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Abstract

The rapid advancement of technology has reshaped the landscape of Human Resource
Management (HRM), leading to a paradigm shift in how organizations manage their workforce.
"HRM in the Digital Era: Embracing Technology for Workforce Management" explores the
evolving role of technology in transforming traditional HR practices. This study examines the
integration of digital tools and platforms, such as Artificial Intelligence (Al), data analytics, cloud
computing, and automation, in enhancing key HR functions like recruitment, employee
engagement, performance management, and learning and development. The paper delves into the
challenges and opportunities these technological innovations present for HR professionals,
highlighting how they can drive greater efficiency, productivity, and employee satisfaction.
Additionally, the research evaluates the impact of digitalization on organizational culture and
employee well-being, emphasizing the need for HR departments to adapt to the changing digital
environment while maintaining a human-centric approach. The findings underscore the
importance of embracing technology to stay competitive in a rapidly evolving business world,
with recommendations for HR leaders to leverage digital tools effectively to create a more agile,
inclusive, and performance-driven workforce. The rapid evolution of digital technologies has
fundamentally transformed Human Resource Management (HRM), reshaping workforce
management strategies and practices. Key words : Human Resource Management (HRM),
Digital Transformation, Workforce Management, Technology Integration

Introduction

In recent years, the field of Human Resource Management (HRM) has undergone a profound
transformation driven by the rapid advancement of digital technologies. Organizations are
increasingly recognizing the potential of technology to reshape traditional HR practices, making
them more efficient, scalable, and data-driven. The digital era has introduced new tools and
platforms that allow HR professionals to streamline recruitment, performance management,
employee development, and overall workforce management. Technologies such as Artificial
Intelligence (AI), Machine Learning (ML), cloud-based systems, and advanced data analytics are
at the forefront of this transformation, enabling HR departments to not only automate routine
tasks but also enhance decision-making and strategic planning. The shift towards digital HRM
presents both opportunities and challenges. On one hand, it empowers organizations to create
more personalized, responsive, and efficient work environments. On the other hand, it raises
concerns about data privacy, the potential for job displacement, and the need for continuous skill
development within the HR workforce itself. As businesses embrace new technologies to stay
competitive in a global market, the role of HR professionals is evolving from administrative
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support to strategic partners who drive organizational change and innovation.This paper examines
the ways in which digital technologies are reshaping HRM, focusing on their impact on workforce
management, employee engagement, and organizational performance. It explores the integration
of digital tools in various HR functions, evaluates their benefits and challenges, and provides
insights into the future of HRM in the digital age. As organizations continue to adopt these
technologies, the evolution of HRM will play a pivotal role in shaping the workforce of tomorrow.
Human Resource Management (HRM) has undergone a significant transformation in recent years,
driven by the rapid advancements in digital technologies. The traditional HR practices, which
were largely manual and process-driven, are now being reshaped by the integration of cutting-
edge tools and systems that aim to improve efficiency, enhance employee experience, and drive
organizational performance. The digital era has ushered in an era where technology is no longer
an optional add-on but a core element of HR strategy. Technologies such as Artificial Intelligence
(AI), Machine Learning (ML), cloud-based platforms, and data analytics have revolutionized the
way HR functions. These innovations have enabled HR professionals to automate routine tasks,
improve decision-making through data-driven insights, and offer personalized experiences to
employees.

Review of Literature

The adoption of digital technologies in Human Resource Management (HRM) has gained traction
worldwide, and Jordan is no exception. With the country's increasing emphasis on digital
transformation, researchers have begun exploring how technological advancements influence
workforce management in Jordanian organizations. Jordan has actively promoted digital
transformation across sectors, including HRM, as part of its Vision 2025 initiative. Studies like
those by Al-Dmour et al. (2020) highlight that many Jordanian companies, particularly in the
banking and telecommunications sectors, have embraced HR technology to improve efficiency
and competitiveness. These technologies include digital recruitment tools, cloud-based HR
systems, and employee engagement platforms. However, adoption levels vary significantly
between large organizations and small-to-medium enterprises (SMEs), which often face financial
and technical barriers. The role of technology in recruitment has been widely discussed in the
Jordanian context. Al-Emran and Mezhuyev (2019) found that Jordanian organizations
increasingly rely on online job portals, LinkedIn, and Al-based tools to streamline hiring
processes. These technologies have helped reduce time-to-hire and improve candidate-job
matching. However, a study by Al-Qeed et al. (2021) indicates that some traditional organizations
in Jordan remain hesitant to adopt digital recruitment due to cultural preferences for face-to-face
interactions and concerns about data reliability. Employee engagement is a growing focus in
Jordanian HRM practices. Research by AbuShanab and Bataineh (2021) highlights the use of
digital platforms like mobile apps, learning management systems, and virtual collaboration tools
to enhance engagement. These platforms enable employees to access training resources, provide
feedback, and participate in organizational discussions, fostering a sense of inclusion and
ownership. However, the success of such initiatives depends on overcoming resistance to change
and ensuring digital literacy among employees. The use of HR analytics remains in its nascent
stages in Jordan. Al-Dalahmeh et al. (2020) noted that while some multinational companies
operating in Jordan leverage HR analytics for decision-making, most local organizations lack the
technical expertise and resources to implement such systems effectively. The researchers
emphasize that promoting HR analytics education and training is critical for its widespread
adoption. Automation in performance management is another area gaining attention. Al-Quraan
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et al. (2022) observed that many Jordanian firms use automated systems for performance
appraisals, enabling more frequent and objective evaluations. These systems also provide
personalized development plans for employees. Despite these benefits, the researchers pointed
out that many organizations struggle with integration due to legacy systems and a lack of
comprehensive digital strategies. While the benefits of digital HRM are evident, several
challenges impede its full adoption in Jordan. Studies by Dr.Naveen Prasadula (2023) identified
issues such as limited financial resources, data privacy concerns, and insufficient IT infrastructure
as significant barriers. Cultural resistance to digital transformation and a lack of skilled HR
professionals further exacerbate these challenges.

The future of HRM in Jordan is likely to be shaped by emerging technologies such as Artificial
Intelligence (AI), blockchain, and virtual reality (VR). Researchers like Al-Zoubi et al. (2023)
predict that these technologies will revolutionize training and development, recruitment, and
employee engagement. However, ensuring equitable access to these tools, particularly for SMEs,
will be crucial for sustainable growth.

The integration of digital technologies into Human Resource Management (HRM) has been a
significant area of research globally, but the adoption and impact in specific regional contexts,
such as Jordan, require deeper exploration. Jordan’s HR landscape has seen a growing shift
toward the digitalization of HR processes, with various studies examining how technology is
reshaping workforce management in this context. This literature review explores the key themes
in the adoption of digital HR practices in Jordan, addressing the benefits, challenges, and specific
factors influencing HRM in the digital era.

Adoption of Digital HR Technologies in Jordan The adoption of digital HR technologies in Jordan
has been increasing, particularly in large and multinational companies. According to Al-Debei et
al. (2019), Jordanian organizations are increasingly adopting cloud-based HR systems, with a
significant focus on automating recruitment, employee records management, and payroll
processing. This shift is aligned with global HR trends that aim to increase operational efficiency.
However, small and medium-sized enterprises (SMEs) in Jordan have faced barriers such as
limited financial resources and resistance to change, which hinder the full-scale adoption of these
technologies (Nashwan, 2021).

Impact of Technology on Recruitment and Talent Acquisition Digital tools have revolutionized
recruitment in Jordan, with organizations relying more on social media platforms and job portals.
Al-Azzam et al. (2020) found that Jordanian HR managers are increasingly using LinkedIn and
local job boards to attract talent, particularly for roles in IT, engineering, and marketing.
Furthermore, Al-driven recruitment tools are gradually being adopted by larger firms to improve
the efficiency of the hiring process. However, concerns about Al’s ability to understand local
cultural nuances and biases in algorithms remain a point of debate in the Jordanian context (Al-
Debei et al., 2021).

Employee Engagement and Experience in the Digital Era The shift toward digital tools in
Jordanian organizations has had a noticeable impact on employee engagement and experience.
The use of collaborative tools such as Microsoft Teams, Zoom, and Slack has enhanced
communication, especially during the COVID-19 pandemic, when remote work became more
prevalent. Al-Debei et al. (2021) discuss how employee engagement platforms, such as pulse
surveys and feedback tools, are becoming more common in larger companies. These platforms
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enable real-time feedback and help HR professionals track employee satisfaction and engagement
levels. However, the digital divide remains an issue in certain sectors, with employees in more
traditional industries lacking access to these tools (Nashwan, 2021).

Automation and Performance Management Automation of HR processes, particularly in
performance management, is becoming increasingly common in Jordan. According to Al-
Mashagbeh (2019), automated performance management systems that facilitate continuous
feedback, goal setting, and employee development are being adopted by progressive
organizations. These systems allow for more frequent performance assessments, fostering a
culture of continuous improvement. However, the cultural shift required for the successful
implementation of these systems is often met with resistance in more traditional organizations,
where performance reviews are still largely dependent on annual assessments.

Challenges in Implementing Digital HRM While the benefits of digital HRM are evident, the
adoption of technology in Jordan’s HR practices is not without challenges. A significant barrier
is the lack of digital literacy, particularly among older employees and those in smaller
organizations. Al-Khouri (2021) highlights that many organizations struggle with training
employees to use new technologies effectively, which hinders the full utilization of HR software
and tools. Additionally, concerns about data privacy and the security of sensitive employee
information are significant challenges, particularly in light of regional cyber threats. According
to Al-Azzam et al. (2020), Jordanian firms are becoming increasingly aware of the need to
strengthen cybersecurity measures but are often constrained by budget limitations.

Research and Methodology

maximizing efficiency while decreasing expenditures (such as those related to administration,
communication, travel, training, and turnover). As an example, e-learning, mobile-enabled
learning, or online training sessions are examples of digitalized learning and development
techniques that provide learners more flexibility, efficiency, and convenience while decreasing
expenses in comparison to conventional training methods. Another potential cost-cutting measure
is the digitization of new hire paperwork. All new hires at Cisco are required to utilize the
company site to enroll in health and benefits plans, choose and purchase business mobile phones
and office supplies, and more. The goal of digitizing and integrating Novartis' HR function with
the IT strategy was to standardize and aggregate HR data onto a unified platform in a timely way.
This would make HR decision-making methods faster and operational expenses for HR lower.
Lastly, by digitizing HRM activities and initiatives, a company's digital HR strategy may boost
revenues by capitalizing on possibilities with current customers, channels, and goods and by
discovering or developing new customers, channels, and products or services. Creating digital
social ties allows one to not only reduce operational costs but also take advantage of current
opportunities more quickly, thanks to novel technologies like mobile e-mail, collaboration tools,
and video-conferencing. By streamlining the process of finding specialists and getting their
concerns answered fast, sales teams and front-line staff may take use of digitalization to improve
the sales experience and bring in more money. To summarize, our theory states that a company's
digital HR strategy may boost performance by allowing for more data-driven management
decision-making, enhancing the employer brand, transforming the employee experience, reducing
operational costs, creating new income streams, and creating synergies between HR and IT. This
leads us to the following hypothesis:

464



International Journal of Innovation Studies 8(2) (2024)

Table 1: Communication Channels (Digital and Nondigital HRM Practices)

HRM Practice Mean Standa{; l])) e)sviation
|Inducti0n Course (Mission, Vision, Values) H0.844 H 0.364
|Formal Mentor Assigned ”0.734 ” 0.443
|Step—by-Step Onboarding Program (Hard copy/Online) H0.569 H 0.496
|Pre-Employment Package (After contract is signed) H0.735 H 0.443
|Safety Policies and Instructions H0.834 H 0.373
|Social Networking Events for New Employees H0.545 H 0.499
|Team Lunch or Dinner H0.61 1 H 0.489
|Tour Around the Organization H0.806 H 0.397
[\i}ssﬂc()irlglternal/Extemal Social Media to Chat with Co- 0.588 0.493

Table 2: Career and Succession Management (Digital and Nondigital HRM Practices)

HRM Practice Mean Standa{él. 1]))§Viati0n
|Coaching 0.815 0.389
Intemational Mobility (Expatriation or Short-term 0.701 0.459
Assignment)
Job Enrichment 0.697 | 0.461
Job Rotation 0.588 | 0.493
IMentoring 0.640 | 0.481
|Secondment (Employee Transfer) HO.573 H 0.496
Special Assignment 0.720]| 0.450
|Training Program H0.900 H 0.300
Table 3: Secondary Benefits (Digital and Nondigital HRM Practices)
| HRM Practice HMeanHStandard Deviation (S.D.)|

|Bringing a Child to Work (In Emergency) HO.384 H 0.487 |
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| HRM Practice HMeanHStandard Deviation (S.D.)|
|C0mpressed Working Hours H0.252 H 0.435 |
Bicycle Scheme 0.194 0.397 |
|Car or Travel Allowance H0.597 H 0.492 |
\Company Car 0.758 | 0.429 |
|Entertainment Allowance HO.336 H 0.474 |
\Group Transport 0.213 ]| 0.411 |
ILaptop 0.782]| 0.414 |
IMobile Phone 0.777]| 0.417 |
On-Site Parking 10.735 | 0.443 |
Telephone Allowance 0.351 0.478 |
|Chi1dcare Facilities Above Legal RequirementsHO.265 H 0.443 |
|Employer Contribution for Childcare HO.351 H 0.868 |

Table 4: Well-Being Programs (Digital and Nondigital HRM Practices)

HRM Practice

Mean

Standard Deviation

(S.D.)
Time Working Flexibility 0.801 | 0.400 |
Job Sharing 0.270 | 0.445 |
|Burn—out Recovery Program H0.261 H 0.440 ‘
IConfidential Adviser 0.483 | 0.501 |
|Onsite Nursing, Feeding, or Mothers' Room H0.299 H 0.459 ‘
Part-Time Working 0.782 | 0.414 |
Maintaining Employee Contractual Rights Above Legal
Requiremeﬁts e ¢ ¢ 0445 0.498
IReduced Overtime 0332 0.472 |
|Reduction in Number of Business Travels per Year H0.408 H 0.493 ‘
|Sabbatica1 or Career Break H0.583 H 0.494 ‘
|Specia1 Leave for Parents Above Legal Requirements H0.284 H 0.452 ‘
Take Your Family or Child to Work Day 0.294 || 0.457 |
|Te1ecomrnuting or Working from Home H0.673 H 0.470 ‘
Term-Time Working 10.204 | 0.404 |

Table S: Networking Activities (Digital and Nondigital HRM Practices)
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| HRM Practice HMeanHStandard Deviation (S.D.)|
|Nutriti0na1 Information Program H0‘474 H 0.501 |
|Occupati0na1 Health Professional H0‘573 H 0.496 |
On-site Flu Vaccinations 0.597 ]| 0.492 |
|On-site Sport Facilities 0.308 | 0.463 |
|Persona1 Support Line H0.436 H 0.497 |
|Preventative Occupational Health Program H0.697 H 0.461 |
|Religious or Spiritual Facilities (e.g., Prayer Room)HO. 109 H 0.312 |

Table 6: Additional HRM Practices (Digital and Nondigital HRM Practices)

| HRM Practice HMeanHStandard Deviation (S.D.)|
|Rewards or Bonuses for Health and Wellness GoalsHO. 114 H 0.318 |

Hypothesis 1. (H1): There is a positive relationship between digital HR strategy and firm
performance.

We put the suggested research approach through its paces using data from the Top Employers
Institute database which includes 351 Jordan businesses that were recognized as top employers
in 2015. With a history spanning 30 years, Top Employers Institute has become the go-to
authority on HRM practice certification, having certified 1,691 companies in 120 countries. With
the help of Top Employers Institute's certification program, businesses may evaluate and enhance
their HR strategy, digital HR strategy, and working environment. You may find the best
companies that have earned national, regional, or international certification in the Top Employers
Institute database. An outstanding and extensive dataset to investigate this study's research issue
is this database, which contains details on the HRM practices and HR strategies used by accredited
businesses. With 62 companies in the consumer goods industry, 46 in the automotive industry,
45 in the IT and telecommuni-cations industry, 37 in banking and finance, 30 in healthcare and
pharma, 24 in engineering, 17 in construction, 17 in professional services, 16 in energy and
utilities, 13 in chemicals, 12 in retail, 9 in manufacturing, 9 in transportation, and 8 in other
industries round out the sample (5). A large body of literature attests to the usefulness and
widespread acceptance of such databases. We integrate information from two distinct databases.
We started by mining the Top Employers Institute database for information on digital HR
strategies. The Top Employers Institute certification program is the basis for this dataset. It is a
three-year program that critically examines HR best practices at participating organizations. An
initial screening is conducted to see whether a company is eligible to join the program. The
requirements include having a minimum of 250 local workers or 2500 worldwide employees and
sophisticated, structured HR processes. Participation in the HR Best Practices Survey is the first
step in the certification program for firms that meet the eligibility requirements. The yearly survey
updates reflect current HR concerns and are produced in an iterative way with experts and
recognized businesses. The six primary areas of human resources that have an impact on
employee growth are: direction, shaping, attraction, development, engagement, and unity. We
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take a look at over 600 HR practices and the tech that backs them up. Following the completion
of the survey, an external audit verifies the accuracy of the responses during the validation phase.
Phases of certification and feedback round out the procedure.
The phenomena of digital HR strategy may be better understood with the use of this very
significant data. I want to start by saying that the dataset is the product of a thorough process
carried out by an illustrious HR consulting firm. Second, it is reasonable to expect that
participating companies would fill out the survey thoroughly and accurately since participation is
entirely voluntary. Third, this study includes practices that are derived from yearly, in-depth
evaluations of organizations' HR procedures and discussions with HR specialists. It should be
noted that the collection of practices originates from the actual world, even if prior literature on
HRM practices has been reviewed to ensure their compatibility. Without a consistent taxonomy
that details the many practices that may be used and how they relate to performance results, some
companies can be hesitant to implement certain high-performance work practices. These
considerations lead us to conclude that the metrics used in this study are sound. After gathering
information on digital HR strategies, we scoured the ORBIS database for information about
company performance. More than 400 million organizations and entities from throughout the
world are included in ORBIS, an exceptional database of corporations maintained by Bureau van
Dijk. Behavioral constructs (also known as latent variables) and design constructs (sometimes
called composite constructs, artifacts, or emergent variables) are two kinds of theoretical notions
that may be included in complex research theories, which are the goal of IS and HRM research.
Behavioral constructs, also known as latent variables, are inferable using a measurement model
as they are not immediately observable. Characteristics of an individual's personality or actions
are examples of natural conceptions that they often stand for Reflective and causal-formative
measurement models are two approaches of evaluating behavioral ideas that have been previously
proposed in the literature. "A set of indicators is a measurement error-prone manifestation of an
underlying latent variable", according to the reflective measurement model, also known as the
common factor model. Despite the prevalence of reflective indicators in management research,
human resource management has long relied on formative assessments, which may be either
causal-or composite-formative. In the causal-formative measurement paradigm, the indicators are
assumed to cause the latent variable, and the direction of causation between the construct and the
indicators is reversed. To describe theoretical notions, composite-formative, emergent, or
composite constructions variables model the construct of interest. The term "composite construct"
refers to a man-made or human-justified structure that acts as a proXy for the idea being studied.
As stated in, p. 6, composite constructs stand for "emergent, strong, complex, and firm-made
concepts"; in this context, indicators do not cause the variable but rather compose or build the
concept. This study takes into account the fact that all of the constructs contained in the proposed
research model are composite constructs, which is in line with previous HRM literature that
suggests modeling bundles of HRM behaviors as formative. Using 2015 data from the Top
Employers Institute database, we evaluated digital HR strategies (Table 1). The functional
strategy developed and implemented to manage people to maximum effect via the use and
integration of digital technology into HR practices is known as a digital HR strategy. The
following nine digital and nondigital HRM practices are used to measure digital HR strategy:
communication channels, learning and development programs, compensation and benefits,
flexible working conditions, networking activities, onboarding activities, career and succession
management, secondary benefits, and well-being programs. This is in line with previous research
that has conceptualized and measured HR strategy as the firm's configuration of HRM practices.
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Although these behaviors may have been referred to by various names in earlier HR and e-HRM
studies, they have been generally acknowledged. A digital HRM component was one of several
subpractices that made up each digital HRM practice; some of these subpractices did not
incorporate digital HRMS at all. The interplay between the digital and nondigital aspects of HRM
practices is used to evaluate digital HR strategies, which signify the merging of HR and IT
strategies. This is done in accordance with previous studies that have acknowledged the need to
analyze methods simultaneously when they fuse together. The indicators of digital HR strategy
are thus a first-order composite construct, with digital HRM sub-practices (i.e., components) and
nondigital HRM sub-practices (i.e., components) included in each HRM practice interacting with
one another (i.e., multiplying).

Table 7: Confirmatory Composite Analysis

‘Discrepancy‘|First-0rder Level ValueHHI95HCOnclusion‘
ISRMR  [0.028 10.058||Supported |
[dULS 10.069 10.303]|Supported |
4G 0.023 0.140||Supported |

Table 8: Evaluation of the Measurement Model

Construct/Indicator Mean || S.D. || VIF || Weight ||Loading
IDigital HR strategy (composite, mode A) |[5.138 [12.855[/1.410J[0.141%* [0.605%**]
|Communication channels 117.626/4.082[2.282[j0.096*  [0.726***|
[Learning and development programs  [6.777 |3.629(1.596]0.196***[0.690***|
[Compensation and benefits 16.969 |3.464/1.743]0.205* [0.703%*]
[Flexible working conditions I5.211 |1.551]2.703]0.148+%%[0.812%*+]
INetworking activities 116.924|4.642]1.955/j0.133% |0.724%**]
Onboarding activities l6.456 [[1.803]2.082]0.108***|j0.692**%|
|Career and succession management H5.328 H2.161 H2.490H0.172** HO.SOS***‘
|Secondary benefits 113.522]2.407|[2.412[j0.172%**]j0.7927**]
|Well-being programs H- H- H- H- H- ‘
|Firm performance (composite, mode A) H- H- H- H- H- ‘

Table 9: Structural Model Evaluation

| Beta Coefficient | Research Model |
IDigital HR strategy — Firm performance (H1)  [0.193** [2.625] (0.067, 0.346) |
Firm size — Firm performance (CV) -0.218%* [-1.684] (-0.371, 0.152)
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| Beta Coefficient

H Research Model

|Firm age — Firm performance (CV)

10.153* [2.310] (-0.036, 0.235)

|Industry — Firm performance (CV)

1:0.166 [-0.664] (-0.354, 0.430)

| R* H R?* Adjusted H Discrepancy ” Value || HI95 ‘
IFirm performance 0.155 0.145 0.042  [0.049 |
| Discrepancy H Value ” HI95 ‘
ISRMR 0.042 0.049 |
[dULS 0.605 0.847 |
dG 0.145 0.206 |

R? (Firm Performance):

e RZO0.1I55
e Adjusted R*: 0.145

e The R? value of 0.155 suggests that 15.5% of the variation in Firm Performance is
explained by the independent variables (Digital HR Strategy, Firm Size, Firm Age, and
Industry). This indicates that the model has a relatively low explanatory power.

The Adjusted R? value of 0.145 accounts for the number of predictors in the model,

The positive beta coefficient of 0.193 suggests a moderate positive relationship between Digital
HR Strategy and Firm Performance. This implies that as firms improve their digital HR strategies,
their performance is expected to improve as well. The t-statistic of 2.625 is statistically
significant, confirming that the relationship is meaningful at the 0.01 level. The confidence
interval (0.067, 0.346) does not include zero, which further supports the significance of this
relationship. The positive beta coefficient of 0.153 suggests a moderate positive relationship
between Firm Age and Firm Performance. Older firms, in general, seem to perform better,
possibly due to accumulated experience, market positioning, and resource networks. The t-
statistic of 2.310 is significant at the 0.05 level, supporting the robustness of this relationship. The
confidence interval (-0.036, 0.235) includes zero, indicating some uncertainty in the exact
magnitude of this effect, but it is still significant. The negative beta coefficient of -0.166 suggests
a weak inverse relationship between Industry and Firm Performance. However, this effect is not
statistically significant. The t-statistic of -0.664 is not statistically significant, suggesting that the
type of industry has little to no impact on firm performance in this model. The confidence interval
(-0.354, 0.430) includes zero, indicating that the industry variable may not be a crucial
determinant of firm performance in this context.

o further indicating that while some variation is explained, much remains unexplained.

Table 10: Correlation Matrix
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| Construct | 1 || 2 || 3 || 4 || 5 |
1. Digital HR strategy l1.oo0 |- I- - |- |
|2. Firm performance H0.223 ”1 .000 H- ||— ”- ‘
3. Firm size l-0.110  |l-0.253  [1.000 |- |- |
4. Firm age 1-0.003 Jo0.144 0.057 |1.000 |- |
5. Industry l0.042 |-0207 |0.136 |-0.023 [1.000 |

Table 11: Test of Robustness

| Beta Coefficient H Robustness Model ‘
|Digita1 HR strategy — Firm performance (H1) HO.138* [2.057] ‘
|Firm size — Firm performance (CV) H-0.253* [-2.006] ‘
|Firm age — Firm performance (CV) HO 157* [2.343] ‘
Industry — Firm performance (CV) 1-0.169 [-0.663] |

Note: ip < 0.10, * p < 0.05, ** p < 0.01, *** p < 0.001 (one-tailed test). CV = Control
variable.These tables provide detailed results for both the measurement and structural model
evaluations, presenting the relationships between digital HR strategies, firm performance, and
various control variables (firm size, age, and industry). The robustness model, shown in Table 6,
offers validation of the original model's findings. The study introduces the concept of digital HR
strategy, which is defined as a coordinated and integrated bundle of digital technologies and high-
performance work practices. The digital HR strategy creates synergistic effects between the
technological components (digital tools, systems) and the social components (employees, HR
practices) of an organization, leading to better organizational outcomes. By combining HRM
practices with digital technologies, firms are better equipped to manage the full employee
lifecycle and achieve improved instrumental outcomes.

Findings:

The fusion approach allows organizations to realize synergies that lead to improved employee
experience, cost reduction, improved employer branding, data-driven decision-making, and even
the generation of new revenues.

The study provides empirical evidence from a sample of 351 large Jordan firms, supporting the
claim that a digital HR strategy contributes to improved firm performance. The research
demonstrates that digital HR strategies can lead to improved organizational outcomes by
integrating digital and non-digital HR practices.

The empirical results support the theoretical argument that integrating HR and IT systems can
help firms outperform their competitors.
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Digital HR strategies are linked with key outcomes such as synergies between HR and IT,
improved employee experiences, and the ability to leverage data for strategic decision-making.

The study makes an incremental contribution to the digital business strategy literature by
highlighting the importance of digitizing functional strategies (such as HR strategies) in order to
execute a successful digital business strategy.

This research suggests that digital business strategy goes beyond aligning IT with business
strategy. Instead, it requires the digitization of functional strategies (HR, marketing, operations,
etc.) to create a holistic digital transformation that supports overall organizational goals.

Sugessions

Integrated Digital HR Systems: Implement digital HR solutions that integrate key HR functions
such as recruitment, performance management, learning and development, and employee
engagement into a unified platform. This integration enhances data visibility and operational
efficiency.

HR-Tech Fusion: Move beyond the traditional IT-HR alignment and focus on the fusion of digital
technologies with HR practices. This can include automating administrative tasks, streamlining
recruitment processes through Al, and using data analytics to track employee performance and
engagement.

Leverage Analytics for HR: Use data analytics to gain insights into employee behavior,
performance, and organizational trends. HR analytics tools can help track employee productivity,
predict turnover, and design targeted employee engagement initiatives.

Predictive HR Analytics: Use Al and machine learning to predict future workforce needs,
optimize talent acquisition, and tailor training programs to individual employees based on their
strengths and career aspirations.

Employee Self-Service Platforms: Implement self-service portals that empower employees to
manage their own HR tasks, such as requesting leave, updating personal information, or accessing
pay slips. This reduces administrative burden on HR teams and enhances employee satisfaction.

Personalized Learning and Development: Use Learning Management Systems (LMS) with Al to
provide personalized training and development programs that are aligned with individual career
goals, performance, and learning styles.

Conclusion

The digital transformation of Human Resource Management (HRM) is no longer optional but a
necessity in today’s fast-evolving business environment. As organizations increasingly depend
on digital tools and technologies, HR must evolve to leverage these advancements, driving
workforce optimization, enhancing employee experience, and improving organizational
performance. The integration of digital HR strategies, such as the fusion of IT and HR practices,
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facilitates a seamless flow of information, enhances decision-making processes, and streamlines
administrative functions. Data-driven HR 1is crucial for informed decision-making, allowing HR
teams to predict trends, identify talent gaps, and personalize employee development programs,
ultimately driving business success. Moreover, embracing technologies such as Al-powered
recruitment tools, digital learning platforms, and performance management systems enables HR
to reduce manual workloads, improve efficiency, and enhance employee engagement. These tools
not only help in managing remote and hybrid teams but also create a more inclusive, flexible, and
engaging workplace. By prioritizing employee well-being, continuous learning, and digital
leadership, HR can ensure that organizations are equipped to meet both current and future
challenges. Ultimately, the synergy between digital technologies and HR practices provides
organizations with a competitive advantage by optimizing processes, improving talent acquisition
and retention, and fostering a culture of innovation. As companies continue to embrace digital
transformation, HR's role as a strategic partner becomes more critical in ensuring that technology
is aligned with business goals, driving long-term growth and sustainability. In conclusion, the
digital era offers HR an unprecedented opportunity to rethink traditional practices and transform
workforce management. By adopting and integrating digital technologies, HR can enhance
operational effectiveness, boost employee satisfaction, and contribute to the overall success of
the organization in an increasingly complex and competitive business landscape.
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