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This study aims to analyze the impact of digital talent on employee retention, mediated 

by organizational trust and employee engagement in manufacturing companies in 

Indonesia. In the era of Industry 4.0, digital talent has become a critical asset for 

manufacturing companies in navigating digital transformation. This study employs a 

quantitative approach with a sample of 170 employees from manufacturing companies 

in the industrial area of West Java. Data were collected through an online questionnaire 

and analyzed using Partial Least Squares Structural Equation Modeling (PLS-SEM). 

The results indicate that digital talent has a positive and significant impact on employee 

retention, both directly and through the mediation of organizational trust and 

employee engagement. These findings underscore the importance of developing 

employees' digital competencies as an effective retention strategy. Organizational trust 

plays a crucial role in mediating the relationship between digital talent and employee 

retention, suggesting that investing in digital skill development also fosters trust in the 

organization's commitment. Employee engagement also emerges as a significant 

mediator, indicating that employees with strong digital skills tend to be more engaged 

in their work. The managerial implications of this study highlight the importance of a 

holistic strategy in managing digital talent, which includes skill development programs, 

creating a work environment that supports digital innovation, and reinforcing a 

transparent and adaptive organizational culture. By integrating digital talent 

development, enhancing organizational trust, and boosting employee engagement, 

manufacturing companies can improve employee retention and maintain a competitive 

edge in the face of digital era challenges 

Keywords: Talent Digital, Organizational Trust, Employee Engagement, Employee 

Retention, Manufacturing. 

 

INTRODUCTION 

The era of digitalization has brought significant changes to various aspects of life, including the world of work. 

Advances in information and communication technology have transformed how companies operate and how 

employees perform their tasks. This phenomenon has been deeply examined by (Colbert et al., 2016), who explored 

how the digital workforce is reshaping the future workplace. In this context, digital talent, or individuals with high 

digital skills and abilities, has become a crucial asset for organizations. (Schwarzmüller et al., 2018) assert that digital 

talent plays a pivotal role in the digital transformation of organizations, particularly in terms of innovation, efficiency, 

and competitiveness. 

The importance of digital talent is increasingly prominent in the manufacturing industry, which is continuously 

transforming to face the challenges of Industry 4.0. (Rojko, 2017) explains that Industry 4.0 requires manufacturing 

companies to adopt advanced technologies such as the Internet of Things (IoT), big data analytics, and artificial 

intelligence, necessitating a workforce with proficient digital skills. However, with the rising demand for digital talent, 
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issues related to employee retention have emerged. Many companies face difficulties in retaining their digital talent, 

as highlighted by (Deloitte, 2019) in their report on global human capital trends. 

This phenomenon is becoming increasingly relevant given the significant costs associated with employee turnover, 

including recruitment, training, and lost productivity. (Hancock et al., 2013), in their meta-analysis on the costs of 

employee turnover, assert that losing talented employees can substantially impact organizational performance. 

Moreover, the loss of digital talent can hinder the pace of innovation and development of a company, especially in 

the manufacturing sector, which heavily relies on technology and efficient production processes.  

The current phenomenon is the high turnover rate among digital talent. Data indicates that digital talent tends to be 

more mobile and open to new opportunities that offer career advancement and better compensation. This aligns with 

the findings of (Martins et al., 2019), who showed that IT professionals have a higher turnover rate compared to other 

professions. This phenomenon is not only occurring in high-tech companies but also in traditional sectors such as 

manufacturing, which are adapting to digitalization, as highlighted by (Kache & Seuring, 2017) in their study on 

digital transformation in the manufacturing industry. 

Manufacturing companies in Indonesia, particularly in industrial areas like Cikarang, face significant challenges in 

retaining their digital talent. Several factors influencing this phenomenon include dissatisfaction with the work 

environment, lack of trust in management, and low levels of employee engagement and commitment. These findings 

are supported by (Alias et al., 2014), who identified determinants of turnover intention among IT professionals. In 

this context, it is important to understand how these factors influence digital talent's decision to stay or leave a 

company. (Seethamraju, 2018) emphasizes the importance of adopting a holistic approach to digital talent 

management to improve employee retention in the digital era. 

(Mahmood et al., 2019), in their study on employee retention in the manufacturing industry, found that 

organizational trust plays a key role in influencing employees' decisions to stay with a company. Meanwhile, (Cooke 

et al., 2019) highlight the importance of employee engagement in the context of digital transformation in the 

manufacturing sector, where high employee engagement can increase commitment and loyalty to the organization. 

The research question this study aims to answer is how digital talent can be retained in manufacturing companies.  

This research focuses on two main mediating factors, organizational trust and employee engagement, which are 

assumed to play significant roles in influencing employee retention decisions. The importance of organizational trust 

in the context of employee retention has been demonstrated by (Ertürk & Vurgun, 2015) in their research in the 

information technology sector. Meanwhile, (Saks, 2006) has demonstrated the crucial role of employee engagement 

in enhancing organizational commitment and reducing turnover intentions. 

In the context of the manufacturing industry facing digital transformation, (J. Schneider et al., 2018) emphasize the 

importance of building trust and employee engagement to effectively manage organizational change. Furthermore, 

(Agarwal & Helfat, 2009) explain that in the digital era, organizations need to build dynamic capabilities, including 

the ability to retain and develop digital talent. This study aims to fill the gap in the literature by investigating how 

organizational trust and employee engagement serve as mediators in the relationship between digital talent 

management and employee retention in Indonesia's manufacturing sector. 

Previous research has extensively discussed employee retention and the factors influencing it, such as compensation, 

work environment, and career development opportunities. This is reinforced by (Kossek et al., 2020) in their 

literature review on employee retention strategies. However, there remains a gap in the literature regarding the 

specific role of digital talent in the context of manufacturing companies. Most studies have focused more on 

technology companies or the service sector, as highlighted by (Colbert et al., 2016) in their study on the digital 

workforce. Meanwhile, research examining manufacturing companies in the context of digital talent remains 

relatively limited, although (Frank et al., 2019) have highlighted the importance of digital talent in the Industry 4.0 

transformation. 

Research on the role of organizational trust and employee engagement as mediators in the relationship between 

digital talent and employee retention is also scarce  and (Saks, 2006) has examined the role of employee engagement 

in employee outcomes, studies that integrate these two factors in the context of digital talent in the manufacturing 
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industry are still limited. Both factors are believed to play a crucial role in retaining digital talent, especially in 

industries undergoing digital transformation like manufacturing. (P. Schneider, 2018) underscores the importance 

of building trust and employee engagement in facing digital transformation in the manufacturing industry, yet 

empirical research that comprehensively examines this relationship is still lacking. 

There are several reasons why manufacturing companies were chosen as the subject of this study. First, the 

manufacturing industry is undergoing significant digital transformation. With the adoption of technologies such as 

the Internet of Things (IoT), artificial intelligence (AI), and automation, the need for digital talent has become crucial. 

This aligns with (Kagermann, 2015) findings, which emphasize the importance of digital talent in the implementation 

of Industry 4.0. Understanding how digital talent can be retained in this context is highly relevant. Second, the 

manufacturing sector is a major contributor to Indonesia's economy. Maintaining stability and increasing efficiency 

in this sector will positively impact national economic growth, as highlighted by (Rodrik, 2016) in his study on the 

role of manufacturing in economic development. Third, manufacturing companies face unique challenges in 

attracting and retaining digital talent. The work environment's characteristics, which differ from those in high-tech 

or service sectors, require specific approaches in human resource management. (Schnellbächer & Heidenreich, 2020) 

underscore the importance of adapting talent management strategies in the context of digital transformation in the 

manufacturing industry. Fourth, there is a gap in the literature discussing the retention of digital talent in 

manufacturing companies. This research aims to fill that gap and contribute to the development of theory and 

practice in human resource management in the manufacturing sector. (KIEL et al., 2017) highlight the lack of 

empirical research on human resource management in the context of Industry 4.0, particularly in developing 

countries. 

(Sony & Naik, 2019) emphasize the importance of understanding the factors influencing the adoption of Industry 4.0 

technologies in manufacturing companies, including human resource aspects. Meanwhile, (Frey & Osborne, 2017) 

show that digital transformation in the manufacturing sector will significantly impact job structures and skill 

requirements, stressing the importance of research on digital talent management in this sector. 

To face the challenges of digitalization, manufacturing companies need to develop effective strategies to attract and 

retain digital talent. This is consistent with the findings of (Kache & Seuring, 2017), who emphasize the importance 

of digital talent management in the transformation of the manufacturing industry. This study seeks to explore the 

impact of digital talent on employee retention, considering the mediating role of organizational trust and employee 

engagement. (Saks, 2006) has demonstrated the importance of employee engagement in enhancing organizational 

commitment, while (Ertürk & Vurgun, 2015) highlight the crucial role of organizational trust in employee retention 

in the information technology sector. 

The results of this study are expected to provide new insights for practitioners and academics in managing digital 

talent and supporting the sustainability and competitiveness of manufacturing companies in Indonesia. (J. Schneider 

et al., 2018) assert that effective talent management is a key factor in the success of digital transformation in the 

manufacturing industry. This research is also expected to offer practical recommendations for manufacturing 

companies in developing policies and practices that support digital talent retention, enhance organizational trust, 

and boost employee engagement. (Cooke et al., 2019) highlight the importance of a holistic approach in human 

resource management to address the challenges of the digital era. (Sony & Naik, 2020) emphasize that the success of 

Industry 4.0 implementation heavily depends on the readiness of human resources, including digital talent. 

Therefore, companies can be better prepared to face the challenges of the digital era and achieve long-term success. 

As noted by (Frank et al., 2019), manufacturing companies that successfully manage digital talent have a greater 

potential to achieve competitive advantage in the Industry 4.0 era. 

THEORETICAL FRAMEWORK 

In the era of Industry 4.0, digital talent has become a critical asset for organizations, particularly in the manufacturing 

sector undergoing digital transformation. Employees with proficient digital skills tend to hold higher value for the 

company and feel more confident in facing technological changes. (Colbert et al., 2016) assert that employees with 

strong digital competencies are better able to adapt to technological changes and contribute to company innovation. 

This can increase their desire to stay within the organization. (Soto-Acosta et al., 2018) So found that companies that 
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value and develop their employees' digital talent tend to have higher retention rates. Furthermore, (Kossek et al., 

2020) highlight that employees with relevant digital skills tend to feel more secure in their jobs and have better career 

prospects, which in turn increases their desire to remain with the organization. 

H1: Digital talent affects employee retention 

Employees with high digital talent tend to feel more competent and confident in performing their tasks in the digital 

era. This can enhance their sense of engagement in their work, as they feel capable of making significant contributions 

to the organization's goals. (Saks, 2006) asserts that employees who feel competent in their roles are more likely to 

be engaged in their work. (Kane et al., 2019), in their study on organizational digital maturity, found that employees 

in more digitally mature companies tend to be more engaged and satisfied with their jobs. This indicates that digital 

talent not only enhances individual capabilities but also contributes to an organizational culture that fosters higher 

engagement. 

H2: Digital talent affects employee engagement 

Employees with strong digital talent tend to have higher trust in organizations that support the development of digital 

skills. They may view the organization as forward-thinking and committed to employee development. (Vanhala & 

Dietz, 2019) found that organizational investment in skill development, including digital skills, is positively correlated 

with increased organizational trust. (Pirson & Malhotra, 2011) highlight the importance of organizational competence 

in building trust. Organizations that actively develop their employees' digital talent can be perceived as competent in 

facing the challenges of the digital era, thus enhancing employee trust. Furthermore, (Sousa & Rocha, 2019) 

emphasize that in the context of Industry 4.0, employees with strong digital skills are more prepared to face changes 

and more engaged in the company's digital transformation initiatives. This not only increases their engagement but 

also boosts their trust in the organization's ability to compete in the digital era. 

H3: Digital talent affects organizational trust 

Employee engagement has long been recognized as a key factor in employee retention. Employees who are actively 

engaged in their work tend to have a stronger emotional attachment to the organization, which in turn increases their 

desire to stay. (Harter et al., 2016) found that high levels of engagement are positively correlated with employee 

retention and organizational performance. Furthermore, (Schaufeli, 2013) asserts that engaged employees tend to 

have a positive attitude toward their work and organization, reducing their intention to leave the company. (Bailey et 

al., 2017), in their literature review, confirm the positive relationship between employee engagement and the 

intention to stay within the organization. They highlight that engaged employees tend to be more satisfied with their 

jobs and have a higher commitment to the organization. 

H4: Engagement affects employee retention 

Organizational trust plays a crucial role in employee retention. Employees who trust their organization tend to feel 

more secure and valued, which can enhance their loyalty and desire to stay. (Dirks & Ferrin, 2002), in their meta-

analysis, found that organizational trust has a positive impact on various work outcomes, including organizational 

commitment and intention to stay. (Ng & Feldman, 2015) further confirm that organizational trust contributes to 

increased employee retention, particularly in the context of organizational change. They emphasize that trust helps 

employees cope with uncertainty and maintain their connection to the organization during challenging times. 

H5: Organizational trust affects employee retention 

Digital talent can enhance employee engagement, which in turn affects employee retention. Employees with strong 

digital skills tend to feel more competent and confident in their roles, which can increase their engagement at work. 

(Sousa & Rocha, 2019) indicate that the development of digital skills can boost employee engagement, particularly in 

the context of Industry 4.0. (Saks & Gruman, 2014) assert that engagement can serve as a mechanism through which 

organizational practices, including skill development, influence employee retention. In this context, digital talent can 

be seen as a job resource that enhances engagement and ultimately retention. 

H6: Digital talent affects employee retention mediated by employee engagement 



Journal of Information Systems Engineering and Management 

2025, 10(49s) 

e-ISSN: 2468-4376 

  

https://www.jisem-journal.com/ Research Article  

 

 451 Copyright © 2024 by Author/s and Licensed by JISEM. This is an open access article distributed under the Creative Commons Attribution License 

which permits unrestricted use, distribution, and reproduction in any medium, provided the original work is properly cited. 

 

The development of digital talent can enhance organizational trust, which in turn affects employee retention. 

Employees who feel that their organization supports the development of their digital skills tend to have higher levels 

of trust in the organization. (Vanhala & Ahteela, 2011) found that human resource management practices, including 

skill development, can enhance organizational trust. (Lee et al., 2018) further demonstrate that in the digital era, 

organizational trust becomes increasingly important in retaining employees. They emphasize that organizations 

trusted to manage digital transformation effectively tend to have higher employee retention rates. 

H7: Digital talent affects employee retention mediated by organizational trust 

RESEARCH METHODOLOGY 

This study adopts a quantitative approach with a cross-sectional design to examine the impact of digital talent on 

employee retention, mediated by organizational trust and employee engagement in manufacturing companies in 

West Java. The research population consists of employees who have worked for at least one year in manufacturing 

companies located in the industrial area of West Java. A sample size of 170 respondents was determined using (Hair 

et al., 2010) formula, where the number of indicators is multiplied by 5-10. Data collection was conducted using a 

questionnaire distributed via Google Forms with a 5-point Likert scale. The research instruments were adapted from 

validated scales, including digital talent (Colbert et al., 2016), organizational trust (Mayer et al., 1995), and employee 

engagement (Schaufeli, 2013). Data analysis employed Partial Least Squares Structural Equation Modeling (PLS-

SEM) using SmartPLS software, which included the evaluation of the measurement model (outer model), structural 

model (inner model), and hypothesis testing, including mediation effects. The validity and reliability of the study 

were ensured through a pilot test, content validity testing, and confirmatory factor analysis. Research ethics were 

upheld by ensuring respondent confidentiality and obtaining informed consent. The limitations of the study include 

the cross-sectional design, potential common method bias, and limited generalizability to the context of 

manufacturing companies in West Java.

RESULTS AND DISCUSSION 

Profil Respondent 

Table 1. Respondent Profile 

Item Type Respondent Percentage (%) 

Gender 
Male 64 38% 

Female 106 62% 

Education 

Highschool  120 71% 

Undergraduate 45 26% 

Graduate 5 3% 

Age 

>20  15 9% 

20-25  118 69% 

26-35  21 12% 

<35 16 9% 

Working Year 

>2 Year 40 24% 

2-5 Year 92 54% 

5-10 Year 21 12% 

<10 Year 17 10% 

Position 

Manager 6 4% 

Staff 159 94% 

Supervisor 5 3% 

Industrial Park 

MM2100 72 42% 

EJIP 61 36% 

GIIC 37 22% 

Domicile 
Cikarang 109 64% 

Bekasi 46 27% 
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Karawang 10 6% 

Jakarta 5 3% 

Source: Output SmartPLS 3 (2024) 

Table 1. Explaining the demographics of the respondents, the majority of respondents are women with a total of 62% 

while male respondents amount to 38%, in addition to the education of 71% of respondents from high school 

equivalent, 26% are bachelors 1 and 3% consist of master's graduates. In terms of age, the majority of respondents 

are from generation Y or millennials with vulnerable age 20-25 years as much as 69% with 54% work experience 2-5 

years and the majority of positions are part of staff as much as 94% followed by managers 4% and supervisors 3%, 

then for the work area consists of respondents who work in the MM2100 industrial area as much as 42%, EJIP area 

36% and GIIC area as much as 22%,  respondents were spread out by domicile in Cikarang as much as 64%, Bekasi 

27%, Karawang 6% and Jakarta 3%. 

Hypothesis Test 

 

Figure 1. Hypothesis Test Results 

Source : Research Results 

Figure 1 illustrates the hypothesis test results using a structural equation model, depicting the relationships between 

Digital Talent (TD), Employee Engagement (EE), Organizational Trust (OT), and Employee Retention (ER) in the 

context of manufacturing companies. The diagram shows that Digital Talent has a relatively weak direct effect on 

Employee Retention (0.108), but stronger positive influences on Employee Engagement (0.456) and Organizational 

Trust (0.435). Employee Engagement demonstrates the strongest direct impact on Employee Retention (0.527), 

followed by Organizational Trust (0.286). The model also highlights two indirect paths: TD → EE → ER and TD → 

OT → ER, indicating the mediating roles of Employee Engagement and Organizational Trust in the relationship 

between Digital Talent and Employee Retention. These results suggest that while Digital Talent may not strongly 

influence Employee Retention directly, it has significant indirect effects through enhancing Employee Engagement 

and Organizational Trust, which in turn positively impact Employee Retention. 

Path Coeficienst Test 

Table 2. Path Coeficienst Test Results 

  
Original 

Sample (O) 

Sample Mean 

(M) 

Standard 

Deviation 

(STDEV) 

T Statistics 

(|O/STDEV|) 

P 

Values 

EE -> ER 0,527 0,535 0,061 8,632 0,000 

OT -> ER 0,286 0,286 0,082 3,490 0,001 
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Source : Research Results 

Table 2 presents the Path Coefficients Test results, providing statistical evidence for the relationships between the 

study's key variables. The results show that Employee Engagement (EE) has the strongest positive effect on Employee 

Retention (ER) with a coefficient of 0.527 (p < 0.001), followed by Digital Talent's (TD) impact on Employee 

Engagement (0.456, p < 0.001) and Organizational Trust (OT) (0.435, p < 0.001). Organizational Trust also 

significantly influences Employee Retention (0.286, p = 0.001). Notably, the direct effect of Digital Talent on 

Employee Retention is relatively weak (0.108) and marginally significant (p = 0.067). These findings suggest that 

while Digital Talent may not have a strong direct impact on Employee Retention, it significantly influences retention 

indirectly through its positive effects on Employee Engagement and Organizational Trust. The results underscore the 

importance of fostering employee engagement and building organizational trust as key strategies for retaining 

employees in the digital era, particularly in the manufacturing sector. 

Indirect Effect Test 

Table 3. Indirect Effect Test Results 

  
Original 

Sample (O) 

Sample Mean 

(M) 

Standard 

Deviation 

(STDEV) 

T Statistics 

(|O/STDEV|) 

P 

Values 

TD -> EE -> 

ER 
0,240 0,248 0,048 4,960 0,000 

TD -> OT -> 

ER 
0,125 0,127 0,041 3,067 0,002 

Source : Research Results 

Table 3 presents the Indirect Effect Test results, which examine the mediating roles of Employee Engagement (EE) 

and Organizational Trust (OT) in the relationship between Digital Talent (TD) and Employee Retention (ER). The 

results show two significant indirect effects. First, the path from Digital Talent through Employee Engagement to 

Employee Retention (TD → EE → ER) has a coefficient of 0.240 (p < 0.001), indicating a strong and significant 

mediating effect. Second, the path from Digital Talent through Organizational Trust to Employee Retention (TD → 

OT → ER) shows a coefficient of 0.125 (p = 0.002), also demonstrating a significant, albeit smaller, mediating effect. 

These findings suggest that both Employee Engagement and Organizational Trust play crucial roles in transmitting 

the influence of Digital Talent on Employee Retention. The stronger mediating effect of Employee Engagement 

implies that it may be a more potent mechanism through which digital talent development impacts employee 

retention in manufacturing companies. These results underscore the importance of considering these indirect 

pathways when designing strategies to retain digitally talented employees in the manufacturing sector. 

DISCUSSION 

The Relationship Between Digital Talent and Employee Retention 

Digital talent has been shown to significantly contribute to employee retention in the manufacturing industry context. 

Employees' ability to adopt and utilize digital technology not only boosts productivity and innovation but also creates 

a higher sense of belonging and job satisfaction. This, in turn, encourages employees to stay longer within the 

organization. Mastery of digital skills makes employees feel more valuable and relevant in the era of industrial 

transformation, thus reducing the desire to seek opportunities elsewhere. Based on research results showing a 

positive impact of digital talent on employee retention, we can analyze this relationship by considering the profile of 

respondents and linking it to previous studies. 

TD -> EE 0,456 0,462 0,069 6,636 0,000 

TD -> ER 0,108 0,103 0,059 1,836 0,067 

TD -> OT 0,435 0,446 0,068 6,399 0,000 
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The respondent profile shows that the majority of employees (69%) are aged 20-25 years, which falls under the 

Millennial and Gen Z categories. This age group generally has a strong inclination towards digital technology and 

related skills. This aligns with (Colbert et al., 2016), who state that younger generations have higher digital 

capabilities and tend to adapt more easily to technological changes in the workplace. Additionally, data shows that 

54% of respondents have worked for 2-5 years at their company. This duration indicates that they have sufficient 

experience to understand the company culture and engage in digital initiatives. This supports the findings of (Kossek 

et al., 2020), which state that employees with strong digital skills tend to have higher retention rates, especially if 

they feel that their skills are valued and can contribute to the company's innovation. 

Interestingly, although 71% of respondents only have a high school education, they still show a connection between 

digital talent and employee retention. This may indicate that manufacturing companies in the industrial area have 

been successful in their efforts to train and develop their employees' digital skills. These findings are consistent with 

(Frank et al., 2019), who emphasize the importance of developing digital talent in the manufacturing industry to face 

the challenges of Industry 4.0, regardless of employees' formal educational background. With 94% of respondents at 

the staff level, this study's results indicate that the impact of digital talent on employee retention is not limited to 

managerial levels but is also highly relevant for operational level employees. This underscores the importance of 

inclusive digital talent development strategies at all organizational levels to enhance overall employee retention. 

From a practical implication perspective, these findings highlight the importance of talent management strategies 

that focus on digital skill development across all organizational levels. Manufacturing companies need to implement 

comprehensive training and development programs to enhance employees' digital capabilities, regardless of their 

formal educational background. Additionally, performance management and reward systems need to be aligned to 

value and motivate the development of digital talent. Theoretically, this study enriches the human resource 

management literature by providing empirical evidence on the relationship between digital talent and employee 

retention in the manufacturing industry context in developing countries. These findings also support the integration 

of human capital theory and the resource-based view in understanding the strategic role of digital talent as a source 

of sustainable competitive advantage. Furthermore, this research opens the way for further exploration of the specific 

mechanisms through which digital talent influences employees' decisions to stay with an organization, as well as the 

moderating factors that might affect this relationship. 

Digital Talent and Employee Engagement 

Digital talent has been proven to significantly contribute to employee engagement in the context of the modern 

manufacturing industry. Employees with proficient digital skills tend to be more engaged in their work as they feel 

more competent and capable of meeting the challenges of the digitalization era. The ability to use digital technology 

not only enhances work efficiency but also opens opportunities for innovation and personal development, which in 

turn drives higher levels of engagement. Employees with digital talent feel more valuable to the organization and 

more prepared to face changes, thus increasing their sense of ownership and dedication to their work. 

The analysis of respondent profiles provides interesting insights into the relationship between digital talent and 

employee engagement. The majority of respondents (69%) are aged 20-25 years, falling under the Millennial and Gen 

Z categories. This age group generally has a high affinity for digital technology and tends to be more easily involved 

in the company's digital initiatives. This is consistent with the study by (Schaufeli et al., 2019), which found that 

young employees with good digital skills tend to show higher levels of engagement, especially when they feel that 

their skills are recognized and optimally utilized by the organization. 

Although 71% of respondents only have a high school education, the positive relationship between digital talent and 

employee engagement remains significant. This indicates that manufacturing companies have been successful in 

developing their employees' digital skills, regardless of their formal educational background. These findings are 

consistent with the research by (Ardito et al., 2019), which highlights the importance of developing digital talent in 

the manufacturing industry to increase employee engagement in digital transformation, even at the operational level. 

With 54% of respondents having worked for 2-5 years, these results show that developing digital talent can be an 

effective strategy for increasing engagement among relatively new employees in the organization. This underscores 
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the importance of sustainable digital skill development programs as part of long-term employee onboarding and 

retention strategies. 

From a practical implication perspective, these findings highlight the importance of investing in digital talent 

development as a key strategy for enhancing employee engagement. Management needs to design comprehensive 

and inclusive training and development programs that focus not only on technical skills but also on soft skills that 

support digital adaptability. Additionally, companies need to create a work environment that encourages 

experimentation and digital innovation and integrates digital technology into daily work processes to enhance the 

relevance and application of employees' digital skills. Performance management and reward systems also need to be 

aligned to value employees' digital contributions, thereby strengthening the relationship between digital talent and 

employee engagement. 

The Relationship Between Digital Talent and Organizational Trust 

Digital talent has been shown to significantly contribute to organizational trust in the context of manufacturing 

industries undergoing digital transformation. Employees with strong digital skills tend to have higher levels of trust 

in their organization. This is due to the perception that companies that value and develop digital talent are seen as 

more transparent, innovative, and future-oriented. The ability to use and understand digital technology also increases 

employees' sense of security about their future in the company, as well as their confidence that the organization can 

compete and survive in the era of digital disruption. 

The analysis of respondent profiles provides interesting insights into the relationship between digital talent and 

organizational trust. The majority of respondents (69%) are aged 20-25 years, falling under the Millennial and Gen 

Z categories. This age group generally has high expectations for the use of technology in the workplace and tends to 

trust organizations that demonstrate a commitment to digital innovation. This aligns with the research by (Khatri et 

al., 2019), which found that young employees with good digital skills tend to show higher levels of organizational 

trust, especially when they feel that the company supports the development of their digital competencies. 

Although 71% of respondents only have a high school education, the positive relationship between digital talent and 

organizational trust remains significant. This indicates that manufacturing companies have been successful in 

building trust through the development of employees' digital skills, regardless of their formal educational 

background. These findings are consistent with the research by (Soto-Acosta et al., 2018), which highlights the 

importance of democratizing digital skills across all organizational levels to enhance employees' trust in the 

company's ability to face the challenges of Industry 4.0. With 54% of respondents having worked for 2-5 years, these 

results show that developing digital talent can be an effective strategy for building organizational trust at the early 

stages of employees' careers. (Vanhala & Dietz, 2019) in their research assert that company investment in employee 

skill development, especially skills relevant to industry trends like digitalization, is positively correlated with 

increased organizational trust. 

From a practical implication perspective, these findings emphasize the importance of integrating digital talent 

development into organizational trust management strategies. Management needs to design transparent and 

inclusive digital skill development programs that focus not only on enhancing technical competencies but also on 

understanding how digital technology supports the company's vision and mission. Implementing internal 

communication systems that leverage digital platforms can enhance transparency and information accessibility, 

which in turn supports trust-building. Furthermore, companies need to adopt a leadership approach that supports 

and demonstrates digital competence. Leaders who understand and actively use digital technology tend to be more 

trusted by employees in the context of digital transformation. Additionally, companies should consider developing 

digital mentoring programs, where employees with strong digital talent can guide their colleagues, creating a culture 

of mutual trust and collaboration within the organization. 

The Relationship Between Employee Engagement and Employee Retention 

Employee engagement has been shown to significantly contribute to employee retention in the manufacturing 

industry. Employees who are actively engaged in their work tend to have a stronger emotional attachment to the 

organization, which in turn increases their desire to stay with the company. Engagement encourages employees to 
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find more meaning in their roles, enhancing their sense of belonging to the organization, and motivating them to 

contribute beyond expectations. This creates a positive cycle where engaged employees tend to be more productive, 

innovative, and loyal, thus reducing turnover and increasing retention. 

The analysis of respondent profiles provides interesting insights into the relationship between employee engagement 

and employee retention. The majority of respondents (69%) are aged 20-25 years, falling under the Millennial and 

Gen Z categories. This age group generally seeks meaningful work and a supportive work environment for their 

personal development. This aligns with the study by (Coetzee & Stoltz, 2015), which found that engagement has a 

significant impact on the retention of young employees, especially when they feel that their work aligns with their 

personal values and career goals. 

Although 71% of respondents only have a high school education, the positive relationship between employee 

engagement and employee retention remains significant. This indicates that manufacturing companies have 

successfully created a work environment that fosters engagement, regardless of employees' formal educational 

backgrounds. These findings are consistent with the research by (Bailey et al., 2017), which highlights the importance 

of inclusive management practices in enhancing employee engagement and retention across different educational 

levels. 

With 54% of respondents having worked for 2-5 years, these results show that engagement plays a crucial role in 

retaining employees during the early to mid-stages of their careers. (Schaufeli et al., 2019), in their longitudinal study, 

affirm that employees who exhibit high levels of engagement during the early years of their careers tend to have 

higher retention rates in the long term. 

From a practical implication perspective, these findings underscore the importance of human resource management 

strategies that focus on enhancing employee engagement as a tool for increasing employee retention. Furthermore, 

companies need to conduct regular engagement assessments and use the data to tailor their retention strategies. By 

understanding the factors that drive engagement in various employee segments, management can design more 

targeted and effective interventions to improve employee retention. 

The Relationship Between Organizational Trust and Employee Retention 

Organizational trust has been shown to significantly contribute to employee retention in the manufacturing industry. 

When employees have a high level of trust in their organization, they tend to have a stronger commitment and a 

greater desire to stay with the company. Organizational trust creates a positive work environment where employees 

feel safe, valued, and confident that their interests align with those of the company. This encourages employees to 

invest emotionally and professionally in the organization, which in turn enhances loyalty and reduces the desire to 

seek opportunities elsewhere. 

The analysis of respondent profiles provides interesting insights into the relationship between organizational trust 

and employee retention. The majority of respondents (69%) are aged 20-25 years, falling under the Millennial and 

Gen Z categories. This age group generally values transparency, integrity, and fairness within organizations.  

Although 71% of respondents only have a high school education, the positive relationship between organizational 

trust and employee retention remains significant. This indicates that manufacturing companies have been successful 

in building trust across all levels of employee education. These findings are consistent with the research by (Dirks & 

Ferrin, 2002), which highlights the importance of organizational trust in enhancing employee outcomes, including 

retention, regardless of formal educational background. 

With 54% of respondents having worked for 2-5 years, these results show that organizational trust plays a crucial role 

in retaining employees during the early to mid-stages of their careers. (Vanhala et al., 2016), in their longitudinal 

study, affirm that developing organizational trust during the early years of employees' careers has a long-term impact 

on retention and organizational commitment. 

From a practical implication perspective, these findings emphasize the importance of management strategies focused 

on building and maintaining organizational trust as a tool for enhancing employee retention. Furthermore, 

companies need to conduct regular assessments of organizational trust levels and use the data to adjust their 
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retention strategies. By understanding the factors that influence trust in various employee segments, management 

can design more targeted and effective interventions to improve employee retention. 

The Relationship Between Digital Talent and Employee Retention Mediated by Employee 

Engagement 

Digital talent has been shown to significantly contribute to employee retention through the mediation of employee 

engagement in the manufacturing industry context. Employees with strong digital skills tend to be more engaged in 

their work, which in turn increases their desire to stay with the organization. Digital capabilities not only enhance 

efficiency and productivity but also open opportunities for innovation and personal development, driving higher 

levels of engagement. Employees who feel that their digital skills are valued and optimally utilized by the organization 

tend to be more emotionally and professionally committed, thereby increasing their loyalty and retention. 

The findings of this study are consistent with several previous studies. (Soto-Acosta et al., 2018) found that the 

development of digital talent has a positive impact on employee engagement, which ultimately contributes to 

increased employee retention in manufacturing companies adopting Industry 4.0 technologies. They emphasize that 

employees who feel competent in using digital technologies tend to be more involved in the innovation and decision-

making processes, which strengthens their attachment to the organization. Similarly, (Colbert et al., 2016), in their 

study on the digital workforce, assert that strong digital skills enhance employees' ability to contribute significantly 

to organizational goals, which in turn increases their engagement and commitment. They also found that 

organizations that support the development of digital talent tend to have higher employee retention rates, especially 

among Millennials and Gen Z. Furthermore, a longitudinal study by (Deloitte, 2019) confirms that companies 

investing in the development of their employees' digital talent experience significant increases in employee 

engagement and retention. They highlight that employees who feel their organization supports their digital growth 

are more satisfied with their jobs and have a lower desire to leave the company. 

From a practical implication perspective, these findings emphasize the importance of integrated talent management 

strategies that link digital skill development with increased employee engagement and retention. By implementing 

these strategies, companies can create a synergy between digital talent development, enhanced employee 

engagement, and improved employee retention, thereby positioning the organization for success in the competitive 

digital era. 

The Relationship Between Digital Talent and Employee Retention Mediated by Organizational Trust 

Digital talent has been shown to significantly contribute to employee retention through the mediation of 

organizational trust in the manufacturing industry context. Employees with strong digital skills tend to have higher 

levels of trust in their organization, which in turn increases their desire to stay with the company. Digital capabilities 

not only enhance individual competence but also reflect the organization's commitment to innovation and adaptation 

in the digital era, thereby building employees' trust in the company's vision and strategy. 

The findings of this study are consistent with several previous studies. (Vanhala & Dietz, 2019) found that a 

company's investment in developing employees' digital skills positively correlates with increased organizational trust, 

which ultimately contributes to higher employee retention. (Soto-Acosta et al., 2018) assert that companies actively 

supporting the development of their employees' digital talent are seen as trustworthy and forward-looking 

organizations, enhancing employee loyalty. A study by (Khatri et al., 2019) confirms that employees with strong 

digital skills tend to have higher levels of organizational trust, especially when they feel that their skills are valued 

and optimally utilized. 

From a practical implication perspective, these findings emphasize the importance of talent management strategies 

that link digital skill development with increased organizational trust and employee retention. Practical 

recommendations include implementing transparent and inclusive digital talent development programs, creating 

internal communication systems that leverage digital platforms to enhance transparency, adopting supportive 

leadership styles that demonstrate digital competence, and designing policies and practices that show the 

organization's commitment to technological advancement and employee well-being in the digital era. By 

implementing these strategies, companies can build strong trust between employees and the organization, create a 
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work environment that supports digital innovation, and ultimately increase the retention of key talent in the face of 

ongoing industrial transformation. 

CONCLUSION, LIMITATION AND FUTURE RESEARCH 

This study examines the impact of digital talent on employee retention, mediated by organizational trust and 

employee engagement in manufacturing companies. The analysis results show that digital talent has a positive and 

significant effect on employee retention, both directly and through the mediation of organizational trust and 

employee engagement. Employees with strong digital skills tend to have higher levels of trust in the organization and 

greater job engagement, which in turn increases their desire to stay with the company. Organizational trust is proven 

to play an important role in mediating the relationship between digital talent and employee retention, reflecting that 

investment in developing digital competencies not only enhances technical skills but also builds employee trust in 

the organization's commitment to facing the digital era. Meanwhile, employee engagement is also proven to be a 

significant mediator, indicating that employees with strong digital skills tend to be more engaged in their work and 

feel more valuable to the organization. These findings have important implications for the manufacturing industry 

facing digital transformation. Companies need to design comprehensive strategies that integrate digital talent 

development, enhance organizational trust, and increase employee engagement in efforts to improve employee 

retention. This includes implementing inclusive digital skill development programs, creating a work environment 

that encourages digital innovation and experimentation, and building an organizational culture that is transparent 

and supports employee growth in the Industry 4.0 era. Thus, manufacturing companies can enhance their 

competitiveness through effective digital talent retention, positioning themselves for success in meeting the 

challenges of sustainable industrial transformation. 
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