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Abstract.

Digital transformation and changes in global work dynamics are driving the emergence of Generation Alpha as
a future workforce group with digital-native characteristics, visual orientation, and high expectations for
flexibility and value alignment. These conditions demand a new understanding of work resilience that relies on
structural stability and sustainable adaptability. This study aims to examine the influence of digital readiness,
organizational culture, and talent management strategies on the resilience of Generation Alpha in the workplace.
The method used is a qualitative literature study by analyzing reputable scientific articles that discuss work
resilience, digital transformation, organizational culture, and talent management across organizational contexts.
The results of the synthesis show that digital readiness plays a role as a foundation for resilience through
strengthening self-efficacy, adaptive learning, and psychological resilience, although it has the potential to pose
a risk of self-regulation if not balanced by organizational support. An adaptive, ethical, and learning-oriented
organizational culture has been proven to strengthen the psychological safety and work attachment of
Generation Alpha. Flexible and nonlinear talent management strategies become an institutional instrument to
convert adaptive potential into long-term resilience. This study contributes to the development of the Alpha
Generation resilience conceptual framework and provides practical implications for organizations in designing
sustainable human resource strategies in the digital age of work.

Keywords: Alpha generation; work resilience; digital readiness; organizational culture and talent management.

I INTRODUCTION

The increasingly intensive digital transformation has fundamentally changed the work structure,
competencies required, and the pattern of interaction between individuals and organizations in various
sectors (Sobczak, 2025). These changes encourage organizations to develop the adaptive capacity of human
resources to be able to survive and thrive in a dynamic and uncertain work environment (Chirumalla et al.,
2025). Resilience in the workplace is a strategic capability that determines the sustainability of individual
and organizational performance in the digital era (Briinker et al., 2024). Resilience in the workplace is
relevant for organizations operating in a volatile environment fueled by digitalization, market changes, as
well as systemic risks (Garrido-Moreno et al., 2024). Digital readiness helps shape creative output through a
workforce resilience mechanism in the context of a developing economy (Atan & Gelirli, 2025; Citraresmi et
al., 2025). At the organizational level, digital orientation is positively correlated with organizational
resilience through the lens of Dynamic capabilities (Ruiz et al., 2024). In the realm of HR strategy, digital
HR strategy has been conceived as a configuration that aligns HR processes with digital capabilities and has
an impact on company performance (Georgescu et al., 2024). Strategic human resource management
practices and organizational culture contribute to strengthening organizational resilience, including in the
public sector (Georgescu et al., 2024).

The Alpha generation, who grow up entirely in a digital environment, is projected to enter the world
of work with different expectations, learning patterns, and work orientations than previous generations
(Hofrova et al., 2024). Generation Alpha has a high level of technological literacy, a preference for work
flexibility, and a need for a responsive and continuous learning-oriented work environment (Coolsaet, 2024).
These characteristics present opportunities as well as challenges for organizations in building the resilience
of this generation's work systematically (Harari et al., 2023). Employees' ability to cope with pressure and
change is influenced by organizational structural support and policies (Zhang et al., 2025). One of the key
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factors in building work resilience is the digital readiness of human resources (Ahmi, 2025). This readiness
includes technological competence, digital mindset, and individual ability to effectively utilize technology-
based work systems (Citraresmi et al., 2025). Digital readiness increases self-efficacy, job confidence, and
individual adaptability in the face of organizational change (Bahyan et al., 2024).

Organizational culture adaptability plays an important role in creating a work environment that
supports innovation, learning, and tolerance for change (Chughtai et al., 2023). An adaptive organizational
culture has been shown to strengthen individual resilience by providing a safe psychological space to
experiment and grow (Kareem et al., 2025; Paredes-Saavedra et al., 2024). Talent management strategies are
an institutional instrument that plays an important role in managing potential, developing competencies, and
retaining the new generation of the workforce (M. Guerra et al., 2024). This instrument affects the
sustainability of performance and the readiness of individuals in the face of changes in the work environment
(Jooss et al., 2024). Talent management that is in line with the characteristics of the digital generation is able
to strengthen work commitment and long-term career resilience through continuous development and
systematic organizational support (Abid & Loufrani, 2024).

The literature on Generation Alpha has been extensively reviewed in relation to contemporary
technology, with findings confirming exposure to technology from a very early age, high dependence on
mobile devices, and the integration of immersive technologies such as virtual reality into everyday life.
However, these studies are still dominated by an educational and early development perspective, while their
implications for the world of work and the ability of Generation Alpha to cope with stress are still relatively
limited (Wojtaszczyk et al.,, 2025). Research on employment value propositions generally focuses on
previous generations and emphasizes the attractiveness, uniqueness, and credibility of an organization's
offerings, without specifically attributing it to the digital characteristics and resilience needs of Generation
Alpha. This gap shows the lack of an integrative approach that connects Generation Alpha's digital readiness,
organizational culture, and talent management strategies in shaping work resilience. The novelty of this
study is an attempt to synthesize the three elements in a single conceptual framework to explain how the
digital characteristics of Generation Alpha can be converted into a source of resilience through adaptive and
sustainable organizational practices.

. METHODS

This study uses a qualitative approach through a systematic literature review to analyze the influence
of digital readiness, organizational culture, and talent management strategies on the resilience of Alpha
Generation in the workplace. Data sources are obtained from reputable scientific articles indexed by Scopus,
the Web of Science, and other relevant academic databases. The literature search process was carried out
using keywords related to digital readiness, organizational culture, talent management, work resilience, and
Generation Alpha. Literature selection is carried out in stages through screening of titles, abstracts, and full
texts based on criteria of relevance, methodological quality, and theoretical contribution. Data analysis was
carried out in a descriptive-analytical manner by synthesizing findings across studies to identify patterns of
relationships between variables, research gaps, and conceptual and practical implications. This approach
allows for the formulation of a conceptual framework for Generation Alpha's resilience that is contextual to
digital work dynamics.

1. RESULT AND DISCUSSION

Digital Readiness for Alpha Generation Resilience

Generation Alpha stands out as Digital Native who have a high level of hyper-connectivity and
exposure to a diverse and globalized world from a very early age. This condition increases their mobility and
forms closeness to visually-oriented communication patterns. These distinctive sociocultural characteristics
distinguish Generation Alpha from previous generations and have the potential to shape their perspective and
interaction patterns with society in the future. The digital readiness of human resources has an important
role in building Alpha Generation resilience in the workplace (Coolsaet, 2024). Technology competence,
digital mindset, and the ability to utilize technology-based work systems increase individual confidence,
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work efficiency, and adaptability in dealing with changes in the work environment (Citraresmi et al., 2025).
Digital readiness serves as a strategic resource that enables individuals and organizations to respond quickly
and effectively to change (Ahmi, 2025). Digital readiness also supports technical performance, and
strengthens the psychological resilience of the workforce in uncertain work situations (Bahyan et al., 2024).
Digital orientation and readiness directly contribute to individual resilience through improved learning
abilities and continuous adaptation in a digital work environment (Cahyadi et al., 2024; Zahoor et al., 2024).

The Alpha Generation itself is characterized by five main attributes, namely digital, social, global,
mobile, and visual. As Digital Native, Generation Alpha is the generation that is most familiar with the
digital and virtual world from birth. Digital technology has become an integral part of their lives and shapes
the way they understand reality, build relationships, and communicate in social and work environments.
Digital readiness is associated with work output through strengthening workforce resilience (Citraresmi et
al., 2025). Digital capabilities enhance individual adaptation to dynamic job demands (Michelotto & Joia,
2024). At the organizational level, digital orientation has been shown to be positively correlated with
increased resilience. This confirms the role of digital capabilities as a Enabler in the process of adapting to
changes in the work environment (Liu et al., 2023). At the strategic level, a digital-based human resource
strategy provides a framework to align HR management practices, data utilization, and technology to support
organizational performance and consistency in HR policy implementation (AL-Hawamleh, 2024). Digital
competence, adaptive mindset, and the ability to utilize digital-based work systems increase self-efficacy and
individual adaptability to change (Banerjee & Sharma, 2024). The use of interactive artificial intelligence
and gamification-based learning approaches strengthens the digital readiness of Generation Alpha who are
intensively connected to digital technology from an early age. Generation Alpha's preference for portability,
speed, and personalization in accessing information encourages the formation of adaptive and independent
learning patterns, which contribute to increased work resilience (Zlatanova-pazheva, 2024).

Digital readiness powered by Al-driven interactions enables Generation Alpha to gain quick
feedback, learn from mistakes, and continuously adapt to changing work environments (Héfrova et al.,
2024). Through interactive and responsive learning experiences, Generation Alpha develops problem-solving
abilities as well as performance recovery after stress, which are key components of resilience. Thus, digital
readiness supports technical performance, and plays a strategic role in building the resilience of Generation
Alpha in the era of digital transformation.While digital readiness has the potential to strengthen the resilience
of Generation Alpha, the literature also identifies a number of barriers that can weaken the process. Exposure
to highly intense technology from an early age risks lowering attention span and cognitive resilience, thus
affecting the ability to cope with prolonged work stress. Reliance on digital systems and instant feedback has
the potential to reduce the tolerance for failure and delay, which is an important aspect of building resilience
(Harari et al., 2023). The gap in the quality of digital literacy and access to technology between individuals
can create an imbalance in adaptive readiness in the work environment. A lack of organizational assistance in
developing non-digital-based reflective and stress management skills can also limit Generation Alpha's
ability to recover performance independently when faced with uncertainty and work pressure.The negative
impact of technology on Generation Alpha emerges as an adaptive challenge that can affect self-regulation,
attention resilience, and stress management in the work environment.

Intensive and sustained exposure to technology has the potential to decrease self-regulation skills,
attention resilience, and tolerance to frustration, which are important components of building resilience. This
dependency can also limit direct social interaction and non-digital problem-solving experiences, weakening
adaptability when faced with complex pressures (Citraresmi et al., 2025). Excessive digital exposure and
reliance on instant feedback have the potential to lower tolerance for failure and hinder performance
recovery after work stress. Low technological literacy in organizations can weaken communication and
social support that are important for building work resilience. This condition emphasizes the need for a
balance between the use of technology and organizational support so that the work resilience of Generation
Alpha can develop optimally.
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Organizational Culture and Resilience of Generation Alpha

The resilience of Alpha Generation is strongly influenced by the values, norms, and cultural
orientation of the organization in which they operate. The shift in the meaning of resilience from structural
stability to digital autonomy shows that an organizational culture that values flexibility, learning, and trust is
becoming increasingly relevant. In a work environment characterized by hybrid work and fluid space-time
boundaries, an adaptive culture allows Generation Alpha to interpret resilience as the ability to maintain
relevance, manage work identity, and restore performance in the midst of rapid change. The ethical
dimension of the organization—such as concern for environmental issues and diversity—is an important
foundation of resilience because the alignment of values between individuals and organizations strengthens
psychological attachment. An organizational culture that fails to demonstrate social responsibility risks
weakening the sense of purpose and resilience of Generation Alpha in the long run. The digital and social
characteristics of Generation Alpha form a strong global perspective, as digitalization and rapidly changing
workforce dynamics reshape organizational culture change (Chughtai et al., 2023). In this situation,
Generation Alpha emerged as a key actor in organizational transformation because they have high digital
competence, sensitivity to environmental issues, and the ability to learn quickly, thus playing an important
role in maintaining the sustainability of organizational culture and encouraging innovative practices.

The sustainability of a strong organizational culture is closely related to the effectiveness of
communication methods and the organization's ability to adapt to change (Georgescu et al., 2024).
Organizational culture adaptability is a contextual factor that strengthens the resilience of Generation Alpha,
especially when the work culture is open to innovation, continuous learning, and work flexibility, which
creates space for experimentation, tolerance for error, and recovery after work stress (Bilderback &
Kilpatrick, 2025). Adaptive culture serves as a social mechanism that shapes individual attitudes, values, and
work behaviors, while rigid and hierarchical cultures tend to hinder the adaptability of young workers
(Bilderback & Kilpatrick, 2025). An organizational culture that is responsive to change and learning-oriented
has been proven to increase employee resilience capacity in the face of the uncertainty of the work
environment (Florez-Jimenez et al., 2025). An adaptive and learning-oriented organizational culture
significantly increases the resilience capacity of employees in the face of uncertainty and changes in the
work environment (Srivastava & Rao, 2025).

Organizational culture has an important role to play in shaping Generation Alpha resilience in the
workplace through the creation of an environment that supports adaptation, learning, and recovery from
work pressure. An organizational culture that is adaptive, open to innovation, and oriented towards
continuous learning has been proven to improve the ability of individuals to deal with uncertainty and rapid
changes in the work environment (Georgescu et al., 2024). Organizational values that support flexibility,
collaboration, and trust encourage the formation of a sense of psychological security, which is an important
foundation for the resilience of a digital-native workforce like Generation Alpha. Rigid, hierarchical, and
minimal participation culture tends to hinder the adaptability of the younger generation and weaken
individual agility in dealing with work dynamics (Srivastava & Rao, 2025). Thus, the alignment between
organizational culture and the global—-digital characteristics of Generation Alpha is a determining factor in
building a sustainable work resilience (Daniel & George, 2025).The findings suggest that the changing
values of Alpha Generation demand a fundamental transformation of organizational culture. A rejection of
rigid hierarchies, office-centered work, and unethical work practices confirm that an organizational culture
based on institutional control and loyalty is no longer relevant to this generation. Organizational culture
needs to shift towards value-orientation, transparency, and social impact, where ethics, sustainability, and
inclusivity are positioned as foundations, rather than mere symbolic attributes.

Algorithmic-based validation and digital visibility are also changing the way work meanings and
recognition are constructed, so that organizational culture is required to be more open to non-traditional
evaluation mechanisms. A culture that fails to adapt risks weakening the psychological attachment and
resilience of Generation Alpha in the face of growing long-term work pressures (Kareem et al., 2025;
Paredes-Saavedra et al., 2024).Organizational culture can be an obstacle to building Alpha Generation
resilience when values, norms, and work practices are not aligned with the characteristics of this digital-
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native generation. A rigid, hierarchical, and minimal participation culture tends to limit the space for
expression, learning, and initiative-taking, thereby weakening the adaptability of the Alpha Generation in
dealing with work pressure. Lack of support for work flexibility, cross-functional collaboration, and the use
of technology can reduce attachment and psychological security of this generation. Organizational culture
that is less inclusive and unresponsive to diversity issues and social values embraced by Generation Alpha
has the potential to cause value tension and disengagement. This condition hinders the performance recovery
process and reduces the resilience of Generation Alpha in facing the dynamics and uncertainty of the work
environment. The redefinition of work resilience by Generation Alpha demands a fundamental change in
organizational culture. The emphasis on digital autonomy, value alignment, and work flexibility places
ethics, sustainability, and transparency as core elements of organizational culture, rather than just symbolic
attributes. A work culture that is not aligned with these values risks losing legitimacy in the eyes of
Generation Alpha, especially when organizations fail to demonstrate a real commitment to social
responsibility and environmental impact. The difference in cross-cultural value orientation emphasizes that
organizational culture cannot be built on uniform generational assumptions, but rather needs to be adapted to
specific social and institutional contexts.

Alpha Generation Talent Management and Resilience Strategy

Talent management plays a role in operationalizing the adaptive potential of Generation Alpha into
sustainable career resilience. Unlike the previous generation that relied on organizational stability,
Generation Alpha builds resilience through platform-based self-direction, role diversification, and mastery of
the digital ecosystem. Talent management practices that support career flexibility, cross-project maobility,
continuous learning, and work autonomy enable this generation to survive in conditions of structural
uncertainty. The normalization of the project-based economy and initial experience with distance learning
reinforces the preference for talent systems that are not linear and not tied to a single work role. On the other
hand, a rigid and single-role-oriented talent management system has the potential to hinder resilience
because it is not aligned with the adaptation patterns and expectations of the Alpha Generation.Strategic
human resource management practices and organizational culture contribute significantly to strengthening
organizational resilience through the alignment of policies, processes, and work behaviors (Georgescu et al.,
2024). Talent management strategies serve as an institutional instrument that connects digital readiness and
organizational culture with Generation Alpha's work resilience (Frog, 2025). Talent management practices
that are oriented towards competency development, continuous learning, and career support have been
proven to strengthen work commitments and long-term career resilience (JM Guerra et al., 2023).

Organizational support through talent management policies encourages the emergence of a sense of
attachment and willingness of individuals to survive and adapt in the organization (H6frova et al., 2024). An
integrated and responsive talent management system improves employee resilience through increased career
readiness and trust in the organization (Sudrajat et al., 2023). Digital transformation-based talent
management increases employee resilience through increased adaptive readiness and career path clarity
(Vieira et al., 2024). Talent management practices that are aligned with the values of the digital generation
contribute significantly to work resilience (Menezes et al., 2025). Talent management has a significant
impact on the success of digital transformation through competency readiness and employee involvement in
adopting technological changes (Hofrova et al., 2024). Study Gifts (2025) shows that Generation Alpha is
significantly redefining the meaning of career success by placing digital autonomy, value alignment, and
work flexibility as higher priorities than conventional indicators such as salary and position. The preference
reflects a fundamental shift away from traditional human resource management models to a platform-based
nonlinear career pattern. Organizations need to adapt through the development of talent management
strategies that are aligned with the characteristics of the digital generation, strengthening Employer Branding
based on values and ethics, as well as handling occupational vulnerability in the economy Shows through the
implementation of innovative social protection (Abid & Loufrani, 2024).

The difference in Generation Alpha's career goals across cultural contexts highlights the limitations
of Western-oriented generation theory and demands a more contextual approach to workforce management.
Collaboration between businesses, educational institutions, and policymakers is essential to build a
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framework that is inclusive, sustainable, and technologically flexible, so as to optimize the unique potential
of Generation Alpha while minimizing the risk of digital inequality. Failure to adapt has the potential to
create systemic mismatches between the new workforce and outdated organizational structures (Jooss et al.,
2024).The shift in Alpha Generation preferences indicates the need to transform human resource
management strategies. Platform-based nonlinear career paths, digital competency validation, and flexibility
in work arrangements demand a more adaptive talent system design than the conventional model based on
job title and tenure. Organizations need to develop a talent strategy that digital-native, strengthen Employer
Branding value-based, as well as responding to the vulnerability of work in the economy Shows through
social protection innovations. Without these adjustments, the adaptive potential and resilience of Generation
Alpha are difficult to convert into long-term performance contributions, increasing the risk of mismatches
between the characteristics of the new workforce and the organizational structure already in use (M. Guerra
et al., 2024).

Talent management is required to accommodate the nonlinear and platform-based career pattern that
is the preference of the Alpha Generation. Linear promotion systems, formal degree-based assessments, and
conventional employment contracts are increasingly losing appeal compared to digital skills portfolios,
community-based validation, and work flexibility. Talent management practices need to be directed at the
development of project-based career paths, adaptive learning, and the design of work benefits that are
relevant to the digital economy. However, the high appreciation for work autonomy is also accompanied by
concerns about the social protection gap, which demands talent policy innovation related to welfare and job
security guarantees. Without strategic adjustments in talent management, organizations risk failing to convert
the adaptive potential of Generation Alpha into sustainable work resilience.

Iv. CONCLUSION

Based on the results of the synthesis and discussion of the literature, it is concluded that the work
resilience of Generation Alpha is formed by the dynamic interaction between digital readiness,
organizational culture, and talent management strategies in the context of sustainable digital transformation.
Digital readiness is the main foundation of resilience through strengthening self-efficacy, adaptive learning
capacity, and psychological resilience, but it has the potential to weaken self-regulation and tolerance for
failure if it is not balanced with reflective and social support. Organizational culture acts as a reinforcement
or weakener of resilience by providing an adaptive, ethical, inclusive, and psychologically safe work
environment, which supports Generation Alpha to manage work identity, restore performance, and maintain
attachment in the midst of fluid work dynamics.

Talent management strategies are an institutional instrument that converts the adaptive potential of
this digital-native generation into long-term work resilience through nonlinear career paths, continuous
learning, work flexibility, and welfare protection in a platform-based economy. Organizations need to
integrate strengthening digital readiness, establishing a value-based adaptive work culture, and flexible talent
management strategies to support Generation Alpha resilience, with an emphasis on continuous learning,
psychological safety, and social protection innovation in a platform-based economy. The next research is
suggested to empirically examine the relationship between digital readiness, organizational culture, and
talent management to the resilience of Generation Alpha through cross-sector and cross-cultural studies, as
well as explore the role of leadership and organizational ethics as a reinforcing factor in facing future work
dynamics.
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	The increasingly intensive digital transformation has fundamentally changed the work structure, competencies required, and the pattern of interaction between individuals and organizations in various sectors (Sobczak, 2025). These changes encourage org...
	The Alpha generation, who grow up entirely in a digital environment, is projected to enter the world of work with different expectations, learning patterns, and work orientations than previous generations (Höfrová et al., 2024). Generation Alpha has a...
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	Generation Alpha stands out as Digital Native who have a high level of hyper-connectivity and exposure to a diverse and globalized world from a very early age. This condition increases their mobility and forms closeness to visually-oriented communicat...
	The Alpha Generation itself is characterized by five main attributes, namely digital, social, global, mobile, and visual. As Digital Native, Generation Alpha is the generation that is most familiar with the digital and virtual world from birth. Digita...
	Digital readiness powered by AI-driven interactions enables Generation Alpha to gain quick feedback, learn from mistakes, and continuously adapt to changing work environments (Höfrová et al., 2024). Through interactive and responsive learning experien...
	Intensive and sustained exposure to technology has the potential to decrease self-regulation skills, attention resilience, and tolerance to frustration, which are important components of building resilience. This dependency can also limit direct soci...
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	The resilience of Alpha Generation is strongly influenced by the values, norms, and cultural orientation of the organization in which they operate. The shift in the meaning of resilience from structural stability to digital autonomy shows that an orga...
	The sustainability of a strong organizational culture is closely related to the effectiveness of communication methods and the organization's ability to adapt to change (Georgescu et al., 2024). Organizational culture adaptability is a contextual fact...
	Organizational culture has an important role to play in shaping Generation Alpha resilience in the workplace through the creation of an environment that supports adaptation, learning, and recovery from work pressure. An organizational culture that is ...
	Algorithmic-based validation and digital visibility are also changing the way work meanings and recognition are constructed, so that organizational culture is required to be more open to non-traditional evaluation mechanisms. A culture that fails to a...
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