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Abstract 

Although organizational digital transformation (ODT) is implemented globally, Thailand and the 

Lao People's Democratic Republic do not possess the right factors for success under the tech-no-

socio-economic paradigm. Organizations must modernize their capital resources, particularly their 
talent, in order to become agile, competitive, and resilient in the digital era. In this research, we 

identify and validate by proposing talent success factors and a framework for enabling and 

promoting ODT in Thailand and the Lao People's Democratic Republic. The statistical population 
consisted of 410 individuals who were observed in their digital businesses. Confirmatory factor 

analysis (CFA) shows that a four-factor model fits. The most influential factor for ODT was found 

to be transdisciplinary ontology talent (TOT), followed by mental model talent (MMT), enterprise 
architecture talent (EAT), and strategic agile talent (SAT). The findings demystified the four factors, 

entitled "STEM talent," in a comprehensive framework and its artifacts while explaining their 

respective influences. The article proposes a STEM talent and its framework for ODT with high 
potential, including but not limited to Thailand and the Lao People's Democratic Republic. 
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1- Introduction 

Technology and creativity were viewed as a cyclopean scale for progress in the Marxian and Schumpeterian 

paradigms, but Solow repeated temporal regularities as neighborhoods of equilibrium until dynamic disequilibrium [1, 

2]. The Fourth Industrial Revolution (IR 4.0) is a digital revolution brought on by technological advancement and 

characterized by volatility, uncertainty, complexity, and ambiguity (VUCA). VUCA is shown by how fully digital 

capabilities are used to create value and a competitive edge in the new economy [3-5]. In the techno-socio-economic 

paradigm, transdisciplinary knowledge production and demystification would drive people to improve personally and 

create professions in coevolution [6, 7]. Economic prosperity hinges on a nation's capacity to attract and retain top STEM 

talent (STEM). STEM competencies are mental aptitudes, know-how, and abilities relevant to the STEM ecosystem, 

most notably the workforce, that enable economic competitiveness [4, 8]. According to the annual report of IMD's world 

digital competitive ranking, which defines the nation's competitive factors and sub-factors in terms of knowledge factor 

(talent, training, and education, scientific education), technology factor (regulatory framework, capital, technology 

framework), and future readiness (adaptive attitudes, business agility, IT integration) [9], while automation of routine 

tasks will increase the number of highly skilled workers, routine-intensive jobs will decrease [4]. 

VUCA worlds have unique dynamics and properties, usually measured in quantum shifts. They require 

entrepreneurial leaders and top management to focus less on traditional extrapolative planning, planning fallacy traps, 

or incremental change and more on strategic testing of numerous hypotheses underlying digital dynamism in the market, 
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especially new organizational innovative capabilities to pursue new business models [10–13]. This means that managers 

should be able to adapt to uncertainty instead of trying to control people by facilitating cooperation and decision-making 

[11]. Digital capital, often called techno-capital or information capital, is the convergence of digital competencies and 

technology, especially in improving intangible capital. As the digital landscape grew, items were built, utilized, and 

retired differently [14–16]. These include things that may be licensed for royalty income and brand equity. When internal 

resources and competencies are employed to develop market response strategies, particularly in the VUCA competitive 

scenario, value is created at the firm [12, 17]. Business models must be reinvented with a competitive frame and mental 

boundaries. Before a dominating design emerges, a capitalistic system must evolve and adapt. It's sustained by matching 

the industry's product value growth and engaging in domain interactions that compete, disrupt, or modify performance 

trajectories [10, 12, 18, 19]. Specific goals included the incorporation of process and variance theories, while 

configuration was defined by Wilden et al. [20]. By then, a specific set of goods and services – also referred to as ordinary 

capabilities – are manufactured and offered to utilize the finest industrial organizational structure currently in use. 

Important information is omitted, especially about managerial entitlement, resource allocators, and stakeholder 

stewardship [12, 19, 21].  

A capacity theory encompasses a repository of resource competencies for the economy, a demystifying system of 

dynamic capabilities in organizations formalized by talent management (TM) architecture, as well as personal paradigms 

and abilities for visionary leadership and strategic reframing [12, 19, 22]. It ensures stakeholders provide the most value. 

The firm generates value when internal resources are used to respond to market opportunities and senior executives are 

involved who see talent as a competitive asset, talent management (TM) effectiveness, and leadership involvement [12, 

17, 23]. The value of human capital embodies the firm's adaptability for competitive advantage and fundamental 

competencies concerning market dynamism, customer perspective, and related expenses. Value-driven processes include 

value creation, capture, leverage, and protection [17, 24]. Managers and organizations must modernize their management 

capabilities because while they may excel in static capabilities, notably in identifying competitive reference points, they 

fall short in dynamic capabilities. In a climate of extreme unpredictability, often known as Knightian chaos, or the edge 

of chaos, managers must be able to innovate and adapt [12, 19, 25].  

Previous studies revealed that digital transformation can improve business performance [26]. Additional findings also 

confirmed that when a company implements information technology-based transformation, the company's 

competitiveness immediately improves [27–29]. However, it was argued that at the beginning of the transformation 

process, the financial performance declines [30]. Furthermore, the impact of digital transformation on employees is a 

rise in more work stress, which leads to a drop in firm performance [31, 32]. Also, business digital transformation is a 

challenging, complex process with a low success rate. Accordingly, it was found that only 11% of surveyed businesses 

are successful [33]. It could be related to a lack of research on digital transformation as it relates to people's skills and 

performance. To minimize this failure and transformation gap, it is important to further study talent success factors in 

order to deal with the risks of knowledge management, digitizing business processes, and changing business models [4, 

34]. Hence, this study proposes a new approach to skill management for digital transformation strategy and eliminates 

the brittle organization. As a result, in a VUCA society, individuals are expected to become knowledge workers who 

can respond to real-world complexities by problem-solving and producing excellent solutions that are adaptable to an 

organization’s or an environment’s ongoing changes. In this paper, the research questions are therefore:  

Q1: What are the talent success factors of organizations towards digital transformation? 

Q2: What is a structural model of the talent success factors?  

In response to these research questions, an ODT talent framework was created. Then, a systematic literature review, 

primary data collection from expert interviews, and confirmation factor analysis (CFA) were performed. The qualities 

that contribute to the ability of STEM talent were explained in depth in the literature review and methodology sections. 

In addition, confirmatory factor analysis (CFA) was used to verify the model's fit. The data were acquired through semi-

structured interviews. This study aimed to pinpoint the talent-related success criteria for organizational digital 

transformation. The results of this study can be used to reinforce the digitalization of organizations in Thailand and the 

Lao P.D.R. 

2- Literature Review 

2-1- Organizational Digital Transformation 

Technology fusion or transmission belt is the transformation of industries that were previously kept apart for 

macroeconomic reasons – to increase the economies of scope for unrelated industries as naturalized through cross-

disciplinary interaction – also known as network effects by ICT experts [1, 11, 12, 22, 35, 36]. This is addressed by 

Nicolescuian Transdisciplinary (TD) perspectives, which are clarified by the fact that solidarity in plurality is a systemic 

incompleteness of reality, especially with reference to science, technology, and society. This caused a shift in the techno-
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socio-economic paradigm toward a knowledge-based economy. This changed the job market because people now need 

to know how to work with machines. 

To adapt to a digital business environment, a company's business model, architecture, procedures, and people are 

refreshed. Senior leadership is needed to drive change and incorporate it within the organization [14, 37, 38]. Digital 

transformation involves a major shift in mentality, method, and application, supported by investments in people, projects, 

infrastructure, and IT systems. Even if a traditional asset has some digital features, this might not fully use the power of 

technology [39]. Organizational transformation draws from evolutionism, punctuated equilibrium, and institutionalism. 

Organizational transformation approaches typically focus on four systemic themes: inertia in organizations, processes, 

agencies, and efficiency, as well as risk profiles and risk management [40]. The World Economic Forum and INSEAD 

reports on digital labor indicate that organizational transformation has replaced physical labor with computers, AI, and 

IT. Winners attract, hire, and retain employees who are technologically savvy [41, 42]. Dries [43] posits that value is the 

ability of a company's human resources to improve its competitive advantage and add to its core competence. 

Behavioral economy highlights managerial challenges such as hubris, decision traps, rules of thumb, and irrationality. 

The psychological underpinning of behavioral science is psychology, which is defined as the scientific study of mental 

processes [44]. Economists have a theory of firm-level capabilities to address this. This notion encompasses strategy 

alignment, business model innovation, risk management, and organizational flexibility. All can affect a company's ability 

to transform into a new kind and frame [12, 19]. The three main components of a digital strategy are the digital process 

platform, the digital service platform, and an excellent operational backbone [45]. An effective digital strategy stems 

from a unique digital vision in the face of business volatility [11]. Open innovation involves both heuristic business 

model selection and technical strategic perspectives [46], and one of the most important ways to create development 

partnerships [47] is to empower and help those who have been left behind. 

Product and process changes, especially dominant designs that have changed due to innovation across all industries 

and the concentration of digital, robotic, and biological technology, signify the end of the technological ferment age [8, 

10, 22]. While digital transformation required more experience, a data-driven approach to the digital environment in all 

areas contributed to effectiveness and value in the lifecycle [14]. Digital transformation confronts executives in four 

areas: digital business models; digital operating models; digital talent and skills; and digital metrics. Digital leaders who 

adopt a lean approach to both core and support functions are essential to the success of an enterprise [48]. Information 

systems remain intimidating in today's dynamic decision-making environment. Therefore, it's important to regard 

architecture in terms of people, organization, and technology [49] as an adaptive complex system rather than a simple 

correlation that led to the misalignment [50]. 

While agility and an eagerness to learn new things are essential in a data-driven culture, establishing digital capital in 

organizational digital transformation are critical [51]. While transdisciplinary [6, 7, 52] highlights continuous learning 

in managing complexity, problem-solving, and a greater degree of abstraction for epistemology, not just own professions, 

with interdisciplinary pertinence [4], there is inherent uncertainty about its compatibility with an exponential mind-set 

or its ability to reconcile borderless bounds. 

2-2- Dynamic Capabilities 

The best-practice industrial organization schema supports the creation and marketing of a range of goods and services, 

called ordinary capabilities. It lacks managerial entitlement, resource allocators, and stewardship of many stakeholders 

[12, 19, 21], whereas the strategic agency's skill level is key [53]. Employing their potential and the appropriate 

technology [54, 55] is a required adaptive capability to make seamless executable plans in the digital revolution era. 

Dynamic capabilities support the premise that wealth arises from invention and creativity as the driving force behind 

current economic progress [56]. Specialized capital collaborates with other capital to use and aggregate ICT capital 

convergence toward value-adding intangible assets [15, 57]. Dynamic capability uses configuration theory with routines 

with variables as an architectural model to direct the evolution of a firm's resource configuration using a path-dependent 

technique to produce alternative resource configurations and operational routines [13, 19, 58–61]. Instead of skills, which 

every information-intensive business must possess as the minimum least adaptive capabilities [3], the competitive 

advantage is in resource configurations that are developed and exploited over time [25]. While dynamic capabilities 

integrating configuration theories with process and variance methodologies are distinguished and incorporated with 

strategic management, DC micro-foundations, such as organization structure and culture, help achieve value 

performance as an orchestrated evolutionary fitness [20]. Dynamic talent capabilities are classified as individual TM, 

paternalized TM, and sophisticated TM, with the main key driver's casualty of digitalization [62]. 

The organization must adopt new technology to increase productivity and competitiveness [63]. IT drives strategy 

and company operations with foresight and an integral master plan. IT leveraging capabilities support and practice for 

reconfiguration in improvisation or dynamic capabilities, whether planning, essential, or ideal as Goodness to fit in the 

cyclical nature of adoption, continuation, and discontinuance, particularly new product development (NPD) [64-66]. 
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Business-IT alignment (BITA) toward business-IT coevolution (BITC) through an EA approach in which business and 

IT are blurred, multifarious, and multilayered to communicate artifacts directly [50]. This is achieved by enterprise 

engineering and organization design, not simple deterministic logic. 

Enterprise architecture represents an organization's future capabilities, governance, operation, application, data, and 

IT technologies through EA creation, life cycle, and organizational culture. EAM combines the goals of IT management, 

investment, strategy, and transformation [67]. Enterprise Architecture (EA) ensures enterprise-wide IT management and 

organizational transformation through architecture models, principles, capabilities, procedures, standard service, agility, 

and strategic alignment to support a company's business strategy [49, 68]. Successful strategy setting, management, and 

operational convergence with a solid governance framework will enable risk management in the digital ecosystem, help 

achieve corporate goals promptly, and function as an efficient investor with a major information architecture design [49, 

67, 69]. 

Designing an enterprise architecture not only requires knowledge and understanding of these technologies but also 

an awareness of the aims and business strategies for designing and selecting technologies in enterprise architecture plans 

[70–72]. Therefore, the concept of enterprise architecture can consider the following: a) business strategy for a vision-

driven architecture with the ability to design a business architecture in terms of what the business needs, uses, and 

solutions to drive; b) infrastructure, which is the first element to explore among the information technology structure 

used in the entire organization; c) applications supporting the organization's strategy, including specific and fundamental 

applications; d) data for all relevant data dimensions; and e) time. 

A business process model (BPM) consolidates information with digital dynamism. Current BPM values and practices 

emphasize logic modeling (process), architecture integration (infrastructure flexibility), and procedure actor (mindful 

agency) [73]. Flexible and robust systems, or platform-based organizations with an elastic, cohesive, adaptable, and 

stable ecosystem, demonstrate excellent potential for innovation. Organizational culture is constituted of sharing 

information, constant change, hands-on entrepreneurship, and learning from mistakes [12, 19, 38]. 

2-3- Talent Value Management 

In Anglo-Saxon institutions, talent is by definition a need for leadership [74, 75], whereas implied talent is an 

investment in the future generation of leaders [76]. Additionally, star performers are best fitted by a power law of 

distribution with their massive exponential performance-value functions compared by their tails [77], and star talent [78] 

may also be able to see potential opportunities that could result from changing business models, according to Sparrow 

& Makram [17]. This is while Whysall et al. [36] hold that an organization with a new focus on transdisciplinary 

networking has a talent shortage in its workforce. 

Regarding the annual report from the IMD World Digital Competitive Ranking, the nation's competitive factors and 

sub-factors in the knowledge factor (talent, training and education, scientific education), the technology factor 

(regulatory framework, capital, technology framework), and the future readiness factor (adaptive attitudes, business 

agility, IT integration). Automation will eliminate routine jobs, which will increase the number of highly skilled workers 

[4]. Talent is an organization's strategic asset that can be used to create value. Talent could be a single elite person or a 

group of people with different skills [4, 12, 17, 21, 78], especially agility in learning and growth, as shown by the talent 

equation: competency x commitment x contribution [76]. 

Collings & Mellahi hold that talent management is a process in which crucial roles are identified, each contributing 

differently to an organization's sustainable competitive advantage [79]. While TM architecture focuses on frameworks, 

procedures, and artifacts, TM literature focuses on HR capital [17]. TM's strategy and practices must embrace company 

values [75]. RBV: Talent management is a source of competitive advantage and added value. This helps companies 

execute consumer and organizational policies [74]. TM must create value for the organization through a succession of 

value claims, where talents are recognized by value, rare, inimitable, and non-substitute (VRIN) capital passion. Non-

HRM, RBV, capacity theory, and economic geography principles are collected and converted [17]. Positioning in the 

market is an nth-order derivative of competitiveness, and RBV gives you the ability to create new products dynamically 

[58, 80]. 

Barney offered a VRIN enhancement notion as a comprehensive framework with internal and external environment 

interlinkage in relation to RBV via the company's resources and capability to collect and mobilize valuable, rare, 

inimitable, and organizational resources (VRIO). It guides the analysis and evaluation of strategic resources with critical 

heterogeneity that can provide long-term competitive advantage. VRIO can help leaders and executives understand how 

KBV contributes to sustainable competitive advantage and mobilize valuable resources through a knowledge-based view 

[81-85]. VRIO fosters core competency transferability through partner collaboration to increase economic rental [83]. 

HR managers can benchmark against VRIO to measure human capital competencies, employee commitment, culture, 

and teamwork [84–86]. In the digital era, quick thinking, concentration, and success require excellent execution and top 

talent. Top-level management or entrepreneurial leadership now prioritizes bold innovation over cost and process 
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optimization [12, 18, 78]. Expertise in applying a prescriptive mental model for formalization before gathering is 

essential. The charismatic, ideological, and pragmatic leadership models are combined in the charismatic, ideological, 

and pragmatic model of leadership [87, 88]. Actions must reflect members' awareness. Organization members learn 

when their awareness allows the right reflection [89]. They are gathered to improve their understanding of the universe 

and its phenomena 

The authors offer a holistic visualization of homological STEM talent from Table 1. Using a configuration model as 

a black box, information in an ecosystem interacts and loops back. Figures 1 and 2 exhibit the use of talent value 

management [17, 62], dynamic capabilities [20, 59], and organization transformation objectives [1, 8, 89, 90] that 

emerged from the literature review as the three key aspects driving theories for explanation. 

Table 1. Literature Foundation of Ecological Environment 

Technological evolution as economic ladder [1, 2, 8, 18, 22, 35, 90, 91] 

Digital Transformation and its implications [3, 37, 38, 65, 90, 92] 

Dynamic Capability [12, 13, 19, 20, 25, 53, 62, 80, 93-96] 

Organization structure with configuration theory, process, and variables [20, 60, 95, 97] 

Human Capital [24, 53, 78, 98] 

Psychological Capital and Behavioral Strategy [44, 62, 99] 

Digital Capital [15, 16] 

Talent [4, 12, 17, 19, 23, 36, 42, 62, 74-76, 79] 

Strategic management [12, 13, 37, 44, 66, 96, 100, 101] 

Transdisciplinary [6, 7, 52, 91, 102, 103] 

Business-IT leveraging and architecture [3, 37, 65, 66, 68, 73, 104, 105] 

Mental Model [11, 12, 44, 87, 88] 

 

Figure 1. The clustering process of Organizational Digital Transformation, Dynamic Capability and Talent Value Management 

 

Figure 2. Homological STEM Talent and Configuration in the Context of Ecological Environment 
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The fast-paced nature of modern business has prompted an uptick in interest in the concept of agility among 

professionals and academics alike. To maintain their competitive edge, businesses can adapt by capitalizing on their 

talent and capabilities in line with the RBV. Figure 1 highlights the synergistic effects of clustering talent value 

management (TVM), dynamic capability (DC), and organization transformation purposes (Org TX). TVM is used to 

lead and facilitate the rearrangement of internal resources in conjunction with DC perspectives toward the strategic 

distance of Org TX. The result represents by Organization transformation (OT) as driven by the clustering of TVM and 

DC domain named dynamic talent value management (DTVM) in response to organization reconfiguration to an external 

environment in which natural demands for a more agile, adaptive, and competitive stance in the digital era. The 

environment will force the organization to change or even completely revamp its business models transcending with 

digitalization to take full advantage of the opportunities presented by their relationships with customers, vendors, 

partners, technology life cycle, and other members of the business ecosystem. 

To succeed in the ever-growing modern market, businesses need to rethink and, in some circumstances, drastically 

alter their relationships with consumers, suppliers, and other important stakeholder groups to fully exploit the 

opportunities afforded by these interdependent linkages. Figure 2 displays the relationship between the internal and 

external ecological contexts of a corporation, as predicted by configuration theory. 

 In the first stage of the VUCA world, strategic players under the techno-socio-economic paradigm, such as the 

market, customers, vendors, and competitors, send out multi-directional signals in the ecological environment, 

including the targeted organization, to meet their needs. In particular, they had to develop a co-evolutionary attitude 

for their character, and the signal itself might swing between delivering positive, negative, or neutral feedback. 

Due to digital disruption, new competitors from different industries could enter the market at any time. 

 The second stage involves the company's response to the signal from stage one via its internal structure and 

resources, all the while bearing in mind the ordinary capability as a linear attribute. The "business as usual" or 

routine-based strategy is slow to react to the signal in today's digital environment. Dynamic talent value 

management (DVTM), derived from the previously enigmatic concepts of dynamic capability (DC) and talent 

value management (TVM), is used by top-level management to activate the vision and implement Organizational 

Digital Transformation (ODT) as a top-down approach to guarantee agility and adaptability to the external 

environment. Under VRIO's framework for sustained competitive advantage, the DVTM is intended to develop 

talent to be the change agent for ODT and the organization by incorporating the proposed factors of the strategic 

agility, transdisciplinary ontology, enterprise architecture, and mental model (STEM) talent into a program called 

STEM Talent Management and Micro-Foundations Assistance. Business-IT hybrids will employ the STEM talent 

in the ODT program to regularly update their strategic distance, business model, operational models, and internal 

systems. 

 In the third stage, as part of the digital transformation program aimed at an innovative-ecological-based 

competition, improved firm performance, agile organization, and digitalization with a digital adhocracy culture, 

the company is now able to react to the environment more quickly and gain impact through the explore and exploit 

strategy. By this time, strategic actors in the environment will have received the organization's evaluation signal 

and will have sent feedback to the other actors in the environment, perhaps initiating stage one. A configuration 

theory with loopback describes the perpetual recurrence of stages 1, 2, and 3 once more. 

 Stages one, two, and three of the cycle repeat indefinitely with a faster pace in the VUCA world, just like in 

configuration theory with loopback. 

This study mainly focuses on the literature that discusses the significance of talent for digital transformation in 

organizations (ODT). The selected studies address the effect of digital transformation on organizations. Four critical 

factors were found in this review that could facilitate the transformation of businesses in Thailand and the Lao P.D.R. 

into digital enterprises: strategic agility talent, transdisciplinary ontology talent (TOT), enterprise architecture talent, and 

mental model talent (MMT). 

To begin with, the author also conducted a literature review and expert interviews to consider and confirm the 

important points of each factor (Table 2). 
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Table 2. Success factors of organizational digital transformation 

Proposed factors of organizational digital transformation 
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Strategic agile 

talent (SAT) 

1.1 Strategic Improvisation (SI) ●   ●      ●   ● ● 

1.2 Foresight Strategy with Risk Management (FSR)    ● ●    ●   ● ● ● 

1.3 Digital Strategy and Road Map (DSR)  ● ● ●  ●    ● ●  ● ● 

1.4 Innovative Based Economy Strategy (IBES)  ● ● ● ● ● ● ●   ● ● ● ● 

Transdisciplinary 

ontology talent 
(TOT) 

2.1 Learning Agility with Reconcile Adaptability (LRA)   ●  ● ● ●  ●  ● ● ● ● 

2.2 Open Innovation and Munificence (OIM)   ●  ● ●       ● ● 

2.3 Digital Literacy with Knowledge Management (DKM)   ● ●  ● ●   ●   ● ● 

2.4 Ontology of Realities and Inseparable thematic (ORI)   ●   ● ●  ●    ● ● 

 Enterprise 

architecture talent 

(EAT) 

3.1 Business-IT Ecological Amalgam (BITEA)  ● ●  ● ●    ● ●  ● ● 

3.2 Modular Architecture with Insight Governance (MDIG)  ●   ●        ● ● 

3.3 Business Process Model Notation (BPMN)  ●   ●        ● ● 

3.4 Asset Orchestration (ASSO)     ●     ● ●  ● ● 

Mental model 
talent (MMT) 

4.1 Exponential Unbound Cognitive (EUC)      ●  ●    ● ● ● 

4.2 Entrepreneur Mind-set (EM)      ●   ●   ● ● ● 

4.3 Social Networking (SNW)   ●  ●    ●   ● ● ● 

4.4 Creativity and Idea Management (CIM) ●  ● ●  ●   ●   ● ● ● 

Note: Selection was influenced by the most frequent factors, while similar statements were considered important. 

2-4- Strategic Agile Talent (SAT) 

An ambitious objective for an exponential development strategy is incompatible with an exponential mindset or the 

capacity to handle limitless constraints [11]. New paradigms of adaptable leadership are necessary for evolving company 

models with a fluid use of resources, especially for learners. Understanding and modifying business models requires a 

specific learning perspective [12, 106]. Agile strategic talent has a substantial impact on digital transformation within 

organizations [47, 107, 108]. 

2-4-1- Strategic Improvisation (SI) 

Creativity is the activity of applying original, inventive problem-solving to produce high-quality, elegant solutions to 

difficult, ill-defined situations. However, in such a context, spontaneity, a lack of planning, and unexpected events was 

crucial. IT improvisation capabilities depend on the power to adapt to a highly chaotic environment or storm [66]. 

2-4-2- Foresight Strategy with Risk Management (FSR) 

Strategic foresight requires preparation for counterfactuals and reproducing prior experience to learn from the past 

and the future. It is also related to scenario planning, which reduces prejudice and enhances people's perception, 

adaptability, and capacity for change [13], among other advantages. Market risk related to making up for shortfalls in 

capacity is probably nonlinear [19], but risk management reduces deep uncertainty by finding and fixing unknowns 

within a set time frame and budget. 

2-4-3- Digital Strategy and Road Map (DSR) 

A "digital strategy" is defined as a business strategy inspired by digital capabilities and widely accessible 

technologies, such as Social, Mobile, Analytic, Cloud, and Internet of Things, SMACIT, and future digital plans, by 

focusing on the delivery of unique, well-structured, and integrated business capabilities through a digitized solution with 

anticipation capabilities rather than merely satisfying customer needs [45]. 

2-4-4- Innovative-Based Economy (IBES) 

The economic realities associated with innovation include technological evaporation, financial volatility, and 

disruptive technology [19]. Dynamic capacities make it possible for wealth to originate from invention and creativity, 

which serve as the impetus for modern economic growth in contexts with greater added value [56, 93]. 
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2-5- Transdisciplinary Ontology Talent (TOT) 

People would grow personally and develop professions in co-evolution by transdisciplinary enterprise, also known 

as transdisciplinary knowledge creation and demystification, to deal with real-world complex challenges, as opposed to 

their disciplinary potential, hence the significance of the subject [6, 7]. This is while transdisciplinary growth grew 

rapidly in business, particularly with Bloom's Taxonomy [109]. Transdisciplinary education is a novel approach [55] to 

operational education [110], which focuses on combining interdisciplinary [111] and multi-disciplinary knowledge to 

assist businesses in adapting to transient conditions and addressing complex problems [112] through the incorporation 

of academic knowledge into professional experience, local understanding, and wisdom [113]."Sustainability" is a novel 

approach [55] to operational education that focuses on combining interdisciplinary and multi-disciplinary knowledge to 

assist businesses in adapting to changing concerns [114]. 

2-5-1- Learning Agility with Reconcile Adaptability (LRA) 

The establishment of a non-equifinal VRIO attribute-based competitive advantage as opposed to a shifting unique 

route necessitates learning agile and change-focused organizational cultures. Reconciliation prospects with 

heterogeneous and immobile VRIO resources are essential for anything resembling a real-world strategic radar, including 

strategic foresight for a pluralistic perspective of the future [13, 19, 25, 81, 82, 84, 115]. 

2-5-2- Open Innovation and Munificence (OIM) 

Enterprise ecological adaptation was offered as a method for enhancing organizational adaptability and resiliency, 

i.e., pervasive digital technologies need a new management strategy based on system convergence in deep technology 

from external and internal sources of expertise [46]. The degree to which an environment can promote growth was 

termed "maturity," based on which encouraging transdisciplinary entrepreneurship is socially advantageous [6, 102, 97, 

116]. 

2-5-3- Digital Literacy with Knowledge Management (DKM) 

Adopting digital learning, accelerated frameworks like agile, and collaborative activities that foster failure are integral 

elements in the digital sustainability of organizations [41, 78]. In contrast to activities that build knowledge or practical 

epistemologies, people tend to explain things based on a single factor and how they make them feel [103]. 

2-5-4- Ontology of Realities and Inseparable thematic (ORI) 

Multiple realities are interposed by a concealed third. There are several layers of objective and subjective reality in 

nature and our understanding of nature, with the actual being permanently concealed but available to our knowledge and 

concerning dynamic environmental conditions to develop into a new and more complicated self. [6, 7, 102]. 

2-6- Enterprise Architecture Talent (EAT) 

Enterprise architecture talent (EAT) was an important factor in determining the digital organization transformation 

[3, 117, 118]. The enterprise architecture (EA) focuses on the present and future capabilities, governance, operations, 

application systems, data, and IT technology, whereas the Enterprise Architecture Model (EAM) emphasizes the 

alignment of IT management and investment with business strategy and transformation goals [67]. EA links business 

with technology in the current techno-socio-economic paradigm. EA and IT architectures support transformation. 

Structure, administration, and facilitation all contribute to the adaptive cycle of this system. [3, 68, 105]. 

2-6-1- Business-IT Ecological Amalgam (BITEA) 

Fit for highly complex environments, it facilitates organizational learning by reshaping enabling businesses into 

flexible enterprise sector modularity and their environments as bidirectional and purposeful in their evolution, all to the 

benefit of the organization's capacity for innovation and sustenance [3, 53, 80] 

2-6-2- Modular Architecture with Insight Governance (MDIG) 

Agile organizations with sense and reaction coordinate and deploy modular technologies and resources on demand, 

based on customer pull rather than production/marketing drive, to ensure a unified framework, visibility of the underlying 

governance, and facilitation. The need for businesses to change all the time is called the "adaptive enterprise imperative" 

[3, 104, 105]. 

2-6-3- Business Process Model Notation (BPMN) 

The value of ethnography in the big data world is highlighted in two ways: first, as a digital space with inherent 

generative properties for business model renewal to address new emergent opportunities, and second, as a framework 

for BPM gains from profound structural change as part of a more comprehensive organizational transformation [73]. 
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2-6-4- Asset Orchestration (ASSO) 

Asset orchestration is a method of information sharing those entails regulating the flow of information via an 

organization's architecture and IT leveraging capabilities following the business model of internal and external 

stakeholders. It is also known as inward open innovation, corporate wide-open innovation, and outward open innovation 

[19, 46, 119]. 

2-7- Mental Model Talent (MMT) 

The mental model of a social system serves as the primary foundation for mental models or prescriptive perspectives. 

Individuals form and behave in response to specific events in the social system through time by using the representation 

of an abstract schematic knowledge structure with an imagined recasting articulation of the future to come [88]. A 

company's ability to get through mental barriers like analogy and feelings while simultaneously building on prior 

knowledge and expertise is one of the most crucial aspects of its long-term success [44]. 

2-7-1- Exponential Unbound Cognitive (EUC) 

The ability to create exponential value through an exponential mindset was essential in the digital business paradigm, 

which culminated in something other than better, like 10x, in which an ambitious vision for an exponential growth 

strategy carries inherent uncertainty about its compatibility with an exponential mindset or its ability to reconcile 

borderless bounds [11]. 

2-7-2- Entrepreneur Mind-set (EM) 

In the digital era, it's critical to be quick-thinking, dedicated, and profitable by orchestrating execution excellence, 

which involves combining co-specialized asset and business activities to create value, assure market and future 

competitiveness, and hire top people. Bold innovation has replaced cutting costs and improving processes as the primary 

goals of top-level management, often known as entrepreneurial leadership [12, 18, 19, 78]. 

2-7-3- Social Networking (SNW) 

Through business model renewal, which is made possible by unmatched computing power, an infinite amount of 

virtual space, and seamless networking, alignment of outside-in opinions and extensive networking are important triggers 

that help align different points of view and play a big role in organizational transformation [12]. 

2-7-4- Creativity and Idea Management (CIM) 

The development of an ambidextrous organization for exploration and exploitation will reenergize itself periodically 

and inspire creative surges that will be incorporated into corporate culture [97]. A noteworthy aspect of the corporate 

culture is the crucial factors that executives and staff [70, 107]. Although the external concept of business and technical 

collaborations, where the greatest minds are located, is particularly important for changing capabilities and overcoming 

self-invention syndromes, it may also have a negative impact on culture [13, 46]. 

3- Research Methodology 

3-1- Participants 

Participants were selected using a multistage sampling method. The statistical population consisted of 410 individuals 

who signed informed consent forms. A different level of age, position, and work experience were randomly sampled 

from a name list of employees of a Thai-based telecom company at 37.6% (n = 154) and a Laos-based telecom company 

at 62.4% (n = 256). Table 3 specifies the demographics of the participants. The multistage sampling method was selected 

because of the hierarchical structure of business units. A different level was randomly sampled from a name list of 

companies based on the departments of specific business units. Hair et al. [120] suggested the use of CFA to determine 

sample size. The heuristic requires ten times the construct with the number of structural paths. This method indicated 

10*16 = 160 as an adequate sample size. Here, the first heuristic was considered using CFA. The usable sample size of 

410 exceeded the suggested sample size of 160. Thus, it was determined to be adequate by the power calculations. 

3-2- Procedure 

Mixed-methods research combining qualitative and quantitative approaches was selected [121]. Qualitative 

interviews from experts were used to validate each factor's key points from the literature review, and a quantitative 

survey to obtain in-depth perspectives from respondents was combined to examine the success factors relating to 

organizational digital transformation in Thailand and Lao P.D.R. A literature review was conducted to explore the 

success factors relating to organizational digital transformation by selecting systematic reviews. Next, the success 
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elements were verified and confirmed through expert interviews with specialists. We contacted a total of 10 interviewees 

for open-ended, audio-recorded interviews. The perceived relevance of the success elements was then assessed using a 

survey questionnaire that was designed to contain 16 items. A five-point Likert scale was used to rank the questionnaire 

items, with 1 being the least important and 5 being the most significant. The factors related to SAT, TOT, EAT, and 

MMT were all given equal weight in the ratings. It was determined how the contextual components were structured 

using confirmatory factor analysis using LISREL (CFA model). Finally, a set of guidelines was created and put forward 

to support corporate digital transformation. The flowchart of the research methodology that explains a step-by-step 

process is presented in Figure 3. 

Table 3. Demographic profile of participants 

Demographic profile Particular Frequency (n) Percentage (%) 

Region 
Thai-based telecom company 154 37.6 

Laos-based telecom company 256 62.4 

Age 

Less than 25 years 2 0.5 

From 25 to 35 years 158 38.5 

From 36 to 45 years 153 37.3 

From 46 to 55 years 81 19.8 

From 56 years and over 16 3.9 

Position 

AVP and above 20 4.9 

Department manager 61 14.9 

Supervisor 126 30.7 

Officer 152 37.1 

Others 51 12.4 

Experience 

Less than or equal to 5 years 44 10.7 

From 6 to 10 years 126 30.7 

From 11 to 20 years 150 36.6 

Greater than 20 years 90 22 

 

Figure 3. The process of research methodology 

4- Results 

Confirmatory factor analysis following the maximum-likelihood estimation method was conducted using LISREL 

(linear structural relations) to confirm the factor structure. Good model fit was assessed using the Chi-square statistic, 

which compared the tested model and the independent model with the saturated model (c2 /df), comparative fit indices 

(CFI), the goodness of fit index (GFI), and the adjusted goodness of fit index (AGFI), as well as the root mean square 

error of approximation (RMSEA) and standardized root mean square residual (SRMR). According to Hair et al. [120] 

and Jöreskog & Sörbom [116], c2 /df values are less than 2.00. A good-fitting model has CFI values greater than 0.95, 

GFI values greater than 0.95, AFGI values greater than 0.90, RMSEA values less than 0.05, and SRMR values less than 

0.05. Table 4 presents the fit index results. Acceptable values from the research model demonstrated a satisfactory match 

to the observed data (c2 /df = 1.261, CFI = 1.000, GFI = 0.970, AGFI = 0.950, RMSEA = 0.026, SRMR = 0.024). 
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Table 4. Fit indexes for the model 

Fit indexes Level of acceptable fit Model Result 

2 /df  < 2.00  1.261 Pass  

CFI > 0.95  1.000 Pass 

GFI > 0.95  0.970 Pass 

AGFI > 0.90  0.950 Pass 

RMSEA  < 0.05  0.026 Pass 

SRMR  < 0.05  0.024 Pass 

The CFA results confirm that the four factors containing SAT, TOT, EAT, and MMT were consistent with ODT. 

Figure 4 presents the four-factor structure of the CFA model. TOT had a factor loading of 1, while SAT had a factor 

loading of 0.95. TOT was the most effective element in fostering organizational digital transformation, with the factor 

of mental model talent (MMT) functioning as the runner-up. While SAT showed less capacity to support organizational 

digital transformation, EAT was the third indication. 

 

Figure 4. CFA model showing the four factors with organizational digital transformation (Chi-Square =105.95, df = 84, p-

value = 0.05308, RMSEA = 0.026) 

The CFA result showed that factor loadings at the component level ranged from 0.43 (CIM) to 0.69 (BITEA and 

ASSO). DSR showed high potential on the SAT test. DKM had the greatest influence (TOT), while BITEA and ASSO 

had the greatest influence on EAT. The EUC had high effects on mental model talent (MMT) when compared to the 

others. The findings demonstrated the four-factor model's suitability for explaining the observed survey data. While SAT 

showed less capacity to support organizational digital transformation, TOT was more important than other 

characteristics. The findings indicate that Thailand's and Lao’s talents have a high degree of TOT, MMT EAT, and SAT. 

Thus, companies need to respond to these challenges by building STEM talents to act as the core organizational 

capability to achieve organizational digital transformation. This is consistent with several researchers who studied the 

factors of talent management for digital transformation in organizations [3, 6, 11–13, 19, 37, 42, 66, 90, 101, 106]. 

5- Practical Implication 

The findings of this study lay the groundwork for a techno-social-economic paradigm and digitalization in a VUCA 

world through STEM talent and its artifacts that constructed and validated a comprehensive set of dynamic capabilities 

and talent value management, also known as dynamic talent value management, for organizational digital transformation. 
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In the digital age [54, 55, 122], an organization must put agile organization [11, 13, 19, 37, 66, 101, 106], improving 

firm performance [10, 12, 18-20, 22, 78, 80, 87, 123], innovative base competition [12, 18, 90-92], and digital culture 

[13, 19, 38, 51] at the top of its list of priorities and make dynamic plans for its resources and capabilities. Leaders and 

managers must plan ahead while remaining capable of adapting enough to deal with major issues as they arise. Individual 

or collective talent is critical to the future success of an organization and the development of the next generation of 

leaders. We propose a STEM talent framework and its artifact as shown in Figure 5 to manage talent that possesses the 

most modernized capabilities, aiming for success in organizational digital transformation. 

 

Figure 5. STEM Talent Framework for Organizational Digital Transformation 

STEM talent, together with its artifacts, is a vital and potent source of value as a strategic agent, facilitator, and 

connector to cultivate a competitive advantage both inside and outside of an organization. The findings of this study 

suggest that transdisciplinary ontology can motivate a hypothetical approach to customer problems as co-evolution, 

while strategic agility and a mental model can aid in bringing this approach to fruition through adaptation with grit. 

Enterprise architecture helps organizations reap the benefits of a business-IT amalgamation, especially in real-time 

situations and prediction, by providing value through data, insight, and governance to bridge the gap between the 

organization's current and future architectures for its digital transformation roadmap. 

This research may assist to explain why organizations continue to experience organizational and externally imposed 

hurdles when striving to realize the anticipated economic benefits and scale through organizational digital 

transformation. The STEM talent framework and its artifacts can highlight the need for modernized talent management, 

paradigms, and capabilities to their full potential as reliable, valid, and trustworthy with a grounding in theory for success 

in organizational digital transformation. 
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As stated previously, we performed a literature review in Table 1 and proposed success factors in Table 2. The said 

success factors were validated by expert interviews in line with talent management related to organizational digital 

transformation [17, 62, 74] and then confirmed by the CFA method. Finally, we can summarize the STEM talent 

framework for organizational digital transformation as a co-evolution of external-to-internal composition and vice versa. 

Organizations are affected by the external environment, beginning with the techno-socio-economic paradigm and 

digitalization in a VUCA world. Organizational leaders must manage internal organizational changes to transform the 

business for the new environment. STEM talent can be applied as a strategic change agent to the management 

transformation process. It comprises strategic agility, a transdisciplinary ontology, enterprise architecture, and a mental 

model. Each item illustrates the essential components shown in green space. This revolving wheel is propelled by STEM 

talent and governed by dynamic talent value management with the purpose of organizational digital transformation. In 

light of this, the results presented the organization's goals of (1) firm performance, (2) agile organization, (3) innovative 

base competition, and (4) digital culture in the brown space. Eventually, there will be a green center point that reflects 

the framework's goal of sustainable digital transformation for organizations. 

6- Discussion 

The findings of this research can be adopted and applied to digitally transform organizations in Thailand and the Lao 

P.D.R. The study confirmed that all aspects of the proposed factors are important and consistent with prior studies 

(Tables 1 and 2). The results of talent success factors according to quantitative and qualitative data indicated that the 

most important factor for ODT is TOT. This finding corresponds to aiding firms in demonstrating their capability to 

adapt to new circumstances and solve complex issues [6, 7, 52, 90, 92, 112]. Transdisciplinary is essential with the 

evolution of inter-disciplinary and multidisciplinary approaches to operating a firm in a VUCA environment with a 

unique strategy [4, 55, 111–114]. COVID-19 is a global pandemic that has compelled organizations in nearly every 

nation to undergo digital transformation because of the lockdown [72, 89, 118]. In this regard, to determine how the 

company has responded to the pandemic to ensure that business continues, the findings confirm that the factors of EAT 

[3, 49, 67–69, 105] linked between business and technology are success factors to enable digital transformation 

effectively. Finally, SAT [11, 12, 47, 106–108] and MMT [11, 12, 44, 87, 88] influence behavioral intention to proceed 

under limitation and fluid resources. Digital transformation requires strategic flexibility and a digital mindset to deal 

with both decision-making risks and uncertainties. It also requires the agile implementation of new concepts. As such, 

the willingness of individuals to join and take part is necessary for the next step. With these, the empirical data obtained 

in this study bolsters the common, global success factors that support digital transformation in organizations. 

7- Conclusion 

This study was to identify influential factors in the ODT and confirm its structural dimensions. The CFA results 

confirmed that the model presented a good fit to the observed data in four dimensions, including SAT, TOT, EAT, and 

MMT. These four dimensions were also found to be integral to cultural change in organizations and digital 

transformation strategies. ODT is a cultural change that necessitates organizations to constantly challenge themselves 

through progressive experiments and innovative approaches to problem-solving. Slow technological adoption in 

economic practice and governance is costly for countries and organizations in sectors where digital transformation would 

promote economic development, particularly human capital with new paradigms and core competencies while being 

predictable and auditable. Furthermore, in the pursuit of competitive advantage, the relationship between dynamic 

capabilities and talent value management can be altered and transformed by organizational and external components 

when discovering and leveraging IT-leveraged capabilities, which is congruent with digitalization. According to our 

research, TOT has the most significant impact, followed by MMT, EAT, and SAT. To demonstrate this connection, we 

proposed a framework in corporate with a vibrant atmosphere, organizational goals, and STEM talent underlying 

dynamic talent value management capability. We found that organizational digital transformation aspects are substantial 

and consistent with other studies. They may be implemented beyond Thailand and Lao P.D.R. contexts. Future research 

can address the degree to which an organization is prepared for the digital revolution and its maturity in talent 

management, where the singularity may be near. 
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Appendix I 

SAT   Strategic Agile Talent  

SI   Strategic Improvisation  

FSR   Foresight Strategy with Risk Management  

DSR   Digital Strategy and Road Map 

IBES   Innovative Based Economy Strategy  

 

TOT                Transdisciplinary Ontology Talent  

LRA   Learning Agility with Reconcile Adaptability  

OIM   Open Innovation and Munificence and Munificence (OIM) 

DKM   Digital Literacy with Knowledge Management  

ORI   Ontology of Realities and Inseparable thematic  

 

EAT   Enterprise Architecture Talent  

BITEA                Business-IT Ecological Amalgam  

MDIG                Modular Architecture with Insight Governance 

BPMN                Business Process Model Notation (BPMN) 

ASSO                Asset Orchestration  

 

MMT               Mental Model Talent  

EUC   Exponential Unbound Cognitive 

EM   Entrepreneur Mindset  

SNW  Social Networking 

CIM   Creativity and Idea Management 


