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Abdallah Ali Mohammad Alrifae (Jordan), Abdulrahman Alhabeeb (Malaysia)

THE IMPACT OF DIGITAL HUMAN
RESOURCE MANAGEMENT

ON EMPLOYEE INNOVATION
BEHAVIOR: THE MEDIATING ROLE
OF ORGANIZATIONAL LEARNING
IN THE ICT SECTOR IN THE
MIDDLE EAST

Abstract

The paper examines how digital human resource management (D-HRM) practice af-
fects employee innovation behavior in the ICT sector in several Middle Eastern coun-
tries, especially regarding how organizational learning acts as a mediating variable. The
analysis was quantitative, involving an online survey sent to 15 ICT organizations in
Jordan, the UAE, Saudi Arabia, Egypt, and Qatar. A total of 658 valid responses were
collected from HR specialists, innovation team members, supervisors, and managers
between February and May 2025. Partial least squares structural equation modeling
(PLS-SEM) was used to analyze the data. These findings showed that D-HRM (beta
=0.28, p < 0.001) affects employees’ innovation directly and significantly. In addition,
D-HRM is found to have a significant impact on organizational learning (beta = 0.39,
P <0.001), which has a significant effect on innovation behavior (beta = 0.33, p <0.001).
The mediation effect was also justified (0.13, p < 0.001), and it is established that learn-
ing processes act as one of the significant mechanisms of HRM transforming digital
into innovative ones. The findings highlight the significance of digital capability and
organizational learning in supporting innovation in ICT companies. The study pro-
vides meaningful suggestions to HR leaders and policymakers to promote innovation
with digital systems, learning culture, and human-centered strategy. These findings
provide actionable insights for HR leaders and policymakers in the Middle East ICT
sector, helping them design digital HR strategies that strengthen organizational learn-
ing and enhance employee innovation capacity.

Keywords digital HRM, organizational learning, employee
innovation, ICT, Middle East

JEL Classification M15, G21, 033, L86

INTRODUCTION

Innovation is an organization’s key to success and sustainability, espe-
cially in today’s fast-paced technology development. Innovations are
a competitive advantage and the only survival strategy, particularly
in the information and communications technology (ICT) industry
(Budiarto et al., 2024). As organizations attempt to develop innova-
tion on all levels, human resource management (HRM) has been re-
designed using digital tools and new practices meant to boost em-
ployee engagement, performance, and innovativeness. Digital human
resource management (D-HRM), which combines e-recruitment, on-
line training platforms, performance analytics, and cloud-based HR
systems, is becoming an organizational agility and innovation driver
(Budiarto et al., 2024).

http://dx.doi.org/10.21511/ppm.23(4).2025.08
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Past studies have discussed the positive impact of digital HR practices in enhancing operational effi-
ciency and employee satisfaction (Parikh & Pirani, 2025). Still, little focus has been placed on how digi-
tal HR practices affect employee innovation behavior, especially in developing and emerging economies.
Besides, the operationalization of the role of D-HRM on new work behavior is incomplete. The concept
of organizational learning as the organizational capacity to learn, share, and utilize knowledge may
become a crucial mediating variable in this relationship (Lin & Kuo, 2007). The learning culture can
transform digitally-enabled HR practices into valuable outcomes by providing workers with the intel-
lectual resources and knowledge-exchange environment needed to innovate.

Although digital HRM and innovation have been studied in different contexts, minimal empirical re-
search has investigated this relationship in the Middle Eastern ICT sector. In particular, prior stud-
ies have not sufficiently examined how organizational learning functions as a mediating mechanism
between digital HRM and employee innovation behavior. This creates a knowledge gap, especially in
emerging economies where digital transformation is rapidly accelerating, but innovation outcomes re-

main inconsistent.

1. LITERATURE REVIEW

AND HYPOTHESES
DEVELOPMENT

Digital human resource management (D-HRM)
describes the strategic use of digital technolo-
gies to perform human capital functions, includ-
ing human capital recruitment, training, perfor-
mance management, and employee engagement
(Bondarouk & Brewster, 2016). Contrary to what
was the case in traditional HRM, D-HRM exploits
technologies such as cloud-based HR systems, tal-
ent analytics enabled by artificial intelligence, e-
learning systems, and mobile apps to make pro-
cesses leaner and more responsive (Deepa et al.,
2024). Modern organizations, especially those in
rapidly growing sectors such as ICT, are highly de-
pendent on these digital solutions since the agil-
ity and innovation of the workforce are crucial in
such companies.

D-HRM systems enable real-time feedback, a self-
service portal, and individual career development
plans, which can increase employee engagement
and flexibility (Khatib & Alshawabkeh, 2022).
Strategically, D-HRM not only enhances adminis-
tration efficiency but also helps create a digital cul-
ture, which favors innovation. With HR systems
incorporated into the organizational strategy and
energized in digital infrastructure, transparency,
empowerment, and collaboration, which are the
core drivers of innovation, emerge (Phakamach et
al., 2023).

http://dx.doi.org/10.21511/ppm.23(4).2025.08

Rising digitization programs and government de-
velopment in ICT infrastructure in the Middle
Eastern region have encouraged most organiza-
tions to implement D-HRM solutions. However,
the literature is sparse on the translation of these
tools into innovation output at the employee level,
particularly indirectly through mechanisms such
as learning and culture.

Organizational learning is a process through
which organizations learn, share, and utilize
knowledge to become adaptive and enhance their
performance over time (Soomro et al., 2021). It is
done at both a personal level (skills training, ex-
perience) and a group level (best practice sharing,
knowledge called systems). The need to learn in
the fast-changing world that ICT is does not come
as an option; it is a strategy that helps a firm stay
in the game and become a person of constant
innovation.

According to Tu and Wu (2021), a learning orga-
nization’s most important building blocks are the
supportive learning environments, the concrete
learning processes, and leadership that supports
learning. Learning in this perspective is not a sin-
gle episode but something integrated into the orga-
nization. It helps companies identify alterations in
the external environment, respond to interruptions,
and embrace the latest opportunities. The feedback
loops, the openness to experiments, and psycholog-
ical safety define learning organizations, and these
three aspects lead to the increased matching of em-
ployee innovation behavior (Oh, 2019).
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In the literature on HRM, organizational learning
is becoming an issue where HR practices influence
outcomes at the firm level (Kokkaew et al., 2022).
Once digital HR tools enable learning by support-
ing continuous training, sharing knowledge on-
line, and Al-based curation of sources, they will
produce an environment that supports and pro-
motes reflection, experimentation, and proactive
employment.

Employee innovation behavior is an action by em-
ployees to generate, market, and make practical
new ideas to improve individual, team, or orga-
nizational performance (Onhon, 2019). Contrary
to the orthodox measures of innovation, centered
on outputs (e.g., patents), this measure centers on
bottom-up innovation behavior.

Innovation behavior is reported to be dependent on
both individual level (e.g., psychological empower-
ment, intrinsic motivation) and contextual factors
(leadership style, job design, and organizational
culture) (Liu et al., 2019). HR practices are influen-
tial in creating this environment. In particular, the
systems that foster learning, collaboration, and au-
tonomy will likely encourage innovative behavior
among the employees (Jiang et al., 2023).

Digitally mature organizations can enable em-
ployees to take action based on insights, create
personalized platforms to take initiative, and get
creative in their solutions by utilizing HR analyt-
ics, performance dashboards, and personalized
learning platforms. Nonetheless, the way digital
tools are treated and promoted in the organization
will determine the level of their impact on innova-
tion behavior.

Recent studies show that digital HR practices may
directly influence innovation behavior. Using
comfortable digital tools that support access to
learning opportunities, provide performance
feedback, and help determine whether an employ-
ee is ready to explore other opportunities in the
company, helps them feel confident and in control
when sharing new ideas (Kutieshat & Farmanesh,
2022; Purwanto et al., 2023). In addition, the cross-
functional cooperation and real-time knowledge
dissemination are the two important determi-
nants of innovation in ICT companies, which can
be achieved through digital systems.
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Employees in highly D-HRM-prolific organiza-
tions can carry out proactive actions devoid of any
protocol bogs and bottlenecks of any hierarchy.
This sensitivity promotes an experimental and in-
novative culture.

The D-HRM can influence the learning process
within organizations; through this, it is also in-
volved in enhancing knowledge within the orga-
nization. Employees are perpetually channeled to
new information and best practices using digital
onboarding, learning management systems (LMS),
and Al-guided learning tracks (Ahmi¢ & Cosi¢,
2025). These technologies contribute to the learn-
ing culture, making information available, per-
sonalized, and integrated into daily practices.

In addition, D-HRM boosts teamwork and inter-
nal communication on social platforms, discus-
sion boards, and collective knowledge reposito-
ries, which also promotes organizational learning
(Waheed et al., 2019). D-HRM can make a signifi-
cant contribution to institutionalizing learning in
the Middle Eastern ICT sector, where digital ma-
turity is highly uneven.

The immediate effect of organizational learn-
ing on innovation is to establish a standard base
of knowledge, minimize the fear of failure, and
provide constructive feedback (Rhaiem & Amara,
2021). Workers in learning-based organizations
are also less afraid to participate in idea genera-
tion and experimentation since they are psycho-
logically safe and more knowledgeable.

According to several empirical research findings,
learning mediates the connection between the HR
practices and outcomes of innovation in dynam-
ic industries such as ICT (Kokkaew et al., 2022;
Martinez-Sanchez et al., 2020). Hence, the prob-
ability of innovative behavior among staff mem-
bers can be significantly enhanced by generating a
healthy learning culture.

Organizational learning is significant in connect-
ingdigitalhuman resource management (D-HRM)
to employee behavior of innovation. Although
D-HRM tools (e-recruitment, digital training,
performance analytics) make information more
available to everyone and streamline HR activities,
their success lies in the effectiveness of the em-
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ployee learning to use them. Organizational learn-
ing prepares the staff to encode digital informa-
tion, change behavior, and utilize novel methods
to start innovating within the position (Kokkaew
et al., 2022; Pourrshidi, 2021).

More importantly, an employee demonstrates the
possibility to change digital capabilities into cre-
ative acts with the assistance of a learning culture,
which is facilitated by a set of digital platforms and
knowledge-sharing practices (Huang et al., 2023).
Without such learning mechanisms, the possibili-
ties of making D-HRM an innovation driver are
low. Therefore, organizational learning serves as
an important phase that fills the gap between the
digital tools and employee innovation (Alzadjali et
al., 2023).

This study aims to explain the effect of D-HRM
on employee innovation behavior and give insight
into the mediating role of organizational learning
across the Middle East region countries.

The hypotheses are as follows:

HI: Digital human resource management has a
significant positive effect on employee inno-
vation behavior.

H2: Digital human resource management has a
significant positive effect on organizational
learning.

H3: Organizational learning has a significant
positive effect on employee innovation
behavior.

H4: Organizational learning mediates the re-
lationship between digital human resource
management and employee innovation
behavior.

2. METHODOLOGY

The quantitative mode is used to carry out the study
in a bid to test the research hypotheses. It used the
cross-sectional survey scheme to gather informa-
tion about workers in the ICT industry in prede-
termined countries within the Middle East. The
convenience sampling technique justified the over-

http://dx.doi.org/10.21511/ppm.23(4).2025.08
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all challenge of reaching all the target samples of
interested respondents in multinational and local
ICT organizations in the UAE, Saudi Arabia, Qatar,
Jordan, and Egypt. According to this approach, we
gathered the required data and guaranteed reason-
able representativeness of the greater population
of 15 ICT organizations (Sekaran & Bougie, 2016).
Subsequently, the data were obtained based on an
online questionnaire created in Google Forms and
distributed electronically following the required
approvals. Respondents were approached by email
and professional sites like LinkedIn. These orga-
nizations included local ICT firms, multinational
subsidiaries, telecom providers, software develop-
ment companies, and cloud service providers. The
full list of the 15 participating organizations is pro-
vided in Appendix A.

The number of questionnaires distributed was 754,
and 658 valid responses were obtained, resulting
in a response rate of 87.3 percent. It has been es-
tablished that the sample size of between 380 and
500 people is adequate when the population is
above 10,000, according to Krejcie and Morgan
(1970). The high amount of effective feedback ex-
pands the representativeness and confidence of
the study findings.

A structured questionnaire, with five main sec-
tions and 26 questions, was designed to test the
study’s hypotheses. The initial part consisted of
five broad questions concerning respondent de-
mographics. The rest of the 21 items encompassed
the measures of the independent, mediating, and
dependent variables, namely digital human re-
source management, organizational learning,
and employee innovation behavior. In particular,
seven items were used to determine the D-HRM
practices (e.g., e-recruitment, digital training, HR
analytics), seven items to determine organiza-
tional learning (e.g., knowledge sharing, continu-
ous improvement), and seven items to determine
innovation behavior (e.g., idea generation, imple-
mentation, risk-taking). A five-point Likert scale
(strongly disagree - 5, strongly agree — 1) was uti-
lized to denote all the items.

A pre-test (25 respondents) and a pilot test (30
respondents) were conducted to check the clar-
ity and reliability of the questionnaire before fi-
nal distribution. The modifications in the ques-
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tionnaire came out as the pre-test and pilot test
were carried out as a form of feedback on the
questionnaires to finally have a final copy of the
questionnaire, which would be distributed offi-
cially (Alrifae, 2025).

Partial least squares structural equation mod-
eling (PLS-SEM) was presented to analyze the
collected data. This method was chosen because
it is applicable to modeling applications with
latent variables, as well as addressing the prob-
lems of small sample size and non-normal dis-
tribution (Hair et al., 2014). It was done through
SmartPLS 4.0.7.8. PLS-SEM was chosen because
it can estimate both measurement and structur-
al models and improve the accuracy of relation-
ship prediction between variables (Sharabati et
al., 2024).

The initial one involved testing a measurement
model that helps assess the reliability and va-
lidity of constructs. Composite Reliability (CR)
and Cronbach’s alpha were presented to test in-
ternal consistency, whereas average variance ex-
tracted was used to estimate convergent validity.
The discriminant validity had been considered
according to the Fornell-Larcker criterion and
based on the cross-loading comparisons. The
model fit was determined using the standard-
ized root mean square residual (SRMR). Then,
the hypothesis testing was applied to the struc-
tural model with references to the path coefi-
cients, signs of significance (carried out using
bootstrapping), R2 values, and effect sizes (£2).

Table 1 presents the demographic composition
of respondents. The respondent group consisted
of 658 people, of whom the proportion of men
was 62.3 percent and that of women was 37.7
percent. The largest age group comprised re-
spondents between 30 and 40 years old (35.1%),
and 15.2 percent were above the age of 50 years.
Considering education level, 3.0 percent had a
diploma, 60.8 percent a bachelor’s degree, 32.4
percent a master’s degree, and 3.8 percent a
Ph.D. Regarding work experience, 41.6 percent
had between 5 and 9 years, and 15.7 percent had
more than 15 years of experience. Regarding
employment status, 34.7 percent were employ-
ees, 48.5 percent supervisors, and 16.9 percent
managers.
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Table 1. Demographic characteristics of the sample

Variable Category Frequency :Percentage

Male 410 62.3%
i Female ; 248 37.7%
‘Lessthan30years | 130 19.8%
From 30 to 40 231 35.1%

years
rom 4l to 197 29.9%

years
i Over 50 years ; 100 i 15.2%
20 L3.0%
Academic 400 i 60.8%
Degree 213 i32.4%
25 i3.8%
130 | 19.8%
‘ 274 1 41.6%

Work Experience ; :
p ;From 10to 14 151 L 22.0%
R B—
5 years and above ! 103 15.7%
mployee P22 34.7%
Job Position i Supervisor 319 48.5%
i Manager 111 16.9%
3. RESULTS

The study applied partial least squares structural
equation modeling (PLS-SEM) through SmartPLS
version 4.0.7.8 to test the existing relationships
among the constructs and the hypotheses out-
lined. The given strategy fits best when latent vari-
ables are utilized in complex models. It was select-
ed because it is sturdy regarding non-normal data
and predictive modeling testing. To perform the
evaluation, the standard steps for measuring the
model (Hair et al., 2014) were followed: the mea-
surement model was evaluated first, followed by
the structural one.

A measurement model was used to test the reli-
ability and validity of the research constructs. The
internal consistency value was established using
Cronbach’s alpha, where all the constructs exceed-
ed the minimum cutoff of 0.70, which is a point
of satisfactory reliability. Moreover, the composite
reliability of any construct was above 0.90, which
is additional proof of internal consistency. The
outer weightings of individual items were above
0.70, which meant that the indicators contributed
to the constructions they described. The conver-
gent validity was checked with the help of the av-
erage variance extracted (AVE), and the thresh-
olds surpassed 0.50. It provides a general expla-
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nation of latent constructs accounting for most of
the variance in observed variables; consequently,
the measurement model is proven convergent. The
Cronbach’s alpha, Composite reliability, and AVE
results in Table 2 are within the prescribed limits.

The heterotrait-monotrait (HTMT) ratio of cor-
relations was used to determine the discriminant
validity. All HTMT values indicated that the em-
pirical difference between constructs was less than
the acceptable level of 0.90. This result proves that
the constructs used in the model are not duplicates
of one another and have significant overlap. Table
3 demonstrates the HTMT among each pair of
constructs. The standardized root mean square re-
sidual (SRMR) and Normed Fit Index (NFI) were
also used to obtain the goodness of fit analysis of
the model. The value of SRMR (0.034) consider-
ably satisfies the requirements as it is far below the
highest value that can be accepted (0.08), which
shows that the observed and expected data fit well
together. The NFI value of 0.929 is higher than the
minimum value of 0.90, asserting a proper fit of
the model. Table 4 displays the outcome of these
fit indicators.

Once the measurement model was tested for va-
lidity and reliability, the structural model was run
to test the study’s hypotheses and investigate the
direction of relationships between the constructs
(predictive direction). The coefficient of determi-
nation (R2) of employee innovation behavior was
determined as 0.71, indicating that the variance in
employee innovation behavior can be explained as
71 percent by the blending effect of digital human
resource management (D-HRM) and organiza-
tional learning. An effect size (f2) analysis further
indicated that D-HRM has a medium effect on
organizational learning (f2 = 0.18) and employee

Table 2. Convergent validity results

Problems and Perspectives in Management, Volume 23, Issue 4, 2025

innovation behavior (f2 = 0.21), respectively, and
organizational learning has a medium impact on
employee innovation behavior (f2 = 0.16). These
values are consistent with the specifications of
Cohen (2013) and indicate that all of them are in-
deed contributing to the model. A large propor-
tion of explained variance demonstrates a robust
model with significant practical consequences.

The bootstrapping procedure was adopted on the
five thousand resamples to determine the signifi-
cance of path coefficients based on a set of hypoth-
eses. The findings, which are presented in Table
5, prove all four hypotheses to be statistically sig-
nificant. Hypothesis HI, which hypothesized that
digital HRM was directly related to employee
innovation behavior, was supported with a stan-
dardized path coefficient (B) = 0.276, (t-value) =
5.839, and p < 0.001. Hypothesis H2, based on the
impact of D-HRM on the organization’s learn-
ing, was also supported (beta: 0.389, t = 7.102, p <
0.001). Hypothesis H3 was supported since there
was a significant path coeflicient of 0.327, t-val-
ue of 6.117, and p < 0.001. Lastly, Hypothesis H4
examined the mediating role of organizational
learning in the relationship between D-HRM and
employee innovation behavior. The results showed
a significant indirect effect (p = 0.127, t = 3.998, p
< 0.001), indicating full support for the mediation
effect.

These results confirm that digital HRM is critical
in promoting employees’ innovation behavior di-
rectly and indirectly (e.g., through organizational
learning). The substantiated model provides strong
empirical evidence for the theoretical framework,
highlighting the role of digital HRM systems and
organizational learning culture in sustaining in-
novation in the ICT industry in the Middle East

Construct

© Cronbach’s Alpha

. Composite Reliability | Average Variance Extracted (AVE)

Digital Human Resource Management e D879 0921 e 0.745 .
.Organizational Learning . 0865 0911 b 0.726 .
Employee Innovation Behavior 0.888 0.927 0.796
Table 3. Heterotrait-monotrait (HTMT) ratio
Variables 1 2 3
B oL L, T - -
..‘Z‘Z‘Q‘r‘gg'p‘i;‘gt‘ional Learning 0.681" T -
3. Employee Innovation Behavior 0.703 0.717 -

http://dx.doi.org/10.21511/ppm.23(4).2025.08
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Table 4. Model fit indicators

Estimated Model

Indicator Saturated Model
SBMR e 0031 ..
NFI 0.932

0.034

Table 5. Results of hypothesis testing

Hypothesis Path Coefficient (B)  t-value : p-value : Decision
H1 {D-HRM = Employee Innovation Behavior 0.276 ; ; Accepted

- ...0389 7102 . 0000  Accepted
Ha Eéﬂ:\l/\i/lor%(n(zgiz'a)mzanonal Learning - Employee Innovation 0127 3998 0.000 Accepted

region. Generally, the structural model achieved
high explanatory power (R2 = 0.71) and an accept-
ably fit model (SRMR = 0.034, NFI = 0.929), which
implies that the proposed framework is both nu-
merically sound and practically practical to ex-
plain innovation behavior at ICT organizations in
the Middle East.

4. DISCUSSION

This paper sought to investigate how digital hu-
man resource management (D-HRM) influenced
the innovation behavior of employees within the
ICT industry in selected Middle Eastern countries,
particularly focusing on the mitigating layer of
organizational learning. Results of the PLS-SEM
analysis prove that the four suggested hypotheses
(HI to H4) are true, and the differences are sig-
nificant. This indicates that D-HRM plays both a
direct and indirect role in encouraging innovation
among employees, particularly when the process-
es of organizational learning are in place.

Hypothesis 1 (HI) was that D-HRM would posi-
tively impact employees’ innovative behavior. The
results (beta 0.276, t = 5839, p < 0.001) showed
support for this hypothesis, meaning that the
availability of digital HR practices in the form of
e-recruitment, electronic testing, online perfor-
mance evaluation, and digital platforms to pro-
vide employee training has a significant impact
on innovation at the level of the employees. This
corresponds to the results of Alqarni et al. (2023),
who stated that digital HR systems increase the ef-
ficiency of operation and help to establish an en-
vironment of innovation. This suggests that as HR
practices become more streamlined and digital,
employees will be more responsive and empow-
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ered to generate new ideas, suggest improvements,
participate in creative problem-solving, and so on.

The second hypothesis (H2) was concerned with
the impact of D-HRM on organizational learning.
The association was high and very positive (beta
0.389, t = 7.102, and p < 0.001) as it has been deter-
mined that digital HR tools not only enhance ad-
ministrative efficiency but also lighten knowledge
sharing, learn through past experiences, and ad-
vancing ongoing skills strengthening. Such a re-
sult is consistent with Alrousan et al. (2025), who
emphasized the importance of digital tools in en-
hancing the learning infrastructure of companies.
ICT is the field that requires adjusting and acquir-
ing new knowledge very fast, and digital HRM can
serve as a trigger for the learning processes capa-
ble of maintaining organizational agility.

H3 was the hypothesis that organizational learn-
ing would positively affect employee innovation
behavior, and the data were consistent with this
assumption (beta = 0.327, t = 6.117, p < 0.001). This
strengthens the literature; e.g., Reeves et al. (2021)
demonstrated that organizations that could learn
faster than their competitors tended to acquire
strategic benefits, especially in technology-inten-
sive industries. In this regard, the study recom-
mends that, by investing in learning opportunities,
including financial and human resources (in the
case of digital knowledge management systems or
e-learning platforms), ICT organizations encour-
age and boost the capabilities of employees to in-
novate and explore new ideas.

Lastly, H4 referred to the mediating role of orga-
nizational learning on the connection between
D-HRM and employee innovation behavior. The
findings (B = 0.127, t = 3.998, p < 0.001) claim that
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organizational learning plays a vital role in medi-
ating this relationship and that promoting a learn-
ing environment partially mediates the influence
created by digital HRM on innovation. This ob-
servation can also be compared with the one made
by Cheng et al. (2024), who highlighted the use
of both internal knowledge systems and learn-
ing capacity as critical enablers of converting the
technology investment into changed behaviors.
Organizational learning in ICT companies in the
Middle East serves as the interface between digital
systems and human ideas, as the pressure of com-
petition requires constant innovation.

These results are analogous to the ones in the re-
cent literature. As another example, Kutieshat and
Farmanesh (2022) revealed that the application of
HRM in the context of COVID-19 stimulated a
rise in performance in innovation within an edu-
cational environment. In contrast, Alrousan et al.
(2025) established that the use of digital HR tools
boosts the organizational learning capacity in
the Middle East. On the same note, Algarni et al.
(2023) also revealed that the e-HRM system builds
sustainable innovation, and Cheng et al. (2024)
have also shown that organizational learning en-
hances innovation in SMEs that are implementing
Industry 4.0. By aligning with such studies, our
analysis has justified the importance of digital
HR practices and learning mechanisms in facili-
tating employee-level innovations in ICT-based
organizations.

Theoretically, the findings contribute to the re-
source-based view of the firm (RBV) since digital
HRM is a distinguished and unequaled capability

Problems and Perspectives in Management, Volume 23, Issue 4, 2025

that contributes to innovation when complement-
ed by organizational learning. Concurrently, the
results support the organizational learning theory
as they show that learning processes serve as the
conduit through which digital resources turn into
innovative ends. The two contributions also see
organizational learning as a primary conduit be-
tween digital competencies and innovative behav-
ior amongst employees.

To conclude, the results confirm the theoretical
framework. They show that the best digital HRM
approaches both directly and indirectly promote
employee innovation through the improvement of
the capabilities to learn in the organization. The
findings can contribute to substantial knowledge
of the technological, managerial, and cognitive
framework’s influence on innovation behavior.
In practical terms, corporations within the ICT
sector are not advised to take digital HRM as a
simple administrative role; instead, they think of
itas an entirely strategic process of innovation and
change.

To the practitioners, the results indicate that HR
managers in ICT organizations should not only
adopt digital HR tools but also integrate them
into a robust learning culture. As an example, e-
recruitment facilities, online education, and HR
analytics can be more effective when combined
with ongoing learning programs and knowledge
exchanges. This incorporation will ensure the
workforce is equipped to transform digital sys-
tems into innovative solutions, thereby main-
taining competitiveness in the rapidly evolving
Middle Eastern ICT market.

CONCLUSION

The study was conducted primarily by testing the effect of digital human resource management (D-HRM)
on employee innovation behavior in the Middle Eastern ICT sector, with organizational learning used
as a mediating variable. The results demonstrated a far-reaching positive direct and indirect impact
of D-HRM on innovation, as it promotes innovation by improving organizational learning processes.
Each hypothesis was proved, and digital HR tools are more than administrative solutions, as they can
enable innovation.

Digital recruitment, online performance management, and e-learning platforms are among the D-HRM
practices that increase employee creativity, as the latter have further flexibility, access to information,
and real-time feedback. Using these tools can also support a learning culture that better facilitates the
acquisition, transfer, and retention of organizational knowledge. Incorporating organizational learning
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in the model as a mediator substantiated that constant learning programs foster closer learning among
employees, increasing the likelihood that employees will innovate.

Some recommendations can be drawn based on these findings. To begin with, ICT companies should
combine digital HR technology with specific learning curricula to enhance their effectiveness in terms
of innovation. E-learning systems, knowledge-sharing mechanisms, and digital collaboration platforms
are among the systems that should be invested in, together with HR digitalization. Second, the HR and
the leadership team need to coordinate digital transformation objectives with the overall innovation
agenda, and staff should be trained and able to act on their own and present ideas.

Lastly, the paper advises corporations to perceive D-HRM as an element of a comprehensive innova-
tion strategy instead of technical change. Combining digital efficiency with a strong focus on learning
enables firms to better equip their employees to respond creatively to fast-changing technologies. In
future research, another direction can be diversified to other areas or cultural contexts and focus on
other mediators, such as organizational culture or leadership approach, to improve our understanding
of innovational dynamics.

As a managerial input, ICT companies should integrate digital HRM systems, such as e-recruitment,
HR analytics, and e-learning systems, with ongoing learning processes. Incorporating digital technolo-
gies with organizational learning initiatives enables employees to access knowledge, share best practices,
and create innovative solutions. The integration helps organizations navigate innovation within rapidly
changing ICT environments in the Middle East.

Despite this contribution, the study is limited by several flaws. First, it is not possible to establish cau-
sality through the cross-sectional design. Second, convenience sampling can reduce the interest of the
findings. Third, the study was limited to ICT organizations; therefore, the findings cannot be fully rep-
licated in other industries.

In future research, longitudinal designs can be used to obtain more causal relationships. Applications of
probability sampling methods that aim to achieve broader representation are also encouraged. Moreover,
it would be essential to consider possible moderating factors like organizational culture, the leadership
style, or technological preparedness to have a better insight into how digital HRM facilitates innovation
within various organizations.
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APPENDIX A

Table Al. List of participating organizations
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Teulecom /HICT

o'bily

Teulecom /HICT

No. Organization (anonymized if needed) Country Sector
1 .5 OrangelJordan Jord'a“r)‘ Teulecom /HICT ........
2 ‘ZainJordan Jordan Telecom/ICT
3 Jordan Telecom / ICT
A B B o DAE Telecom/ICT
5 UAE Telecom / ICT
L6 B B e DRE Software /Cloud
7.
8
N

] Zain KSA

Telecom /HICT

=
~io

2

LB

LA

""""""""""" Egypt. Telecom /HICT

Egypt Telecom / ICT

S Teecom /1T
""""""""""" Qatar Teulecom /HICT
""""""""""" Qatar Telecom /HICT

15 i Meeza (Qatar ICT Services) Qatar ICT Services

Note: The organizations listed above represent the 15 ICT and telecom companies that participated in the study. Company
names are provided for transparency; however, results are reported in aggregate to ensure confidentiality of individual re-

sponses.
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