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A B S T R A C T  

Purpose - COVID-19 not only changes the social life patterns of humans, but it 

also affects workplace activities. In the post-pandemic era, learning organizations 

especially face the challenges of retaining talented employees. To find the 

solution to these challenges, this study explores how organizations can retain 

talented individuals with them and which type of strategies encourage them to 

remain with their organizations.  

Study Design/methodology/approach- To achieve the objective of this study, a 

multiple case study method of qualitative research was adopted, and fifty semi-

structured interviews were conducted with banking and information technology 

sector employees using convenience sampling techniques from the major cities 

of Punjab, Pakistan. 

Findings- Results from thirty semi-structured interviews with the managers of 

banking and information technology organizations reveal that to retain talented 

employees, organizations can focus on learning, motivation, and human resource 

policies in learning organizations. Moreover, the findings of this study reveal that 

if learning organizations provide career structure, flexible working environments, 

and attractive salary packages, it helps the management to retain a talented 

workforce.  

Research Practical Implications- This study suggests that the pandemic has 

impacted organizational work environments, highlighting the need to focus on 

retaining talented employees through modern methods rather than traditional 

ones. Additionally, human capital in learning organizations, which invest more in 

workforce development, requires special attention through up-to-date strategies 

and policies. 

Originality/value- The management of talented employees, especially in post-

pandemic circumstances, got the attention of researchers and practitioners, and 

now there is a race between the organizations to deal with these challenges. This 

study highlights the challenges and provides insight into the opportunities for the 

organizations that help them retain talented employees. Further, this study 

provides an in-depth understanding of the emerging economy using the 

population of two major sectors contributing to the economy of Pakistan. 
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1  |  I N T R O D U C T I O N
 

In the current era of a highly competitive environment, every organization struggles with improvement 

for survival (Shah et al., 2024). Organizations have been forced by the ongoing struggle for corporate survival 

and disruptive technologies to function in extremely ambiguous, multifaceted, and uncertain situations in 

recent years due to the fierce rivalry in the market (Bouncken et al., 2020; Khan et al., 2024). Fast technological 

growth and the 2020 COVID-19 pandemic introduced changes in the business world that had never happened 

before, and these circumstances forced businesses to rapidly change how they approach their work (Priyono 

et al., 2020). Likewise, post-pandemic situations forced organizations to produce innovative products and 

services to attain competitive advantage through strong customer relationships (Zhao et al., 2022; Zhiqiang et 

al., 2021). During the pandemic tenure, people became aware of the importance of digital transformation 

because, due to the lockdown, most of the social and business activities were done using different 

infrastructures of digital technologies. These circumstances also change the paradigm from traditional working 

to digital working environments that organizations can adapt with the help of individual and organizational 

learning (Balkaş, 2022; Ziadlou, 2021). Likewise, organizational learning arises when individuals working in 

organizations acquire new knowledge and information and share it with their colleagues (Chinchilla et al., 

2025). When the outside environment of the organizations becomes complex and dramatic, as happened during 

the pandemic, individuals’ preparedness to adapt to new things and learning becomes more perilous.   

Post-pandemic situations also influence the employees working in learning organizations, and it becomes 

a challenge for the management how to retain their talent (Gallardo-Gallardo et al., 2020). These challenges 

cannot met without talented human capital; therefore, these situations force organizations to transform the 

working environment, and the delay in adoption quickly increases the gap between the market requirement 

and organizational working structure (Björkdahl, 2020). For that purpose, organizations need a skilled and 

talented workforce that meets these challenges; therefore, talent retention has now become an essential 

strategic tool for the survival of any organization (Dam et al., 2023). Organizations seek skilled and capable 

individuals to fulfill organizational goals and maintain human talent for higher organizational performance 

(Bihani & Dalal, 2014). Competent and talented employees are intangible assets of any organization as 

compared to other assets and organizational effectiveness depends upon the talented workforce of any 

organization (Bihani & Dalal, 2014). Likewise, hiring and managing talent in any organization plays a vital 

role in individual and organizational learning (Afshari & Hadian Nasab, 2021).   

The primary goal of every organization is to achieve sustainable performance (Chughtai et al., 2023), 

which can be attained through different indicators; a talented workforce is one of them. Likewise, this post-

pandemic environment also forces organizations to adopt new technologies, reshape the working structures 

and processes, and establish new marketing channels to meet the highly competitive market (Cukier et al., 

2021). It has been observed that organizational change processes raise some uncertainty, interruptions, and 

misperceptions for the employees, and their emotional reaction to accepting change policies, practices, and 

procedures is imperative (Ertem & Şentürk, 2021). In contrast, these circumstances also force individuals to 

re-think their careers in their current organizations due to the rapidly changing environment and higher 

working pressure and search for new organizations with better working conditions (De Smet et al., 2021). 
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These circumstances also make it challenging for organizations to manage hired human capital or acquire new 

ones.  

Successful people management techniques are often seen as one such path, providing stability and 

longevity to businesses that consistently strive for improvement or to transform into learning organizations 

(Hassan et al., 2022). Learning organizations suffer a lot due to these situations. As the founder of the learning 

organization concept, Senge describes learning organizations as “where people continually expand their 

capacity to create the results they truly desire, where new and expansive patterns of thinking are nurtured, 

where collective aspiration is set free, and where people are continually learning how to learn together” (Senge, 

1990, p. 3). According to Osagie et al. (2022) a learning organization integrates "learning" into its regular 

activities, assessments, and every feature of its goal, strategy, and aspirations. Some scholars stated that 

learning organizations are those organizations that continuously develop the organizational and individual 

capabilities parallel to the rapidly changing environments (Salabi & Prasetyo, 2022). Moreover, in these 

organizations, the performance of employees is linked with systematic changes through learning and 

development at individual and team levels (Acevedo & Diaz-Molina, 2022). Learning is considered the main 

component of every process and procedure of the learning organizations (Törmänen et al., 2022). Likewise, 

shared organizational vision in learning organizations helps employees put effort into implementing strategies 

by applying innovative approaches (Rupcic, 2022; Rupčić, 2022). Further, learning organizations also play a 

vital role in providing high-quality coaching and expertise, eventually improving each employee's productivity 

and proficiency (Kafetzopoulos et al., 2022). A learning organization is also proficient in systematic decision-

making for problem-solving procedures; these organizations adopt new techniques and approaches to learning 

that help them attain competitive advantage and survival.  

Management of talented workforce refers to the policies and procedures that organizations use to 

systematically facilitate the individuals through their development, engagement, and attraction so that they 

can remain in their current organizations, which alternatively becomes beneficial for the attainment of 

competitive advantage and survival as well (Collings et al., 2018; Gallardo-Gallardo et al., 2020; Mazlan & 

Jambulingam, 2023). Moreover, Bakker, Albrecht, and Leiter (2011, pp. 76-77) defined talent management in 

their words that “facilitate work engagement and to prevent burnout, employers should create an 

organizational context where employees feel enthusiastic, energized and motivated because their jobs are both 

‘active’ and ‘pleasurable”. Some scholars stated that talent management characterizes as “an effective means 

through which employers indicate their intention to support talent employees and such signals are perceived 

as a precondition for employee engagement” (Zahoor et al., 2024, p. 9). According to Collings and Mellahi 

(2009), the term talent management refers to procedures and endeavors that include the methodical 

authentication of critical areas that significantly enhance the organization's long-term competitive advantage, 

the creation of a talent pool of highly qualified and productive employees to occupy such positions, and the 

creation of a unique human resource structure to make it easier to fill these positions with qualified occupants 

and guarantee their ongoing loyalty to the company (Gallardo-Gallardo et al., 2020). Learning at the individual 

and organizational levels facilitates the organization's innovation process, and it also allows organizations to 

transform their systems and meet the challenges (Hansen et al., 2020) that occur, especially in post-pandemic 

scenarios. Learning organizations use technological developments to develop interactive spaces for learning, 
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promote the exchange of knowledge, and offer individualized learning activities (Artüz & Bayraktar, 2021; 

Fischer & Pöhler, 2018). 

Organizations encounter challenges interacting with talented individuals while closely analyzing their 

talent administration procedures because of the rapidly shifting sociopolitical landscape and increasing 

industry volatility (Collings et al., 2018). Moreover, talented employees for every organization are considered 

a core source for the successful attainment of organizational objectives; in contrast, a shortage of talented and 

skilled workers leads to a decline in organizational growth and development (Gallardo-Gallardo et al., 2020; 

Shah et al., 2024). A talented workforce not only plays a vital role in attaining competitive advantage but also 

works for organizational innovativeness by making on-time decisions (Hiçyılmaz & Sahin, 2024). These 

employees not only tend to learn new things but also, they can contribute to higher organizational performance. 

Implementing talent management strategies in organizations, especially in learning organizations, helps 

employees remain with the organizations and boosts commitment, loyalty, and performance (Hongal & 

Kinange, 2020).  

It has been found that the organizations of developing countries usually invest more in installing the latest 

technological equipment for the growth and development of their businesses and save the finance over training 

and development of their workforce (Nguyen et al., 2018). Moreover, due to the lack of these training and 

development programs, individuals from developing countries feel a low level of career development, leading 

to a career plateau, leaving their organizations (Škerháková et al., 2022). Likewise, the talent of developing 

countries leaves the organizations if they are not satisfied with the working environment, or they feel less 

motivated at the workplace, and they try to join those organizations where they feel relaxed cognitively. 

Nowadays, talent retention can be considered a more prominent notion that may be characterized as a means 

to encourage and keep talented individuals since it is vital to ensure that organizations can effectively attract 

and retain them (Gallardo-Gallardo et al., 2020). Scholars of most recent studies asserted that by systematically 

implementing policies and practices that encourage, attract, retain, and engage the talent to become more 

attached to their companies and remain with them for longer, businesses could keep their talented employees 

from leaving (Mazlan & Jambulingam, 2023; McDonnell & Wiblen, 2021; Ott et al., 2018). 

1.1 | Problem Statement and Research Gap 

Management of talented employees is a universal challenge for all types of organizations. However, this 

challenge is crucial for learning organizations as these organizations face rapid systematic organizational 

changes, and to deal with these changes, these organizations require a skilled, competitive, and talented 

workforce. Organizations face challenges when working with talented employees, especially in complex 

circumstances such as unstable market situations and unpredictable political scenarios (Collings et al., 2018). 

In contrast, motivated and committed professionals in the form of a talented workforce are the weak points 

for every organization in attaining organizational goals. Moreover, the circumstances of the post-pandemic 

appeal to researchers who want to explore the challenges that learning organizations face in terms of retaining 

their talented workforce. Because pandemic circumstances negatively impact the job market for the workforce 

worldwide (Almeida et al., 2020; Radhamani et al., 2021), it becomes challenging for organizations how to 

hire or retain talented workers. Pandemic circumstances also demand that organizations integrate technology 

and transformation of organizational structures from the traditional way to scientific and technology-driven 
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systems to deal with real-world problems (Radhamani et al., 2021; Zada et al., 2023), which cannot be possible 

with the help of talented workforce. On the other hand, management of the learning organizations is also in 

search of which type of opportunities they can avail themselves of that help them overcome retention 

challenges. 

To find the solution to this problem, this study aims to explore why learning organizations face the 

problem of workforce retention and how these organizations can oversee this issue. Research on talent 

management in organizations is still prominent in all disciplines because organizations are still searching for 

how to enhance the effectiveness of organizational policies and practices to meet the challenges of retaining a 

talented workforce (Hassan et al., 2022). Retaining talented employees is essential to the organization's 

financial viability and allows businesses to compete in today's market (Mazlan & Jambulingam, 2023). In 

contrast, high employee turnover negatively impacts an organization's performance, resulting in decreased 

productivity and an impact on the organization’s competitiveness (Claus, 2019; Mazlan & Jambulingam, 

2023). The present study answers the call for research by Shah et al. (2024) and Akbar and Anas (2024), who 

stressed that there is a need to find out the motivational, attitudinal, and intentional factors that help 

organizations for the satisfaction of the employees which leads to the retention of talented workforce. 

Furthermore, this study used multiple industrial sectors (i.e., information technology and banking) in response 

to the call for research of Khalil and Samhan (2024), where they asserted that there is a need to search out the 

link of organizational structure and knowledge adaptation for the management of talented employees.  

1.2 | Research Questions  

RQ1.What challenges are the learning organizations facing in retaining their talent in the aftermath of a 

pandemic?  

RQ2. What talent management strategies do these organizations have to retain their talent? 

2  |  R E S E A R C H  D E S I G N  

2.1 | Sample and Procedure 

To accomplish the objectives of this study, the researchers employed a qualitative inquiry methodology, 

where the researcher used multiple case study logical methods for the comparison and replication of the 

phenomenon (Bansal et al., 2018). Qualitative methodological approaches help the researchers explore more 

rigorous and novel insights (Eisenhardt & Graebner, 2007). This research answers the questions of “why” the 

talented employees of learning organizations are leaving and “how” these organizations can retain them; 

therefore, inductive research philosophy and the case study research design are used. The reason for the use 

of “why” and “how” words in research questions is that earlier researchers recommended this approach, 

especially in case study method for the exploration of complex phenomena (Alam, 2021; Ghauri et al., 2020).  

The use of multiple case studies helps researchers explore social and organizational issues in depth and detail, 

which is usually overlooked in quantitative studies (Creswell & Poth, 2016; Yin, 2017). Moreover, case study 

methods are widely used in different disciplines, i.e., sociology, psychology, business and management, 

education, social work, nursing, anthropology, and community planning (Yin, 2017). Researchers can get 

answers to their research questions through multiple case studies, as this approach is sound and appropriate 

for understanding complex matters and for complete and comprehensive inquiry of the matter (Alam, 2021).  
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The population of this study is learning organizations (i.e., information technology and banking), the 

reason being the selection of these organizations that these sectors in the current era of high competition are 

the major contributors to the development of every economy (Ali et al., 2023; Alzaid & Dukhaykh, 2023; 

Serhan & Gazzaz, 2019). These traditional organizations, due to their working environment, are considered 

learning organizations, as in these organizations, sharing of knowledge between the peer and leaders, and 

subordinates donates as culture, there is a smooth and fast flow of information, empowerment by the 

organization for the solution of complex problems which separate these organizations from the traditional 

organizations.  

The purpose of using sampling in qualitative study is to gather information to understand a specific 

phenomenon's complexity, difficulty, and difference, instead of the representation of digits as done in 

quantitative research (Alam, 2021). Moreover, the sampling technique in qualitative study is decided based 

on the nature, purpose, objective, and research questions (Saunders et al., 2007). The purposeful or purposive 

sampling technique of probability sampling allows researchers to select the most appropriate participants 

based on their knowledge, skills, and experience to answer research queries (Saunders et al., 2012). So, by 

following these suggestions, we use a purposive sampling technique to select interview participants to inquire 

about the reasons, opportunities, and strategies. The unit of analysis of this study was the organizations from 

the private service sector (banking and information technology). The reason for the selection of an equal 

number of participants for the interview was due to the limitation of time and resources and to inquire about 

the matter in depth equally. Moreover, numerous scholars suggest that the selection of 15-20 participants for 

a homogeneous interview might be adequate and satisfactory for a qualitative study (Crouch & McKenzie, 

2006; Green & Thorogood, 2018; Guest et al., 2006; Marshall et al., 2013), so by following these suggestions 

and recommendations the researchers of this study selected the fifteen participants from each sector 

(informational technology and banking). For the collection of data, the researcher of this study conducts semi-

structured interviews with the participants using open-ended questions. Thirty interviews with participants 

from both organizations were conducted with an average length of 20-25 minutes; fifteen interviews were 

from banking sector organizations, and fifteen were from the information technology (software house) sector 

organizations. Interviews from the banking sector were conducted with the branch/operations managers 

(informants) and the information technology sector from the software house managers (informants). 

Moreover, before the start of interviews with the participants, the purpose and objective of this study were 

shared with them, and it was ensured by the researchers of this study that information collected from them be 

used only for academic purposes and never be shared with anyone or at any platform.  

2.2 | Semi-Structured Interview Questions 

Given below is the list of questions that were asked to the informants from both types of organizations 

(banking and information technology) to get their views and perceptions on which type of challenges and 

problems they are facing in the retention of talented employees, especially in the view of post-pandemic 

circumstances.  

2.1.1 Can you please explain how important your organization is to talented employees? 

2.1.2 Is your organization facing any challenges regarding the retention of talented employees? If yes, 

can you please explain what type of challenges your organization is facing?  
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2.1.3 Could you please explain why talented employees of your organization who were working before 

the pandemic circumstances felt any change in their working routine in any aspect? 

2.1.4 Did you feel or observe any demand (i.e., an increase in salary or other financial & non-financial 

benefits) by the talented employees of your organizations in post-pandemic circumstances? 

2.1.5 What type of change in strategies, policies, and practices do you feel in post-pandemic 

circumstances for the retention of talented employees in your organization by the policymakers of 

your organization? 

2.1.6 Can you give any suggestions or recommendations to your policymakers and, generally, to all other 

organizations for the retention of talented employees? 

3  |  D A T A  A N A L Y S I S  

The thematic analysis method was used to generate the themes, according to Braun and Clarke (2006, p. 

6), “a method for identifying, analyzing, and reporting patterns (themes) within data”. This technique 

contributes to research investigation in a positive way using the quality of the data. For that purpose, first, data 

familiarization was conducted, where all transcripts of the interviews were read and revised; more frequently 

used words were highlighted and clustered into codes. Further, the researchers of this study categorized all the 

data collected using semi-structured interviews through common theme coding. These methods were utilized 

in this study by following the suggestions of Saldana (2021), who stated that coding works as an intermediate 

between data collection and data analysis in qualitative studies. Moreover, data coding not only works as a 

process for data analysis and explanation but also helps researchers link the ideas they extracted from the data 

(Alam, 2021). After the coding process, the researchers converted coded transcripts into themes, usually two 

to three codes supported by the interview text, and in the final phase, all coded transcript categories were 

grouped for analysis. 

 For data analysis, researchers of this study use ATLAS.ti statistical software, which is suitable for the 

qualitative analysis. ATLAS.ti software has already been used widely by researchers of different disciplines, 

i.e., psychology, nursing, management, criminology, anthropology, education, and engineering (Friese, 2019). 

ATLAS.ti software helps the researchers with content analysis, i.e., categorical or thematic analysis, which is 

usually conducted in qualitative studies (Soratto et al., 2020). Moreover, the reason forces the researchers of 

this study to use ATLAS.ti software, that this software is free for use and famous for the primary data analysis 

of qualitative complex textual data.  

Tables 1 and Figures 1, 2, and 3 of Sankey diagrams show the key concepts extracted from the semi-

structured interviews about which type of attraction talented employees feel to join a learning organization 

and what opportunities these organizations offer to talented individuals. According to the values, the main 

attraction for individuals who think about joining a learning organization is the career structure of these 

organizations because continuous and systematic learning at individual and organizational levels enhances 

employees' skills, abilities, and knowledge, enabling them to advance their careers. Likewise, values show 

that the career structure of software houses is much more attractive than the banking sector for individuals.  

Moreover, Table 1 and Figures 1, 2, and 3 of Sankey diagrams further show the list of challenges and 

demands faced by the organizations for the retention of talented individuals, which type of policies/strategies 



26      

 

these organizations are offering, and which policies/strategies may be best for the retention of talented 

individuals. The primary challenge/demand faced by the learning organizations by talented employees is 

attractive salary packages; the circumstances of the pandemic may influence this. Because during the 

pandemic situations, when individuals work directly with clients, especially software houses, it enhances their 

knowledge about the salary packages in the post-pandemic circumstances, the learning organizations, 

especially in emerging economies, face the challenges for the retention of their employees with higher demand 

of attractive salary packages. Regarding this challenge, the researchers of this study discussed in detail with 

the management of the software houses and banking institutions how much frequency change they found 

before the pandemic and in post-pandemic situations, and they stated that salary packages are the main 

demands by talented employees in any era. However, whenever individuals get good salaries by working in 

their homes, it affects their conveyance expenses; therefore, now they demand higher packages than in the 

past. Another thing that is reflected by the management of both types of this study’s organizations is that 

employees are now focusing on joining and remaining with organizations with formal career growth and 

development plans. Especially in the software industry, now the professionals of this sector prioritize their 

career development instead of starting a career without formal planning. Another thing shared by the 

management of both organizations is that employees are now much more focused on annual or semiannual 

bonuses because during the pandemic time, especially in software houses, individuals work directly with the 

clients, and they get instruction regarding the assignments directly from the foreign clients and during the 

communication process they become aware of the facilities which provided by the multinational informational 

technology firms to their employees. So, now Pakistani software houses are in trouble and facing the challenge 

of retaining talented professionals, especially with higher inflation. In Pakistan, higher electricity and other 

information technology structures may also influence the income generation process of software houses. 

Moreover, this tendency of inflation also influences the revenue efficiency of the banking sector, and this also 

becomes challenging for this sector in the high inflation environment of the Pakistani economy, especially in 

terms of how to satisfy the employees for retention. Parallel to this, the strategic policies of rivalries also give 

a tough time to those organizations in both sectors that have weak strategic planning and organizational 

structure. There is a war between organizations to attain higher profitability and competitive advantage so that 

this target can be achieved with a talented workforce. In these circumstances, individuals try to fly to those 

organizations from their parent organizations, where they find better remuneration and other facilities; this 

situation also becomes challenging for retaining talented individuals. Another challenge Pakistani 

organizations, especially in the banking and information technology sector, are facing is work-family 

imbalance. Now, individuals are focusing on joining and remaining with those organizations where they find 

that their work cannot influence their personal lives, and they have enough time for their families. Because 

banks and software companies are those institutions where, before the pandemic, employees were working 

10-12 hours, and they were unaware of the balance between their professional and personal lives, but during 

pandemic circumstances, when there was a lockdown, and the majority of the working of every organization 

was performed using the technique of ‘work from home’ this situation give awareness to the employees to 

care about their families parallel to their professional life.  
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Table 1 

Code Document Analysis 

 

Coding Categories 

Interviews 

(Banks) 

Gr=28 

Interviews (Software 

Houses) 

Gr=52 

Totals 

  
Absolute 

Column-

relative 
Absolute 

Column-

relative 
Absolute 

● Career Structure (Attraction) 

Gr=3 
2 2.35% 6 2.86% 8 

● Attractive Salary Packages 

(Challenge & Demands) 

Gr=18 

32 37.65% 24 11.43% 56 

● Career Growth & Development 

(Challenge) 

Gr=8 

12 14.12% 11 5.24% 23 

● Bonuses (Demands) 

Gr=3 
8 9.41% 11 5.24% 19 

● High Inflation (Challenge) 

Gr=8 
4 4.71% 15 7.14% 19 

● Policies of Competitor 

Organizations (Challenge) 

Gr=4 

0 0.00% 18 8.57% 18 

● Work-Family Life (Challenge) 

Gr=3 
7 8.24% 10 4.76% 17 

● Work from Home (Strategy) 

Gr=11 
3 3.53% 49 23.33% 52 

● Flexible Working Environment 

(Strategy) 

Gr=3 

0 0.00% 15 7.14% 15 

● Motivation & Encouragement 

(Strategy) 

Gr=5 

7 8.24% 8 3.81% 15 

● Training & Development (Strategy) 

Gr=4 
0 0.00% 15 7.14% 15 

● Learning Opportunities (Strategy) 

Gr=4 
0 0.00% 11 5.24% 11 

● Hybrid Working (Strategy) 

Gr=1 
0 0.00% 9 4.29% 9 

● Loans (Strategy) 

Gr=1 
8 9.41% 0 0.00% 8 

● Misc. Organizational Facilities 

(Strategy) 

Gr=1 

0 0.00% 6 2.86% 6 

● Job Rotation (Strategy) 

Gr=1 
0 0.00% 2 0.95% 2 

● Loan Facilities (Strategy) 

Gr=1 
2 2.35% 0 0.00% 2 

Totals 85 100.00% 210 100.00% 295 

 

During the interview process, the researchers of this study also asked the management of both 

organizations selected for this study which type of strategies, policies, or planning were needed for learning 

organizations to retain their talented workforce. The major thing that the management observes is that now 

employees give priority to working from home, and it would be better for the management of the learning 

organizations to make a strategy for how many days employees can work from home and which type of work 
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would be beneficial for the organization and individuals to be done from their home. This strategy benefits 

organizations by retaining their talented workers and reducing leaves and absenteeism but also helps 

individuals meet their personal life demands and fulfill their personal life obligations. The working 

environment of the software houses is toxic as these organizations usually work with developed countries, and 

their professional obligations are to meet the target of their clients in a timely; these circumstances put pressure 

on employees, and they feel stressed and depressed due to which the turnover rate of these institutions is higher 

than the others and employees fly to those software houses where they feel a flexible working environment.  

So, now, to become a successful organization and retain talented intellectual capital, the management of 

the learning organizations makes strategies for how they make their working environment flexible for their 

employees. The management of both organizations also highlights the importance of motivation and 

encouragement in retaining a talented workforce. Parallel to this, software companies require strategies for the 

training and development of their employees. Managers say that employees now focus on remaining with 

those organizations that provide training and development facilities along with learning and hybrid working 

facilities. Employees feel that with training, development, and learning, they become aware of the latest 

knowledge and trends, which helps them advance their careers and skills. To some extent, management 

suggested that to minimize the financial pressure on employees, banks, especially software companies, provide 

short- and long-term loans to their employees. This act by the organizations shows a positive gesture towards 

their workforce, and it also reflects that management cares about the financial health of the workforce, which 

enables them to remain with their current organizations.  

 

Figure 1 

Sankey Diagram (Banks & Software Houses) 
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Figure 2 

Sankey Diagram (Software Houses) 

 

 

 

Figure 3 

Figure 1: Sankey Diagram (Banks) 
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Figure 4 

Concept Tree Map 

 

 

 

Figure 4 shows the concept tree map, which is based on the interview transcripts and illustrates the major 

concepts. The figure further illustrates that the central focus of employees working in learning organizations 

is on their salary packages, and then they give preference to the organizational structure, where they find career 

development and advancement and flexible working environment. Parallel to this, they also focus career paths 

with their organizations in the form of promotion because a higher inflation rate also influences the daily lives 

of professionals from a financial perspective, so they give preference to those organizations where they found 

a promotion structure with opportunities for learning and growth.  

 

Figure 5 

Concept Cloud 
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Figure 5 and Figure 6 represent the concept and word cloud; these clouds show the visualization of 

contents extracted from the interview transcripts (Cidell, 2010). According to these figures, the most essential 

factors that management feels for the retention of talented employees in learning organizations, especially in 

banks and software houses, salary packages, promotion and increment structure, opportunities for career 

development, and an environment containing good interaction between managers/supervisors and 

subordinates, facility of work from home with flexible work environment along with motivation and 

encouragement. At the same time, some consider financial support in the form of short or long-term loans. 

Moreover, some of the employees from both types of organizations show their mindset and also give 

preference to those organizations that have vehicle policies or transportation facilities for the employees.  

 

Figure 6 

Word Cloud 

 

 

4  |  D I S C U S S I O N  

The main purpose of this study is to explore the challenges that learning organizations face in retaining 

talented employees. Moreover, we further explore what are the attractive policies or procedures in which 

talented employees prefer to join or leave an organization. Table 1 highlights the major opportunities talented 

employees feel in the learning organizations, and most observed challenges and suggested policies/strategies. 

Based on the observation as explored from the semi-structured data, talented employees who want to work in 

both types of organizations (banks and software houses) prefer those organizations where they find a 

comprehensive and attractive career structure. Likewise, most recent research shows that organizations that 

hold career-related features are in a strong position to retain their talented employees (Bonneton et al., 2022). 

Also, these features work as talent management practices through which organizations influence their talented 

employees to remain with them (Bonneton et al., 2022). These findings also highlight that organizations can 

win the war on talent by attracting qualified individuals, which has become an essential factor for every 
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organization in the current era. In contrast, the change in the global environment, especially in the post-

pandemic circumstances and the rapid change and use of technology, also forces the organizations to hire 

talented individuals, enabling the employers for the competitive advantage and sustainability of their 

businesses in the market.  

4.1 | Challenges faced by the learning organizations for the retention of talented employees 

The findings of this study explore different challenges that learning organizations face in retaining 

talented employees. Table 1 shows that a higher inflation rate creates a challenging situation for retaining 

talented employees working in banking and information technology organizations (software houses). It has 

been observed that a higher inflation rate has become a globalized phenomenon, especially in post-pandemic 

circumstances (Magaisa & Musundire, 2022). Specifically, the talented individuals working in both 

organizations (banks and software houses) demanded higher salaries and annual bonuses to fulfill the basic 

needs of life. Individuals working in developing countries especially suffer due to higher inflation rates 

because the devaluation of local currency in these countries increases the rate of inflation. This higher rate of 

inflation forces talented employees to choose the options of other organizations where they get the opportunity 

of an attractive salary. The second challenge that learning organizations face is slow career growth and 

development activities, due to which talented employees leave their jobs and join others where they find a 

better career structure. As talented employees due to their experience, expertise, and skills, like to work in a 

new and challenging situation (Younas & Waseem Bari, 2020), but the slow promotional channel and career 

growth give them tiredness, and they try to fly to other organizations, especially of newborn organizational 

set-up which provides an attractive salary package and career path as well. Another challenge learning 

organizations face is the policies of competitor organizations that they offer to their employees. Due to 

globalized work and their services for the developed countries, the information technology sector also has an 

environment of high competition within an industry. Post-pandemic circumstances create a higher level of 

competition between organizations at the global level, and every organization wants to hunt for a sustainable 

position in the long run (Song & Agarwal, 2023). For that purpose, organizations are keen to use the latest 

technology for smooth organizational functioning; for that purpose, they need qualified and skilled employees; 

this requirement can be met when organizations hire and retain talented employees. Moreover, the change in 

geo-political situations between the countries also creates a war of competition, which causes high-quality 

products and services so that organizations can capture the other markets. Higher productivity (products and 

services) with quality increases the workload on employees, and long working hours to meet the organizational 

strategic objectives create pressure on the employees (Ashfaq et al., 2020), especially on talented individuals, 

due to which they feel an imbalance between work and family. Due to these circumstances, talented employees 

are thinking about leaving the organization and joining another where they feel flexible working hours and 

environment.  

4.2 | Demands by talented employees to stay with the organization in post-pandemic circumstances 

The findings of this study, which are illustrated in Table 1, also explore different demands that talented 

employees present to their organizations so that they can stay with them. The values shown in Table 1 reveal 

that in both banking and information technology organizations, employees demand higher salaries, especially 

in post-pandemic circumstances. During interviews with the informants, it was also observed that talented 
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employees force their organizations to revise their salary structures. Moreover, information technology 

illustrates that software houses mostly work with developed countries to provide IT products and services, and 

during pandemic circumstances due to globalized distance policy, the majority of the employees work from 

their homes, and they were directly in contact with foreign customers and collect wages/salaries in 

international currency. But in post-pandemic circumstances, they came back to the traditional working 

environment and received salaries/wages in the local currency, and due to the devaluation of local currency, 

they are now demanding higher and attractive salaries and bonuses so that they can stay with the organizations.  

4.3 | Policies/Strategies by the organizations for the retention of talented employees 

Informants from banking and information technology organizations recommend different 

policies/strategies not only for the learning organizations but also for the traditional organizations to retain 

talent. First, Table 1 digits illustrate that organizations from the information technology sector can retain their 

talented employees by employing a flexible working environment. Before and during the pandemic, most of 

the employees of the information technology section of the organization performed their professional 

responsibilities from home. This flexibility of working gives them an environment of independence where 

they can work freely without formal rules and discipline. So, the participants recommend that if the 

organizations want to retain their talent, then they must offer hybrid working facilities (work from home or 

work on-site) to their talented employees or offer an option of 4-5 days’ remote working (work from home) 

so that they can fulfill their personal and professional responsibilities easily. Moreover, talented employees 

like to work in new and challenging situations due to their proactive personality, so when they work in the 

same situation or perform their professional duties in the same pattern and position, this situation irritates 

them, and they try to fly to another organization. This thinking of talented employees can be minimized by 

rotating their jobs into different departments through which they not only feel intrinsically motivated but also 

get an opportunity to learn new skills and remain with the organization.  

 From the financial benefits perspectives, the informants from both banking and information 

technology organizations suggest that learning organization can retain their talent by providing them different 

financial supports, i.e., facilitating loan advancement, transportation, and medical facilities, and by giving 

them ownership through profit sharing with the employees, especially of talented through performance 

evaluation. Another tool suggested by the informants of both organizations (banking and information 

technology) is that encouragement and motivation of talented employees also gives them a positive gesture 

that their organizations are caring for them and they think to remain with them. In contrast, learning 

organizations can retain talent by providing more learning, training, and development opportunities. For that 

purpose, the informants of both organizations suggested that if organizations provide these opportunities 

through the reputed institutions that offer the certifications of training and learning, it will not only enhance 

their expertise and skills but also increase their qualifications. 

4.4 | Limitations and Future Research Suggestions 

First of all, during the data collection process, the researchers of this study faced negative attitudes from 

the management of different banks and software houses regarding the conduct of interviews with the 

workforce. In developing nations, there is no such culture of sharing information with others without the prior 

permission of seniors, though the researchers show the approval of the ethical committee regarding the 
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purpose, objectives, and conduction of this research. These are the problems faced by the researchers of this 

study during the data collection process, but these circumstances cannot affect the whole process. Some 

participants just gave their suggestions instead of completing the interview or answering the interview 

questions properly and formally. The chances of bias are also found in qualitative studies, which may be during 

the sampling process. In this study, the sample was selected using purposive sampling, which may show the 

bias in the selection of participants, but for this study, the respondents were selected from both banking and 

software houses based on education, experience, and stay in the current organization and how much number 

organizations a person shifted before the joining of present organization, so these measures may reduce the 

chances of biases during the selection of sample by a researcher. Moreover, it would be better if future 

researchers used snowball sampling in future studies, which also helps the researchers minimize bias and 

select study-related participants. This study is limited to the banking sector, where only corporate banks were 

selected as a population, so future researchers may select the public sector banks and find in-depth insights 

into which the management of these institutions faces the type of challenges. Moreover, this study was 

conducted in Pakistan and was specific to the major cities of Punjab, so it would be better to replicate the 

findings and questions of this study in other emerging economies, as these nations are facing the issue of brain 

drain as compared to the other nations.  

5  |  C O N C L U S I O N   

This study highlights the attraction and demands of talented employees, which they observe before 

joining learning organizations. Moreover, this study also highlights the challenges which are faced by learning 

organizations for retaining their talented employees, i.e., career growth, development and advancement and 

career structure, the requirement of higher salary structures due to globalized higher inflation, competition of 

organizations within the industry, and imbalance between work and life due to high workload.  To stay active 

in the market, learning organizations need competitive advantages, which they may attain by keeping the most 

talented staff members. Moreover, organizations can retain their talent by employing different 

policies/strategies, i.e., flexible working environment, hybrid working atmosphere, job rotation, learning 

opportunities, loans, transportation and medical facilities, and training and development programs.  

 

 

Acknowledgment: The authors would like to express their sincere thanks to the editor and the anonymous 

reviewers for their helpful comments and suggestions. 

Author Contributions: Conceptualization, M.S.C.; methodology, M.SC., and L.Y; software, M.S.C., and M; 

validation, M.S.C., and S.H; investigation, S.H.; data curation, M.S.C.; writing original draft preparation, 

M.S.C.; writing—review and editing, L.Y., and M. All authors have read and agreed to the published version 

of the manuscript. 

Declaration of Conflicting Interest: The author(s) declared no potential conflicts of interest with respect to 

the research, authorship, and/or publication of this article. 

Licenses and Copyright: This is an open-access article, free of all copyright, and fulfills the DOAJ definition 

of open access. This work is licensed under a “Creative Commons Attribution 4.0 International License”. 

https://creativecommons.org/licenses/by/4.0/


 35 

    

 

Which permits unrestricted use, distribution, and reproduction in any medium, provided the original author 

and source are credited. 

Funding: The author(s) received no financial support for the research, authorship, and/or publication of this 

article.   

Data Availability Statement: Data that supports the findings of this study are available on request from 

the corresponding author.  

Plagiarism Statement: This article was scanned by the plagiarism program. No plagiarism was detected. 

Disclaimer/Publisher’s Note: The statements, opinions, and data contained in all publications are solely those 

of the individual author(s) and contributor(s) and not of publisher “AGASR” and/or the editor(s). The 

Publisher AGASR and/or the editor(s) disclaim responsibility for any injury to people or property resulting 

from any ideas, methods, instructions, or products referred to in the content.

 

R E F E R E N C E

Acevedo, J., & Diaz-Molina, I. (2022). Learning 
organizations in emerging economies: the 
effect of knowledge management on 
innovative culture in Chilean companies. The 
Learning Organization, 30(1), 37-54.  

Afshari, L., & Hadian Nasab, A. (2021). Enhancing 
organizational learning capability through 
managing talent: mediation effect of 
intellectual capital. Human Resource 
Development International, 24(1), 48-64.  

Akbar, H., & Anas, M. (2024). Talent management and 
employee ambidexterity: the moderating role 
of learning organization. The Learning 
Organization, 31(4), 484-507.  

Alam, M. K. (2021). A systematic qualitative case study: 
questions, data collection, NVivo analysis and 
saturation. Qualitative Research in 
Organizations and Management: An 
International Journal, 16(1), 1-31.  

Ali, I., Nguyen, N. D. K., & Arslan, A. (2023). Socially 
Responsible Consumption of Information 
Technology Equipment: Case Studies from the 
Australian Banking Sector. In Dealing with 
Socially Responsible Consumers: Studies in 
Marketing (pp. 509-530). Springer.  

Almeida, F., Santos, J. D., & Monteiro, J. A. (2020). The 
challenges and opportunities in the 
digitalization of companies in a post-COVID-19 
World. IEEE Engineering Management Review, 
48(3), 97-103.  

Alzaid, D., & Dukhaykh, S. (2023). Employer Branding 
and Employee Retention in The Banking Sector 
in Saudi Arabia: Mediating Effect of Relational 
Psychological Contracts. Sustainability, 15(7), 
6115.  

Artüz, S. D., & Bayraktar, O. (2021). The effect of 
relation between digital leadership practice 
and learning organization on the perception of 
individual performance. İstanbul Ticaret 
Üniversitesi Sosyal Bilimler Dergisi, 20(40), 97-
120.  

Ashfaq, M., Ismail, F., & Irum, S. (2020). Career 
Management and Work Behavior in Malaysian 
Banking Sector Perspective. European Journal 
of Molecular & Clinical Medicine, 7(3), 116-132.  

Bakker, A. B., Albrecht, S. L., & Leiter, M. P. (2011). Work 
engagement: Further reflections on the state 
of play. European Journal of Work and 
Organizational Psychology, 20(1), 74-88.  

Balkaş, J. (2022). Learning Organizations in the Digital 
Age: An Assessment from Employee 
Perspective. In Digitaliz;ation in Business and 
Economy (Blockchain, Cryptocurrencies, 
Industry 4.0, Digital Transformation) (pp. 189-
204). Nobel Akademik Yayıncılık Eğiti 
Danışmanlık Tic. Ltd. Şti.  

Bansal, P., Smith, W. K., & Vaara, E. (2018). New ways 
of seeing through qualitative research. In (Vol. 
61, pp. 1189-1195): Academy of Management  

Bihani, A., & Dalal, K. (2014). A review into talent 
management, talent retention and its scope for 
learning organisations. International Journal of 
Knowledge Mangement and Practices, 2(1), 1-
11.  

Björkdahl, J. (2020). Strategies for digitalization in 
manufacturing firms. California Management 
Review, 62(4), 17-36.  

Bonneton, D., Schworm, S. K., Festing, M., & 
Muratbekova-Touron, M. (2022). Do global 
talent management programs help to retain 
talent? A career-related framework. The 



36      

 

International Journal of Human Resource 
Management, 33(2), 203-238.  

Bouncken, R., Ratzmann, M., Barwinski, R., & Kraus, S. 
(2020). Coworking spaces: Empowerment for 
entrepreneurship and innovation in the digital 
and sharing economy. Journal of Business 
Research, 114, 102-110.  

Braun, V., & Clarke, V. (2006). Using thematic analysis 
in psychology. Qualitative research in 
psychology, 3(2), 77-101.  

Chinchilla, N., Grau, M. G., & Chughtai, M. S. (2025). 
Review of Literature on Talent Management 
and Learning Organizations. In Handbook of 
Talent Management and Learning 
Organizations (pp. 68-84). CRC Press (Taylor & 
Francis Group).  

Chughtai, M. S., Syed, F., Naseer, S., & Chinchilla, N. 
(2023). Role of adaptive leadership in learning 
organizations to boost organizational 
innovations with change self‑efcacy. Current 
Psychology, 43(33), 27262-27281.  

Cidell, J. (2010). Content clouds as exploratory 
qualitative data analysis. Area, 42(4), 514-523.  

Claus, L. (2019). HR disruption—Time already to 
reinvent talent management. BRQ Business 
Research Quarterly, 22(3), 207-215.  

Collings, D. G., & Mellahi, K. (2009). Strategic talent 
management: A review and research agenda. 
Human Resource Management Review, 19(4), 
304-313.  

Collings, D. G., Scullion, H., & Caligiuri, P. M. (2018). 
Global talent management: An introduction. In 
Global talent management (pp. 3-15). 
Routledge.  

Creswell, J. W., & Poth, C. N. (2016). Qualitative inquiry 
and research design: Choosing among five 
approaches. Sage publications.  

Crouch, M., & McKenzie, H. (2006). The logic of small 
samples in interview-based qualitative 
research. Social Science Information, 45(4), 
483-499.  

Cukier, W., McCallum, K. E., Egbunonu, P., & Bates, K. 
(2021). The mother of invention: Skills for 
innovation in the post-pandemic world.  

Dam, N., Hack-Polay, D., Rahman, M., & Mahmoud, A. 
B. (2023). Psychological Contract and Young 
Talent Retention in Vietnam: Development and 
Validation of a Hierarchical Reflective 
Structural Model. Businesses, 3(1), 36-51.  

De Smet, A., Dowling, B., Mugayar-Baldocchi, M., & 
Schaninger, B. (2021). ‘Great attrition’or ‘great 
attraction’? The choice is yours. The McKinsey 
Quarterly, 1-8.  

Eisenhardt, K. M., & Graebner, M. E. (2007). Theory 
building from cases: Opportunities and 
challenges. Academy of management Journal, 
50(1), 25-32.  

Ertem, M., & Şentürk, F. K. (2021). A research on the 
variables that effect affective commitment to 
change. Business & Management Studies: An 
International Journal, 9(1), 327-342.  

Fischer, C., & Pöhler, A. (2018). Supporting the Change 
to Digitalized Production Environments 
Through Learning Organization Development. 
In The Impact of Digitalization in the 
Workplace: An Educational View (Vol. 21, pp. 
141-160). Springer.  

Friese, S. (2019). Qualitative Data Analysis with 
ATLAS.ti. In (pp. 1-23): Qualitative Research & 
Consulting  

Gallardo-Gallardo, E., Thunnissen, M., & Scullion, H. 
(2020). Talent management: context matters. 
The International Journal of Human Resource 
Management, 31(4), 457-473.  

Ghauri, P., Grønhaug, K., & Strange, R. (2020). Research 
methods in business studies. Cambridge 
University Press.  

Green, J., & Thorogood, N. (2018). Qualitative Methods 
for Health Research. SAGE Publications.  

Guest, G., Bunce, A., & Johnson, L. (2006). How many 
interviews are enough? An experiment with 
data saturation and variability. Field methods, 
18(1), 59-82.  

Hansen, J. Ø., Jensen, A., & Nguyen, N. (2020). The 
responsible learning organization: can Senge 
(1990) teach organizations how to become 
responsible innovators? The Learning 
Organization, 27(1), 65-74.  

Hassan, Y., Pandey, J., Varkkey, B., Sethi, D., & Scullion, 
H. (2022). Understanding talent management 
for sports organizations-Evidence from an 
emerging country. The International Journal of 
Human Resource Management, 33(11), 2192-
2225.  

Hiçyılmaz, Y., & Sahin, S. (2024). The Role of Learning 
Organization and Talent Management in the 
Effect of the Transformational Leadership 
Styles of School Principals in Innovation 
Management in their Schools. Osmangazi 
Journal of Educational Research, 11(2), 58-81.  

Hongal, P., & Kinange, U. (2020). A study on talent 
management and its impact on organization 
performance-an empirical review. 
International Journal of Engineering and 
Management Research, 10(1), 64-71.  

Kafetzopoulos, D., Psomas, E., & Bouranta, N. (2022). 
The influence of leadership on strategic 
flexibility and business performance: the 
mediating role of talent management. 
Management Decision, 60(9), 2532-2551.  

Khalil, S., & Samhan, B. (2024). The impact of cloud 
adoption on talent management: an 
exploratory study from the “learning 
organization” perspective. The Learning 



 37 

    

 

Organization, ahead-of-print(ahead-of-print), 
1-19.  

Khan, H. S. u. d., Chughtai, M. S., Ma, Z., Li, M., & He, D. 
(2024). Adaptive Leadership and Safety 
Citizenship Behaviors in Pakistan: The roles of 
Readiness to Change, Psychosocial Safety 
Climate and Proactive Personality. Frontiers in 
Public Health, 11, 1-12.  

Magaisa, G. M., & Musundire, A. (2022). Factors 
affecting employee retention in Zimbabwean 
companies. International Journal of Applied 
Management Theory and Research (IJAMTR), 
4(1), 1-20.  

Marshall, B., Cardon, P., Poddar, A., & Fontenot, R. 
(2013). Does sample size matter in qualitative 
research?: A review of qualitative interviews in 
IS research. Journal of Computer Information 
Systems, 54(1), 11-22.  

Mazlan, M. R. M., & Jambulingam, M. (2023). 
Challenges of Talent Retention: A Review of 
Literature. Journal of Business and 
Management Review, 4(2), 078-091.  

McDonnell, A., & Wiblen, S. (2021). Talent 
management: A research overview (1st ed.). 
Routledge.  

Nguyen, D. T. N., Teo, S. T., & Ho, M. (2018). 
Development of human resource management 
in Vietnam: A semantic analysis. Asia Pacific 
Journal of Management, 35, 241-284.  

Osagie, E., Wesselink, R., Blok, V., & Mulder, M. (2022). 
Learning Organization for Corporate Social 
Responsibility Implementation: Unravelling 
the Intricate Relationship Between 
Organizational and Operational Learning 
Organization Characteristics. Organization & 
Environment, 35(1), 130-153.  

Ott, D. L., Tolentino, J. L., & Michailova, S. (2018). 
Effective talent retention approaches. Human 
Resource Management International Digest, 
26(7), 16-19.  

Priyono, A., Moin, A., & Putri, V. N. A. O. (2020). 
Identifying digital transformation paths in the 
business model of SMEs during the COVID-19 
pandemic. Journal of Open Innovation: 
Technology, Market, and Complexity, 6(104), 1-
22.  

Radhamani, R., Kumar, D., Nizar, N., Achuthan, K., Nair, 
B., & Diwakar, S. (2021). What virtual 
laboratory usage tells us about laboratory skill 
education pre-and post-COVID-19: Focus on 
usage, behavior, intention and adoption. 
Education and information technologies, 26(6), 
7477-7495.  

Rupcic, N. (2022). How can learning organizations 
support sustainability goals? The Learning 
Organization, 29(5), 586-596.  

Rupčić, N. (2022). Threats and opportunities for 
learning organizations–Nordic perspective and 
experience. The Learning Organization, 29(3), 
275-283.  

Salabi, A. S., & Prasetyo, M. A. M. (2022). Organizational 
culture of sukma bangsa learning school 
(Analytical study of learning organization 
primordial value). Sukma: Jurnal Pendidikan, 
6(1), 91-110.  

Saldaña, J. (2021). The Coding Manual for Qualitative 
Researchers. SAGE Publications.  

Saunders, M., Lewis, P., & Thornhill, A. (2007). Research 
methods for business students (4th ed.). 
Prentice Hall.  

Saunders, M., Lewis, P., & Thornhill, A. (2012). Research 
methods for business students (6th ed.). 
Pearson Education Limited.  

Senge, P. M. (1990). The fifth discipline: The art and 
practice of the learning organization. 
Doubleday.  

Serhan, A., & Gazzaz, H. (2019). The impact of 
emotional intelligence on employee 
performance in Saudi Arabia banking sector. 
Journal of Economics and Administrative 
Sciences, 25(116), 127-146.  

Shah, N., Bano, S., Saraih, U. N., Abdelwaheed, N. A. A., 
& Soomro, B. A. (2024). Developing 
organizational performance through talent 
management practices: employee 
satisfaction’s mediating role in learning 
organizations. Business Process Management 
Journal, 30(3), 641-670.  

Škerháková, V., Korba, P., Harničárová, M., & Taha, V. 
A. (2022). Talent Retention: Analysis of the 
Antecedents of Talented Employees' Intention 
to Stay in the Organizations. European Journal 
of Interdisciplinary Studies, 14(1), 56-67.  

Song, L., & Agarwal, V. (2023). The Future of 
Multilateralism in the Post‐pandemic World. 
China & World Economy, 31(1), 62-87.  

Soratto, J., Pires, D. E. P. d., & Friese, S. (2020). Thematic 
content analysis using ATLAS. ti software: 
Potentialities for researchs in health. Revista 
brasileira de enfermagem, 73, e20190250.  

Törmänen, J., Hämäläinen, R. P., & Saarinen, E. (2022). 
On the systems intelligence of a learning 
organization: Introducing a new measure. 
Human Resource Development Quarterly, 
33(3), 249-272.  

Yin, R. K. (2017). Case study research and applications: 
Design and methods. Sage publications.  

Younas, M., & Waseem Bari, M. (2020). The relationship 
between talent management practices and 
retention of generation ‘Y’employees: 
mediating role of competency development. 
Economic research-Ekonomska istraživanja, 
33(1), 1330-1353.  



38      

 

Zada, M., Khan, J., Saeed, I., Zada, S., & Jun, Z. Y. (2023). 
Linking public leadership with project 
management effectiveness: Mediating role of 
goal clarity and moderating role of top 
management support. Heliyon, 9(5), 1-13.  

Zahoor, N., Christofi, M., Nwoba, A. C., Donbesuur, F., 
& Miri, D. (2024). Operational effectiveness in 
post-pandemic times: Examining the roles of 
digital technologies, talent management and 
employee engagement in manufacturing 
SMEs. Production Planning & Control, 35(13), 
1625-1638.  

Zhao, W., Yin, C., Hua, T., Meadows, M. E., Li, Y., Liu, Y., 
Cherubini, F., Pereira, P., & Fu, B. (2022). 
Achieving the Sustainable Development Goals 

in the post-pandemic era. Humanities and 
Social Sciences Communications, 9(1), 1-7.  

Zhiqiang, M., Khan, H. S., Chughtai, M. S., & Mingxing, 
L. (2021). Re-Engineering the Human Resource 
Strategies Amid and Post-Pandemic Crisis: 
Probing into the Moderated Mediation Model 
of the High-Performance Work Practices and 
Employee's Outcomes. Frontiers in Psychology, 
12, 1-10.  

Ziadlou, D. (2021). Strategies during digital 
transformation to make progress in 
achievement of sustainable development by 
2030. Leadership in Health Services, 34(4), 375-
391.  

 
 

 
 


