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Abstract
The 21st century is an era of disruption, vanishing entities lagging behind to transform 
themselves. Digital transformation therefore has gained much recognition especially in the 
21st century, as the technological advancement assists in significantly optimizing business 
operations, product service and design innovation. Organizations around the world are investing 
and making constant efforts in digital transformation by updating and upgrading their business 
processes in order to improve the firm’s performance and achieve competitive advantage. 
However digital transformation requires the workforce to possess adequate competencies, 
both for implementation and utilization post implementation, as these technological changes 
bring intense shifts in the attitude and behaviour of the traditional ways of doing. This paper, 
therefore, attempts to bridge the gap in literature for the changing needs of today’s workforce 
competencies that are deemed necessary in the era of digital transformation, by gathering 
evidences from literature analysis. The paper contributes to the body of literature by directing 
industry practitioners and researchers to adopt a wider outlook, while undergoing the journey 
of digital transformation, which encompasses diversity in workforce competencies. The 
researcher has discussed diversity and digital transformation, with the perspective of what 
digital transformation needs is what gender diversity offers.
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INTRODUCTION 

Digital transformation has recently been a topic of great interest for researchers 
and industry practitioners (Jedynak et al., 2021; Vial, 2019) due to its strategic 
importance, compelling organizations to undergo this transformation due to newly 
emerging technologies (Fonseca & Picoto, 2020; Matt et al., 2015). It has been 
discussed from a diverse outlook spanning from digital technologies (Flores et al., 
2020; Westerman et al., 2011) to profound business processes (Demirkan et al., 2016; 
Henriette et al., 2016; McCarthy et al., 2021) yielding quality economic (Ebert & 
Duarte, 2018; Foerster-Metz et al., 2018; Hanelt et al., 2021), social (Ebert & Duarte, 
2018) and environmental (Felsberger et al., 2020; Hanelt et al., 2021) outputs with 
a common factor of dynamic business environment (Bajpai & Biberman, 2021), a 
resultant of the dynamic workforce (Schuchmann & Seufert, 2015) available to the 
organization, as the usage of such technologies is dependent on the workforce. The 
idea of a dynamic work force is an expansive concept, describing a work force being 
fluid in terms of skills adaptation (Schwarzmüller et al., 2018), creativity (Foerster-
Metz et al., 2018; Schwarzmüller et al., 2018) and innovation (Loonam et al., 2018; 
Vial, 2019) as well as problem solving competencies (Schwarzmüller et al., 2018). 
The human brain has an impeccable ability to innovate, develop and respond to the 
changing needs and times, while, on the contrary, the rapidly changing technology 
surpasses the previously adopted technological practices (Sexton et al., 2005; 
Vial, 2019). Hence, a company striving to achieve sustainability, in an era where 
business structures are constantly being remodelled, desperately needs a stable and 
reliable resource; the employees. This, hence, clearly highlights the reason why 
competent work force playing roles in digital transformation has been such an 
enthusiastically researched topic lately (Fonseca & Picoto, 2020). Moreover, the 
recent Covid-19 pandemic has further endorsed digital transformation to be the 
essential need of every organization (Agostino et al., 2020), making employees 
equally competent and productive while working from home, being equipped with 
relevant technological as well as soft skills.

Dynamic capabilities approach has become one of the most prominent streams for 
research in the literature of strategic human resource management, as it explains 
how organizations respond to rapid technological and market changes (Eisenhardt 
& Martin, 2000; Helfat & Peteraf, 2009; Stefano et al., 2014; Teece et al., 1997). It 
also has a promising future for further research in addition to assisting management 
striving to gain competitive advantage in increasingly challenging environments 
as well as strategizing for transforming digitally. While undergoing strategic 
change, identification of stakeholders’ needs and their involvement in the process 
is significant. In this regard, the stakeholder salience theory is important since it 
emphasizes on the response of an organization to changing needs and demands 
of internal and external stakeholders (Järlström et al., 2018). Therefore, it seems 
important to examine the literature in light of dynamic capabilities and stakeholders’ 
salience approach to better understand the concept of workforce competencies and 
digital transformation.

The contemporary literature provides evidence for the relationship between digital 
transformation and workforce competency (Murawski & Bick, 2017; Osmundsen, 
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2020), however, it reflects a gap in explaining the diverse nature of skills which 
are deemed essential to be developed among employees for a successful digital 
transformation. A study by Fonseca and Picoto (2020) is important in this regard, as 
it stresses upon the need to focus on soft skills along with technical skills. However, 
it has been observed that the literature lacks due deliberation while bringing to 
light the essence of the human talent for its diverse nature. Here, it is important 
to consider that it is not only technological efficiency that matters, rather skills 
from a wider outlook emerging from the humanistic approach offers long lasting 
success. Hence, a surprising omission has been observed in the literature in terms of 
exploring  soft skills (Cetindamar Kozanoglu & Abedin, 2020), such as emotional 
quotient (Flores et al., 2020) and cognitive skills (Gfrerer et al., 2021) from a gender 
perspective. Since the soft skills are found to be varying among employees with 
respect to gender, it is essential to integrate the phenomenon of diversity with digital 
transformation to gauge the effectiveness of gender difference in this process (Gfrerer 
et al., 2021). On the other hand, the conceptualization of digital transformation 
also seems to differentiate on the basis of organizational perception of its utility 
(Henriette et al., 2016; Mergel et al., 2019). While some refer to it as a process 
innovation for business operations, the others explicate digital transformation from 
the stakeholders’ perspective (Henriette et al., 2016; Mergel et al., 2019; Reis et al., 
2016). Thus, it demands literature to offer a consolidated approach to define the 
concept. Therefore, the current research is aimed at reviewing the extant literature 
on digital transformation from the perspective of workforce competencies. This 
overarching purpose will guide to answer the following questions:
RQ1:  How does the literature define digital transformation?
RQ2: How does contemporary literature on digital transformation embed workforce 
competencies?

RESEARCH METHODOLOGY

The current research attempts to bridge the gap in literature regarding the changing 
nature of workforce competencies needed in the era of digital transformation by 
gathering evidences from literature analysis. This literature survey focuses on the 
practices and application of digital transformation for its utility to the business 
environment while highlighting the potential gaps in the available literature for 
proposing insightful directions for future investigation. The goal of this research 
is to analyse the literature on digital transformation by integrating the role of 
workforce competencies in organizational setting by augmenting the debate to 
employ humanistic approach for the application of the concept in industry. Therefore, 
purposive sampling has been used to select articles from emerging journals for 
instance, Emerald, Willey, Elsevier, JSTOR, Taylor & Francis, Science Direct, MIS 
Quarterly Review and MIT Sloan Management Review searching keywords like 
“digital transformation”, or “workforce competencies” or “diversity” or “workforce 
competences and diversity” or “digital transformation and diversity” among title 
and abstract. Since digital transformation is a recent phenomenon, the articles 
published during the years 2000 till 2021, with a focus on the conceptualization 
of digital transformation and its integrated role with workforce competencies have 
been reviewed. This literature survey is important in its unique approach to present 
the integrated phenomenon of digital transformation with workforce competencies 
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for guiding future researchers, industry practitioners and relevant stakeholders 
willing to embark upon the journey of digital transformation.

LITERATURE REVIEW

Digital Transformation 

Digital transformation is a massive tool for sustainable development in 21st 
century business organizations (Felsberger et al., 2020). Digital transformation is 
taking place at an unprecedented pace by providing a better connected world and 
offering new and unique opportunities to businesses for growth and value creation 
(Mahraz et al., 2019). COVID-19 has also played an important role in accelerating 
the pace of digital transformation (Agostino et al., 2020; McCarthy et al., 2021).  
The focus of literature on digital transformation is two folded; firstly it emphasises 
on understanding the term digital transformation, secondly, highlighting its due 
importance in the recent business world while discussing the challenges associated 
with this transformative journey. 
 
While many authors have attempted to define digital transformation, however it is 
observed that there is a void in reaching a common agreement for a universal concept 
of digital transformation (Hanelt et al., 2021; Reis et al., 2016; Warner & Wäger, 
2019). To some of these researchers, digital transformation is about restructuring 
business operations to make them more efficient, (Henriette et al., 2016; Hess et al., 
2016) and/or achieve competitive advantage (Mahraz et al., 2019; Spremic, 2019). 
Mahraz et al (2019) propagates that digital transformation integrates all of them 
since it is a disruptive and incremental process not only affecting the employees 
but also customers (Mahraz et al., 2019; Reis et al., 2016). Table 1, attached in the 
Appendix, presents a few of these definitions.

It is important to note that the definition given by i-SCOOP (2019) represents a 
holistic view of digital transformation claiming it to be an overall process, not 
just technology, which affects every sector and member of a company. Since 
it encompasses technology, structure and output, the central focus of digital 
transformation is competent people who run the organization and attain its strategic 
objectives.

Digital transformation increases efficiency, catalyses process, enhances performance 
(Foerster-Metz et al., 2018), multiplies output (Mergel et al., 2019), as well as 
provides sustainable competitive advantage. There has been a strong connection 
between digital transformation and the industry environment (Reis et al., 2016). 
Organizations are confronted with the challenge of adjusting the prerequisite of the 
external environment with the internal capabilities and resources including human 
resource, adaptable to the changing needs in the process of digital transformation, 
ultimately giving competitive advantage to the company (Jedynak et al., 2021). 
Another major challenge is the integration of “digital” into the DNA of the business 
models which is essential for the success of an organization and critical for the 
management to handle (Reis et al., 2016). This process is extremely essential and 
may require a high level of change management, as it is experienced that initiatives 
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which cannot be associated with an organization’s DNA, may have a shorter life 
and not achieve the intended benefits. 

Even though changing a company’s basic structure (Boneva, 2018), processes 
(Boneva, 2018) and workplace setup (Mergel et al., 2019) is quite challenging 
itself, nonetheless, most of the adjustment needs to be made around the workforce 
and its competency (Lei & Jing, 2016). Niar (2019), posits that the digital talent 
gap is widening because of lack of efforts in upskilling employees by organizations 
despite of fast moving technological advancement. In this regard, an important 
viewpoint by Boneva (2018) holds significance since it proposes an integrated 
criteria to overcome the challenges based upon the changes carried out in key 
abilities and skills, managers’ styles of leadership, developing shared channels, 
values and approaches in order to interact with vendors, partners, as well as 
customers. Also, the overall integrated and holistic nature of digital transformation 
(Wiesböck & Hess, 2020) make it a time consuming draining process. Hence, it 
should be a company’s utmost priority to ensure that the transition from manual 
methods and systems to digital ones is a smooth process that does not effect a 
company’s performance during the years it takes to establish and develop a new 
foundation which is similar in concept but quite contrary to manual systems in 
terms of use and handling (Agostino et al., 2020).

 Table 1 Definition of Digital Transformation
Definition(s) Author(s)
Digital Transformation is the use of technology to radi-
cally improve performance or reach of enterprises.

Westerman et al.(2011)

Digital Transformation is the use of new digital technol-
ogies, such as social media, mobile, analytics or embed-
ded devices, in order to enable major business improve-
ments like enhancing customer experience, streamlining 
operations or creating new business models.

Fitzgerald et al.(2013)

Digital Transformation strategy is a blueprint that sup-
ports companies in governing the transformations that 
arise owing to the integration of digital technologies, as 
well as in their operations after the transformation.

Matt et al. (2015)

Digital Transformation is the profound and accelerating 
transformation of business activities, processes, compe-
tencies, and models to fully leverage the changes and 
opportunities brought by digital technologies and their 
impact across society in a strategic and prioritized way.

Demirkan et al. (2016)



IBT Journal of Business Studies (IBT-JBS)  Volume 18  Issue 1, 2022

Page | 6

Digital Transformation is concerned with the changes 
digital technologies can bring about in a company’s 
business model, which result in changed products or or-
ganizational structures or in the automation of process-
es. These changes can be observed in the rising demand 
for Internet-based media, which has led to changes of 
entire business models (for example in the music in-
dustry).

Hess et al. (2016)

Digital transformation is adopting disruptive technolo-
gies to increase productivity, value creation and social 
welfare.

Ebert & Duarte (2018)

Digital transformation is the evolving pursuit of innova-
tion and agile business and operational models – fuelled 
by evolving technologies, processes, analytics, and tal-
ent capabilities – to create new value and experiences 
for customers, employees and stakeholders.

Solis (2019)

Digital transformation is a profound transformation of 
business and organizational activities, processes, com-
petencies and models to fully leverage the changes in 
opportunities of a mix of digital technologies and their 
accelerating impact across society in a strategic and pri-
oritised way, with present and future shifts in mind.

i-SCOOP (2019)

Workforce Competencies in relation to Digital Transformation

A workforce competency is attributed to the combination of abilities, knowledge, 
skills and experience in a person, which are essential to ensure a successful 
performance, both in life and in the workplace (Flores et al., 2020). With respect 
to the field of HRM, the concept of digital transformation conclusively revolves 
around process management as well as the people (Ilvonen et al., 2018; G. Kane, 
2019; G. C. Kane et al., 2016; Kohnke, 2017; Spremic, 2019) being an important 
pillar of this process (Jedynak et al., 2021). Therefore, the concepts of managing 
employment (Berkelaar & Buzzanell, 2015), administration, development and 
training, and performance management (Dalessandro, 2018) are focused upon in 
researches pertaining to digitization. Hence, it comes down to a common indicator of 
a competent and able workforce which is needed to drive the whole transformation 
process (Singh & Finn, 2003). The crux of these research findings indicates that 
this technology, no matter how powerful, is pointless on its own while it is highly 
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profound and relevant only if it is made to empower and favour human. 

Because of the essence of human expertise and skills to establish and work with 
digital system, a company’s ability to retain and hire talented, suitable and well 
versed employees is a make or break factor for their progress and effectiveness 
(Jedynak et al., 2021). It is generally believed that digitization encourages and 
strengthens innovation that leads to gain productivity for organizations (Gfrerer et 
al., 2021). Nonetheless, without the element of “human factor” the benefits and its 
related advantages cannot be realized (Kohnke, 2017). This is augmented by Parida 
et al (2015) as well as El-Khoury (2017) that digitization requires people who use 
and extrapolate more from their knowledge to improve productivity and efficiency. 
This is an interesting point congruent with the significance of human factor 
discussed above, connoting humans to remain relevant always despite the gradual 
rise in robot led cultures (DiRomualdo et al., 2018; El-Khoury, 2017). Malinowski 
et al, (2008) and Sexton et al, (2005) have both discussed about managing the 
revamped processes and newfound company structures in effective ways, which 
goes to prove that a work force managing constantly changing environment needs 
to have the calibre of grasping these complex systems. 

Keeping this view in mind, a competent workforce is important because people with 
par skill and understanding (Malinowski et al., 2008) will always be needed with 
the creation of technologically upgraded jobs while the older ones being redundant. 
Kane (2019), in his research accentuates that it is a fallacy to believe that since 
digital technologies are the cause of challenges in businesses so the solution also 
lies in the same. In fact it is people who will either “fuel” or “thwart” the digital 
transformation.  Kohnke (2017) calls workforce competency as the underpinning of 
digital transformation. According to Osmundsen (2020), the underpinning for any 
development in Information Systems are the capabilities a workforce possesses to 
use these systems. 

An important question that frequently arises in researches ,after deducing 
observations based on the definition, is how workforce capabilities and competencies 
are to be balanced (Peppard & Ward, 2004). Often, researchers portray great 
confusion when attempting to weigh the two terms on the same balance. In this 
attempt, Peppard and Ward’s (2004), research was able to define the relationship 
between capability and competency with discipline and clarity. There are two types 
of capabilities in an organization: the capabilities of the work force which refers 
to the talents and skills they possess (Butschan et al., 2019; Vial, 2019), and the 
capability of the organization as a whole to carry out the process of and progress 
in digital transformation. What connects these two capabilities is competence. The 
ability of the workforce to apply its capabilities (i.e. skills and talents) makes it a 
competent one (Butschan et al., 2019). And a competent workforce is what makes 
the organization itself reach standards and capabilities high enough for them to 
continuously develop and remain relevant in their process of digital transformation. 
The researcher agrees with this connection and refers to organizational capability 
as its ability to “implement digital business concepts” (Wiesböck & Hess, 2020), 
which is basically the idea this current research is describing as competence. It is 
hereby important to corroborate that the workforce must not only be capable but 
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also competent enough to ensure a company’s survival amongst its rivals. Similarly, 
(Flores et al., 2020) also proposes that competence is a combination and a balance 
set between five main skills: hard/technical skills (Nair, 2019), soft skills (Nair, 
2019), cognitive skills, emotional skills/quotient, and digital skills. Where all of 
these hold significant value in carrying out a successful digital transformation, from 
the researcher’s viewpoint, the three skills to be prioritised are technical, cognitive 
and emotional skills.

When it comes to technical skills, it is proven through research that as long as 
a person is trained for the task, the diversification based on cast, creed, religion, 
ethnicity and gender are not contributing factors. It further added that had they 
been trained and educated sufficiently, they could also reach high positions and 
be equal to their male colleagues (Akano, 2013). This finding was seconded by 
another author stressing upon the importance of equality of opportunity for women 
as prejudice and lack of training were the only factors hindering their expertise and 
performance (Daley, 2021). 

Cognitive skills refer to ability to think, reflect and learn (Butschan et al., 2019). 
Companies, that frequently undergo rapid changes, view cognitive skills as 
favourable pedestals for their growth, as an able person, who reflects and analyses, 
allows the company to have him tap his potential to the utmost. The only problem 
such application brings is that if all employees apply their knowledge the same way, 
then a company can drown in monotony. Different experiences and educational 
backgrounds bring different viewpoints (Østergaard et al., 2011). Another research 
further elaborates that gender diversity, which also encompasses cognitive diversity, 
provides an organization with the exact assets required by them to be successful in 
their digitalization process, as well as  deliver a system that is effective, robust and 
catering to the business needs and environment (Gfrerer et al., 2021). 

Another question arises here as to what controls a person’s thinking and directs him 
to cognitively apply his/her technical skills in ways that almost always benefit the 
company. This is where emotional skills emerge as essential catalysts for driving 
change and unique viewpoints. Emotional skills refer to the “drive” in an individual 
which directs their behaviour (Meshkat & Nejati, 2017). Another research explains 
it as a person’s ability to regulate, understand and perceive emotions, to lead one’s 
thinking and, therefore, actions (Prentice et al., 2020). Therefore, cognitive and 
emotional skills need to work in tandem with each other in order to deliver a 
significantly improved output.

However, the gap emerging in previous researches is not confined to the relationship 
between ability and its action. An important area where there is a significant lack 
of research is how to develop this competency in capable people (Butschan et al., 
2019). Where it would be ideal to hire competent employees, it would perhaps be 
a more favourable initiative to provide opportunities for employees to contribute 
towards company’s strategic goals. A company needs to progress in “fostering the 
employees’ self-organization”, as rightly stated by (Schuchmann & Seufert, 2015). 
The gap in solutions for lack of competency can be filled by having organizations 
realise that it is their responsibility to have the workforce implement their skills 
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in relevant and efficient ways (Kyllonen, 2013), to come up with the best digital 
solutions (Kettunen & Mäkitalo, 2019), especially because that company’s capability 
is to be set in digital transformation, which is a major shift and a draining process. 
Companies are forced to look beyond technology and consider people who have 
the right skills (Sousa, 2019) and mindset to use these technologies (Goldman, 
2017). Such people allow companies to rethink their business and method strategies 
in order to respond to the challenges digital transformation imposes (Fonseca & 
Picoto, 2020). Therefore, it is justified to propose that, due to capability needing to 
be transformed into competency, which inevitably engages all aspects of a person 
and organization, digital transformation is and should only be defined as a process 
that encompasses all aspects and competencies of its organization.  
. 
The need of Diversity in Digital Transformation

A research states that in order to carry out a successful digital transformation, a 
company needs to secure people with necessary talents and skills so that they can 
capitalize on digital structures and trends (Ismail et al., 2017). This relates to the 
idea of a company’s workforce competency (Malinowski et al., 2008; Parida et al., 
2015). It further adds that an organization needs to create an environment “where 
the best people want to work”. It reflects that the criteria for hiring is talent and 
expertise, which companies need to value (Herring, 2009). The idea of diversity 
being a “talent solution” is supported by Beechler & Woodward (2009).The 
questions that arise with such suggestions are pertinent to the extent of effectiveness 
of a diverse workforce and whether what diversity brings to the table is even 
relevant and necessary for facing challenges of digital transformation. Hess & Matt 
(2018) stated in their research that innovation and value creation cause companies 
to revamp their entire structures and models, which is also backed by Reis et al. 
(2016).  In simpler words, innovation drives change. This notion is parallel to the 
pace at which the world is changing with digital transformation catalysing the speed 
of change. Flores et al. (2020) stressed on the idea that humans are the leading 
factors for change and revolution, hence the role they play in transformation are of 
key importance. 

Several researches have proven that diversity, especially gender diversity, allow 
for different perspectives and, hence, a lot of creativity and innovation. This stems 
from the fact that women and men are psychologically different (Matlin, 2012). An 
example of this can be reflected through a belief that women are more experience 
oriented whereas men are more goal oriented. This ties chains with the links formed 
between cognitive and emotional skills, both of which affect a person’s approach 
and hence, stems from psychology. What separates gender from all other types of 
diversity is the fact that men and women, naturally, have a different psychological 
makeup which is part of them identifying as each gender (Matlin, 2012). Most other 
forms of diversity have differences in thinking due to environmental factors such 
as culture, religion and experience, and are not necessarily programmed to have a 
certain approach to thinking itself, as is the case with genders. Therefore, a gender 
diverse work force can easily bring forth fruitful results.
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While striving to implement the best solutions for problems, combating chaos 
and uncertainty during the process, availability of diverse solutions to problem 
is needed in order to allow the company great thoroughness and deep reflection 
(Beechler & Woodward, 2009). A strong and stable emotional quotient aids the 
workforce to handle the opposing ideas and the pressure to achieve even greater 
refinement and perfection within an organization. A gender diverse workforce, 
this way, also develops and advances one’s cognitive skills. This, in turn, allows a 
company to innovate as well as perform at its best, both of which are needed for it to 
survive through a digital transformation and beyond with a competitive advantage. 
With such results kept in mind, it is fair to say that the demand for innovation 
and consistency by a company undergoing digital transformation is fulfilled by a 
gender diverse workforce.

Theoretical Underpinning 

The current research has founded its ground on the resource based perspective 
which was described by Penrose (1959). This approach connotes employees as the 
company’s bundle of resources and gave an effective management theory to these 
resources which allows companies to create competitive advantage (Felsberger et 
al., 2020; Penrose, 1959). Dynamic capabilities as defined by Helfat & Peteraf 
(2009) is based on innovations in organizations providing ‘a capacity to create, 
extend and modify’ the company’s resources, where resources along with tangible 
and intangible assets also includes human assets (Helfat & Peteraf, 2009).. Thus, 
an organization is required to upskill “the capacity to sense and shape opportunities 
and threats, to seize opportunities and to maintain competitiveness through 
protecting, enhancing, combining and, where necessary, reconfiguring the business 
enterprise’s tangible and intangible assets” (Denrell & Powell, 2016; Teece, 2007). 
The literature found an interesting alignment between dynamic capabilities and 
digital transformation, with the first acting as a conceptual base or foundation and 
the latter being viewed as a phenomenon of great interest (Vial, 2019). This directly 
implies that digital transformation, and the technologies included are just vectors 
for improved workforce competence and performance (Schilke et al., 2018). 

Since organizations are open systems, they become subject to the issues and needs 
of a variety of stakeholders, that serve as prominent contributors with respect to 
long term success, performance and, hence, survival of the organizations. Mitchell 
et al., (1997) has also endorsed this notion in his stakeholders’ salience theory. 
The researcher defines a stakeholder as any group or individual being affected by 
organizational policies, practices and strategic decision making (Mitchell et al., 
1997). The salience of stakeholders also provides a strong theoretical base when 
the inflow of technology in the form of digital transformation is being analysed. 
Catering customers in an uninterrupted and a fast manner to have a wider and bigger 
customer base, attracting more investors for financial stability and acquiring business 
practices  responsible for  sustainability; all these have made the organizations 
realize the dire need of adopting technological advancements in today’s world 
(Järlström et al., 2018). Furthermore, there has been observed a frequent change 
in the customers’ demands, expectations and preferences and employees have also 
started to grow and develop their thinking skills, standards and aspirations. This 



IBT Journal of Business Studies (IBT-JBS)  Volume 18  Issue 1, 2022

Page | 11

progression in the employees’ thought processes, geared by the changing needs of 
the customers’ desires and wants have urged the organizations to start focusing from 
the viewpoint of all its stakeholders by reviewing the systems, policies, procedures 
, technologies and the general work environment to satisfy the workforce as well 
as the customer base.. This, again, brings forth that, for constant and uninterrupted 
satisfaction of all the stakeholders, where technology plays an effective and crucial 
role for all the people having a stake in the organization, gender diversity is equally 
prevalent in any organization looking for innovation and creativity as well as to 
become extraordinary.  
 
Table 2 Sources of Literature
Article Name of the 

Journal
Link

New development: 
COVID-19 as an accel-
erator of digital transfor-
mation in public service 
delivery

Taylor & Fran-
cis

https://doi.org/10.1080/09540962.202
0.1764206

Gender equality in skills 
development: How to find 
a balance

OASIS, Com-
mon Wealth of 
Learning

http://oasis.col.org/bitstream/
handle/11599/1886/2013_Oyakhi-
romen%26Akano_GenderEquality.
pdf?sequence=1&isAllowed=y

The global “war for tal-
ent.” 

Journal of 
International 
Management,

https://doi.org/10.1016/j.int-
man.2009.01.002

Challenges related to the 
digital transformation of 
business companies

Innovation 
Management, 
Entrepreneur-
ship and Sus-
tainability

https://www.ceeol.com/search/chap-
ter-detail?id=690762

https://doi.org/10.1080/09540962.2020.1764206
https://doi.org/10.1080/09540962.2020.1764206
http://oasis.col.org/bitstream/handle/11599/1886/2013_Oyakhiromen%26Akano_GenderEquality.pdf?sequence=1&isAllowed=y
http://oasis.col.org/bitstream/handle/11599/1886/2013_Oyakhiromen%26Akano_GenderEquality.pdf?sequence=1&isAllowed=y
http://oasis.col.org/bitstream/handle/11599/1886/2013_Oyakhiromen%26Akano_GenderEquality.pdf?sequence=1&isAllowed=y
http://oasis.col.org/bitstream/handle/11599/1886/2013_Oyakhiromen%26Akano_GenderEquality.pdf?sequence=1&isAllowed=y
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DISCUSSION

This literature survey intends to further elaborate on the scholastic work of digital 
transformation with a special focus on the competencies needed for and due to this 
technological shift as discussed in literature. It is notified from the literature that 
digital transformation is the most recent clichéd term in the technological space and 
remains void of an acceptable universal definition. It is understood that one of the 
main reasons of not being able to arrive at a common definition could be the fact 
that it may vary significantly between organizations, geographies, environments 
etc. Every organization involved in digital transformation sets its own requirements 
and objectives. However, digital transformation will essentially deliver in any one 
or a more areas like improved efficiency and cost rationalization, governance and 
controls, employee experience and customer experience. The definition by i-Scoop 
(2009), already mentioned in Table 1 provides a comprehensive and a holistic view 
of digital transformation affecting every entity with regard to its processes and also 
its employees. 

A digital setup has proven to have increased process efficiency, drastically improved 
business insight, given better cost saving and multiplied revenue. Since digital 
transformation relates primarily to technology with a central focus on achieving 
strategic objectives through its competent human resources, hence, having adequate 
and competent workforce is essential. The researchers are of unified opinion that 

https://doi.org/10.1002/csr.1400
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digital technologies are compelling the organizations to bring a change in their 
static policies, inefficient procedures and lack of customer insights (Müller & Hopf, 
2017; Verhoef et al., 2021). However, this technology is just one of the necessities 
for digital transformation whereas the most prominent and significant one is linked 
to people possessing different skills and abilities allowing the organizations to 
revisit their strategies so that the challenges related to digital transformation can be 
responded in an efficient and effective manner (Fonseca & Picoto, 2020). This is in 
congruence to the dynamic capabilities approach that advocates to create, extend 
and excel workforce capabilities by the organizations in order to achieve better and 
improved performance. 

CONCLUSION & FUTURE DIRECTION

Digital transformation is a concept which is constantly evolving undergoing various 
stages of enrichment. Gender diversity on the other hand, has also made inroads in 
many organizations and also experiencing its stages of maturity. Both concepts have 
been discussed parallel to each other, nevertheless with no point where they meet 
or find common ground. This research is one of the few that draws that connection 
by referencing such seemingly parallel researches. What digital transformation 
needs is what gender diversity offers yet surprisingly missing from the literature, 
directing the researcher of this current paper to draw such conclusions which may 
offer insightful directions for future research. Even though there has been extensive 
research on gender diversity itself, there are barely any researches that connect 
and incorporate the concept and benefits of diversity with digital transformation 
and its requirements and contributions to an organization.  It is ironic how many 
researches have, indeed, discussed the workforce competencies necessary to run a 
stable and smooth digital transformation, yet little to none have been able to point 
out that diversity, specifically gender diversity, fulfils such requirements.
Considering digital transformation is a continuous process and also due to the 
recent COVID-19 environment, further maturity and innovation may be witnessed 
in digital transformation. This may lead to emergence of newer competencies 
required for digital transformation in addition to further maturity of the already 
discussed competencies. Furthermore, the competency skillset may also vary 
from organization to organization, region, and social and economic environments. 
Therefore, it is imperative that future researches may be conducted on these 
changing competency needs, along with exploration of the area of gender diversity, 
to tap into a varied skillset of human resource.
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