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 ABSTRACT 

The study aims (1) to assess the digital knowledge value of BI Department employees 

using indicator standards, (2) to assess employee performance using KPIs, (3) to map 

talent pools, and (4) to recommend employee development programs. This research 

focused on an Indonesian e-commerce company. This research is quantitative and 

qualitative. Data was analyzed using descriptive statistical analysis and a talent 

mapping matrix. BI Department competence examination found that all Heads of BI 

Sub-Departments surpassed corporate criteria, while other workers met business 

norms. The effective attainment of business objectives using Key Performance 

Indicators (KPI) by a single member of the BI Department indicates the need for more 

improvement. An extra eleven workers exceeded expectations. Digital talent mapping 

for the BI Department highlighted Rising Star, Solid Performer, and Marginal 

Performer positions. 4. Based on the role in digital talent mapping, employee 

development might include competence development, objective setting, extra duties, 

work rotation, superior support, and aligning goals and expectations. 
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INTRODUCTION 

In today's competitive market, companies must excel in producing products and services 

and attracting and retaining qualified personnel. HR is crucial to a company's competitiveness 

(Doyle et al., 2022). Companies engage in employee development to boost competitiveness yet 

struggle to recognize and use staff capabilities (Rubalcaba, 2024). Indonesia's growing workforce 

affects labor rivalry (Figure 1). Indonesia's large population and fourth-place standing bring labor 

market problems and prospects (Andriani, 2021 Cerya & Sari, 2018). 
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Figure 1. Labor Force 2020-2023 

Source: BPS, August 2020-February 2023 (2023) 

The growing workforce has certainly increased business awareness of today's 

management difficulties, notably the continuous talent war phenomena. Organizations are 

battling to find and keep qualified personnel (Gorokhova & Kakadiy, 2023; Sarangal et al., 2023), 

creating a competitive climate in which talent management techniques are vital to success 

(Mahajan & Trivedi, 2022). Despite the significance of people management, many businesses 

struggle to adapt to changing needs because of the lack of standardized models and dependence 

on intuitive approaches. (Stuss, 2020). Firms must reevaluate their human management methods 

to sustain the long-term health and competitiveness of the company. 

Talent is a person's intrinsic qualities, skills, and knowledge that help them succeed in an 

organization. Talent is uncommon and precious and helps an organization achieve its strategic 

goals (SULTONOV, 2023). Organizational growth and competitive advantage depend on talent 

recognition and management (Joshi, 2023). Per several research articles, talent mapping entails 

identifying and analyzing employee talent and potential to meet the organization's strategic goals 

and future demands. This strategic strategy helps comprehend the talent environment, estimate 

future personnel requirements, and coordinate talent development programs (Puli & Sagi, 2022 

Santoso et al., 2021). Talent mapping helps firms manage human resources, increase 

performance, and succeed in a changing business environment. 

Several studies have stressed talent mapping across sectors. Research in the IT industry 

highlights competence mapping as crucial for talent evaluation across management levels 

(Ábrahám et al., 2023). Talent mapping is used in banking and FinTech to identify existing and 

future talents, focusing on networking, adaptability, and entrepreneurship (Kaur & Singh, 2022). 

Talent mapping at universities identified student cohorts and proposed a talent management 

framework for first-year students by examining problem-solving capabilities, demographics, and 

talent management techniques (Dominic & Kumar, 2021). No prior research has studied talent 

mapping that identifies and assesses employee performance and digital expertise. 

PT. SII is a global e-commerce leader. The firm operates in Indonesia, a promising and 

competitive market. Based on its vast reach and excellent technology, PT. SII introduces millions 

of items and services to Indonesian customers daily via e-commerce. PT. SII is the industry 

leader in Indonesian e-commerce due to its unique marketing methods and robust digital 

presence. PT. SII also helps small and medium firms and the Indonesian digital economy thrive. 
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This study examines PT. SII's BI Department, which influences business decisions. Data 

is analyzed in great depth by the business intelligence team to offer the corporate management 

crucial business insights. Business intelligence (BI) is a tool that helps firms evaluate customer 

behavior, market trends, and product performance. Utilizing sophisticated data processing and 

analytical modeling techniques enables the execution of this task. With business intelligence (BI), 

companies may improve their marketing, customer experience, and operational efficiency. 

Company intelligence also helps with the creation of long-term company plans and the invention 

of new products. Thus, BI staff must comprehend digital skills and expertise to boost operational 

efficiency and business strategy innovation. 

All employees' digital knowledge assessments, including performance and digital 

knowledge evaluations, may disclose a gap between their current knowledge and what the firm 

wants. This digital knowledge gap helps the organization discover personnel who require data 

analysis or digital market understanding training. As a result, individuals with significant gaps in 

their digital abilities are the primary focus of programs designed to increase their digital skills. 

This technique allows the organization to direct development resources to individuals in most 

need, resulting in improved team performance. These initiatives facilitate the improvement of 

employees' digital competencies, bolster the company's e-commerce leadership, and address their 

deficiencies in digital expertise. 

At HR People Management PT. SII, the People Search Department (Recruitment) 

utilizes a detailed and quantifiable assessment approach to choose staff development program 

participants. The system includes individual performance evaluations, digital knowledge quizzes 

or trials, and management or HR interviews. Digital knowledge tests help determine whether 

staff qualify for growth programs. This method selects employees for development programs 

based on needs, performance, digital knowledge, and potential. Through this systematic and 

objective method, PT. SII may deploy personnel development resources according to its strategic 

objectives and business demands. 

A talent mapping matrix helps firms establish personnel jobs and development plans. The 

talent mapping grid helps firms assess employee performance, digital expertise, and potential and 

assign them to relevant roles. A talent mapping grid helps develop employees and boosts 

corporate growth. 

PT. SII's growth program selects individuals based on superior recommendations, work 

requirements, and employee suggestions. Talent management using a talent mapping matrix 

simplifies employee jobs and development plans. PT. SII BI Department uses talent mapping to 

map personnel performance, digital knowledge, and potential according to business demands and 

the company's growth plan. The BI Department may use talent mapping to determine each 

person's skills and limitations and appropriate team, project, or task allocation. By identifying 

digital knowledge gaps, structuring career development, and enhancing HR efficiency and 

effectiveness in the BI Department, this approach facilitates the achievement of company goals. 

Based on the background above, the following is the formulation of the problem in this 

study: (1) How are the digital knowledge indicator standards used to determine the value of 

workers' digital knowledge at the BI Department of PT. SII? The BI Department of PT. SII uses 

key performance indicators (KPIs) to evaluate staff performance. How is this value determined? 

(3) How is PT. SII's BI Department using talent mapping? (4) What role does each employee play 

in the BI Department's approach to talent mapping, and how does it relate to employee 

development? 
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METHODS 

The research location is at PT. SII Department of BI is located in DKI Jakarta Province. 

The research implementation time is from March to April 2024. This research uses qualitative 

and quantitative data. Qualitative data includes information about the absence of talent mapping 

planning at PT. SII, as well as information about digital knowledge indicators and performance 

assessments. This research places people in talent mapping to help determine employee 

development initiatives. This research includes digital knowledge ratings and performance 

evaluations of each employee by PT. SII's BI Department Head or superiors. Digital knowledge 

tests employ Likert scales. PT. SII BI Department superiors evaluate employee digital knowledge 

data. Superiors analyze PT. SII BI Department workers' performance using KPIs. 

Data was processed and analyzed using descriptive statistical analysis and talent mapping 

matrices. Employee mapping in the digital talent mapping matrix uses descriptive analysis. 

Researchers use the mean type of statistics to assess digital knowledge and performance. 

Researchers use the average to get the average value from the total score of respondents' answers 

and then compile the data distribution. PT. SII uses KPIs to evaluate performance. Digital 

knowledge and performance assessments will establish a talent mapping matrix. 

RESULTS AND DISCUSSION  

Condition of Digital Knowledge Assessment and Performance Assessment at PT. SII 

PT. SII has evaluated digital knowledge and performance as one of the indicators in the 

selection process for promotion or filling vacant positions and employee development. However, 

the company has not utilized the evaluation for digital talent mapping. PT. SII has various 

schemes for developing its employees. Therefore, digital talent mapping will make it easier to 

determine the right employees for the right program so that employee development efforts 

become more focused. The evaluation of digital knowledge and performance at PT. SII is as 

follows: 

1. Digital Knowledge Assessment 

Digital knowledge includes several skills, capabilities, and perspectives on digital technologies 

and information systems. Education, business planning, and community involvement need 

digital knowledge. Digital knowledge engineering becomes crucial to strategy creation as AI 

grows more flexible. Data-driven procedures and commercial collaborations change 

industries. To gain these advantages, companies must quickly incorporate digital knowledge 

into their strategic operations to address data, technology, and information management 

issues (Vomberg et al., 2024). The PT. SII digital knowledge dictionary classifies digital 

knowledge into three categories: 

a. Core Knowledge: Knowledge all workers must have to gain a competitive edge and 

increase customer value. 

b. Managerial Knowledge: The need in a position to accumulate knowledge, motivation, and 

behavior. 

c. Functional Knowledge: Refers to the need to gather appropriate knowledge for each 

functional area to carry out duties and responsibilities effectively. 

PT. SII exclusively evaluates workers' digital competence using core and management 

knowledge. Varied departments have varied management expertise based on their demands. 

Psychological exams by the HR People Management (HR) department and external 
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evaluations evaluate digital knowledge. Training needs analysis, promotions, and staff 

rotations utilize this assessment. Knowledge indicators are updated annually to meet 

organizational demands. Since PT. SII primarily evaluates core and management knowledge, 

it does not assess functional expertise on an individual basis. The company conducts a 

knowledge assessment when implementing an employee development program or during the 

recruitment process. 

2. Performance Evaluation 

Employee performance review and feedback use Key Performance Indicators (KPIs) to 

evaluate productivity, quality, and timeliness. Performance assessment helps organizations 

discover strengths and shortcomings, enabling growth and career development (Ramadhan et 

al. 2024). According to PT. SII performance evaluation rules, this assessment employs KPIs. 

This performance evaluation has not focused on particular goals, such as work successes, 

making the outcomes subjective. This performance assessment method helps people advance 

their careers based on performance. The KPI-based performance assessment indicators are: 

a. Productivity 

Assessment of productivity indicators includes: 

1) Completion Rate: Percentage of activities or projects completed according to goals. 

2) Efficiency: Output per unit of input, such as time or resources. 

3) Task Accuracy: Task completion accuracy, including mistakes and amendments. 

b. Quality 

The quality markers are: 

1) Error Rate: Work process errors include data or delivery issues. 

2) Customer Satisfaction: Feedback, reviews, and surveys measure customer satisfaction. 

3) Defect Rate: The proportion of goods or services with quality issues. 

c. Timeliness 

Examining timeliness involves evaluating indicators such as: 

1) On-time Delivery: Percentage of activities or projects completed on time. 

2) Response time: Time to answer client queries, issues, and requests. 

3) Cycle Time: The overall time to complete a process cycle. 

d. Focus on customers 

In customer focus, indications include: 

1) A number that assesses how likely consumers are to suggest a service. 

2) After one encounter, customer retention is the proportion of consumers that return. 

3) Customer Complaint Resolution: Percentage of complaints addressed within a specific 

timeframe. 

e. The innovation 

1) New Product Development: The amount of new goods or features introduced in a 

given timeframe. 

2) Process Improvement Initiatives: Number of work process improvements. 

3) Adoption Rate refers to how quickly users adopt new goods or services. 

f. Develop employees 

1) The proportion of workers who finish the needed training. 

2) Staff skill improvement based on post-training evaluations. 

3) Career advancement: Number of workers promoted or given more duties. 
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The company evaluates KPI (Key Performance Indicator) performance by scoring it, which 

provides an overview of how well individuals or teams perform. They use the following 

categories: 

a. >95%  

b. 80 - <95% 

c. 0 - <80% 

Companies may use this categorization to provide individuals and teams with clear, organized 

feedback and make career development, training, and other choices. 

Digital Knowledge Assessment at BI Department at PT. SII 

PT. SII separates digital knowledge in the BI (Business Intelligence) Department into 

Manager and Officer categories. Managers and officers in the BI Department need digital 

competence to perform their jobs effectively. PT. SII Digital Knowledge Dictionary lists 

numerous digital skills the BI Department must have to achieve business requirements, as seen in 

Table 1. 

Table 1. Digital Knowledge Standards of BI Department Manager PT. SII 

No Digital Knowledge Information Standard 

1 Strategic Thinking  Ability to create a long-term company-aligned strategy. 3 

2 Decision Making  Ability to make rapid, precise judgments using facts and 

information. 
3 

3 Leadership  Lead and motivate teams to meet departmental and 

corporate objectives. 
3 

4 Data Analysis  Ability to examine data and use the outcomes to make 

decisions. 
4 

5 Problem-Solving  Ability to detect and solve issues efficiently. 4 

6 Communication  Communicate clearly and effectively with teams and 

stakeholders. 
4 

7 Project Management  Ability to design, execute, and manage projects within 

schedule and financial constraints. 
4 

8 Innovation  Innovative thinking and implementation that boosts 

department performance. 
3 

9 Stakeholder 

Management  

Develop and maintain effective internal and external 

stakeholder connections. 
3 

The essential digital competencies required by officers in the BI Department include data 

analysis, data visualization, technical proficiency, business acumen, problem-solving abilities, 

meticulousness, strong communication skills, data management, project management, flexibility, 

and teamwork. While certain aspects of this digital expertise may overlap with the skills required 

of a BI Sub-Department Manager, the distinction is in the specific value criteria an organization 

demands from its personnel. Below is an elucidation and criteria for these digital bodies of 

knowledge: 

Table 2. Digital Knowledge Standards for BI Department Officers at PT. SII 

No Digital Knowledge Information Standard 

1 Data Analysis  The ability to collect, process, and analyze data 

to find patterns, trends, and insights valuable to 

the company. 

- 

2 Data Visualization  Data visualization using graphs, dashboards, 

and reports simplifies complicated information. 
3 

3 Technical Skills  Ability to use SQL, Excel, Power BI, Tableau, 3 
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No Digital Knowledge Information Standard 

and other analytical tools. 

4 Business Acumen  Understanding data in a business context and 

corporate strategy. 
3 

5 Problem-Solving  Ability to discover, evaluate, and fix data 

analysis and report issues. 
- 

6 Attention to Detail  Ability to gather, process, and report data 

accurately and consistently. 
3 

7 Communication Skills  Ability to communicate analysis results and 

data findings clearly and effectively to the team 

or management. 

- 

8 Data Management  Data management, storage, and quality 

assurance for analysis. 
3 

9 Project Management Planned, managed, and finished data analysis 

projects on time and budget. 
- 

10 Adaptability Adaptability to data, tools, and business 

demands. 
3 

11 Collaboration  Ability to gather data and write reports with 

teammates and departments. 
3 

Department managers and officers have digital knowledge sub-indicators. The digital 

knowledge evaluation questionnaire includes these sub-indicators. Employees' immediate 

superiors judge digital knowledge. The BI Department Manager evaluates the officer, whereas 

the Head evaluates the Department Manager. The digital knowledge evaluation form provides 

sub-indicators for each indicator. A Likert scale (1-5) is used to rate each sub-indicator on 

employee digital knowledge, with 1 indicating strongly disagree and 5 strongly agree. The digital 

knowledge indicator evaluation findings are calculated by averaging the sub-indicator values. 

Additionally, the entire worth of employee digital expertise is calculated by averaging these 

values, which will serve as the foundation for digital talent mapping. 

Department Managers' digital competence is assessed by the Head of the BI Department, 

their immediate superior. The company's digital knowledge dictionary guides digital knowledge 

assessment indicators. Business Intelligence Reporting, Data Analytics, Engineering, and 

Governance are BI departments. Table 3 shows the BI Department Manager and Officer 

assessments: 

Table 3. Digital Knowledge Assessment for Department Managers at BI 

Digital Knowledge 

Indicator 

Data 

Analytics 

Manager 

Data 

Engineering 

Manager 

Business 

Intelligence 

Reporting Manager 

Data 

Governance 

Manager 

Strategic Thinking  4,49 4,70 4,41 4,19 

Decision Making  4,83 4,91 4,79 4,78 

Leadership  4,60 4,76 4,60 4,95 

Data Analysis  4,85 4,89 4,60 4,53 

Problem-Solving  4,66 4,79 4,35 4,60 

Communication  4,74 4,93 4,68 4,61 

Project Management  4,73 4,88 4,79 4,70 

Innovation  4,57 4,60 4,49 4,35 

Stakeholder 

Management  
4,67 4,80 4,57 4,58 

Average digital 

knowledge score 
4,68 4,81 4,59 4,59 

The digital knowledge exam for each BI Department Manager indicates that digital 

knowledge meets organizational criteria. 
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The digital knowledge evaluation shows that certain workers still fall short of 

organizational expectations. Digital skills like business acumen surpass expectations. The average 

employee's digital knowledge evaluation score is over 3, meeting the norms. 

Table 4. BI Department Digital Officer Knowledge Assessment 

Digital 

Knowledge 

Indicator 
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Data 

Visualization 
3 3 3,96 3,96 2,73 2,90 2,90 2,47 3,97 3,85 2,91 3,74 

Technical 

Skills 
3,32 3,32 4,12 4,12 3,62 3,62 3,62 3,62 4,30 3,73 3,60 4,20 

Business 

Acumen 
3,80 3,80 4,60 4,60 3,80 3,80 3,80 3,80 4,44 3,80 3,80 3,80 

Attention to 

Detail 
3,48 3,48 3,48 3,48 2,94 2,89 2,89 2,90 3,73 3,40 3,02 3,96 

Data 

Management 
2,68 2,68 3,14 3,14 2,68 2,78 2,78 2,68 3,48 3,72 2,60 3,54 

Adaptability 2,84 3 3,16 3,32 2,86 2,98 2,98 2,83 3,80 3,32 3,46 3,80 

Collaboration 2,87 2,84 3,80 3,96 3,48 3,48 3,48 3,48 3,80 3,77 3,56 3,84 

Average 3,14 3,16 3,75 3,80 3,16 3,21 3,21 3,11 3,93 3,66 3,14 3,84 

Performance Assessment in the BI Department at PT. SII 

Superiors evaluate BI Department employees' performance to avoid subjectivity. PT. SII 

evaluates performance using six KPIs: productivity, quality, timeliness, customer focus, 

innovation, and staff development. Digital talent mapping uses each BI Department employee's 

performance evaluation score. Performance reviews at PT. SII is normally done at year's end. 

This research used a BI Department performance evaluation for personnel mapping. The BI 

Department Manager's performance evaluation: 

Table 5. Department Manager Performance Assessment at BI 

Position Performance Assessment 

Data Analytics Manager 91,02 

Data Engineering Manager 92,61 

Business Intelligence Reporting Manager 92,36 

Data Governance Manager 92,07 

Each BI Department Manager has performed well for the firm. Officers in each BI Department 

have performed well, some exceeding business expectations. 

Table 6. BI Department Officer Performance Assessment 

Position Performance Assessment 

Data Analytics Officer 1 85,40 

Data Analytics Officer 2 87,60 

Data Analytics Officer 3 87,17 

Data Engineering Officer 1 88,00 
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Position Performance Assessment 

Data Engineering Officer 2 85,64 

Data Engineering Officer 3 87,10 

Business Intelligence Reporting Officer 1 87,38 

Business Intelligence Reporting Officer 2 85,31 

Business Intelligence Reporting Officer 3 75,64 

Data Governance Officer 1 82,90 

Data Governance Officer 2 86,77 

Data Governance Officer 3 91,38 

Talent Mapping in the BI Department 

Employee talent mapping uses a 9-box grid to select roles based on performance and 

digital knowledge evaluations (PT. SII talent mapping starting in 2023). Mapping helps create a 

customized personnel development program. Performance evaluations use KPIs and digital 

knowledge assessments utilizing Likert scale indicators from the PT. SII Digital Knowledge 

Dictionary. According to employee expertise, a Likert scale of 1 denotes disagreement and 5 

suggests agreement. Superiors evaluate subordinates' performance and digital expertise. 

Managers and personnel in the BI Department were assessed for performance and digital 

knowledge: 

Table 7. BI Department's Performance Assessment and Digital Knowledge Assessment 

Position 
Performance 

Assessment 

Digital Knowledge 

Assessment 

Data Analytics Manager 91,02 4,68 

Data Engineering Manager 92,61 4,81 

Business Intelligence Reporting 

Manager 
92,36 4,59 

Data Governance Manager 92,07 4,59 

Data Analytics Officer 1 85,40 3,14 

Data Analytics Officer 2 87,60 3,16 

Data Analytics Officer 3 87,17 3,75 

Data Engineering Officer 1 88,00 3,80 

Data Engineering Officer 2 85,64 3,16 

Data Engineering Officer 3 87,10 3,21 

Business Intelligence Reporting 

Officer 1 
87,38 3,21 

Business Intelligence Reporting 

Officer 2 
85,31 3,11 

Business Intelligence Reporting 

Officer 3 
75,64 3,93 

Data Governance Officer 1 82,90 3,66 

Data Governance Officer 2 86,77 3,14 

Data Governance Officer 3 91,38 3,84 

Based on the performance and digital knowledge evaluation, a digital talent mapping matrix was 

created. This matrix has 9 grid boxes for contributor, strong performance, star, acceptable 
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performer, decent performer, emerging star, low performer, minor performer, and question mark. 

Figure 4 shows the BI Department's digital talent mapping matrix: 

 

Figure 2. Results of the BI Department's Digital Talent Mapping 

According to digital talent mapping (Figure 2), 11 BI Department workers are Solid Performers, 4 

are Rising Stars, and 1 are Marginal Performers. 

Rising Star. Rising Stars meet organizational goals with their performance and digital skills. 

They have fulfilled expectations, but they need clearer and more precise goals to improve. Data 

Analytics, Data Engineering, Business Intelligence Reporting, and Data Governance Managers 

are Rising Stars. With supervision and clearer objectives, they can grow. Employees in this 

position may lead the team. Setting clear goals, skills development and training, mentoring and 

coaching, challenging tasks and projects, regular feedback, clear career plans, increased well-

being and motivation, networking and collaboration opportunities, and strategy evaluation and 

adjustment can improve employee performance. 

Solid Performers are employees who can develop their digital skills. They need further practice 

to strengthen their digital skills. This role employs 11 people: 3 Data Analytics Officers, 3 Data 

Engineering Officers, 2 Business Intelligence Reporting Officers, and 3 Data Governance 

Officers. This category's workers typically do their jobs, although they may improve. This 

position's digital performance and knowledge can be improved by additional responsibilities, job 

rotation, specialized digital knowledge, strategic projects, constructive and regular feedback, 

increased collaboration, awards and recognition, promotion or career development, and decision-

making. 

Marginal performers are workers whose digital performance and expertise fall short of 

organizational requirements. This group may struggle to reach job goals and need extra help and 

training. 1 person holds this position: Business Intelligence Reporting Officer. Skills development, 

coaching, and regular reviews are needed to increase performance and satisfy organizational 

goals. Options for improving Marginal Performer employees' performance and digital knowledge 

include intensive training and skills development, structured and measurable tasks, increased 

support from superiors, more frequent evaluations and monitoring, aligned goals and 

expectations, team collaboration, and incentives and motivation. 

 

Managerial Implications 
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This research might help firms map digital abilities at PT. SII departments. Digital talent 

mapping may help firms choose an employee development program. Digital talent mapping also 

helps firms find crucial individuals. Digital talent mapping may also guide staff transfers and 

promotions. In mapping employee digital skills, digital knowledge and performance must be 

assessed first. The correct employee development depends on the person's place in the digital 

talent mapping matrix. 

Digital talent mapping employee jobs suggests these staff development programs: 

Table 8. Recommendations for BI Department Employee Development Based on Digital 

Talent Mapping 

Rising Star Solid Performer Marginal Performer 

Advanced Digital 

Knowledge Development, 

which varies by sector, 

involves technical, 

management, and 

leadership training to 

increase abilities and expand 

perspectives. 

Additional Responsibility: 

Developing management 

and leadership abilities via 

increased responsibility. 

Leading a small team, 

managing a project, or 

making strategic decisions 

are examples. 

Intensive Training and 

Skills Development: 

Targeting technical and soft 

skill shortcomings in 

personnel. 

Higher Targets: Setting 

more hard and ambitious 

goals to unleash potential. 

Clearer and more explicit 

goals can assist improve 

performance and outcomes. 

Rotating jobs will provide 

you with experience in 

various departments. A 

wider viewpoint and more 

diversified digital 

knowledge may result. 

Increased Support from 

Superiors: Strengthening 

employee-supervisor 

relationships to guarantee 

staff get oversight and 

incentives. 

Strategic Project 

Opportunities: company-

changing opportunities. 

These projects may provide 

real experience and show 

skills in more difficult 

scenarios. 

Particular Digital 

Knowledge Development: 

improving particular digital 

knowledge domains. This 

training might encompass 

technical, managerial, or 

soft skills related to duties 

and responsibilities. 

Performance reviews and 

monitoring should be done 

more often to ensure 

personnel are on track and 

can make modifications fast. 

Additional Responsibility: 

Developing management 

and leadership abilities via 

increased responsibility. 

Leading a small team, 

managing a project, or 

making strategic decisions 

are examples. 

Involvement in Decision 

Making: strategic talks that 

may help people grasp the 

company's objectives and 

get fresh insights for their 

job. 

Realigning employee 

objectives with business 

expectations helps workers 

realize what needs to be 

done. 

CONCLUSION 

The author concludes from past research and debate that digital talent mapping maps 

digital talent to place people in a matrix based on performance and digital expertise. This strategy 

helps firms choose staff development programs. According to this survey, PT. SII BI Department 

employees: First, the BI Department's digital knowledge evaluation reveals that all Managers 

surpass business norms, while other workers meet corporate standards. Second, the BI 

Department's Key Performance Indicators (KPI) show that 1 employee still meets corporate 

standards, requiring improvement. Other 11 workers perform above corporate norms. Third, BI 

Department digital talent mapping reveals Rising Star, Solid Performer, and Marginal Performer 
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positions. Forth, digital talent mapping positions allow for employee growth via digital 

knowledge, creating objectives, expanding responsibility, job rotation, superior support, and 

matching goals and expectations. 
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