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Abstract

Learning & Development are molding the modern workforce, and it especially affects fast-
changing sectors, like those driven by IT. Organizations do have to evolve and keep up with
allowing their employees continuous periods of upskilling and encouragement of a growth
culture. Learning & Development programs are not just about skill deployment; rather, they are
seen as overall strategic mechanisms for increasing engagement, satisfaction, and career growth
of employees. Therefore, the study mainly focuses on Learning & Development initiatives,
employee performance, and retention in the IT industry of Chennai. In an environment of high
talent mobility and constant change of skills requirement, the most important thing is
understanding how employees experience and respond to learning opportunities. Hence, the
research aims to look into broader learning dynamics that concern how organizations design and
deliver development programs and the extent these efforts align with individual and
organizational goals. From this perspective, the increasing importance of learning in this sense
complements professional development through long-term workforce stability as part of an
intentional ongoing process.

Keywords: Learning and Development, IT Sector, Chennai, Employee Satisfaction, Skill
Enhancement

Introduction

Every organization in the world is enhancing the way they manage human capital development to
remain aligned with and to cope with changing business requirements. All these considerations
prompt continuous learning as a strategic means, while emphasizing even more in some
industries that are more technology-intensive and fast-changing, like Information Technology
(IT). The learning and development (L&D) programs are one of the most crucial components of
contemporary human resource management (HRM), whose impact on retaining competitive edge
is achieved through skill improvement, capability development, and vice versa innovation.

L&D initiatives have also developed from just organizing training into other diverse uses: for
instance, the use of digital learning platforms; leadership development, technical upskilling, and
personalized career growth paths for employees. All these realize enhanced individuals'
competencies inside the organization toward thus contributing to organizational agility and
resilience. More so in environments driven by IT, where knowledge goes stale quickly, structured
and strategic L&D efforts are indispensable.
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Chennai-the IT hub of India-is gradually recognizing the importance of Learning and
Development. With such a large diverse talent pool, IT companies within Chennai are investing
in scalable and adaptive L&D solutions to meet skill gaps apart from improving employee
engagement and continuing investments in employee development for growth in the long-term. It
is crucial to assess how the employees perceive the programs, effectiveness in terms of
implementation, and the effect on productivity and retention to gain complete benefits from them.

LEARNING AND DEVELOPMENT
IN THE IT SECTOR IN CHENNAI

Competitive Innovation
Advantage and Retention

Learning
and
Development

Skill Gaps IT Hub
and Adaptation Dynamics

Need For The Study

The information technology (IT) sector has been experiencing rapid changes due to both constant
technological advancements and competition; thus, there is a growing need for a skilled adaptable
workforce. In this context, Learning and Development (L&D) programs are becoming
increasingly important in organizations that want to enhance performance, productivity, and
retention of employees. Despite this, many companies pay no attention to evaluating the
effectiveness of such programs. In India and especially around IT hubs such as Chennai,
employee retention is still a persistent challenge. It has led to high rates of attrition, which is
disruptive because it inflates recruitment costs. Most organizations have adopted structured L&D
initiatives for talent development and engagement. However, few organizations have made
arrangements for measuring the impact on employees clearly. The research intends to bridge this
gap by studying the relationship between L&D programs and relevant workforce metrics such as
job performance, satisfaction, and retention. It intends to provide evidence-based information that
can assist companies in making well-informed decisions with respect to their development
strategies and towards building a more motivated, capable, and committed workforce in an
increasingly strong competition within the dynamic and fast-evolving IT environment.

Research Questions

RQ1: To what extent do Learning and Development (L&D) programs influence employee
performance in the IT sector?
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RQ2: How do employees perceive the effectiveness and relevance of the L&D programs
provided by their organizations?

RQ3: What is the impact of L&D programs on employee retention and long-term commitment to
the organization?

RQ4: Are there significant differences in performance and retention outcomes based on the type,
frequency, or delivery mode (e.g., online vs. in-person) of the L&D programs?

Objectives

° To examine the level of awareness about learning and development (L&D) programs
among [T employees.
° To assess the effectiveness of L&D programs in improving employee skills.

° To evaluate the impact of L&D programs on employee job satisfaction and performance.
Hypothesis

Ho:: There is no significant awareness of learning and development (L&D) programs among IT
employees.

Ho2: There is no relationship between the effectiveness of L&D programs in improving skills and
impact measures.

Hos: There is no significant impact of learning and development (L&D) programs on employee
job satisfaction and performance.

Significance Of The Study

Learning and Development (L&D) programs have become crucial components in the context of
the rapidly developing IT industry. It is through L&D programs that skills are imparted or
upgraded among employees to keep them abreast with new developments in technology, improve
their individual performances, and instill a culture of continuous learning. This study has its
importance theoretically and practically as it contributes empirical evidence to how structured
L&D initiatives relate to improvements in individual performance and retention at the
organizational level. Attrition remains a constant challenge in the IT sector, making it even more
critical from the strategic human resource management perspective to comprehend the
relationship between training investments and employee loyalty. Resulting from the findings of
this research, HR professionals and business leaders can design more focused and effective
training programs that align employee aspirations to those of the organization. The study
emphasizes the need for employees to be granted access to significant development opportunities,
which can help in shaping their prospects for career advancement and job satisfaction. The
research, academically, contributes to the body of literature around human capital development in
emerging economies, such as India, giving good inputs to policymakers and training providers for
the design of sustainable and impactful learning frameworks. In essence, positioning L&D
expenditures as purposeful and evidence-based can generate higher levels of employee
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competency, motivation, and commitment-all important elements for sustaining a competitive
advantage in the fast-moving IT sector.

Limitation Of The Study
° The study is limited to the Information Technology (IT) sector and does not include
other industries like banking, healthcare, or manufacturing.

° It is geographically focused on IT companies in Chennai, and findings may not apply to
other regions.

° The research considers only formal Learning and Development (L&D) programs
organized by the company, excluding informal or self-directed learning.

° The data collection reflects short-term impacts and does not cover long-term employee
development or retention trends over years.

Research Methodology

Research Design

The investigation ranges into analytical research designs directed toward the impact of the
organizations' Learning and Development (L&D) programs on employee performance retention
in the specific IT sector. Although analytical research describes, it goes beyond describing a
phenomenon to analyze and interpret the data by searching for patterns, relationships, and causal
links. In this regard, L&D components seek to know how different components affect the
workplace outcome of employees, as well as retention decisions, by using a structured
questionnaire.

Population and Sampling

The population for the study comprised IT sector employees in Chennai that participated in L&D
programs in their organization. As a sampling technique, convenience sampling was used to
target employees of different levels-junior, mid-level, and managerial-depending on their
accessibility and willingness to participate. A sample size of 150 participants were chosen to
ensure that ample data were collected for analysis.

Data Collection Method

The present work is based upon primary and secondary data. Primary data involved a survey
through a structured online questionnaire administered to IT professionals based in Chennai. The
survey comprised closed-ended and Likert-scale items addressing employees' views about
Learning and Development (L&D) programs, performance, and retention.

Secondary data were collected from the HR reports of the company, industry journals, and
previous research in order to support and validate the primary finding.
Tools for Data Analysis

° Percentage Analysis
° One Way ANOVA
° Correlation
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Literature Review

Learning and Development (L&D) programs are required by organizations to enhance the skills
and job satisfaction of employees and loyalty to the organization. According to Noe (2017),
appropriate training and development efforts close the skills gap and develop employees for
competent business challenges ahead. In a fast changing IT environment, continuous learning
becomes a necessity rather than a convenience (Armstrong & Taylor, 2020).

Learning and Development (L&D) tends to become ever more important in strategic human
resource management, given the high skill and fast-changing nature of the sector, particularly in
Information Technology (IT). Organizations consider L&D as not just a means to enhance
employee capabilities but also as the means to increase job satisfaction and reduce attrition
(Gupta, 2022). As the IT sector is constantly undergoing technological disruptions, the need for
employees to constantly learn and adjust has now become a competitive weapon.

In 2022, Gupta published a study through which he collected data involving 110 IT professionals
with the results showing that training leads to better productivity and efficiency and, even more
importantly, is most effective when linked to the job. Joshi et al. (2023) in their survey of IT
firms in Pune found that structured L&D programs were likely to enhance both individual and
organizational results showing that training investments of firms tend to yield performance gains
that can be measured.

Sharma, Raj, and Kumar (2023) posited that there exists a direct link between well-thought-out
training initiatives and an upturn in the quality of work with regard to productivity in the job
performance- training relationship within the Indian IT industry. Their findings affirm that the
need is there to build customized learning frameworks that continuously evolve with technology
trends in order to ensure that employees remain relevant to the changing trends.

Structured L&D programs, according to Chatterjee et al. (2018), enhanced satisfaction among
employees, reduced turnover intentions, and increased productivity among IT firms in India. In
addition, Dhar (2015) emphasized that encouraging L&D culture provides a notable boost to
employees' morale and capacity for employer branding especially in knowledge-intensive sectors.
Retention is a challenge in the IT industry in India, with major attrition disrupting continuity in
recruitment costs in metro hubs like Chennai. According to Priyanka and Shyamaladevi (2024),
employees showed greater retention rates when employers offered continuous development
opportunities in Chennai's IT firms. Their study suggested training programs highly influenced
employee perceptions of career growth and organizational support, resulting in increased job
loyalty.

According to Mahalakshmi and Thaiyalnayaki (2024), structured retention strategies involving
L&D have shown greater resilience in their workforce. They added that salary may only motivate
employees in the short term, while long-term employee engagement may be dictated by the
career development pathways offered via training.

Anilkumar and Pravitha (2024) analyzed the awareness level of L&D offerings in IT
organizations dispersed across Chennai. The study showed that despite the presence of L&D
programs in the said organizations, awareness, and participation levels can vary greatly across job
roles and seniority levels. Essentially, this imbalance between availability and usage indicates the
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need for in-house marketing and communication strategies within the firm for optimal
participation in L&D opportunities.

According to Economic Times & upGrad (2025), on a national scale, 75% of Indian employees
upskill only if mandated, indicating that intrinsic motivation is relatively low. These findings
indicate that there could be a disconnect between L&D policy and employee behavior, further
justifying the need for L&D to engage and personalize their learning programs.

Learning & Development has been construed as one of the avenues for sustaining long-term
growth. According to EY's 2025 survey, skill development is one of the prominent drivers
keeping Indian professionals in or away from an employer, especially those in the IT domain. The
ETHRWorld Global Learning & Skilling Report for 2025 shows that 58% of L&D leaders in
Asia consider skill gaps and integration of Al in learning to be their biggest challenges; providing
evidence of this continuing need for forward-thinking learning strategies that incorporate future
skill requirements.

TeamLease EdTech (2025) further shows that less than 24% of firms in India actually sponsor
such upscaling training to employees. Clearly there is a large gap between what organizations
intend to do and what they are willing to invest in. For Chennai's IT ecosystem, such a gap can be
indeed very costly, given a very competitive talent landscape and increasing demands of digital
capabilities.

The above research demonstrates a collective strategic importance of L&D in the IT industry:
Individual performance improvement parallel with organizational stability.

Research Gap

While the relationship between learning and development (L&D) programs and employee
outcomes like performance, satisfaction, and retention has been widely accepted, critical gaps
remain in the rapidly changing IT sector in India. Whereas Gupta (2022), Joshi et al. (2023), and
Sharma et al. (2023) state that L&D does generally promote productivity, they tend to be non-
region-specific and exclude dynamic hubs like Chennai. Chennai is unique in terms of its
converging high attrition rates, severe digital demands, and diverse workforce. Also, while
discussions on attrition challenges exit (Priyanka & Shyamaladevi, 2024; Mahalakshmi &
Thaiyalnayaki, 2024), hardly any empirical studies examine structured L&D interventions and
their long-term effects on retention, let alone draw in mediating variables such as employee
awareness, engagement, and job satisfaction. Studies by Anilkumar & Pravitha (2024) and
Economic Times & upGrad (2025) are talking of low rates of voluntary participation in L&D, not
looking at how this disengagement would impact commitment among employees. National
reports (EY, 2025; ETHRWorld, 2025; TeamLease EdTech, 2025) highlight the need for L&D to
develop digital skills and prepare for Al but, beyond that, little research exists that offers rigorous
models to assess its impact on performance and retention simultaneously. To this end, this study
aims to fill these identified gaps with a localized and evidence-based evaluation of L&D
programs within Chennai's IT sector, to clarify the role of L&D in supporting employee growth
and organizational sustainability through technological transformation.

Results And Discussion
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1. Demographic Variables

Experience
Frequency Percent

Particulars
1 - 3 Years 9 6.0
4 - 6 Years 58 38.7
7 - 9 Years 44 29.3
10 Years and above 39 26.0
Total 150 100.0

Experience

1-3 Years

10 Years and above

4-6 Years

7-9 Years

Most of the respondents, as per the work experience shown above, fall under the range of 4-6
years' experience, which is composed of 38.7% of the total participants, followed by the 29.3%
with 7-9 years of experience. A total of 26% of the respondents have more than 10 years of work
experience in the IT industry while the remaining portion of the sample, accounting for only a
minority of 6%, falls under the 1-3 years of work experience.

This pattern of distribution clearly suggests that the sample mostly comprises middle to highly
experienced professionals. Such composition is quite useful in assessing the efficacy of Learning
and Development (L&D) in the organization as employees who have had continued years of
experience would have attended and evaluated several training interventions and their views will
be richer in evaluating the success of these programs in improving performance and
strengthening retention. The newer professionals will also be included in ensuring mixed
experiences reflecting how the L&D programs are viewed by all levels in the IT sector within the
spectrum of experience.

Department

http://jier.org 4112



Journal of Informatics Education and Research
ISSN: 1526-4726
Vol 5 Issue 3 (2025)

Frequency Percent

Particulars
Software Development 92 61.3
[T Support 50 33.3
HR or L&D 3 2.0
QA/Testing 3 2.0
Management 2 1.3
Total 150 100.0

Department

QA/Testing

IT Support

Software Development
61.4%

As for the department-wise distribution of the respondents, the overwhelming majority, viz.
61.3% (92 individuals), belong to Software Development, again pointedly indicating that the
company is very much focused on its core technical and product development functions. Next,
33.3% (50 individuals) show that the company has also focused considerably on IT Support,
maintaining efficiency and technical infrastructure. A small number of respondents report into
HR or Learning & Development (2.0%) and QA/Testing (2.0%), indicating that their support and
quality functions remain leanly staffed. Only 1.3% (2 individuals) are in the Management team,
indicating a relatively flat structure with not many layers of hierarchy. Overall, this distribution
would imply that the company runs mostly on its technical workforce with a lean support and
leadership structure, which suits the agile and rapidly changing nature of the IT industry.

Attended any Learning & Development (L&D)
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Particulars Frequency Percent
Yes 75 50

No 75 50

Total 150 100

Attended Learning & Development (L&D)

The data shows that IT employees have an equal division concerning Learning and Development
(L&D) programs, where 50 out of the 100 respondents mark participation while the rest mention
non-participation. Such a distribution is indicative of a balanced but critical cross-section of
exposure in professional development. While half of the workforce seeks to excel in their crafts,
the other half does not, making it clear that their growth and preparation for changing demand in
the field may be limited. This certainly suggests the need for more holistic and planned
approaches toward L&D programs where in Chennai's IT sector-fast growth of technology and
competition is concerned. Wider mass participation would build a uniformly skilled and flexible

workforce aligned with organization goals.

I. Examine The Level Of Awareness About Learning And Development (L&D) Programs

Among It Employees.

Hy : There is no significant difference between Level of awareness about Learning and

Development implemented in I'T organizations and Experience

Table 4

ANOVA Level of awareness about Learning and Development implemented in IT

organizations
and Experience
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Sum of df Mean F Sig.
Squares Square
Aware of the Between 16.031 3 5.344 | 37.504 | .000
learning and Groups
developmen
t programs offered Within 20.802 146 142
by my company Groups
Total 36.833 149
Company Between 12.917 3 4.306 | 26.611 | .000
communicates Groups
clearly about
training programs. | Groups
Total 36.540 149

The above table suggests that the P-values for the variables “Aware of the learning and
development programs offered by my company” and “Company communicates clearly about
available training programs” are both less than 0.01, indicating statistical significance at the 1%
level. Hence, the null hypothesis (Ho) is rejected in both cases. The data can clearly distinguish
the variable distribution of awareness and perception of Learning & Development (L&D)
programs across employee levels in the IT sector. The implication of these findings is that
awareness and effectiveness of perceived communication with regard to L&D programs differ
among employees with increasing years of experience. So, it becomes essential for organizations
to develop communication strategies and reach out to training proposals with respect to employee
experience to ensure that L&D programs are properly understood, accessed, and used by
employees at all levels of experience.

Lii. Assess The Effectiveness Of L&D Programs In Improving Employee Skills.
Hp : There is no relationship between effectiveness of L&D programs in improving
employee skills and impact of L&D programs

Correlation between effectiveness of L&D programs in improving employee skills and
impact of L&D programs
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The More The More
training confident | training has satisfied
has helped | in the job helped to | with the job
me after perform because of
improve attending better at the training
my skills. the work. provided.
training.
The training | Pearson S528%** A438%* 694 396%*
programs are | Correlation
relevant to my job. - -
Sig. (2-tailed) .000 .000 .000 .000
N 150 150 150 150
The training | Pearson J182%*® A409%* .604%** .607+*
sessions are easy to | Correlation
understand and [— -
useful. Sig. (2-tailed) .000 .000 .000 .000
N 150 150 150 150
The trainers Pearson 654 400%* .605%* 367%*
are Correlation
knowledgeable - -
and helpful. Sig. (2-tailed) .000 .000 .000 .000
N 150 150 150 150

The above findings reveal a high positive significant correlation of "The training has helped me
improve my skills" with several significant impact variables, namely, "The training has helped to
perform better at work" (r = 0.694, p < 0.01) and "The training sessions are easy to understand
and useful" (r=0.782; p < 0.01). This indicates that skill enhancement through L&D programs is
closely related to better job performance as well as positive experiences from learning.

There is also a moderate positive correlation between improvement in skills and "More confident
in the job after attending the training" (1=0.438, p<0.01) and "More satisfied with the job because
of the training provided" (r=0.396, p<0.01). This shows that employees feel more empowered
and content when they consider training effective. Accordingly, ease and usefulness of training
sessions have strong correlations with performance (r=0.604, p<0.01), satisfaction (r=0.607,
p<0.01), and skill development affirming that well-structured and understandable training
delivers both competence and morale.

Also, the knowledge and support of trainers highly relates to all these variables with references to
improvement in skill (r=0.654, p<0.01) and job performance (r=0.605, p<0.01).

The results in overall measure effectiveness and delivery of L&D programs with strong positive
correlation to employee skills, confidence, performance, and satisfaction; which is a signature
feature of good, relevant, and effectively delivered training evident in IT.
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Iv. Evaluate The Impact Of L&D Programs On Employee Job Satisfaction And

Performance

Ho : There is no significant difference between Impact of L&D programs implemented in IT
organizations and Designation

ANOVA between Impact of L&D programs implemented in IT organizations
and Designation

Sum of df Mean F Sig.
Squares Square

The training has helped me | Between 41.490 3 13.830 265.560 | .000
improve my skills. Groups

Within 7.603 | 146 052

Groups

Total 49.093 149
More confident in the job | Between 21.657 3 7.219 17.199 | .000
after attending the training. | Groups

Within 61.283 146 420

Groups

Total 82.940 149
The training has helped to | Between 26.290 3 8.763 20.878 | .000
perform better at work. Groups

Within 61.283 146 420

Groups

Total 87.573 149
More satisfied with the job | Between 23.951 3 7.984 18.390 | .000
because of the training | Groups
provided.

Within 63.382 146 434

Groups

Total 87.333 149

The ANOVA table above reveals that the P-values for all variables— “The training has helped me
improve my skills”, “More confident in the job after attending the training”, “The training has
helped to perform better at work”, and “More satisfied with the job because of the training
provided"—are less than 0.01. Therefore, the null hypothesis (Ho) is rejected at the 1% level of
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significance for each statement. This indicates a statistically significant difference in the
perceived impact of Learning and Development (L&D) programs based on the designation of
employees in IT organizations. Training helps develop skills, boost confidence, enhance job
performance, and increase job satisfaction for different designations in terms of effectiveness.
These findings indicate that exclusive training interventions are required for different roles and
also suggest that the high or low designations may perceive the benefits of L&D programs
differently. Therefore, IT companies need to adopt a more differentiated and designation-sensitive
approach in designing and evaluating their L&D strategies for effectiveness and relevance across
all organizational tiers.

FINDINGS e Wide Implementation of Learning & Development (L&D) Initiatives

It shows that in the IT industry, L&D programs are vastly implemented with organized systems to
equip employees with upgraded skills and better performance. Participation is about fifty percent,
implying that either programs are not available to all or employees are not motivated to take full
advantage of them.

o L&D Communication Needs Strategic Improvement

The difference in awareness and understanding of L&D programs is statistically significant
regarding levels of experience titled the experience adjective. It is directed towards employees
who have years of experience and better awareness as well as clearer perceptions in their
communication. This therefore points to targeted communication strategies for L&D, especially
for early-career professionals.

o L&D Programs Positively Influence Skill Development and Performance

There is a strong positive correlation between training courses, skill upgrade, job confidence, task
performance, and job satisfaction. Employees rated their performance-related metrics higher
when they considered the training sessions to be easily understood and well-implemented by the
trainers who had subject matter expertise.

e Designation-Specific Perception of Training Effectiveness

The perceptions of L&D vary greatly by designation. Higher or lower levels in the organization
perceive the relevance and usefulness of training differently. This calls for customizing L&D in
terms of content and delivery as per employee roles and responsibilities.

e Effective L&D Leads to Tangible Workplace Benefits

According to the study, employees engaged in a structured learning and development program are
both technically competent and confident regarding their job fulfillment and general engagement
into work. This, in turn, gives credence to the view that L&D is an active proponent of employee
well-being and retention rather than merely a developmental tool.

e Need for Inclusive and Engaging Training Culture

With the 50% non-participation rate, it is clear that organizations must improve their engagement
strategies to render L&D programs more inclusive, attractive, and accessible. Moreover, it
becomes imperative to have a learning culture that supports continuous upskilling, which in turn
contributes to sustaining productivity in the ever-changing IT industry.
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Suggestions

1. Enhance L&D Communication Strategies:

Communication approaches must hence be specifically targeted since awareness of Learning &
Development programs differs vastly by experience. To this end, early-career professionals in
need of such encouragement for participation need to be made clear with such messages and
thoughtful personal invitations.

2. Promote a Culture of Continuous Learning:

To boost participation from the present 50% level, IT organizations must build a culture that
fosters learning. Internal marketing of success stories, gamified learning experiences, and
recognition for completing training programs are a few ways to motivate employees regardless of
their level in the organization.

3. Implement Role-Specific Training Modules:

The effects of learning and development change as per the designations of employees; thus,
companies should design custom training paths suited to the roles and the responsibilities of the
individuals. Relevant training content for the role will give greater engagement and application
alongside improved performance.

4. Ensure Trainer Quality and Session Relevance:

It is efficiency synonymous with trainers and the comprehensibility of the program. Continuous
evaluation of trainers, updating course content, and collecting feedback from participants will
help maintain high-quality training sessions that are relevant.

5. Integrate L&D into Performance Management Systems:

Since training enhances skill development, satisfaction levels, and higher confidence, integrating
learning and development milestones into the employee appraisal and performance system can
motivate more personnel to take their learning seriously. Learning's connection to deeming
progress within one's career can also call for more participation.

6. Monitor and Evaluate L&D Outcomes Regularly:

This will include some post-training testing, performance metrics, and feedback from employees.
This data will help to refine future programs and systematically improve the effectiveness of
L&D.

Conclusion

This study reiterates the continuing strategic relevance of Learning and Development (L&D)
programs in the fast-moving IT sector of technologies which have drastically speeded up their
advancements and compelled organizations to make their employees continuously develop their
skills even while facing such breakthrough-dominating times. Although L&D structures are
present, the equal split in the participation exposes a crucial gap between program availability
and employee commitment. The study further establishes that knowledge and perceived
effectiveness of L&D initiatives differ significantly over experience levels and designations; thus,
differentiated communications and designs have to be tailored to these different employee
segments. Statistically significant correlations between L&D effectiveness and improved skills,
job performance, confidence, and satisfaction confirm that training, when designed and executed
appropriately, influences individual and organizational results. Trainers' qualities and relevance of
content as well as clarity in the delivery emerge as key areas of account for failure in the success
of such programs.These insights propose that IT organizations must start to move past a one-size-
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fits-all model, traversing the path to offer more nuanced data-driven L&D strategies aligned with
the roles, expectations, and development needs of the employees. Hence, an appropriately
endowed, well-integrated, and inclusive L&D strategy not only serves employee human capital
development but is also critical to promoting innovations, retaining talent, and ensuring
competitive positioning of the organization in a long-term view, especially in the era of digital
transformation.
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