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Abstract-- Global supply chains have been made more 

vulnerable to disruption due to the pandemic, wars, climate 

change, rapid advances in technology, and shifting consumer 

preferences. While most studies focus on supply chain resilience 

from an “operational and technical perspective, very few 

studies analyze the role of strategic Human Resource 

Management (HRM) in building workforce capabilities to 

enhance organizational resilience. With Real Generation Z 

being the largest generation joining the workforce, 

organizations in the highly digitized sectors have both new 

business opportunities and new challenges. This study aims to 

understand the role of Human Resource Management practices 

focused on Generation Z in employee engagement and the 

resilience of the supply chain while promoting inclusive 

economic development in the Global South. This study uses a 

qualitative case of Flipkart, the largest e-commerce company in 

India. This study uses a qualitative case study approach, based 

on discussions from corporate and sustainability reports, 

publications in the industry, government sources, and peer-

reviewed literature. The results show that strategic HRM, such 

as digital recruitment, continuous learning, employee well-

being, flexible work, inclusive leadership, and tech-enabled 

performance management, engages employees and strengthens 

the workforce through employee engagement. Employees are 

then able to address disruption, improve the pace of learning 

within the organization, and enhance collaboration across 

different functions and the supply chain. The study also 

suggests that by investing in Generation Z, an organization will 

have a positive impact on the modernization of the workforce, 

digital upskilling, and promoting inclusive economic growth. 

Resource-Based View, Dynamic Capabilities Theory, and Social 

Exchange Theory are the main theories used to construct the 

integrated conceptual framework for strategic HRM in this 

study. The main objective of this study is to add to the body of 

knowledge on strategic HRM and supply chain resilience jobs 

by integrating human capital as a critical element of resilient 

supply chain ecosystems and offer operational and policy 

recommendations for the creation of flexible organizations. 
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I.  INTRODUCTION 

The last few decades have witnessed a restructuring of 
business across the globe. New technologies have motivated 
innovations that have altered the competitive nature of 
different markets. War, climate change, and the growing 
impact of COVID-19 have set a new normal for how 

organizations plan and manage their supply chains. After the 
Cold War, there was a singular focus on how best to improve 
the efficiency of operations through the reduction of waste. 
Continuous disruption in the global economy has shown that 
models of supply chain innovation based on efficiency are 
seriously lacking, and that resilience models need to be 

developed to maintain sustainable business operations. In the 
current business climate, maintaining sustainable operations 
in the supply chain is a central concern of most 
organizations. 

Rapid growth in AI, ML, cloud computing, blockchain, 
predictive analytics, and digital logistics opens new 

opportunities for organizations to monitor and respond to 
operational disruptions. Organizations have improved 
supply chain control, inventory management, and 
forecasting due to new tech. However, the primary challenge 
remains the same. Despite having tools to leverage business 
operations and minimize disruptions, the inability of 

managers and employees to use the digital systems, integrate 
organizational responses, and be flexible results in 
operational failure. This points to a growing body of 
literature that focuses on the intersection of resilience and 
other organizational dynamics and recognizes that the 
resilience of an organization lies in its people. New 

technologies only provide the foundation for operations. The 
employees of an organization determine the organization's 
flexibility and the level of positive workplace culture that is 
needed to translate these technologies into operational 
effectiveness. 
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The importance of Human Resource Management (HRM) 
has changed with the increase in organizational complexity. 

Previously, HRM was an administrative function, and now it 
focuses on competitive advantage and the organization's 
ability to adapt to disruption, combined with workforce 
flexibility. The modern organization understands employees 
as valuable strategic assets whose talents provide insights 
into the organization’s operational performance and help the 

organization better prepare for volatile, uncertain, complex 
and ambiguous (VUCA) environments. Long-term 
resilience focuses on the development of employees, the 
continuous enhancement of the workforce, and the cultures 
and environments of the organization that are positive and 
inclusive. 

Simultaneously, organizations are going through a 
demographic shift as one generation leaves, and another 
enters the workforce. Generation Z is the demographic 
entering and is the last to be fully immersed in a hyper 
connected world. This means that members of Generation Z 
have had access to all technologies, from cell phones to 

cloud technology, to artificial intelligence. As a result, digital 
and technological skills have been a large part of their 
educational preparation. This has given them a positive 
disposition towards learning and thoughts on the potential 
for innovation. It has also given them a new set of 
expectations from the workplace. Examples include 

demanding flexible work arrangements, work that has a 
personal meaning, employer sponsored training, and 
psychologically safe workplaces. 

It is clear that members of Generation Z have different 
workplace expectations. Because of this, many employers 
have revised their HR practices. They now hire for the 

potential of digital learning as opposed to hiring for prior 
work experience. Employees are provided work-related 
training that is digitally based and delivered in small, 
customizable offerings. Workplace practices have also been 
formalized. This includes offering policies focused on 
flexibility and employee mental wellbeing. Investment in 

these workplace practices stem the loss of employees and 
retain valued employees, especially in technology intensive 
industries. 

Engaged employees are committed employees. They 
exhibit a readiness to go above and beyond the usual call of 
duty. They display a readiness to collaborate. They share 

knowledge and facilitate change. Engaged employees 
display these behaviors in response to the demands of the 
organizational environment. Disruptive supply chains, for 
example, require employees to collaborate and respond to 
disruptions by rapidly assimilating and deploying new 
technologies to support and integrate different functions of 
the organization.  

Engagement is, therefore, broader than the motivation of 
the employee. Employee engagement, within an 

organizational context, represents an important capability 
that supports resilience and sustained high performance. 

The recent developments in India provide a useful 
perspective for this discourse. Within the last decade, India 
has experienced unprecedented growth in digital economy 
such as e-commerce, fintech, logistics, and digital services. 

The government's Digital India and other empowerment 
initiatives, coupled with an increase in the internet and 
mobile phones, and the adoption of digital payment 
technologies and automated transactions, spawned 
exponential growth in e-commerce and increased the 
operational complexity in the process. Organizations in 

India's digital economy confront geographically dispersed 
customers, intricate logistics, multiple suppliers, and 
changing technologies. The key to effectively managing 
these requirements is an organization's capacity to integrate 
innovative technologies with ongoing workforce capability. 

As one of the most technologically advanced 

organizational transformations in India's digital companies, 
Flipkart is a prime example in the field. Starting in 2007 as 
an online bookstore, Flipkart has thrived to become one of 
the biggest e-commerce organizations in India and serves 
millions of customers using multiple integrated digital 
platforms, augmented by fulfillment centers and warehouses 

and supported through artificial intelligence, predictive 
analytics, and modern techniques of last-mile delivery. In 
addition to the company's overall growth and expansion, 
strategic HRM practices have also contributed to the system. 
The practices are designed to attract and provide several 
opportunities for the development of digitally enabled 

employees, especially members of Generation Z, who make 
up a larger portion of the workforce. Flipkart is a great case 
company to assess the role of Generation Z-focused HRM in 
the context of emerging economies where both employee 
engagement and supply chain stability are concerns. 

Although there is more research on strategic HRM, 

employee engagement, and supply chain resilience, certain 
important gaps remain. Existing research on resilience 
continues to have a strong focus on technological 
infrastructure, operational flexibility, supplier 
diversification, and risk management, while the workforce’s 
capability is, at best, an afterthought as a key strategic driver 

of resilience. Likewise, as Generation Z has become a large 
segment of the workforce, there are limited studies of how 
the inclusion of Gen Z as part of the Human Resource 
Management (HRM) strategies contributes to organizational 
resilience in the context of supply chains that use advanced 
digital technologies.  



 

International Journal of Recent Development in Engineering and Technology 

Website: www.ijrdet.com (ISSN 2347-6435 (Online) Volume 15, Issue 09, September 2026) 

455 

Finally, employee engagement is usually researched as an 
individual-level psychological state, while the focus should 

be on how engagement at the workplace can improve the 
resilience of an organization through innovations, 
collaboration, learning, and performance. Research that 
integrates human resource management, generation Z talent, 
employee engagement, supply chain resilience, and 
inclusive economic development is lacking in the Global 

South. 
This research examines how strategic HR management 

practices develop the talents of Generation Z and enhance 
supply chain resilience by studying Flipkart. Using the 
Resource-Based View, Dynamic Capabilities, and Social 
Exchange Theories, the research argues that Generation Z 

employees are valuable organizational resources. If 
complemented by strategic HR practices, their capabilities 
develop a sustainable competitive advantage for the 
organization. The research introduces human capital 
development with organizational resilience and inclusive 
development and combines the supply chain and HR 

management literature. The research offers practical 
suggestions to organizations for building flexible, digitally 
capable, and future-oriented” workforces. It offers both the 
academic and managerial communities insights that 
demonstrate how the strategic development of people who 
are capable of transforming technology drives sustainable 

organizational performance, and that resilient supply chains 

are not solely the result of technology investment. 

 

II.   LITERATURE REVIEW 

Complex global markets have moved Human Resource 
Management (HRM) from an administrative role to a more 
strategic one centering on competitiveness and innovation. 

Previously, HRM oversaw recruitment, remuneration, 
training, and employee relations. Current realities such as 
digital and workplace disruptions have reshaped HRM into 
a strategic capability to create a workforce capable of 
operating in a flexible manner and dealing with the unknown 
(Barney, 1991; Teece, Pisano & Shuen, 1997). Many modern 

organizations understand that sustainable competitive 
advantage can be driven by the workforce. This 
understanding is in line with the Resource-Based View 
(RBV), which states that valuable, rare, inimitable, and non-
substitutable resources are drivers of sustained competitive 
advantage (Barney, 1991). In highly digital organizations, 

employees are value creators. Employees are the 
organization’s valuable and inimitable resource. This is 
especially true in organizations that have an intensive use of 
digital technologies. Employees are the driving force and 
enablers of an organization’s digital strategy, and, in this 
view, employees are strategic assets of the organization. 

As the first entirely digital generation, the expectations of 
members of Generation Z impact how HRM is approached. 
Digital natives as a generation are assumed to be easily able 
to learn and adapt to changing environments thanks to a 
strong technological background and preference. When 
compared to previous generations or workforces, the 

members of Generation Z are found to place greater value on 
workplace flexibility and meaningful work over the 
traditional concerns of job security and advancement. They 
value workspace diversity and demonstrate a concern for the 
physical and mental well-being of employees. Increasingly, 
members of Generation Z will assess organizations based on 

culture or environment indicators of learning and 
development as opposed to the traditional indicators of pay. 
Organizations that fail to update their strategies used for 
HRM are likely to experience greater employee turnover of 
Generation Z. Conversely, a flexible workplace with focus 
on employee development and wellbeing is evidence of 

adaptive HRM, and will likely result in positive employee 
feedback and retention of Generation Z. (Granthaalayah 
Publication) 

As digital technology has continued to progress rapidly in 
the modern business environment, the ways organizations 
manage talent have rapidly evolved as well both within and 

across each phase of the employee lifecycle.  
 
 
 

https://www.granthaalayahpublication.org/Arts-Journal/ShodhKosh/article/view/4462?utm_source=chatgpt.com
https://www.granthaalayahpublication.org/Arts-Journal/ShodhKosh/article/view/4462?utm_source=chatgpt.com
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Digital HRM continues to improve beyond automating 
tasks to including AI recruiting, predictive workforce 

analytics, continuous performance management, 
personalized learning, and employee experience digital 
systems (Bondarouk & Brewster, 2023). These systems 
improve how organizations make decisions about their talent 
while providing personalized employee experiences, a 
benefit of having a digitally savvy workforce. It is also 

expected that AI in HRM will improve recruitment, learning, 
and result in a more engaged workforce, so long as it is used 
ethically and transparently. That said, the more organizations 
rely on algorithms to make decisions, the more issues that 
will arise around fairness, privacy, trust, and the balance 
between technology and management practices will need to 

be innovated further.  (Granthaalayah Publication) 
Of all the concepts in HRM today, employee engagement 

may be the most important as it is positively correlated with 
virtually every aspect of organizational success. Kahn 
(1990) indicated that employee engagement is the amount of 
one’s self that they “volunteer for and bring to their work 

role. This concept states that employees are fully cognizant, 
emotionally invested, and behave appropriately toward their 
work. Engaged employees work together in a more effective 
and efficient manner due to their high levels of 
organizational commitment and creativity. In digital 
organizations, employee engagement may become a critical 

capability as it strengthens workforce knowledge and allows 
innovation to flourish. Most reviews on Generation Z 
indicate that employee engagement positively correlates 
with empowering leadership, trust, flexible work, the 
opportunity to learn, and ultimately results in greater 
innovation, commitment, and retention. (TPMap) 

The literature focusing on Generation Z and employee 
engagement is growing because this generation highlights 
differences in motivation when compared to previous 
generations. The latest studies suggest that Generation Z 
prefers purpose-driven employment, seeks organizations 
that provide work-life integration and career progression, 

and prefer organizational authenticity and inclusive 
leadership more than traditional rewards. Investing in 
customized learning, micro-learning, gamified training, 
mentoring, and well-being initiatives increase the chances of 
engagement with younger employees. However, most of the 
existing studies address employee engagement in Generation 

Z as a result of HRM, and not as a means to enhance the 
organizational capacity to innovate and sustain operations, 
for instance. This indicates a lack of strategic thinking. To 
overcome this limitation, a broader and more flexible view 
of employee engagement is needed, extending beyond the 
scope of psychological well-being, and including 
organizational agility and resilience. (Wikep) 

Similarly, in the field of HRM research, the focus on 
supply chain resilience is becoming one of the leading topics 

in operations and supply chain management. The early forms 
of research on resilience were primarily concentrated on 
operational areas such as redundant inventory, logistics 
flexibility, supplier diversity, and risk management. While 
these forms of research are necessary, the authors of recent 
studies argue that resilience should be thought of as an 

organizational capability to anticipate, absorb, respond, 
recover, and adapt after disruptions (Ivanov & Dolgui, 
2021). The disruptions in the global economy are occurring 
with greater magnitude and frequency, thereby placing 
greater emphasis on organizational agility rather than 
operational efficiency. The Dynamic Capabilities Theory 

helps to explain this evolution by suggesting that 
organizations of various sizes and across different markets 
achieve resilience by sensing changes in their environments, 
exploiting temporal windows of opportunity, and responding 
to these changes by transforming their resources (Teece et 
al., 1997). 

While AI, blockchain, cloud computing, predictive 
analytics, the Internet of Things, and other similar 
technologies improve supply chain transparency, that doesn't 
guarantee a strong organizational performance. Workers will 
still have to interpret and act on the data. They will also have 
to solve operational problems and manage change. When 

talking about resilience, the ability of the workforce, 
organization and collaboration will be even more critical. 
Similar to the recent focus of HRM on the people centered 
dimensions of employee voice, well being, and learning, and 
the importance that organizational culture may have, 
specifically to adapt to disruptions, is widely recognized, 

however they are largely missing from the mainstream 
discussions in supply chain resilience. (Sage Journals) 

The advancement across these domains of knowledge has 
been significant, but key gaps will still exist. First, there is a 
lack of interrelationship understanding within the separate 
studies of Human Resource Management, the management 

of the Generation Z workforce, employee engagement, and 
the resilience of the supply chain. Second, the focus of 
resilience research has been mostly technology centered and 
the attention on people as a strategic asset has been 
comparatively poor. Third, although Generation Z is the 
fastest growing segment of the world’s workforce, there is 

little empirical work on how the specific HRM approaches 
of Generation Z enhance the resilience of organizations, 
especially in developing countries. Finally, there is a dearth 
of research on these relationships within the digital platform 
organizations in the Global South, which are becoming 
increasingly important in the global value chains.  

https://www.granthaalayahpublication.org/Arts-Journal/ShodhKosh/article/view/4462?utm_source=chatgpt.com
https://tpmap.org/submission/index.php/tpm/article/download/3237/2418/7001?utm_source=chatgpt.com
https://wikep.net/index.php/IJEFE/article/view/280?utm_source=chatgpt.com
https://journals.sagepub.com/doi/10.1177/09722629231182853?utm_source=chatgpt.com
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These gaps can be addressed by a combined theoretical 
approach of HRM of Generation Z, which can be used to 

develop employee engagement and supply chain resilience 
in the Global South to achieve inclusive growth.

 

Existing Studies Limitation Present Study 

HRM Focus only HR outcomes HRM → Resilience 

Gen Z Employee retention Strategic capability 

Supply Chain Technology focus Human-centered resilience 

Employee Engagement Individual outcome Organizational capability 

III. THEORETICAL FRAMEWORK AND RESEARCH 

METHODOLOGY 

Recent research on HRM, organizational resilience, and 

supply chain management acknowledges that no single 
theory captures how organizations convert workforce skills 
into a sustained competitive edge. With respect to worker 
engagement, talent management, and supply chain resilience 
as separate entities, earlier studies have focused on one or all 
three. The latest studies call for an integrated approach that 

combines the elements of management and employee 
behavior to explain performance in uncertain situations. 
(Taylor & Francis Online) This study therefore employs 
three complementary theories, the Resource View (RBV), 
Dynamic Capabilities Theory (DCT), and Social Exchange 
Theory (SET), to show how the transformation of HRM 

practices for Generation Z increases engagement among 
employees and resilience in supply chains at Flipkart. 

Barney (1991) defines the Resource-Based View as a 
competitive advantage derived from the organization’s 
valuable, rare, inimitable, and non-substitutable resources. 
In comparison, tangible assets can be readily obtained or 

imitated by competition. In distinction, employee 
knowledge, organizational culture, leadership and learning 
capabilities offer strategic advantage as they are embedded 
within the organization’s routines, and due to their intangible 
nature are difficult to replicate. In a digitally intensive 
organization, human capital is perhaps the most important 

strategic resource, especially as technological innovation 
continually changes the requirements of organizational 
capabilities.  

 
 

Generation Z employees have acquired digital literacy 

alongside an advanced comfort level and a high degree of 
learning agility and adaptability, which combined are 
orientation towards innovation. In contrast to the belief that 
combined competencies will assure a competitive 
advantage, their strategic value relies on an adequately 
designed HRM system that attracts, develops, engages, and 

retains talent to reinforce an employee’s alignment with the 
organization’s goals. Thus, the Resource-Based View 
provides a compelling argument for why Generation Z 
employees are an important resource that preserves and 
extends supply chain flexibility. 

The Resource-Based View identifies particular strategic 

resources that are important to firms, but offers little 
understanding of how organizations continuously modify 
and adapt their resources to the environment. This 
shortcoming is addressed by Dynamic Capabilities Theory 
(Teece, Pisano, & Shuen, 1997), which states that the success 
of an organization is the result of the ability of an 

organization to integrate, build, and reconfigure internal and 
external competencies. If the environment of the 
organization changes, the organization should have the 
capability to develop advanced capabilities beyond its 
operational functionality. Dynamic capabilities allow 
organizations to respond to disruptions and maintain a focus 

on adaptation rather than restoration during a crisis. (Taylor 
& Francis Online) 

Within Flipkart, dynamic capabilities signify the 
organization's skill to update employee competencies, 
redesign operational processes and digital integration, and 
rapidly change to cater to the demands of customers.  

 
 

https://www.tandfonline.com/doi/full/10.1080/21693277.2025.2523957?utm_source=chatgpt.com
https://www.tandfonline.com/doi/full/10.1080/21693277.2025.2523957?utm_source=chatgpt.com
https://www.tandfonline.com/doi/full/10.1080/21693277.2025.2523957?utm_source=chatgpt.com
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Employees from Generation Z have an excellent ability to 
adapt to new technologies and are continually learning, 

providing Flipkart the ability to implement organizational 
changes much faster. The implementation of multiple HRM 
practices including AI-based recruitment, online teaching 
platforms, competency building, leadership training, and 
flexible work practices, demonstrates the organization’s 
constantly changing resources to gain adaptive capabilities. 

Rather than a static characteristic of the organization, 
Dynamic Capabilities Theory exemplifies resilience as the 
ability of an organization to continue developing its 
workforce and learn continuously. 

While RBV and DCT acknowledge workforce capability, 
they do not provide rationale to explain why employees 

bring discretionary effort to work beyond what is required 
by the job. This gap is filled by Social Exchange Theory 
(Blau, 1964). Social Exchange Theory is basically an 
employee-employer relationship theory founded upon the 
principle of reciprocity in which the employer provides 
support and a safe, developmental, and psychologically 

beneficial work environment to employees who recognize 
that and respond with heightened levels of commitment, 
engagement, innovation, and citizenship. Positive reciprocal 
relationships in HRM have been understood by the literature 
as the foundations of employee engagement, rather than 
being solely a psychological state of the employee. Kahn 

(1990), too, provided a similar premise, considering 
meaningful work as a basic element of work engagement 
when organizations provide a safe and psychologically 
available work environment. 

The relevance of Social Exchange Theory is especially 
noteworthy in the context of Generation Z employees as this 

workforce prioritizes work culture over flexible work, 
learning, and leading practices. Such organizations have the 
ability to develop employee reciprocity relationships that 
allow workers to effectively apply creativity, collaboration, 
and adaptive behavior in the workplace. Investing in 
Employee Development, Digital Learning, Mentoring, 

Wellness, and Inclusive Leadership practices at Flipkart are 
expected to improve employee engagement, as well as 
improve the organization’s resilience and workforce 
adaptability. 

These three theories define the relationship between 
HRM, employee engagement, and supply chain resilience. 

Resource-based View theory provides logic as to why Gen Z 
employees are valued in the workforce. With Dynamic 
Capabilities theory, we can explain how organizations adjust 
and manipulate their resources to best respond to a changing 
work environment. Social Exchange theory explains the 
importance of supportive HRM practices and how they lead 
to employee engagement and increased effort.  

These three theories lead us to believe that supply chain 
resilience is more than just flexible operations and costly 

technology; it is the integration of SHRM practices and 
organizational learning to best support the workforce. This 
theory fits with the recent shifts in thought on resilience and 
how it combines technology with the workforce and the 
organization's ability to respond. (Taylor & Francis Online) 

Using these theories as a base, this paper argues that 

focused HR management practices for Generation Z 
employees is the primary driver of employee engagement 
and workforce capability as the key behavioral bridge 
between HRM and organizational outcomes. Supply chain 
resilience, as the primary end-state capability of the 
organization, reflects the strengthened resilience that 

enhances an organization's competitiveness, along the 
dimensions of inclusive economic growth and 
modernization of the workforce and economy in developing 
contexts. Thus, within this framework, strategic HRM is 
positioned at the core of developing secure supply chains HR 
talent for Generation Z. 

This study investigates these theoretical relationships 
using a qualitative case study methodology. Since the goal 
of this research is to understand how and why strategic HRM 
practices drive employee engagement and supply chain 
resilience in the context of a real organization rather than to 
confirm established statistical relationships, a qualitative 

method is most appropriate. In line with Yin (2018), the case 
study method is descriptive and appropriate to complex 
contexts within organization. 

Flipkart was chosen using a purposive case selection 
method. As one of the largest technology-enabled e-
commerce organizations in India, it offers a rich case to 

understand the intersections of digital transformation, 
management of the Generation Z workforce, and supply 
chain resilience. The organization is an excellent choice to 
study the research questions as it has substantial investments 
in digital HRM, digital learning systems, workforce 
advancement, AI-based operations, and supply chain 

management. 
This research is largely of a qualitative nature and is based 

on Flipkart's annual and sustainability reports, the rest of 
Flipkart's corporate publications, Walmart and government 
reports, industry reports, and articles that have been through 
the peer review process and are published in Scopus-indexed 

journals. The use of several data sources improves construct 
validity and is accomplished through methodological 
triangulation and an in-depth analysis of the practice of the 
organization. 

Data analysis uses Braun and Clarke's (2006) thematic 
analysis methodology. First, all documents were studied to 
build familiarity with the data.  

https://www.tandfonline.com/doi/full/10.1080/21693277.2025.2523957?utm_source=chatgpt.com
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Next, open coding was used to find repeated concepts 
related to Generation Z workforce, strategic HRM, 

employee engagement, and organizational learning and 
supply chain resilience. Grouping of similar codes was done 
to create higher-order themes. These themes were 
interpreted with RBV, Dynamic Capabilities, and Social 
Exchange theories. Patterns of evidence were framed in 
relation to theory, thereby increasing the depth of the 

analysis. 
To improve the quality of the methodology, the study uses 

the trustworthiness criteria of Lincoln and Guba (1985). The 
credibility of the study was ensured by triangulating data 
from multiple documents. The contextual description of the 
Flipkart research setting was included to support the 

transferability of the study. The analysis of the data was 
described in detail to ensure dependability. The researcher's 
generalizations and assumptions were avoided to ensure 
confirmability. Since the study relied on publicly available 
secondary data, there were no human subjects involved. This 
ensured the integrity of the research process, reduced ethical 

dilemmas, and was within the accepted boundaries of 
research. 

This research adopts a combination of a qualitative case 
study methodology and a deep theoretical framework to go 
beyond conventional organizational analysis and offer a 
theoretically informed perspective on how the practices of 

Generational Z Human Resource Management counter the 
challenges of employee disengagement and supply chain 
volatility. This methodology also provides the basis for the 
subsequent analysis of the Flipkart case, within which the 
theoretical constructs articulated in this section will be 

tested. 

Item Description 

Method Qualitative Case Study 

Case Flipkart 

Data Secondary Data 

Analysis Thematic Analysis 

Validation Triangulation 

IV. CASE STUDY: DEVELOPING GENERATION Z TALENT 

FOR SUPPLY CHAIN RESILIENCE AT FLIPKART 

The growth of India's digital economy has changed the 

talent management, technology, and supply chain integration 
practices of all businesses. Flipkart, as one of India's largest 
e-commerce companies, has to deal with rapid changes in 
customer needs, technology, and disruptions to business 
operations.  

 

Unlike traditional businesses, where the competitive edge 
comes from the ability to control physical resources and 

inventories, Flipkart's competitive edge is from the 
integration of digital services, data, logistics, and people. As 
such, the focus of Flipkart's management on achieving 
resilience is on their logistics and technology as well as their 
ability to hire and develop people who are digitally 
proficient and who can work to withstand rapid changes in 

the market. 
Since its founding in 2007 as a small online book seller, 

Flipkart has grown into a digital commerce platform with 
many different branches, including consumer electronics, 
fashion, groceries, health care, financial services, and B2B 
services. Walmart's purchase of Flipkart in 2018 subsidized 

Flipkart's investments in AI, cloud services, digital logistics, 
and other automation tools. Flipkart's use of these 
technologies has improved fulfillment and made logistics 
and customer interactions more efficient. Once these tools 
were in place, management became aware that more 
employees were needed who could work in flatten networks, 

digital technologies, and fast-paced business environments. 
The transformation of Flipkart's staff happened alongside 

the arrival of Gen Z as the principal group bringing fresh 
talent to the company. Unlike the previous generational 
cohorts, Gen Z staff have the advantage of being able to 
navigate the world in a digitally connected manner while 

also possessing the skills of digital literacy, confidence, and 
the ability to learn and innovate (Schroth, 2019; Seemiller & 
Grace, 2021). While these traits can also be considered an 
asset, Gen Z also has unique demands of the workplace. 
These work demands include the need for work to be 
flexible, for there to be learning, for work to have purpose, 

for there to be safe and psychologically supportive space, as 
well as for opportunities to climb the career ladder in an 
organization that prioritizes and practices active inclusion of 
diverse persons. Many organizations have found it difficult 
to satisfy these demands, and have subsequently suffered 
declines in staff commitment to the organization, suffered 

lower engagement, and higher employee turnover 
(Bondarouk & Brewster, 2023; Vrontis et al., 2024). Digital 
transformation also made it necessary for Flipkart to change 
its HR Management (HRM) systems in a way that it 
balanced the expectations of its workforce with its 
operational goals. 

Flipkart created a cohesive talent management 
framework, rather than a set of disjointed HR systems. This 
framework integrated digital recruitment, learning, and 
employee well-being as priority areas, as well as leadership 
and performance management as key technologies of 
inclusion.  
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Flipkart's recruitment strategy also prioritized the 
identification of employees with digital competencies, and 

created an analytical and collaborative environment over 
traditional metrics of experience. This strategy is built on the 
premise that in the future, an organization will rely on 
employees' capacity to learn and rapidly adapt to changing 
technologies rather than employees' ability to perform 
defined tasks. 

Subsequently, learning and development integrated into 
Flipkart’s HR strategy. Flipkart began to build continuous 
learning ecosystems that encouraged employee participation 
and engagement with online learning platforms and provided 
role-based training, leadership development, technical 
certifications, and cross-functional knowledge sharing. 

Apart from developing individual employees and their skills, 
these initiatives focused on enhancing the technical 
capability of the organization and on developing the capacity 
to learn, innovate and become more flexible and adaptable. 
Recent literature on HRM notes that continuous learning has 
the potential to increase employee engagement, learning 

agility, and resilience in the workforce, especially among 
Gen Z employees. This age cohort is known to appreciate the 
various forms of and opportunities for developing their skills 
and professional growth (Albrecht et al., 2021; Bondarouk 
& Brewster, 2023). In the case of Flipkart, learning served 
the dual purpose of employee development as well as 

building the organizational resilience of the company. 
An employee’s sense of well-being also became a key 

concern for Flipkart’s HR department. The rapid growth of 
the digital economy and the increasing volume of work-
related large sales events and “peak” operational periods (i.e. 
times of intense, large-scale activity) caused Flipkart 

employees to experience work-related stress and strain. To 
address these challenges, Flipkart improved its employee 
assistance programs, mental health and stress management 
programs, work flexibility initiatives, and wellness activities 
designed to improve work-life balance and reduce stress. 
These initiatives align with Social Exchange Theory (Blau, 

1964), which suggests that employees respond to supports 
provided by their organizations with greater commitment, 
engagement, and discretionary effort. Evidence from outside 
the organization suggests that these initiatives resulted in a 
“more supportive” organizational culture that improved 
employee motivation during intense work periods. 

Like most other HR practices, performance management 
moved away from the traditional annual appraisal systems 
towards more continuous performance dialogue systems, 
with the help of technology, of course. The focus for 
managers shifted to coaching and developmental feedback 
to achieve collaborative goal setting and the development of 
competencies rather than just evaluating outcomes.  

Within strategic HRM, performance management is 
increasingly considered a continuous developmental process 

that helps to manage and develop employee capabilities, 
rather than simply appraising employee performance. In this 
regard, continuous feedback and developmental systems 
strengthen engagement and commitment to the organization 
for employees like Gen Z who prefer the aforementioned 
feedback systems. 

The combined HRM practices adopted by Flipkart had a 
positive influence on employee engagement. Employees 
who felt that their work was meaningful and who received 
developmental feedback and recognition from the 
organization, all demonstrated a positive cognitive, 
emotional, and behavioral investment in the system, which 

follows Kahn's (1990) conceptualization of employee 
engagement. Engaged employees perform beyond the duties 
and responsibilities of their jobs, and join in participatory 
activities, such as cross functional problem solving, the 
sharing of knowledge, and the adoption of newer, 
innovative, and emerging technologies, all of which help to 

positively influence the performance of the organization and 
aid in the achievement of the goals and objectives of the 
organization. 

Employee engagement became a key differentiator when 
times got tough. The COVID-19 pandemic was one of the 
largest disruptions to the global retail and logistics markets. 

E-commerce companies struggled with lockdowns, 
restrictions on movement, shortages in the workforce, 
variable and unpredictable customer demand, and broken 
supply chains. While the remote and digital transactions 
interfaces were largely dependent on the technology 
infrastructure, the continuity of the business relied on 

employees to remain flexible and adapt to the changing 
processes and safety and health instructions, collaborate with 
cross functional colleagues, and adjust to the changing 
customer needs. Unlike most of its competitors, Flipkart was 
able to meet the pandemic related challenges better thanks to 
its investment in employee capability, learning, and 

engagement. 
The type of learning and flexibility Flipkart demonstrated 

is best explained through Dynamic Capability Theory (Teece 
et al. 1997). With Flipkart's robust digital infrastructure, 
learning systems and a flexible workforce, the capability to 
rapidly change and adapt was largely dependent on HR 

interventions. Employees in the Gen Z cohort, with their 
understanding and comfort with technology, played a big 
role in this transformation. The integration of flexible 
workforce capability, with the digital technologies in the 
organization, was imperative to ensure operational 
continuity. 
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From a Resource-Based View, Flipkart's employees are an 
important asset since their skills are difficult to replicate. 

Although other companies may have the same technology, 
due to time, money, and effort, the culture, employee morale, 
teamwork, and organizational knowledge are results of 
strategic planning of human resources over the years. These 
assets help a company maintain a competitive edge by 
assisting companies to deal with uncertainty more 

effectively than their competition with similar technology. 
The example clearly defines how organizational resilience 
comes from the combination of human capital, technology, 
organizational learning, and human resources leadership as 
opposed to solely from technological investments. 

In general terms, the Flipkart example shows how being 

prepared to satisfy the expectations of Generation Z, 
especially with the elements of digital savvy and an 
understanding of supply chain resilience, goes beyond 
workforce management and becomes a driver of desirable 
strategic positioning. By unifying technology and the human 
elements of supply chain management, and combined with 

the principles of strategic human resource management, 
Flipkart” demonstrates the capability to innovate and 
integrate technology to create operational and resilient 
supply chain ecosystems to sustain competitive advantage 
within highly volatile markets. The broader investments in 
workforce capabilities across the Global South will promote 

human capital, youth employment, and digital skills, while 
enhancing off firm-level competitiveness and support 

inclusive economic development. 

 

V.   DISCUSSION 

This study suggests that within digitally intensive supply 
chains, the concept of organizational resilience requires the 
inclusion of workforce capability as a strategic resource. 

Many studies point to elements such as digital technologies, 
supply diversification, flexible inventories, and risk 
management as key elements of supply chain resilience 
(Ivanov & Dolgui, 2021; Wieland & Durach, 2021). 
However, this study indicates that resilient supply chains 
require organizations to develop and manage a workforce 

that is capable of adapting to a changing environment. The 
Flipkart case aligns with the growing view that supply chain 
resilience is a socio-technical capability involving both 
infrastructure and human resources. (Wikipedia) 

Based on the Resource-Based View, the analysis 
demonstrates that the strategic organizational asset of 

Generation Z has the potential to transcend technological 
capabilities. Resources are the basis of sustained competitive 
advantage when they are valuable, rare, inimitable, and non-
substitutable (Barney, 1991). Digital technologies, such as 
“artificial intelligence, predictive analytics, and automation 
of warehouse operations, could be available to competitors, 

but the capability to recruit and develop a digitally 
competent workforce and a collaborative organizational 
culture nested in continuous learning is more challenging to 
sustain. Based on the previous concepts, Flipkart’s focus on 
digital recruitment, workforce upskilling, and leadership for 
employee wellness and inclusivity translated personal 

employee skills into a coordinated organizational 
competency that increased operational flexibility. 

Thus, the findings indicate that strategic HRM provides a 
competitive advantage as a result of the development of 
intangible capabilities of the organization, rather than the 
improvement of administrative efficiencies. 

The results also support Dynamic Capabilities Theory, 
showing that organizational resilience is more about 
adaptability than being a fixed aspect of an organization. 
According to Teece et al. (1997), organizations maintain a 
competitive edge through their ability to recognize changes 
in the environment, take advantage of new opportunities, and 

reorganize their resources. At Flipkart, these dynamic 
capabilities were seen in the organization’s agile use of 
digital HRM systems, the upskilling and reskilling of the 
workforce, the adoption of flexible work, and the use of 
technology to support work. Rather than being a passive 
responder to disruptive stimuli, the organization actively 

restructured the competencies of the workforce to meet the 
changing demands of the business.  

 
 

https://en.wikipedia.org/wiki/Supply_chain_resilience?utm_source=chatgpt.com
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This correlates with new research on resilience that states 
organizations that are able to integrate their technologically-

enabled capabilities along with their capacity to learn and 
evolve are able to attain a higher degree of resilience when 
faced with uncertainty. (MDPI) 

An important added value for this study is the 
identification of employee engagement as a strategic 
resilience capability. In HRM literature, employee 

engagement is primarily viewed as a psychological outcome 
of job satisfaction and commitment that leads to improved 
individual performance (Kahn, 1990). The results from this 
study indicate that these outcomes are indeed relevant; 
however, the results indicate that employee engagement is 
an organizational system of workforce capability and 

operational resilience. Employees who experienced the 
organization's concern for them through programs aimed at 
employee development and well-being, along with a flexible 
work system, were more engaged in the organizational 
change process, boundary-less knowledge sharing, active 
participation in and adoption of new technologies, and 

provision of innovative solutions during times of disruption. 
This finding shows how Social Exchange Theory can be 
advanced to demonstrate how reciprocal relationships 
between employees and organizations develop positive 
individual attitudes and broaden organizational capabilities 
that enhance resilience. 

This study also adds to the limited literature dealing with 
the management of Generation Z employees. It positions 
younger employees as change agents in the organization 
instead of treating them as another segment of the workforce. 
Existing literature has focused primarily on Generation Z 
from the angles of their recruitment and retention, work 

preferences, and career aspirations (Schroth, 2019; Seemiller 
& Grace, 2021). In addition, some of the recent studies state 
that Generation Z has specific expectations for a 
combination of flexibility and continuous work with an 
emphasis on Learning and well-being. This represents a 
challenge for the evolution of HRM systems. 

(ResearchGate) Although there has been limited interest 
related to this particular challenge, the case study of Flipkart 
suggests that Generation Z employees are digital natives, 
have a Learning orientation and a disposition towards 
openness, and support the organization’s efforts in pursuing 
innovative technologies. Therefore, the Generation Z 

employees, from this perspective, have a strong potential to 
positively contribute to the Innovation, Resilience, and 
Competitive advantage of the organization beyond the scope 
of just renewing the workforce. 

 
 

Another significant contribution is the merging of digital 
HRM and resilience studies. The bulk of digital HRM 

research has been on optimizing recruitment and on 
workforce analytics and the employee experience and talent 
management (Bondarouk & Brewster, 2023). From this 
standpoint, this study argues that digital HRM spurs 
workforce capability and, by extension, supply chain 
resilience. Digital HRM tools such as AI for recruitment, 

performance management, learning, and competencies 
create a digital ecosystem of learning and strengthen the HR 
function to enhance the organizational capacity to learn and 
cooperate and to be flexible. (Emerald) 

The Flipkart case exemplifies the importance of 
foundational learning for an adaptable resilient supply chain. 

The current focus in the literature on supply chain resilience 
is the need to move away from crisis management to a focus 
on continual adaptation and transformative practices. Within 
Flipkart, learning occurred through cross-functional 
interactions, digital platforms for knowledge exchange, 
mentoring, and solving operational disruptions. These 

processes built the capacity of the organization to retain 
memory and to be adaptive. The focus of HR practices and 
policies on employee learning and capability renewal 
provides a strong case for organizations to be able to learn 
and adapt to the changing environments. 

This study extends its organizational focus and provides 

new perspectives for the Global South. Most scholarly works 
on strategic HRM and supply chain resilience have North 
American and European origins. With the ‘Global South’ 
having an increasing role in global supply chains, India has 
an interesting case where some of the world’s largest 
investments have come into a rapidly growing digital 

economy. With Flipkart as a case, the investments in 
developing Generation Z’s capabilities have had positive 
outcomes. They have contributed to the competitiveness of 
the organization, the formation of digital skills, the 
employment of youth, the modernization of the workforce, 
and the Integrated Workforce Economic Development. 

Therefore, these findings broaden the scope of resilience 
research. They illustrate where strategic HRM has the 
potential to support organizations’ and countries’ 
development goals. 

Overall, this study demonstrates that technological 
capability alone does not fully account for supply chain 

resilience. Rather, resilience is the result of strategic HRM, 
employee engagement, organizational learning, digital 
transformation, and adaptive leadership.  

 
 
 

https://www.mdpi.com/2071-1050/17/13/6167?utm_source=chatgpt.com
https://www.researchgate.net/publication/394923420_HRM_in_the_Age_of_Gen_Z_Balancing_Flexibility_Well-Being_and_Productivity?utm_source=chatgpt.com
https://www.emerald.com/pr/article/54/5/1113/1255519/Megatrends-affecting-the-world-of-work?utm_source=chatgpt.com
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Through the Resource-Based View, Dynamic Capabilities 
Theory and Social Exchange Theory, this study explains how 

Generation Z-oriented HRM practices foster organizational 
resilience in the context of supply chain and HRM 
integration. Respecting the HRM and supply chain 
management research, this study demonstrates that human 
capital is the primary means through which organizations 

leverage their technological resources to gain a sustainable 
competitive advantage in the marketplace. This integrated 

view helps fill the gap in resilience research by bringing a 
more human-centered approach to the study of 
organizational resilience in the context of an uncertain global 
marketplace. (MDPI

 

HR Practice Implementation Outcome 

Digital Recruitment AI Screening Better Talent 

Learning LMS Skill Development 

Wellness Mental Health Engagement 

Leadership Coaching Commitment 

Flexible Work Hybrid Retention 

VI. THEORETICAL CONTRIBUTIONS AND PRACTICAL 

IMPLICATIONS 

This study adds significantly to Human Resource 
Management (HRM), supply chain resilience, strategic 

management, and organizational studies by offering a 
human-centric perspective of resilience in digitally intensive 
organizations. Prior studies have focused on technological 
resilience through digital transformation, artificial 
intelligence, predictive analytics, and operational flexibility. 
There is significantly less research on the role of workforce 

capability in organizational resilience. This study offers a 
unified framework in the context of Generation Z-related 
HRM practices and employee engagement to explain the role 
of supply chain resilience, extending current theories, and 
offers perspective on the competitive advantage of human 
capital in the context of organizational performance and 

sustainability. 
The first contribution to theory is the extension of the 

Resource-Based View (RBV). It suggests that Generation Z 
employees should be viewed beyond a demographic 
segment of the labor market and considered as an important 
strategic resource that provides a sustainable competitive 

advantage. Barney (1991) stated that the organization’s 
resources yield a competitive advantage when they are 
valuable, rare, inimitable, and irreplaceable. Most studies 
that refer to RBV focus on technological capability, 
knowledge, and even organizational culture. This study 
identifies that Generation Z employees have a set of skills 

and competencies such as digital competency, learning 
agility, adaptability to technology, and an innovation 
mindset, becoming valuable strategic resources when 
supported with the right HRM systems.  

 

Therefore, the findings indicate that the RBV can be 
broadened by viewing Generation Z employees as an 
organizational asset that provides long-term competitive 
advantage and organizational resilience, and not a mere 
challenge for the human resource function. 

The second contribution is to Dynamic Capabilities 

Theory (DCT). Most studies that refer to DCT focus on 
technology, for example, innovation, strategy, and even 
organizational change. This study shows that DCT is 
fundamentally strengthened through the development of 
human capital. Flipkart’s ability to sense and respond to 
changes in the environment and to bring about continuous 

change to the processes of the organization was closely 
related to the company’s investment in employee learning 
and the development of digital competencies, as well as the 
application of dynamic and flexible HRM practices. This 
study adds to the DCT literature by showing the importance 
of HRM when organizations are required to renew and adjust 

their internal capabilities to address a complex and dynamic 
business environment. Rather than viewing resilience as a 
static attribute of the organization, this study moves the 
conversation on resilience to a continuous and dynamic 
organizational capability, supported by strategic human 
capital development. 

The study adds to the Social Exchange Theory (SET) 
literature by showing how reciprocal relationships between 
organizations and employees go beyond psychological 
outcomes and affect other dimensions of the organization’s 
capacity. As Blau (1964) noted, employees reciprocate 
positive treatment from organizations by displaying positive 

attitudes and behaviors.  
 
 

https://www.mdpi.com/2071-1050/17/13/6167?utm_source=chatgpt.com


 

International Journal of Recent Development in Engineering and Technology 

Website: www.ijrdet.com (ISSN 2347-6435 (Online) Volume 15, Issue 09, September 2026) 

464 

It was found that Generation Z employees strongly 
engaged, committed themselves to the organization, and 

increased their collaboration and support to change the 
organization, when they had pleasant leadership, learning 
opportunities, well-being programs, and workplace 
flexibility. Therefore, employee engagement at the 
individual level acts as a strategic organizational capability 
that fortifies the organization with the resilience of engaged 

employees who are adaptive, innovative, and willing to share 
their knowledge. 

Another theoretical contribution focuses on the 
repositioning of employee engagement within the research 
of supply chain resilience. Most studies focus on 
engagement in the context of job satisfaction, retention, 

commitment to the organization, and employee 
performance. This study expands the existing literature by 
viewing employee engagement as the behavioral response to 
the strategic management of human resources and 
organizational resilience. Employees who are engaged 
facilitate the organization’s adaptability through the 

organization’s learning and improvement, and active 
collaboration and engagement with the latest technologies. 
This theory unites the management of human resources and 
the literature of supply chain management by illustrating that 
employee engagement is the essential linkage of human 
resource practices to operational resilience. 

This study also adds to the growing body of work on 
managing the Generation Z workforce. Most studies have 
approached Generation Z by analyzing their career 
expectations, leadership styles, work ethics, or aspects of the 
recruitment process. Very few studies have tried to look at 
the Generation Z workforce and their ability to strengthen a 

company’s resilience in a tech-driven world. Using Flipkart 
as a case study of a digital organization, this study argues 
that Generation Z employees strengthen a company’s ability 
to be responsive in a tech-driven world because of their 
digital skills, learning agility, and open mindset toward 
innovation. The aim of this study is to argue that Generation 

Z employees should be viewed as a company’s digital 
transformation capability, rather than being considered yet 
another workforce management problem. 

Apart from the theoretical implications this study 
provides, it also offers several implications for companies 
that function in a fast-moving, digitally influenced world. 

HRM should recognize that talent acquisition of Generation 
Z is the beginning, not the end. Workforce integration means 
that company systems and processes must be designed for 
both employee and organizational agility. Therefore, 
companies should invest in AI technologies that assist in 
recruitment for learning agility and digital skills, as well as 
other technical skills.  

Additionally, organizational strategy must be underpinned 
by an agility-focused infrastructure to survive in a digitally 

influenced world. 
Supply chain managers must reevaluate how workforce 

capability and operational resilience interrelate. Resilience 
focuses primarily on strategies involving management of 
inventories, diverse suppliers, optimized logistics, and 
adaptive technologies. All of these are critical. However, the 

study shows workforce capability is a key resilience factor. 
Supply chain strategies should be adaptive to workforce 
management. This means more focus and resources should 
be placed on enhancing employee collaboration, 
organizational learning, workforce flexibility, and cross-
functional teams. The organizational value of a digital 

technology investment will be greater if employee capability 
is purposefully enhanced as part of the digital 
transformation. 

For organizational leaders, the results highlight the 
importance of intentionally designing learning and 
psychologically safe work environments that promote both 

innovation and the sharing of knowledge. These 
environments will encourage Generation Z employees to 
engage more fully with the organization and improve its 
adaptability to uncertain environments. The focus on 
employee well-being should also change to be more of a 
proactive strategy that focuses on the positive and less on the 

negative, as employees that are psychologically healthy and 
safe will be able to sustain high performance during 
disruption. 

Policymakers in developing economies will also benefit 
from the study. Their focus on digital education, vocational 
and continuous learning, and more collaboration between 

academia and industry will strengthen the readiness of the 
workforce and support the country’s digital transformation. 
It will be beneficial for governments to promote 
collaboration between academia and industry so that 
graduates possess the skills demanded by a changing 
workforce. The focus on skills and employment will create 

more resilient organizations and improve competitiveness 
within the global economy and sustainable development. 

Notwithstanding the impact of the study, several 
limitations were identified that also provide avenues for 
future research. First, the study uses the Flipkart instance as 
a single qualitative case study. Future studies should 

examine the concerns addressed in this study using multiple 
cases across various industries and several countries. 
Second, the lack of primary data restricts the study from 
analyzing the lived experiences and perceptions of 
employees.  
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Future studies should include interviews, surveys, or other 
methods of data collection to affirm and expand the 

framework of relationships proposed in this study. Third, the 
study focuses exclusively on employees of the Gen Z cohort. 
Studies that incorporate participants from other generational 
cohorts can help further explain the impact of generational 
differences on organizational resilience. Finally, even 
though the study proposes an integrated conceptual 

framework, future studies should conduct research either in 
the form of Structural Equation Modelling (SEM) or Partial 
Least Squares Structural Equation Modelling (PLS-SEM) so 
that the relationships can be solidified and the constructs be 
evaluated for mediation or moderation. 

The impact of advanced technologies such as generative 

AI, HR Analytics, Digital Leadership, Humans AI 
Collaboration, and Predictive Workforce Management on 
Supply Chain Resilience should also be studied. Adding 
other cultural and institutional frameworks will also help 
explain the impact of Strategic HRM on resilient 
organizations in a highly Digital and Integrated global 

economy. 

VII.    CONCLUSION 

Digitally integrated supply chains face more frequent and 

difficult global disruptions. This alters the focus of these 
organizations. Many advances in technology (AI, cloud 
computing, advanced automation, etc.) have accelerated the 
ability of organizations to respond to market changes. 
However, the findings of this study suggest that the ability to 
respond to changes in the market through technology is not 

enough. The ability to respond to disruptive changes in the 
market is dependent on the capability of the workforce. 
Therefore, to maintain a competitive advantage, 
organizations must have a resilient, innovative, and 
adaptable workforce. This shifts the focus of Human 
Resource Management (HRM) from an administration-

supporting function to a strategically important function of 
an organization. 

Using Flipkart as an example, this study analyzes how 
HRM practices focused on Generation Z promote 
engagement and improve supply chain resilience in the 
context of India's rapidly growing digital economy. The 

research focuses on how the coordination of the elements of 
Flexible work arrangements and inclusivity, digital 
recruitment, wellness initiatives, leadership tech, and 
performance management systems, along with continuous 
learning and skill development, allows HRM practices to 
promote engagement, learning and knowledge sharing, 

collaboration and desired behavior.  

Highly desired behaviors drive needed flexibility and 
resiliency at the highest levels, which fortifies supply chains 

regardless of severe market oscillations and disruptions. 
The study further shows that Generation Z employees 

become adaptable and innovative assets to the organization 
when certain HRM systems are put in place. They are also 
the most adept at using advanced digital technologies. It 
posits that Generation Z employees not only represent the 

demographic group of employees that most companies will 
have to learn to manage differently, but also offer the greatest 
potential for employee renewal and maintaining a 
competitive edge. Organizations can offer Generation Z 
digital learning systems and then rely on the employees to 
lead the charge of using their competency to positively 

impact the organization’s digital systems and maintain 
continuous operation within the organization in the face of 
disruptive challenges. 

From the standpoint of theory, the study offers an 
understanding of how the Resource-Based View, Dynamic 
Capabilities Theory, and Social Exchange Theory can be 

integrated in the context of strategic HRM, employee 
engagement, and supply chain resilience. The Resource-
Based View is the basis of Generation Z employee renewal; 
Dynamic Capabilities Theory addresses how the 
organization cultivates the ability to adjust and shift 
resources in response to market changes; and Social 

Exchange Theory provides an understanding of employee 
engagement and the extra role employees perform at work 
as a result of supportive HRM practices. The integration of 
these theories provides a foundation for understanding of 
organizational resilience that is beyond technology and 
operational processes. 

This study considers employee engagement as a strategic 
capability of an organization, as opposed to a psychological 
construct at the individual level. Most studies traditionally 
have engaged (no pun intended) concepts such as 
satisfaction, commitment, or retention. In contrast, the 
present study shows that employees who engage in an 

organization foster resilience, as evidenced by their support 
for innovation and collaboration, the sharing of knowledge, 
and the performance of adaptive actions. This construct 
integrates the Human Resource Management and supply 
chain management realms by showing that the behavioral 
outcomes of the strategic HRM process significantly impact 

an organization’s resilience and the sustainability of its 
performance. 

This case study also adds to the scholarship of 
organizations in the Global South. The bulk of the 
scholarship on strategic HRM and the resilience of the 
supply chain has been in developed countries.  
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The emerging, fast-growing digital markets exemplified 
by India have been comparatively less studied. This study 

explores Flipkart’s management of Generation Z talent and 
offers empirical evidence of how organizations in emerging 
economies manage the development of their workforce in 
the context of the organization’s digital transformation. This 
is a valuable example of how organizations fulfil their social 
responsibility by promoting economic development in the 

form of youth employment and the provision of digital skills 
in an emerging economy. 

The study has significant practical implications as well. 
To enhance workforce adaptability, HR managers should 
develop integrated talent management systems comprising 
continuous learning, development of competencies, 

employee well-being, and inclusive leadership. Supply chain 
managers should incorporate talent/workforce capabilities 
into their resilience strategies along with technological and 
operational innovations and flexibility. To facilitate adaptive 
behaviors in a disruptive environment, organizational 
leaders should develop a culture of trust, collaboration, and 

learning, and empower employees. To help their nations 
maintain a global competitive edge in a digital economy, 
disruptive environment, and constant change, policymakers 
should prioritize digital learning, lifelong learning, and 
university–industry collaborations. 

 

 
 
 
 
 
 

 
 
 
 
 
 

 
 
 
 
 
 

 
 
 
 
 
 

While the study has important theoretical and practical 
elements, it still has some gaps that future studies should 

explore. The framework can be validated even more with 
cross-country and cross-industry case studies. Supply chain 
resilience, employee engagement, and Generation Z-focused 
HR practices can be studied through the lens of SEM or PLS-
SEM in quantitative studies. The role of HR analytics and 
digital leadership, along with other emerging technologies, 

such as human–AI collaborations and generative artificial 
intelligence, can be the focus of future studies in a disruptive 
environment. These studies in the rapidly changing, complex 
environment of technology will enhance the understanding 
of workforce capabilities. 

This study concludes that resilient supply chains will 

increasingly rely on an organization's talent management 
capabilities, rather than their maturity with technology. 
Supply chains are resilient only if the organization is 
resilient. And an organization is resilient when the workforce 
is talented and engaged. Organizations focusing on digitally 
transforming their Human Resource Management systems to 

effectively engage and manage their Gen Z talent, will be the 
ones who are able to mitigate risks and maintain their market 
advantage, while also positively impacting” and promoting 
a more stable global economy. Valuing and investing in 
Human Capital is essential to the resilience and 
sustainability of organizations in the twenty-first century. 


