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Abstract

:

The digital transformation means that companies are redefining the process of talent management. Previous models involved functions, practices and processes that ensured a correct flow of employees towards key positions or a generic talent management view. The digital breakthrough, together with the growing panorama of competition for talent in the market, requires a different focus to enable well-grounded and agile decision-making processes in a sustainable world. The current research considers the functions that applied research has established as the limits of talent management, and that are the key topics in an employee life cycle, namely, talent attraction and acquisition, training, evaluation, and development. In addition, new tools such as employee advocacy and/or brand ambassadors have been added towards to draw conclusions about the future trends of talent management. This article examines the employee life cycle of talent attraction, and acquisition, training, evaluation, and development in the study of the main digital tools utilized in the Spanish market, by both national and multinational corporations. The results indicate that future investments are needed to correlate the digital tools and take advantage of a better employee life cycle management. The main results show a rapid increase in the number and variety of tools used in the talent acquisition process, an expanded use of social networks to enhance the scope of those processes, and conversely, a minor use of digital tools for both talent development and talent retention processes.
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1. Introduction


Literature reveals talent management as a dynamic concept. In this way, the attempts to find links between the various conceptions of the term itself bring substantial differences to light [1,2,3,4].



An added difficulty is defining what scope is covered when referring to talent management. Traditionally, talent management models were more permanent and remained focused in facilitating personnel development in organizations over time. Companies invested in employee training and personnel loyalty and commitment [5]. Based on this principle, the role of human resources departments was to support the entire working cycle of a company’s employees. This involved defining and managing all processes of selection, hiring, training, development, and promotion. The challenge was to reconcile the maximum level of employee satisfaction, while optimizing their performance. This traditional centralized model is replaced when employee turnover is increased, and retention rates decreased.



Digital transformation of the society is in full swing in the 21st century. While talent management could exploit both the benefits of applications, resources, and tools, and the viral nature of social networks, which are reachable anywhere in the world, the results achieved regarding talent management are not all that satisfactory [6]. The above is not in conflict with the sustainable development goals promoted by the United Nations.



The present study gathers an exploratory research of the level digital tools are being utilized for talent management by organizations in Spain.



Spain has continuously increased its GDP over the last forty years: while in 1980 it exceeded 159 billion, in 2019 it reached 1.24 trillion. The last economic cycle of expansion in Spain began in 1994 and ended in 2008, coinciding with the world crisis, with 15 consecutive years of growth [7]. Whereas in 1980, the Spanish population was 37,698,000 people, in 2019, the population reached 46,736,000 people [8]. This economic growth has generated jobs, even if, apparently, said jobs “do not always provide for dignified living conditions” [9]. The increased number of vacancies has nevertheless required local and international talent to fill the positions that have arisen.



The current research considers the functions that applied research has established as the limits of talent management, and that are the key topics in an employee life cycle [10], namely, talent attraction and acquisition, training, evaluation, and development. Regarding the inclusion of new tools in human resources management, employee advocacy and/or brand ambassadors, as a source of commitment and integration within the company, have been added.



The authors initiate this research with a literature review regarding talent management, and the debate around talent hunting in which organizations are currently being involved (the so named “talent wars”). Secondly, it is investigated possible modifications to the talent management concept, coming from the increased use of digital tools. In the third place, the results of the research are showed with the compiled data. Finally, this paper concludes with a discussion about how Spanish companies have digitalized their talent management process.



This article contributes to a better understanding about the employee cycle life and its procedures and phases taking advantage of the digital transformation of human resources management. There is an increasing digital development in Spain. This article, although how the digital tools of talent management are being used, show the strengths and the weaknesses of the digitalized functions of talent management. As a consequence, it could be explained why some digital talent management resources may lead to higher employee satisfaction, higher retain talent and, In addition, enhance sustainable development.




2. Literature Review


2.1. Talent Management


The word talent is used to refer to a personal skill, to the ability to work, or a competence that distinguishes one person from another [11,12]. Etymologically, talent is related to measurement units [13] or as a metaphor linked to a specific human condition, occasionally innate, that may be exploited and developed. Its Biblical origin was much more open to personal interpretation [14,15,16]. Historically, its first use regarding a person dates back to the late 19th century [17]. Finally, in its semantic aspect, and within the context of the world of labor, we may speak of “superior job performance” [18]. About its evolution, it is worth signaling that more than 90% of articles published in indexed journals for talent management have been written within the last ten years [19].



The Industrial Relations Section of Princeton University [20] established a five-stage model of internal talent development inspired by the US Navy, which consisted of organization analysis, selection, evaluation, development, and inventory control. Cochran [21] summarizes the difficulty faced by large American corporations, in the first half of the last century, when seeking the top executive profiles for their companies: “…How were men to be trained, selected, and inspired to undertake the task of coordinating and directing the enterprise as a whole?” This system evolved in the period between the years 1950 and 1980 [22], and the goal was to cover the needs of the most strategic positions, through a variety of processes and systems. Lately, because of the uncertainty of the environment, companies started feeling the need to search talent outside to remain competitive, and this talent search is currently no longer exclusive to strategic positions. Today, talent search is extensively developed at intermediate levels [23], and therefore widens the frame concept for talent management itself.



The most important talent management decisions are currently being taken within a rapid and dynamic environment, with uncertain as well as very competitive global movements [24]. Lewis and Heckman [3] point to the wide use of the term, as well as to the difficulty to find a single definition, given the variety of meanings ascribed to it by the different authors, a difficulty shared by the definition of talent itself. They also distinguished between three different approaches: 1: a new denomination comprising a set of different human resources functions and practices (i.e., selection, development, and succession plans) aiming to a more agile and rapid management, and valid across sections; 2: a process that ensures a correct flow of employees towards key positions, progressing in different positions (more focused on succession but without ignoring selection); or 3: a generic talent management view, disregarding the company’s limitations or needs, and hiring the best talent possible.



In the early 21st century, Capelli and Keller [18] estimated the term “talent management” to be the most used in the field of human resources and offered an optimistic view regarding the possibility of reaching an ample consensus around it. They pointed out an increased move towards exclusive talent management (as opposed to inclusive), promoted by the unequal performance and value creation by the different employees, which also appears justifying a different investment in each of them.




2.2. From People to Positions. Not Just Any Position: The Key Positions


In their definition, Collings and Mellahi [4] focus on key positions that give a greater competitive advantage to the company and endorse Lewis and Hechman’s [3] complaint regarding the lack of clarity in defining the term. The authors warn that key positions should not necessarily be related to those with the highest responsibility. Vaiman et al. [24] provide a more updated view of talent management, which includes the need for data, measurements, and analysis in the decision-making process and to achieve greater efficiencies.



Factors currently contributing to the relevance of talent management are quite varied, and among them, we may distinguish, demographic changes, diversity, continued globalization, the appearance of the Knowledge worker, and internationalization or global mobility [19]. Although our aim around prolonging the employee life cycle is clear, “ensuring you recruit the right employees in the first place” [10], these previous factors condition the company’s capacity to recruit and retain talent and question the effectiveness of former models in achieving this goal, even more so if they are neither efficient nor sustainable.



The challenges identified by Capelli and Keller [18] for the coming years are divided into three: a more efficient and persuasive internal development to retain talent, internal mobility as a career goal for employees, and integrating new external solutions. Collings, Mellahi and Cascio [25] highlight the need for researchers to confront one of the biggest challenges of organizations by building effective channels to improve talent management.



Different surveys completed by managers in large corporations [26,27,28,29] highlight the concern for attracting and retaining talent, availing of the required skills and abilities, and at the same time, identify obstacles to its achievement. However, the results regarding the limitations to achieving the said goals are not conclusive. The so-called high performers may be 400% more productive than the average employee [30] and, in the case of complex jobs, this performance difference may be as large as 800% [27].



Talent does not appear to be a uniformly distributed raw material; an investment is needed to balance the differences, and the diverse performance levels create an imbalance leading companies to constantly seek out the differential value between employees and potential candidates.




2.3. The War for Talent


The characteristics of talent may be measured according to the skills that are being assessed for each position. Chambers et al. [1] believe that being talented is not enough. Companies must prioritize talent management, identify the motivation behind the talent attraction, where to find the needed talent, and create a winning value proposition for employees. The goal is both related to retain and to attract the right talent.



Employees activity is reviewed in their performance management. Capelli [31] gives more importance to concentrate the retention effort to certain employees. O’Boyle and Aguinis [30] sustain that the hiring or leaving of a talented employee can have significant consequences on the overall productivity of an organization. This approach, promoting exclusive talent and focusing talent management towards top performers, attempts to demonstrate that these employees make a disproportionately high contribution to the development of the company [18]. This company debate on talent, high performance and results underscore the challenge faced by talent management systems in their quest for efficiency.



The title of the research “The war for talent” [1] foretold a serious situation. It predicted that in the coming years, large corporations would fight an arduous battle to recruit and retain the best talent. They would be competing with start-ups and increased mobility. A few years later, in 2006, a similar study concluded that finding talented employees would be a major concern in the coming years, and at least half of the companies considered that the competition for hiring the best talent would become even more cut-throat [32]. McDonnell et al. [19] pointed out that the consideration of human talent, as the most valued company asset, places greater responsibility to the attraction and retaining processes of key employees.



Talent is scarce [33]. In 1998, only 23% of the 6000 executives interviewed by McKinsey believed that their company could recruit talented individuals. In the Conference Board of 2016, only 23% of managers and executives believed that their hiring and attraction strategies would work. The difficulty of ensuring the loyalty of newer generations [34] or the complexity of making attractive offers, in addition to the effects of globalization, adds to an environment of uncertainty and dynamism. Talent has no barriers to traveling and to mobility in the search of a more attractive project.



Companies seek to have the best talent available. This need goes beyond the human resources department to become a key asset of a company strategy. Huselid [35] illustrates a beneficial relationship between HRM (Human Resource Management) and SHRM (Strategic Human Resource Management), as when the management of human capital is elevated to the company strategy level, it improves company performance.



Companies may design their own strategy offerings to capture the best candidates, as well as to allow for growth and development of their employees. Digital technologies have become key players in these processes, thanks to the reach of their resources and tools.




2.4. Digital Transformation


In 1981, the Transmission Control Protocol/Internet Protocol (TCP/IP) was defined, and the word Internet was coined. In 1991, the appearance of the World Wide Web was announced. The first email service Hotmail dates back to 1996. In the 1990s, there were 64 kbps RDSI networks. Currently, the 5G network allows the exchange of information at 20 Gbps, at speeds that are 300,000 times greater than the 1990s speeds. Data travel every day at greater speeds and in increasingly large chunks. Digitalization is also connected to the globalization phenomenon, increase the speed of change, but above all, we must highlight “the potential of digital technologies to enhance value creation” [36]. The progressive digitalization of society affects companies and consequently, talent management, “leaving no part of HR untouched as it radically changes the types of services offered by HR and how they are delivered” [37]. Human resources management has been transformed into e-HRM (Electronic Human Resources Management), and consists of online-integrated systems for HR management manageable from anywhere.



Digitalization generates a positive image towards the talent to be attracted, ensures employee commitment, gives employees’ and departments’ greater autonomy and accelerates the implementation of new roles in people management [38]. To reach that conclusion, they analyze different types of organizations and they found concrete examples of digitizing HR services around the year 2000. The authors, nevertheless, conclude that the decision to opt for digital technology is based on the firm will to build a more efficient infrastructure for the administrative or basic role of the function in question, and not so much for a strategic use of the tool. Human resources does not perform a true strategic role and, therefore, it does not seem logical to seek this functionality when this role does not officially belong to the HR department. There is evidence that HRM improves with the incorporation of e-HRM. Technology is applied to simplify the recruitment and selection process [39], to avail of social networks as means to attract job candidates [40,41], or for unemployment management [42], payroll management, and other related activities [43]. However, there is no proof that e-HRM improves HR decisions or its capacity and results when they are used strategically.



E-HRM technology shows a hope to improve Human Resources management. Some of its benefits may include making work more efficient and effective, lowering costs, accelerating process and avoiding bureaucracy through automation [44]. To this may be added costs savings related to the management of the function, strategic alignment, and improved associations with current practices [45] as well as transformative potential [46,47] in its hypothetical role and as an agent of change in the company.



E-HRM is also related to operational achievements, relational and transformational goals [48]. Concerning internal or external clients, both found objectivity perception or increasing company attractiveness.



Definitely, digital transformation has just begun for companies. That means disruptive responses to add more value to the services they give and to the processes they manage [49]. Digitalization only means to introduce new tools belonging to information and communication technologies. Organizations will change the concept of the workforce, the workplace, and as a consequence, the world of work [50]. Working from home, as an example, is not only working from home thanks to ICT; companies must define a new culture, new roles, new contracts, new teamworking roles, new leadership, etc. The potential for the digital transformation requires in-depth changes to company’s systems and new working formulas. Talent management is also a part of this process. The potential for the digital transformation requires in-depth changes to company’s systems and new working formulas. Talent management is also a part of this process.




2.5. Talent Management and Sustainability


Sustainability is defined by The World Commission on Environment and Development [51] as “development that meets the needs of the present without compromising the ability of future generations to meet their own needs”. Decent work and economic growth, one of the sustainable development goals defined by the United Nations, has plummeted because of COVID-19. Unemployment, wages, and gender gaps have all suffered the socio-economic impact of the pandemic.



Women and young people have lost the most jobs because of the pandemic, increasingly if they were employed within the informal economy [52]. In March 2020, the United Nations alerted that the pandemic was attacking the heart of our societies. It is necessary to maintain quality education for children and young people and to stimulate the economy, boosting small and medium enterprises, and helping informal economy sectors [53]. Education uses resources and efficient and sustainable efforts to generate future talent. Corporate feasibility encourages the psychosocial development of people.



The traditional business paradigm reenforces the idea of increasing financial returns or maximize the shareholder value, but HR should work in order to achieve greater goal, sustainability [2], providing good long term economics, reducing externalities and reducing barriers that limit the development of future generations.



In periods of economic contraction, when we find social barriers that are increasingly difficult to appease, finding solutions that optimize available resources, increase the loyalty employee, and increase talent retention, will be well received. Alves, P. et al. [54] show that retention strategies based on compensation and benefits are less effective than those based on increasing affective organizational commitment through generating greater identification with the organization through Employer Branding and that one may create a proposal of value for employees, where culture is the most sustainable element.



Organization sustainability keeps a close relationship with a talent management process focused into recruiting, selecting, developing and retaining employees [55]. The authors find that transparency and consistency at the talent acquisition process, contributes to corporate sustainability. Aware of the importance of talent management and its critical role in the performance of organizations, companies need good practices that are not so leveraged in increasing the salary cost.



As a consequence of this previous discussion, we have considered the use of talent management or talent acquisition or may be talent retention. According to literature, there are different positions: focus on the best talent, align the company strategy to the human resources strategy, or define a standard process for all the staff without not depending on the former talent. Finally, we have chosen talent management, in order to know how to define a standard process using the information and communication technologies. People have the same opportunities to take advantage of all measures a company gives. We prefer to keep this last focus so as to understand the human resources digitalization process and the different measures defined by a company.





3. Methodology


This research was generated from the need to understand the degree of digitalization in talent management processes in Spain, related to its sustained economic growth and the increasing digital transformation process. It stands up from the need to know how the factors of both talent and digitalization are currently linked to each other and how companies react to them.



The field of application of the current research is based on Chambers et al. [1] considerations, focusing on the following processes: employee recruitment, attraction, training, assessment, and development. It compares the results with the related existing literature and determines what the main functions are for the employee life cycle, which can benefit from the use digital tools.



According to the National Statistics Institute [56], Spain has 3,363,197 companies, of which 25,165 employ a staff of more than 50 workers, and 3,338,032 have a total of less than 49 workers. This study focuses on the first group, as they are more likely to be equipped with advanced tools for talent management and digitalization. Nevertheless, we have included a small sample of companies with a lower staff complement to compare the factors measured.



The information was compiled by means of an online questionnaire customized for the conditions and goals defined by the research group. This survey was performed in March and April 2019. The invited sample was 240 companies, and the final participating sample reached a total of 180 of which more than 30% are listed on the IBEX 35. Therefore, the results of this study have been obtained from an N = 180 organization sample. The geographical scope was Spain, although most of the participating companies belong to Madrid and the Basque Country. Tableau, a business intelligence and rapid analysis software, was used as the tool for data collection,



The survey was designed together by The Key Talent, ICADE Business School, and the Universidad de Deusto. The online questionnaire consisted of 22 questions, including both open questions and multiple as well as single-choice questions, formulated based on conclusions met, as a result of individual meetings hold with talent management leaders, in which the most critical processes were analyzed. The surveys were addressed to HR heads and/or departments, and talent management departments or management areas. All participating organizations submitted the completed questionnaire. The questionnaire was designed to facilitate progress in responses, exploring the entire talent management cycle.



The main goal of this research is to measure the degree of digitalization of the talent cycle in companies located within Spain, regardless of their origin.




4. Analysis and Results


4.1. Company Profiles


Companies participating in the study had an average staff total of above 200 workers, and together employed more than 500,000 people. A total of 50% of the companies employ more than 1000 people, 19.4% between 51 and 250 workers, 13.3% less than 50, 8.9% between 251 and 500, and finally, 8.3% had between 501 and 1000 employees (Figure 1).



Eleven different sectors were represented in the study sample, as the main ones being industry, services, textiles, distribution, telecommunications, technology, and software, accounting for more than 50% of participating companies. A total of 53.9% of the companies are based in the Madrid Region, with a further 28.9% in Basque Country and 9.4% in Catalonia. The remaining 7.8% are distributed over eight different Autonomous Regions (Figure 2).




4.2. Digitalization


Participants indicated how they perceived the degree of digitalization of their company regarding the human resources management process, using a Likert scale from 1 (“very low digitalization”) to 5 (“very high digitalization”). Only 25% of the sample believed that they had sufficient or very high digitalization levels, whereas 38% believed they had very low or low levels of digitalization; and the remaining third believed they were “somewhat digitalized” (Figure 3).



The surveyed companies were also asked about the level of use of each type of digital tool and a total ranking was computed, providing another indicator of digitalization (Figure 4). The total ranking was obtained from the sum of the partial responses. Each type of tool was weighted based on its relevance:




	
use of a corporate website (2 points);



	
use of general websites (Infojobs, Yobalia, etc.) (1 point);



	
use of specific websites (Secretaria plus, etc.) (2 points);



	
use of professional social networks (LinkedIn, beBee, Glassdoor, etc.) (2 points);



	
use of general social networks (Twitter, Facebook, Instagram, etc.) (1 point).








The results are shown in a graph, where the maximum score is 8 (highly digitalized) the minimum score is 1 (little digitalized). The distribution of the results is as follows: only 22.2% of the participating companies ranked the highest (between 6 and 8 points), a rank of 5 was scored by most companies (40%), and finally, 37.8% have a low level of use of digital tools in their company.



The companies with larger workforces (500 workers or more) tend to show the highest levels of digitalization (Figure 5), although the trend is not linear. On the contrary, the lowest levels of digitalization of talent management processes are concentrated in companies with less than 50 employees.



The goal of investment in digitalization (Figure 6) is focused on improving the quality and reliability of selection processes. A total of 43% of the surveyed companies answered that, with digitalization, they seek to obtain candidate profiles that are better suited to their open vacancies. Time saving appears to be a second relevant factor and was considered by 37% of the responding companies.




4.3. Talent Management: Attraction


A total of 77.8% of the contributing companies resort to their corporate website as a basic support tool in their digitalization processes for talent attraction (Figure 7). Three in four of the companies also use employment websites. Specific job websites are used with a much lower frequency (14.4%). Professional Networks are the most frequently used resource (87.8%), with very homogeneous frequencies. Only 22.2% of the companies surveyed use social networks.



With regard to the company size and the channels for posting job offerings (Figure 8): 1: those with fewer than 50 employees published very few job offerings on employment websites and also few on their corporate websites; 2: employers with between 500 and 1000 workers do not post job offerings on specific job websites, but on professional networks; 3: companies with more than 1000 employees mostly use their corporate website, employment websites, and professional networks, and show relatively low use of specific job websites and social networks.




4.4. Talent Management: Talent Attraction Techniques


Regarding the technique used for talent review and whether this is in line with the company size, the traditional CV review is the most frequently used technique. This is notable for a company range of 251–500 employees. Meanwhile, killer questions predominate in companies with 51–250 workers, and machine learning and chatbots are used symbolically.




4.5. Talent Management: Selection Procedures


ERPs (Enterprise Resource Plannings) and company DBs (databases) are the most frequently utilized tools (Figure 9). Companies with more than 1000 employees use ERPs most frequently, in comparison to companies with less than 50 workers, which practically never use it. Recruitment tools are also less frequently used in the smallest companies, along with those with a range of between 500 and 1000 employees.



The use of digital systems for managing selection procedures is proportional to the size of the company. More than one-third of the smallest companies lack these systems, while this is only true for one in every 11 companies with more than 5000 employees.




4.6. Talent Management: Online Assessment


A total of 25% of the surveyed companies use online tests (Figure 10). This is observed to be somewhat higher in the cases of companies with more than 5000 employees (34.8%), and lower in companies with between 500 and 1000 workers (6.7%).



Regarding companies utilizing online tests (Figure 11), the most sought-after goal is to provide support for interviews (18.89%), with some differences, but it is always the end-goal in all companies regardless of their size. Support for decision making in performance assessment process (12.78%) and screening (12.78%) are less frequent goals of these tests.




4.7. Talent Management: Digitalization of Training


Gamification (Figure 12) is used by 40% of the companies. While only between 23% and 33% of companies with less than 1000 employees utilize this method, more than half with more than 1000 employees do indeed employ gamification for training.



Half of the companies that employ gamification in training activities (Figure 13) use quizzes and role-plays. Candidate rankings, rewards systems and challenges are used by more than a third. Other ways of gamification methods are little implemented. The five most used gamification methods are distributed as follows:




	
The highest use of role-plays occurs in companies between 251–500 employees (75%);



	
Rankings are more often utilized in companies with 250 employees (40% and 50%);



	
Rewards systems are most frequent in companies with more than 5000 employees, as well as in those with ranging between 51–250 workers (50% or more);



	
Online games are mainly used in companies with an employee count of above 500 (55% or more);



	
Challenges are used in 75% of companies with a staffing between 251–500.









4.8. Talent Management: Employee Advocacy


There was little use recorded of corporate communication tools (Figure 14) allowing employees to share content through their social networks (15%). This is true for both corporations with more than 5000 employees (26%) and for the smallest companies (21%).





5. Final Considerations


The corporations that have been part of the research show similar results to those in the McKinsey’s study [6]. Nonetheless, these companies are incorporating digital resources into the talent cycle, that is, in detection, attraction, recruitment, and retention. The pace at which these are incorporated is different for each phase.



According to the results found in this research, the lack of technology tools affects hiring process as [57] express. The surveyed companies do not use online tests as other experiment have done [58]. Big companies are generally better prepared than SMEs. In addition, these kinds of companies must increase their own employer branding model. The low results in this research showed in this research should work as a nudge to improve their attraction and retention procedures as Monteiro et al. [59] show in their research. As soon as the companies improve their talent management cycle, with a broader investment in measures like employer branding, they will be able to offer a more attractive company at which to work [60].



The assessment of the current situation shows a continuous growth, with a wider use of media in the stages of detection, attraction, and talent acquisition, as stated by Schalk et al. [38], mostly since this enables companies to appear attractive and reinforces their brand image. This reinforces the value added of introducing the employee advocacy and ambassador brand in the research as new items to consider in the talent management literature.



This research has established as a limit of talent management and key topics in an employee life cycle [11]: talent attraction and acquisition, training, evaluation, and development. In addition, new tools such as employee advocacy and/or brand ambassadors have been added so as to draw conclusions about the future trends of talent management. The results show growing trend of companies using professional social networks to search for the needed talent [40,41]. On the talent assessment stage, they still prefer to use more traditional methods, such as in person interviews. Once the candidate becomes an employee, direct and face-to-face communication predominates over other means, although there is an increasing presence of online formats regarding company data and knowledge transfer. This trend is also observed in personnel development in organizations related to professional and personal growth by means of training processes. Employee training is supported by the intranet and by training offerings that they may sign-up for. These options are primarily based on face-to-face or blended methodologies. The retention stage of the talent management process does, however, not yet show a structure permitting or enhancing an agile and effective management.



Finally, the results show a bias that focuses on talent acquisition more than talent retention. Nevertheless, we consider this bias may have some origins, such as the proper industry or the service, the corporation culture, talent needs, and the tools to use (platforms, software) and the money invested on information and communication technologies. As some authors say, talent management should include the steps to take care of the key talent positions. Companies need to clarify their talent management process prior to defining a superior level.



Presumably, because of COVID-19, companies need to accelerate and activate relevant transformations provide a rapid response. This is both an opportunity and a necessity and involves the introduction of technology and the modification of existing resources, which have to remain compatible with sustainable economic growth, and are aimed at closing the existing gender gap, the limitations faced by the youth or by older persons inflowing the labor market, or differences in promotion opportunities and career development affecting women.



A future investment will probably be needed for digitalizing talent acquisition and talent retention to avoid a loss of efficiency in talent management and a quick answer must appear to take advantage of new opportunities. Talent acquisition and talent retention are key challenges for the companies in the new normal.



However, the results of this study demonstrate a trend that might be misleading; the main results show an increase in digitalizing talent acquisition tools and a higher use of social networks to attract talent. Nevertheless, both tendencies are connected with the size and number of staff of the companies: the larger the company, the more digital tools are used. However, the sample is not representative and does not proportionally reflect the size of the companies in Spain. Despite this, it is worth highlighting that the group of big companies are relevant, as they are leading firms in their activity sectors and may show the way for SMEs. The asymmetry of the sample size is a limitation of this research. The research team of the study was formed in March, 2019; this research team will be focused on talent management. A second piece of research has just begun; a new survey has been defined and the survey has been launched to a higher number of companies. We would like to highlight that the survey response rate will be higher than the previous one. In February, 2021, the data analysis will begin.
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Figure 1. Number of staff by company size. Note: Author’s own. 
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Figure 2. Geographical distribution of companies by autonomous communities. Note: Author’s own. 






Figure 2. Geographical distribution of companies by autonomous communities. Note: Author’s own.



[image: Sustainability 13 02264 g002]







[image: Sustainability 13 02264 g003 550] 





Figure 3. Level of digitalization of companies. Note: Author’s own. 
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Figure 4. Level of use of digital tools. Note: Author’s own. 
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Figure 5. Talent digitalization by sample size. Note: Author’s own. 
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Figure 6. Objective for investing in digitalization. Note: Author’s own. 
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Figure 7. Talent attraction. Note: Author’s own. 
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Figure 8. Channels for posting job offerings. Note: Author’s own. 
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Figure 9. Tools for managing selection procedures by company size. Note: Author’s own. 
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Figure 10. Online assessment and company size. Note: Author’s own. 
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Figure 11. Goals of online assessment. Note: Author’s own. 
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Figure 12. Gamification and company size. Note: Author’s own. 
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Figure 13. Gamification modalities and company size. Note: Author’s own. 
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Figure 14. Use of communications tools for pushing employees to share company contents in social networks and company size Note: Author’s own. 






Figure 14. Use of communications tools for pushing employees to share company contents in social networks and company size Note: Author’s own.



[image: Sustainability 13 02264 g014]













	
	
Publisher’s Note: MDPI stays neutral with regard to jurisdictional claims in published maps and institutional affiliations.











© 2021 by the authors. Licensee MDPI, Basel, Switzerland. This article is an open access article distributed under the terms and conditions of the Creative Commons Attribution (CC BY) license (http://creativecommons.org/licenses/by/4.0/).






media/file13.jpg
Talent attraction tools

Corporate websites

Employment websites (Infojobs, Indeed,
Upwork, Yobalia, Monster ..)

Specific job websites (secretaria Plus,
secsinthecity, oilandgasjobsearch ..)

Professional networks (Linkedin, Xing,
Meetup

Social networks (Twitter, Instagram,
Facebook ..)

Percentage of companies in the sample

0% 20% 40% 60% 80% 100%

77.8%

73.9%

87,






media/file4.png
= Community of Madrid = Basque Country = Catalonia = Other autonomous communities of Spain

59.9%






media/file18.png
Percentage of companies in the sample

70%
60%
50%
40%
30%
20%
10%

0%

Tools for managing selection

B ERPs (Success Factors, BambooHR, Sage, Taleo, ...)

B Recruitment Tool (Pymetrics, HackerRank, AplyGo,ePreselec...)

B Company DB (Excel,Access...)

B Lack of digital tool for selection process

m Workday

<50

51-250 251-500 500-1000 1000-5000

Number of employees in the company

>5000





media/file21.jpg
Goals of online assessment

Support for performance assessment

Support for recruitment interviews

Screening of recruitment process

o% 5% 0% 1%
Percentage of companies in the sample

20%






media/file26.png
Percentage of companies in

the sample

40%
30%
20%
10%

0

X

Number of employees in the company

m<50 m51-250 m251-500 m™500-1000 m1000-5000 m>5000

Roleplay Ranking Reward Knowledge quiz Challenge

Gamification methods





media/file27.jpg
Number of employees in the

company

>5000

1000-5000

500-1000

251-500

51250

50

o

Employees sharing contents through social networks.

mves mNo

8

20% 0% 0% 80% 100%





media/file3.jpg
= Community of Madrid = Basaue Country = Catalonia* Other autonomous commurities of Spain






media/file22.png
Goals of online assessment

Support for performance assessment

12.8%

Support for recruitment interviews 18.9%

Screening of recruitment process

0%

12.8%

5% 10% 15%
Percentage of companies in the sample

20%






media/file19.jpg
Number of employees in the company

>5000

1000-5000

500-1000

251-500

51-250

8

Online assessment tools

mOnline tool 8 No online tool

20% 0% 60%

§
§





media/file7.jpg
a00%






media/file28.png
Number of employees in the

company

>5000

1000-5000

500-1000

251-500

51-250

<50

Employees sharing contents through social networks

HYes HNo

0% 20% 40% 60% 80% 100%





media/file10.png
Number of employees in the company

Talent digitalization level

O Very low digitalisation @ Low digitalisation B Somewhat digitalised BHigh digitalised B Very high digitalised

0% 20% 40% 60% 80% 100%

51-250

251-500

500-1000

1000-5000

>5000





media/file14.png
Talent attraction tools

Corporate websites

Employment websites (Infojobs, Indeed,
Upwork, Yobalia, Monster ...)

Specific job websites (Secretaria Plus,
secsinthecity, oilandgasjobsearch ...)

Professional networks (Linkedin, Xing,
Meetup ...)

Social networks (Twitter, Instagram,
Facebook ...)

Percentage of companies in the sample
0% 20% 40% 60% 80% 100%

8%






media/file11.jpg
W Time saving.
m Enhance objectivity
m Cost saving.

W Better suit between vacancies and candidates






media/file6.png
W Very low digitalisation M Low digitalisation W Somewhat digitalised

M High digitalised MW Very high digitalised






media/file15.jpg
S0 S0 B0 501000 iowson 5000
Corporat vbeter 22 U T o S YUY
Employment websites (nfoobs, Indeed.
Upwork Yobali Monstepetcy 0% 6% OV 7% ee% A%
Specificjob websites (Secretaia Flus,
. W mm um em  oon ;e maw
Polssmil e U X6 g mes e Imox  sin ms
Socalmetvorks Mifer ISUST g3 jpe% 1w 0% BN A

Facebook: etc)






nav.xhtml


  sustainability-13-02264


  
    		
      sustainability-13-02264
    


  




  





media/file16.png
<50 51-250 251-500  500-1000 1000-5000 >5000

Corporate websites 50.0% 77.1% 75.0% 73.3% 84.1% 89.1%
Emptl;z:f:z ;Vz::gzsm:’:;s’efgeed’ 50.0%  68.6% 75.0% 86.7% 81.8% 78.3%
;Pc:;ﬁﬂf ::i:":itl’::;sgg.eo“bse“ ::hplel:) 125%  143% 6.3% 0.0% 20.5% 17.4%
Professional networks (Linkedin, XGn
rotesst I;Zee\t::r oo & g75%  88.6% 93.8% 100.0% 84.1% 84.8%
Social networks (Twitter, Instagram, 83%  28.6% 12.5% 20.0% 29.5% 21.7%

Facebook, etc.)






media/file2.png
<50 w51250 251500 %500-1000 = 1000-5000 = 55000






media/file20.png
Number of employees in the company

>5000

1000-5000

500-1000

251-500

51-250

Online assessment tools

W Online tool ™M No online tool

0% 20% 40% 60% 80% 100%





media/file23.jpg
Number of employees in the company

<50

51-250

251-500

500-1000

1000-5000

>5000

o

Gamification

mNo mYes

2

20% 0% 60% 80% 100%





media/file5.jpg
B Very low digitalisation M Low digitalisation M Somewhat digitalised

wHigh digitalised W Very high digitalised






media/file24.png
Number of employees in the company

<50

51-250

251-500

500-1000

1000-5000

>5000

Gamification

B No HmYes

0% 20% 40% 60% 80% 100%





media/file1.jpg
<50 R51250 251500 %500-1000 = 1000-5000 = 55000






media/file25.jpg
Percentage of companies in

the sample

0%
0%
20%
10%

o%

Number of employees in the company

H$50 WS1-250 W251-500 W500-1000 M 1000-5000

55000

Roleplay Ranking Reward  Knowledge quiz

Gamification methods

Challenge






media/file12.png
W Time saving
M Enhance objectivity
B Cost saving

M Better suit between vacancies and candidates






media/file9.jpg
Number of employees in the company

Talent digialzation level

@Verylow digtalsation Blow dighalsaton WSomewhat digtlised @Hgh digtalised @eryhgh dighalsed

e eee—
0
o0
om0

E— ]

5000





media/file0.png





media/file8.png
2.2%

12.2%

15.6%

40.0%

10.0%

6.1%





media/file17.jpg
Percentage of companies in the sample

Tools for managing selection

mERPs (Success Factors, BambooHR, Sage, Taleo, )

= Recruitment Tool (Pymetrics, HackerRark, AplyGo,ePreselec..)
= Company DB (Excel Access..)

= Lack of digital too fo selection process

= Workday

51250 251500 500-1000  1000-5000
Number of employees in the company

>5000





