of
Organizational Behavior, 33(4), 535-554.
https://doi.org/10.1002/job.769



https://doi.org/10.1177/1529100615593273
https://doi.org/10.1177/1534484318804629
https://doi.org/10.1007/s10676-021-09619-6
https://doi.org/10.1007/s10676-021-09619-6
https://doi.org/10.1287/orsc.1040.0107
https://doi.org/10.1002/job.769

Choudhury, P., Foroughi, C., & Larson, B. (2021). Work-from-anywhere: The
productivity effects of geographic flexibility. Strategic Management
Journal, 42(4), 583-605. https://doi.org/10.1002/smj.3251

Collings, D. G., McMackin, J., Nyberg, A. J., & Wright, P. M. (2021).
Strategic human resource management and COVID -19: Emerging
challenges and future directions. Journal of Management Studies,
58(5), 1378-1382. https://doi.org/10.1111/joms.12695

Colquitt, J. A., Conlon, D. E., Wesson, M. J., Porter, C. O., & Ng, K. Y. (2001).
Justice at the millennium: a meta-analytic review of 25 years of
organizational justice research. Journal of applied psychology, 86(3),
425,

Criado, J. I., & Gil-Garcia, J. R. (2024). Digital talent management in public
sector organizations: Challenges and strategies for digital
transformation. Government Information Quarterly, 41(2), 101948.

Cropanzano, R., Anthony, E. L., Daniels, S. R., & Hall, A. V. (2017). Social
exchange theory: A critical review with theoretical remedies. Academy

of management annals, 11(1), 479-516.
Cropanzano, R., Bowen, D, E., & Gilliland, S. W. . The management
t Perspectives, 21(4),

912

Understanding t e proposition of IT talent. Journal of
InformatiofiTegh pplication Research, 21(2), 75-89.

& Akkermans, J. (2020). Sustainable
model. Journal of Vocational Behavior,
0/10.1016/j.jvb.2018.06.011

., Tost, L. P.,, & Suchman, M. C. (2017).
imacy. In R. Greenwood, C. Oliver, T. B.
E. Meyer (Eds.), The SAGE Handbook of
stitutionalism (2nd ed., pp. 218-248). SAGE

Lawrence, &
Organizational
Publications.

Di Battista, A., Grayling, S., Hasselaar, E., Leopold, T., Li, R., Rayner, M., &
Zahidi, S. (2023, November). Future of jobs report 2023. In World
Economic Forum (pp. 978-2). Geneva, Switzerland: World Economic
Forum.

Edmondson, A. C. (2011). Strategies for learning from failure. Harvard
Business Review, 89(4), 48-55.

Edmondson, A. C. (2018). The fearless organization: Creating psychological
safety in the workplace for learning, innovation, and growth. John
Wiley & Sons.


https://doi.org/10.1002/smj.3251
https://doi.org/10.1111/joms.12695
https://doi.org/10.5465/amp.2007.27803912
https://doi.org/10.1080/15228053.2019.1645009
https://doi.org/10.1016/j.jvb.2018.06.011

Jad | S oyl | €0l | o508 Slads y s Slallles | £5

Ekhsan, M., Badrianto, Y., & Suwandi, S. (2023). Digital Talent on Employee
Retention: the Role of Employee Engagement as Mediation. Journal of
Law and Sustainable Development, 11(10), ell2].
https://doi.org/10.55908/sdgs.v11i10.1121

Gratton, L. (2021). Redesigning work: How to transform your organization
and make hybrid work for everyone. Penguin Business.

Gupta, H. (2018). Assessing organizations performance on the basis of GHRM
practices using BWM and Fuzzy TOPSIS. Journal of environmental
management, 226, 201-216.

Harsch, K., & Festing, M. (2020). Dynamic talen
and organizational agility—A qualitative expl
Management, 59(1), 43-61. https://doi.org/10.10 .

Hart Publishing. Ashforth, B. E., Harriso . H. K. G. (2008).
Identification in organizations: An Bxaminati undamental
guestions.  Journal of en
https://doi.org/10.1177/01492063083%

Hinings, B., Gegenhuber, T., & Greenwood, R. al innovation and
transformation: An_ institutional perspectiye.““Information and
Organization, 52-61.
https://doi.org/10.1016/]. oandorqﬁﬁz.

Hoe, S. L. (2025). Digital transformation and the future of work: closing the
digital skills gap. Development and Learning in Organizations: An
International Journal, 39(3), 14-17.,

Hom, P. W., Lee, T. W., Shaw, J. D., & Hausknecht, J. P. (2017). One hundred
years of employee turnover theory and research. Journal of Applied

Psychology, 102(3), 530-545."

., & Gawer, A. (2018). Towards a theory of

Management Journal, 39(8), 2255-2276.

anagement capabilities
ion. Human Resource

. P., Slade, E. L., & Dwivedi, Y. K. (2017).

digital government services: Deriving a core set of
web-based trust in@dicators. Government Information Quarterly, 34(4),
585-594. https://dokiorg/10.1016/j.9ig.2017.10.001

Jaya, I. G. N. M., Nusirwan, Kusumasari, D., Susenna, A., Agustina, L.,
Sukma, Y. A. A, ... & Hermina, N. (2026). Regional Patterns of Digital
Skills Mismatch in Indonesia’s Digital Economy: Insights from the
Indonesia Digital Society Index. Sustainability, 18(2), 1077.

Jiang, Y., & Chen, Z. (2024). Determinants of turnover intention among
digital and IT professionals: The roles of job satisfaction,
organizational support, and career development. Information
Technology & People, 37(1), 112-130.

Trustworthiness



https://doi.org/10.1177/0149206308316059
https://doi.org/10.1016/j.infoandorg.2018.02.004
https://doi.org/10.1002/smj.2904
https://doi.org/10.1016/j.giq.2017.10.001

Kane, G. C., Phillips, A. N., Copulsky, J. R., & Andrus, G. R. (2019). The
technology fallacy: How people are the real key to digital
transformation. MIT Press.

Kane, G. C., Phillips, A. N., Copulsky, J., & Andrus, G. R. (2022). The
technology fallacy: How people are the real key to digital
transformation (Updated ed.). Cambridge, MA: MIT Press.

Kang, S. C., and S. A. Snell. (2009). Intellectual Capital Architectures and
Ambidextrous Learning: A Framework for Human Resource
Management. Journal of Management Studies, 46 (1), 65- 92.

Khatoon, U. T., Babgi, M., Hadi, N. T., Mir, R. N., & Velidandi, A. (2025).
Technology-driven change in human resource management: Reshaping
talent management and organizational design. Administrative
Sciences, 15(11), 452.

Lamb, R., & Kling, R. (2003). Reconcep
information systems research. MIS
https://doi.org/10.2307/30036529

Larson, L., & DeChurch, L. A. (2020). Leading
perspectives on technology and what they mea

igital age: Four
eading teams. The

Leadership 101377.
https://doi.org/10.1016/jYeaqua.

Li, L. (2020). Educatign, traini g for the digital economy.
Technological %eca 1 Change, 161, 120322.
https://do?‘m. 1

evereaux, P. J., Kleijnen, J., & Moher,

ment for reporting systematic reviews and

that evaluate healthcare interventions:

ion. PLoS Medicine, 6(7), €1000100.

", & Brooks, J. M. (2020). Optimising the value of

the critical appraisal skills programme (CASP) tool for quality appraisal

i i ence synthesis. Research Methods in Medicine &

), 31-42.

S. (2025). The evolution of job advertisements in

ible advertising. In H. Olya (Ed.), Toward responsible
service management: Al and digital transformation in action (pp. 189—
206). Emerald Publishing Limited. https://doi.org/10.1108/978-1-
80262-963-720251015

Mahjoub, A., & Kruyen, P. M. (2021). Efficient recruitment with effective job
advertisement: an exploratory literature review and research
agenda. International  Journal of Organization Theory &
Behavior, 24(2), 107-125. https://doi.org/10.1108/1JOTB-04-2020-
0052

Health Sciences,
Mahjoub, A., & Kheyb


https://doi.org/10.2307/30036529
https://doi.org/10.1016/j.leaqua.2019.101377
https://doi.org/10.1016/j.techfore.2020.120322
https://doi.org/10.1108/978-1-80262-963-720251015
https://doi.org/10.1108/978-1-80262-963-720251015
https://doi.org/10.1108/IJOTB-04-2020-0052
https://doi.org/10.1108/IJOTB-04-2020-0052

Jad | § ol | €Il || 00508 Slods &y e Slalllas | £A

Mahmoud, M. M. H., Ali, A. A., Alrifae, A. A,, Eitah, R. A., & AlZubi, M. M.
(2025). The impact of digital HRM system and digital transformation
on HR efficiency with organizational agility as a moderator. Discover
Sustainability, 6(1), 1038.

Manivannan, M., Subramanyam, K., & Venkatagiri, J. (2025). Talent
management strategies for employee retention in the era of digital
transformation. International Journal of Emerging Research in Science,
Engineering, and Management, 1(3), 06-11.

Marler, J. H., & Boudreau, J. W. (2017). An evidence-based review of HR
analytics. The International Journal of Humag Resource Management,
28(1), 3-26. https://doi.org/10.1080/09585192.2016.1244641

28(1), 3-26. https://doi.org/10.1080/089

Mergel, 1., Edelmann, N., & Haug, N. (2019).
Results from expert interviews. Gove en
36(4), 101385. https://doi.org/10.1016/].910%0%9

Mergel, I., Edelmann, N., & Haug, N. (2019). Defining digital transformation:
Results from expert interviews. Government Information Quarterly,
36(4), 101385.  __ e

Mosquera, P., & Soares, M. E. (2025). Onboarding: a key to employee
retention and workplace well-being. Review of Managerial
Science, 19(12), 3687-3711.

. (2019). The digital economy and
or management research. Journal of

56(8), 1529-1545.

Noe, R. A., CI ¢ Klein, H. J. (2014). Learning in the twenty-first
Annual Review of Organizational Psychology and

Behavior, 1(1), 245-275.

146/annurev-orgpsych-031413-091321

ell, W. R., & Thompson, L. F. (2013). New to a
web near you: H echnology mediates work-life interaction. In T. D.
Allen & L. T."Eby (Eds.), Oxford Handbook of Work and Family.
Oxford University Press.

Page, M. J., McKenzie, J. E., Bossuyt, P. M., Boutron, I., Hoffmann, T. C.,
Mulrow, C. D., ... & Moher, D. (2021). The PRISMA 2020 statement:
an updated guideline for reporting systematic reviews. British Medical
Journal, 372.

Plaskoff, J. (2017). Employee experience: The new human resource
management paradigm. Strategic HR Review, 16(3), 136-141.
https://doi.org/10.1108/SHR-03-2017-0017

Olson-Buchanan, J., Bo



https://doi.org/10.1080/09585192.2016.1244641
https://doi.org/10.1016/j.giq.2019.06.002
https://doi.org/10.1111/joms.12491
https://doi.org/10.1146/annurev-orgpsych-031413-091321
https://doi.org/10.1108/SHR-03-2017-0017

Raisch, S., & Birkinshaw, J. (2008). Organizational ambidexterity:
Antecedents, outcomes, and moderators. Journal of Management, 34(3),
375-400.

Rezaei, J. (2015). Best-worst  multi-criteria  decision-making
method. Omega, 53, 49-57.

Rezaei, J. (2016). Best-worst multi-criteria decision-making method: Some
properties and a linear model. Omega, 64, 126-130.

Rezaei, J. (2020). A concentration ratio for nonlinear best worst
method. International Journal of Information Technology & Decision
Making, 19(03), 891-907.

Rigby, D. K., Sutherland, J., & Takeuchi, H. (2
Harvard Business Review, 94(5), 40-50. Rosso, B.R,, Dekas, K. H., &
Wrzesniewski, A. (2010). On the meanmg of works, A theoretical
integration and review. Research in ior, 30, 91-
127. https://doi.org/10.1016/].riob.2010.

Romme, A. G. L., & Holmstrém, J. (2023). : Calling for
research on technological innovatio d by design
science. Technovation, 121, 102692.

Ryan, R. M., & Deci, ENL. (2017). d ation theory: Basic
psychological needs% ivati , and wellness. Guilford

. Embracing agile.

Press.
Safshekan, M., Feili, \hOJae ., & Sorooshian, S. (2026). Artificial
mtelllgen(i‘uman agement: models for recruitment,
tralnlng perf@rmance, ation, and retention. Frontiers in

Scott, W. R . i and organizations: ldeas, interests, and

i blications.

Scullion, H., & Colh
ed.). Rout

Setyanti, H. S. W. L., Fallza N., & Rustandy, A. (2025). Human Capital in the
Digital Age: Navigating Talent Retention and Upskilling Strategies for
Global Competitiveness. Journal Of Economics and Management
Scienties, 7(3), 65-70.

Shea, B. J., Reeves, BTC., Wells, G., Thuku, M., Hamel, C., Moran, J., ... &
Henry, D. A. (2017). AMSTAR 2: A critical appraisal tool for
systematic reviews that include randomised or non-randomised studies
of healthcare interventions, or both. British Medical Journal, 358,
j4008. doi: 10.1136/bmj.j4008

Snyder, H. (2019). Literature review as a research methodology: An overview
and guidelines. Journal of Business Research, 104, 333-339.

Solutions, L. T. (2023). Global talent trends report. LinkedIn Corporation.


https://doi.org/10.1016/j.riob.2010.09.001

Jad | S ojlai | €0l | 00508 Slads <y s Slalllas | 6+

Sousa, M. J., & Rocha, A. (2019). Skills for a digital world: Conceptual
framework and challenges. Journal of Business Research, 94, 257-263.
https://doi.org/10.1016/j.jbusres.2018.01.035

Spreitzer, G. M., Cameron, L., & Garrett, L. (2017). Alternative work
arrangements: Two images of the new world of work. Annual Review
of Organizational Psychology and Organizational Behavior, 4(1), 473-
499. https://doi.org/10.1146/annurev-orgpsych-032516-113332

Tambe, P., Cappelli, P., & Yakubovich, V. (2019). Artificial intelligence in
human resources management: Challenges and a path forward.
California Management Review, 61(4), 15-42.
https://doi.org/10.1177/0008125619867910

Teece, D. J. (2018). Business models and dynamic cap
Planning, 51(1), 40-49. https://doi.

ilities. Long Range

Resource Management Review, 31(4)00824.
Tkachenko, V., Sereda, O. H., Lutsenko, O. Y., Musiienko, O. L., & Ivchuk,
Y. Y. (2026). Improving working conditions in response to skills
shortages. European Public & Social Innovation Review, 11, 1-16.
Tranfield, D., Denyer, D., rt, P. (2 OWards a methodology for
developing evideiace
systematic revie‘ ritish
Tursunbayeva, ASADjjLaurons., &

| of Management, 14(3), 207-222.

merging field. Journal of Enterprise
31(2), 224-248.

tal age. The Leadership Quarterly, 29(1), 89-104.
https://doi.org/}0.1016/j.leaqua.2017.12.001
Verhoef, P. C., BroekRuizen, T., Bart, Y., Bhattacharya, A., Dong, J. Q.,
Fabian, N., & enlein, M. (2021). Digital transformation: A
multidisciplinary /€flection and research agenda. Journal of Business
Research, 122,°889-901. https://doi.org/10.1016/j.jbusres.2019.09.022
Verhoef, P. C., Broekhuizen, T., Bart, Y., Bhattacharya, A., Dong, J. Q.,
Fabian, N., & Haenlein, M. (2021). Digital transformation: A
multidisciplinary reflection and research agenda. Journal of Business
Research, 122, 889-901. https://doi.org/10.1016/j.jbusres.2019.09.022
Verma, R., Mathur, R., Pahuja, S., Kumar, P., & Dadwal, S. (2026). The
Evolution of Human Resource Management: From Traditional Practices
to Digital Twin-driven Approaches. In: HR 5.0 Integration: Unleashing
the Potential of the Digital Twin Revolution (Eds. Sachdeva et al.),

-informed management kn


https://doi.org/10.1016/j.jbusres.2018.01.035
https://doi.org/10.1146/annurev-orgpsych-032516-113332
https://doi.org/10.1177/0008125619867910
https://doi.org/10.1108/JEIM-01-2017-0027
https://doi.org/10.1016/j.leaqua.2017.12.001
https://doi.org/10.1016/j.jbusres.2019.09.022

Emerald Publishing, https://doi.org/10.1108/978-1-83708-112-
720261002

Vial, G. (2019). Digital transformation: A review of the current research and
an agenda for the future. Journal of Strategic Information Systems,
28(2), 118-143. https://doi.org/10.1016/j.jsis.2019.03.003

Westerman, G., Bonnet, D., & McAfee, A. (2020). Leading digital: Turning
technology into business transformation. Harvard Business Press.

Whittington, R. (2019). Opening strategy: Professional strategists and
practice change, 1960 to today. Oxford University Press.

World Economic Forum. (2020). The future of jobs report 2020. World
Economic Forum.

WorldatWork. (2023). Total rewards trends in the digita
and skill-based compensation strategies. WorldatWo

Yesudhason, M. (2025). Exploring the Interplay of Digital HR
Transformation, Organizational Agility, and Talent Retention: A
Holistic Conceptual Model. Kristu Jayanti Journal of Management
Sciences (KJMS), 25-44.

Zeike, S., Bradbury, K., Lindert, L., & Pfaff, H. ( - Digital leadership
skills and associatio i i -being. International
Journal of Environw ic Health, 17(8), 2628.

https://doi.orq/l(%?» ij

“‘

rkplace: Flexible

, 2(7), 20-38. (In Persian)

Roodsaz, H. (2 a Multidimensional Framework for Measuring

i Workers Commitment. Management Studies in
Development angd Evolution, 34(118), 1-38. (In Persian)

Sadatmir, F., & Alvani,\8. M. (2025). A Smart Governance Framework Based
on Digital HumanfResources for the Reconfiguration of Public Services
in the Era of Z/Simultaneous Crise. Studies in Public Service
Administration] 3(8), 1-38. 10.22054/spsa.2026.90907.1117 (In
Persian)

Shabani-Dehsari, M., Kialashki, J., & Ghomi-Avil, M. (2023). Investigating
human resource management challenges in Iran: Effects on motivation
and retention. The 18th National Conference on Economics,
Management and Accounting, Shirvan, Iran. (In Persian)

Fakhraei, M., & Moradian, A. (2025). The relationship between talent
management and human resource retention: The mediating role of hope
and work engagement. In Proceedings of The 11th National Conference


https://doi.org/10.1016/j.jsis.2019.03.003
https://doi.org/10.3390/ijerph17082628

Joad | $ ol | €Ul | o050 Slods Sy ke Olalllas | BY

on Modern Studies and Research in Humanities, Management and
Entrepreneurship of Iran papers, Tehran, Iran. (In Persian)

Mousavi-Kashi, Z., & Mohseni-Kabir, Z. (2026). Modeling the causal
relationships of factors affecting digital resilience in Iranian government
organizations using a mixed approach. Studies in Public Service
Administration, 3(8), 117-176. 10.22054/spsa.2026.89560.1087 (In
Persian)

Narimani, A. R. (2025). Leading Generation Z in lranian Government
Organizations: Qualitative analysis of new styles and structural
challenges. Studies in Public Service Adminjstration, 2(6), 141-168.
10.22054/spsa.2025.88913.1076 (In Persian)

Vaezi, R. (2024). Mental system and administrative feform regime: The
interaction subjectivity and objectivity. Human Scie Development,
5(9), 57-66. (In Persian)

Vaezi, R., & Shams, L. (2021). Behavioral i atfon: A new
theory in public administration. Bi Humanities
Development, 2(4), 61-82. (In Persian)




	1. Introduction and Research Question(s)
	2. Literature Review
	3. Methodology
	4. Results
	5. Discussion

