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Abstract  Purpose: As digital transformation/ E-HRM has become a new trend and continues to affect corporate 
organizations, it has been crucial and advantageous for all organizations.  Thus, the purpose of this research is to 
investigate the positive and negative consequences of digital transformation in HRM in Egypt that cause Talent 
Development Effectiveness (TDE). Also, to test if the top Management support and the Human Resources staff 
competencies impact the strength of the relation between the e-HRM and each of TDE. Aim and objective: The aim 
of this study is to assess the advantages and repercussions that digital transformation has had on HR practices as well 
as the strategic effects that e-HRM has had on the development of talent. Design/methodology/ approach: An 
inclusion criterion was developed to identify who qualifies to be included in the research sample; chosen individuals 
must work in an Egyptian organization that employs an E-HRM system and have an HR managerial position. Only 
331 out of 400 respondents satisfied these requirements, which assisted the researcher in completing the 
questionnaire. The study used a descriptive and inferential quantitative research approach. Consequently, Statistical 
Packages for the Social Sciences SPSS was the appropriate software for data analysis. Main results: The study 
found a positive relationship between digital transformation/e-HRM and TDE. However, the study found that HR 
staff competencies have no significant impact on the strength of the effect of digital transformation/e-HRM on TDE. 
The top management support has no significant impact on the strength of digital transformation/e-HRM on TDE. 
Recommendation: The study recommends that organizations should consider using digital technologies to improve 
their HR practices and that they should invest in training and development for their HR staff to ensure they can 
effectively use new digital technologies. Also, organizations must ensure that their top management is on board with 
the digital transformation process and is committed to its success. 
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1. Introduction 

1.1. Background 
Digital transformation/electronic human resources  

(e-HRM) have grown tremendously in recent decades. 
Digitalization has become an essential part of the modern 
corporate world, and it is gaining immense ground.  
Ziebell et al. [1] claim that companies are now trying to 
digitalize human resource (HR) practices in diverse spheres, 
including working planning, recruitment, talent management, 
and operational processes. As the digitalization of HR 
practices in organizations continues to evolve, the 
underlying technical processes also augment rapidly. Saini 
[2] argues that HR managers are currently using e-HRM  
 
 

solutions to map diverse HR processes, reduce costs, and 
address core business issues. However, the introduction of 
digital transformations has various consequences that have 
implications for corporate strategy, HR strategies, and the 
HR department as a strategic partner. 

1.2. Research Motivation 
The goal of this research is to help HR managers, and 

other management professionals in Egypt's various 
enterprises adopt the essential e-HRM practices and 
strategies for providing high-quality services. As a result, 
knowledge and awareness about how the new digital 
platforms might strategically affect or influence their 
business will grow among the 21st century HR employees, 
stakeholders, HR professionals, entrepreneurs, and other 
interested stakeholders. 
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1.3. Research Problem 
A recent study conducted by Attaran, [3] reported that 

there had been an explosion in the use of digital devices in 
the workplace in recent years. Hitlin [4] also noted that 
digital devices, such as laptops and smartphones, have 
evolved the current, with nearly 67% of users owning 
laptops and desktop computers. These devices have made 
communication easier and enhanced HR practices, 
including talent development. Andrus, Kejriwal, and 
Wadhwani [5] claim that about 76% of employees 
consider it vital to work with a digitally enabled 
organization. Such digital transformation poses technical 
issues and infers organizational and functional changes [1]. 
Besides, inadequate knowledge among HR staff to operate 
sophisticated technology and how to get the benefits of  
e-HRM and utilize its full potential are among the diverse 
issues that result from digital transformation.  

In the midst of digital transformation, HR professionals 
seek a strategic role in providing their organizations  
with strategic enablers, such as talent development and 
aligning employee performance with strategy. This is an 
enormous challenge for HR professionals and staff in 
Egypt.  

1.4. Research Gap 
Few researchers have focused on the impact of e-HRM 

on HR practices, particularly the TDE, despite most 
previous studies focusing on the effects of digital 
transformation on business and corporate performance 
[1,2]. Considering the key elements affecting e-HRM and 
its impact on the HR functions under consideration, there 
is also a dearth of research on the strategic impact of 
digital transformation on TDE. Stewart and Brown [6] 
tried to link strategic implementation and integrate  
HRM practices as fundamental HR management  
practices and effectively improve organizational success, 
but they could not identify how e-HRM affects TDE. Even 
though numerous studies examined the effect of e-HRM 
on HR practices, most of these studies failed to 
demonstrate how digital transformation affects TDE, 
which is the primary objective of this research [7,8,9,10]. 
Even though Bondarouk and Brewster [11] claimed that 
advances in digital technology provide HR management 
practices with a new digital environment, the study failed 
to identify the connection between e-HRM and HR 
practices. 

1.5. Research Questions 
This study seeks to answer the subsequent questions to 

attain the intended study aim and objectives above.  
1.  Is there any association between digital 

transformation/e-HRM and Talent Development 
Effectiveness?  

2.  How do the competencies of HR staff impact the 
effect of digital transformation/e-HRM on Talent 
Development Effectiveness? 

3.  Is the top management support impacting the effect 
of digital transformation/e-HRM on Talent 
Development Effectiveness?  

1.6. Research Objectives 
To ensure that the study topics are adequately addressed, 

certain research objectives have been established:  
To explore the way digital transformation/e-HRM 

influences Talent Development Effectiveness.  
To determine how the competencies of HR staff 

moderate the effect of digital transformation/e-HRM on 
Talent Development Effectiveness.  

To identify how the top management support moderates 
the effect of digital transformation/e-HRM on Talent 
Development Effectiveness. 

1.7. Research Hypothesis 
The following hypothesis illustrates the relationship 

between digital transformation/ e-HRM and TDE. Also, 
the moderating effect of the HR staff competencies and 
top management support.  

H1: There is a positive relationship between digital 
transformation/ e-HRM and TDE. 

H2: HR staff competencies have a moderate impact on 
the strength of the relationship of digital transformation/e-
HRM on TDE.  

H3: Top management support has a moderate impact on 
the strength of the relationship of digital transformation /e-
HRM on TDE. 

1.8. Research Conceptual Framework  
Digital transformation/e-HRM positively affects HR 

practices, such as TDE. Testing H1, H2, and H3 will help 
determine a correlation relationship, as reflected in below 
conceptual framework in Figure 1. 

 
Figure 1. Illustrating conceptual framework 
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2. Literature Review 

2.1. Electronic Human Resources 
Management E-HRM/Digital 
Transformation 

E-HRM refers to the use of digital technologies in 
human resource management. Ideally, e-HRM includes 
the strategy, implementation, and use of technology in 
human resource practice [1]. Utilizing information 
technology to network and assist persons and actors 
engaged in common human resource management 
operations. Consequently, a company may adopt e-HRM 
by implementing e-hiring, e-selection, e-training and 
development, e-evaluation, and e-payments. 

E-HRM is based on three main viewpoints and theories. 
The first theory is relational e-HRM, in which firms 
employ contemporary technology to assist human resource 
processes such as recruiting, selection, training and 
development, evaluation, and payments [12]. Thus, 
relational HRM intends to turn e-hiring, e-selection,  
e-training and development, e-evaluation, and e-payments 
into e-practices [13]. Transformational e-HRM focuses on 
strategic components of human resource practices, such as 
knowledge management and strategic orientation. This 
approach guarantees that all data is collected and used 
strategically to the workers' and organizations' advantage. 
An operational e-HRM focuses on administrative tasks 
such as handling payroll and personnel information. 
Among other administrative responsibilities, this approach 
employs information technology to produce payrolls and 
handle personal data. 

Sousa and Rocha [14] observed intensive innovation in 
organizations to develop ways that digital technology can 
be embedded in daily processes. Various authors have 
attempted to define digital transformation as applied in a 
business environment. Ziyadin et al. [15] conclude that 
such integration should consider the organization's corporate 
strategy, the importance of the functional strategy 
proposed, and the expected competitive advantage. Digital 
transformation refers to using new technologies to improve 
various business activities like employee management and 
customer service. A literature review by Gebayew et al 
[16] notes that digital transformation streamlines 
operations and creates new organizational models. 

Such an application would enable engagement with 
various stakeholders using digital applications at every 
touch point. Magalhães et al., [17] observe that human 
resource departments in healthcare have benefited 
immensely from employing digital technologies. 
Strohmeier [18] defined e-HRM as an application of 
modern technology to support and network with 
individuals and actors performing human resource 
practices. Here, the study finds technology to perform two 
functions. First, technology is key in connecting 
individuals and facilitating digital interaction. Second, 
technology plays a key role by fully or partially 
substituting the role played by human resource managers. 
e-HRM refers to modifying and facilitating several human 
resource management processes using digital technology. 
Such activities include recruitment, selection, training, 
payments, and planning. Based on this definition, a strong 

emphasis is placed on the implementation process. The 
study by Ellmer and Reichel [19] only focuses on the 
theoretical part of e- HRM. 

A study by Oswal and Narayanappa [13] found that 
information and communication technology has been used 
to transform human resource management. Sivathanu and 
Pillai [20] made a similar study focusing on how Industry 
4.0 has revolutionized human resource practices.  
Wege et al. [21] studied e-HRM applications in 21 firms 
listed on the Nigerian Stock Exchange and found that 
digital technology had a significant impact on 
organizational performance. 

2.2. Talent Development Effectiveness TDE 
Talent development aims to create organizations that 

are high-performing and sustainable [22,23]. Organizations 
should ensure that talent development practices are 
effective in achieving high employee retention rates. 
Organizations focusing on talent development will have 
skilled, knowledgeable, and performing employees. These 
employees will provide better service to customers and 
improve their experience [24]. 

An organization that practices talent development 
exhibit various characteristics. Talent development 
characteristics include talent recognition, attraction, 
acquisition, training, and development [25]. Other 
characteristics include retention and management of 
succession plans and hierarchy. Organizations whose 
human resource practices and talent development 
programs have the mentioned characteristics can achieve 
talent development effectiveness. 

There are three Dimensions of TDE first one is 
appraisal which is a common method in the employees' 
performance management and hiring process. Through the 
appraisal system, the organization can better identify its 
employees' strengths and weaknesses and determine the 
best allocation of resources to improve the organization's 
performance [26]. The Second Dimension of TDE is 
Training and career development which enable us to 
develop talent in new ways, and new skills are becoming 
critical for success [27]. This shift is forcing us to rethink 
how we train our future talent, significantly affecting how 
we design, deliver, and evaluate our training programs. 
The last dimension of TDE is Compensation and retention, 
which are two of the most commonly discussed topics 
related to the Dimensions of Talent Development 
Effectiveness (TDE). They are important because they 
help an organization determine the talent development 
effectiveness of its programs and services. Retention is the 
process of keeping employees in the organization [28]. 

Talent development can be explained in three basic 
theories: the social capital theory, where resources can 
develop and accumulate human capital; Based on social 
capital theory, organizations with a talent development 
culture through programs and resources can help 
employees develop skills and talent and be rewarded for 
such development [29]. Organizations with a talent 
development culture through programs and resources can 
help employees develop skills and talent. The second 
theory, self-interest, refers to actions that lead to personal 
benefits [30]. The third theory is the organizational 
support theory, where employees believe organizations are 
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obligated to care about them. Talent development and 
management programs are established to ensure that 
employees and the firm benefit from talent development. 

Garavan et al. [31] interpret talent development as 
programs implemented by firms to attract, recruit, develop, 
and manage their workforce. For the technical aspect, 
talent development focus on developing technical 
competencies within individuals. However, such an 
approach leads to falling short of performance expectations. 
Such competencies can be developed through traditional 
processes. Talent development has been used to improve 
the performance of organizations [32]. 

Russian firms preferred internal talent development to 
recruiting new ones and had pre-defined employee skills 
required for talent development. Tlaiss et al. [33] note that 
talent development programs are rampant in French firms 
and are motivated by the fear of losing talent and the cost 
of hiring recruits. Akunda et al. [34] find that HRM plays 
a key role in retaining talent in an organization, with talent 
development and talent management among the ways the 
goal can be achieved. The study used a case study 
approach, where a reflective account of an employee at a 
major firm in Uganda was taken. Pandita and Ray's [35] 
study focused on how talent development and employee 
engagement led to higher retention. Results show that 
organizations view talent management as a key way of 
reducing turnovers. 

2.3. Top Management Support TMS 
Management of an organization is key to achieving 

various goals, including digital transformation. Top 
management support is defined as devoting time to 
information systems and technology-related programs. It 
includes aspects of cost and potential, reviewing 
integration plans, following up on progress, providing 
solutions, and allowing integration of modern technology 
in business activities and processes [36]. 

Top management support has several characteristics. 
They include goal-oriented, pervasiveness, multidimensional, 
process continuity, and dynamism [37]. Organizations 
implementing digital transformation would need 
continuous support from management, especially in 
decision-making, goal-setting, planning, funding, staffing, 
and resetting, among other activities. The five 
characteristics are key for top management support to 
achieve digital transformation in human resource practices. 

Vukšić et al. [38] reviewed past studies on digital 
transformation to establish how organizations perceived 
digital transformation. Findings show that digital 
transformation involves using information technology to 
support business processes. Manfreda and Štemberger [39] 
observe that top management support can be offered in 
continuous funding, decision-making, equipment supply, 
and other non-technical support. Such support should be 
extended to support efforts in achieving the digital 
transformation of various business activities. 

2.4. Human Resource Staff Competencies- 
HRSC 

Achieving efficient management of human resources 
depends on staff and processes, systems, and activities 

employed. Human resource staff competencies are 
important and refer to skills, knowledge, attributes, and 
abilities that improve staff performance [40]. 
Organizations must ensure that human resource staff 
possesses key competencies required to achieve the digital 
transformation of various business processes and activities. 

Companies should ensure that human resource staff 
possesses the necessary competencies when recruiting, 
training, developing, evaluating, and compensating other 
employees. Human resource staff competencies are 
characterized by leadership, ethical conduct, relationship 
management, and consultation. Other characteristics 
include cultural effectiveness and sensitivity, evaluation, 
and communication [41]. These characteristics are key for 
a competent human resource manager or staff and are 
essential in achieving digital transformation and staff 
retention. 

There is a need to ensure that human resource staff and 
professionals in an organization meet the growing needs 
of digital transformation. Smirnova et al. [42] find that 
competencies among human resource practitioners are key 
to achieving the digital transformation of various business 
activities and processes. Vardarlier [26] notes that 
traditional managed methods are no longer sufficient in 
the digital era, requiring human resource managers and 
staff to possess certain competencies. Competency among 
human resource staff is key to achieving efficient human 
resource management and other organizational goals like 
digital integration of activities and processes. A study by 
Otoo (2018) administered questionnaires to 600 employees 
of sampled hotels. The authors find attributes of a 
competent human resource professional or practitioner in 
selection and recruitment, training programs, evaluation, 
appraisal, and rewards and planning for employee careers. 

3. Research Methodology 

3.1. Target Population and Sample 
The research is intended to aid HR managers and those 

in management positions in various Egyptian 
organizations. These individuals who will profit from the 
research are, thus, the major components of this research 
project. This indicates that the target demographic of the 
research is formed of human resource managers, human 
resource professionals, and senior human resource 
employees who would assist with survey questionnaire 
responses. This population might be calculated based on 
the number of government and commercial firms in the 
nation. Therefore, the population of interest for this 
research will consist of HR managers, HR professionals, 
and senior HR personnel employed by Egyptian 
organizations that use an E-HRM system. 

Drawing a sample from the target population is based 
on various factors considered in the research. The primary 
factors are time and finances. An inclusion criteria was 
designed to determine who qualifies for being included in 
the sample. First, selected members should be working in 
a company in Egypt and applying the E-HRM system, 
whether private or government company. Secondly, they 
must be working in an HR management position. Those 
who met these criteria were to be included in the sample 
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and help the researchers in answering the questionnaires. 
Through this technique, 400 respondents were willing to 
help with answering the questionnaires. However, only 
331of the responses were valid, and these made up the 
final sample size. 

3.2. Sampling Procedure/Technique 
According to Etikan & Babtope [43], probability 

sampling is a method of selecting samples from a target 
population where every element in the target population is 
accorded an equal chance of being chosen for the sample. 
A probability sampling method was selected for this 
research. The options for selecting individuals for the 
sample were based on the set objectives and the desirable 
characteristics that could lead to conclusive results. The 
eligible elements are those that meet the inclusion criteria 
and were picked, eliminating the rest. 

3.2.1. Sample Size 
The sample size is determined using the following 

formula: the sample size assuming an infinite population, 
is determined according to the following formula:  

 ( )2

0 2
* * 1z p p

n
e

α −
=  

Where Zα is the critical value of the normal distribution at 
α (e.g., for a confidence level of 95%, α is 0.05, and the 
critical value is 1.96), and p is the percentage of specific 
phenomena, and it is set to be 0.5 as it gives the highest 
value for sample size, e is the margin error, and set to be 
0.055. According to this formula, the sample size is at 
least 320. However, to avoid the non-response rate and the 
problems of missing data, a sample of 400 respondents 
were surveyed, and the valid responses were 331. 

3.3. Research Philosophies 
According to Saunders, Thornhill, & Lewis [44], a 

research philosophy is a set or a system of beliefs and 
assumptions concerning knowledge development. With a 
research philosophy, a researcher can project the type of 
data required for their research, conduct their study swiftly, 
and determine the most appropriate way of collecting and 
interpreting the collected data. 

While conducting this research, the fundamental 
understanding of the application of e-HRM in the business 
world and the results it is supposed to bring is crucial in 
developing the findings. According to Park et al. [45], the 
positivism paradigm is aligned with hypothetical-deductive 
models of science, which are based on verifying prior 
hypotheses and experimentation through operationalizing 
variables and measures. These understandings enlightened 
the focus of this research through ample control of the process 
and interpretation of the results. It is for these reasons that 
the positivism research philosophy was employed. 

3.4. Research Approach 
Based on the research objectives, this research is a 

descriptive and inferential study. The research approach 
chosen is a quasi-approach with a cross-sectional design 

utilized through the survey data collection methodology. 
While there are many types of this research methodology, 
they all fall under two main categories, which are 
experimental and non-experimental research designs. The 
rationale for choosing descriptive and inferential study 
design and quantitative approach is that the research 
entails examining and discussing relationships between 
different variables, including how their parameters or sub-
dimensions interact for extensive data.  

3.5. Data Collection Methods 
For this research, the HR employees from companies in 

Egypt were considered and engaged in the research process. 
As a result, the information was received first-hand from 
the selected employees. Therefore, the research utilizes 
questionnaires to collect primary data from the sample of 
employees. The data is collected using the Survey Monkey 
platform. This method was chosen for this research for 
several reasons. First, it is a cost-saving method of 
collecting data. This method requires no extensive labor to 
execute. Secondly, the strategy helped reach the 
participants quickly and effortlessly [46]. As the 
questionnaire development started, the primary 
consideration when developing the question was to focus 
on the variables of interest during the research.  

Another step was taken to modify the questionnaire by 
making relevant changes to the questionnaire developed. 
This step included internal and external players for 
assured success in review and modification. The 
supervisor is primary, and a sample size of 30 participants 
was required to run parametric tests, particularly in the 
multivariate study; the participants act as external 
reviewers of the documents and enact any noted changes 
or modifications [47]. After the supervisor, external 
referees are involved when they go through the document, 
suggesting any necessary modifications or making 
comments on the documents. These act as a study strategy, 
which is a pilot strategy for ensuring that the questionnaire 
is complete and eligible to answer the research questions 

3.6. Research Variables 

3.6.1. The Dependent Variable Talent Development 
Effectiveness (TDE) 

The dependent variables are based on the objectives and 
goals of the research.  TDE here is the element in research 
that is under investigation and is influenced by the actions 
of the researcher. As with technology, companies are expected 
to assemble superior teams effectively. Talent development 
effectiveness “TDE” refers to the efficiency of human 
resource practices that attract, develop, motivate, and retain 
employees [48]. Organizations employ different means to 
ensure that talent development approaches are effective. 
The main dimensions of the TDE are Appraisal System, 
Training and Career Development, and Compensation & 
Retention. 

3.6.2. The Independent Variable Electronic Human 
Resources Management (E-HRM) 

In research, an independent variable is an entity or a 
component in research that the researcher manipulates to 
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understand or explore its effects. This research’s 
independent variable is electronic human resource 
management implementation (E-HRM). The main 
dimensions of the E-HRM are; Operational e-HRM, 
Transformational e-HRM, and Relational e-HRM. 

The primary independent variable, its relationship with 
the dependent variable, was motivated or shaped by two 
different moderators. A moderator is a research entity that 
determines or shapes the relationship between the 
dependent and independent variables in research. 

3.6.3. The First Moderator Variable Top Management 
Support (TMS) 

The role of top management support (TMS) in an 
organization or entity is integral to the company's overall 
management. TMS understands and is aware of an 
organization's capabilities to engage in any improvement, 
such as e-business. The top management also coordinates 
resources for vital organizational projects, thus capacitating 
performance and implementation of different-level projects. 
According to research, implementing the e-HRM strategy 
will cause significant mobilization and influence on any 
company. Other than communication, there are other 
dimensions for top management support; such as Provide 
Resources, Structural Arrangement, Expertise, and Power 

3.6.4. The Second Moderator Variable Human 
Resources Staff Competencies (HRSC) 

Competencies are the characteristics that staff in the 
human resource management team express in their line of 
duty. These competencies are valid depending on different 
individuals' qualifications and skills. It is the dream of 
every organization to assemble the most qualified and 
competent teams. However, when implementing an 
electronic or digital strategy in a company, the available 
competencies possessed by current employees are 
invariant. This implies that these competencies cannot be 
altered during the implementation strategy. However, their 
stature and the accommodation of the implemented 
technology will indicate the strategy’s success and impact 
on overall human resource practices. The main dimensions 
for the Human Resources staff competencies are; Strategic 
Positioner, Credible Activist, Capability Builder, Change 

Champion, HR Innovator, Integrator, and Technology 
Proponent. 

4. Data Analysis 

4.1. Analysis of Constructs Reliability 
As a first step, we have to measure reliability using 

Cronbach’s Alpha measure. As shown in Table 1. 

Table 1. Reliability Statistics 

Items Cronbach’s Alpha 
Digital Transformation /(e-HRM) 0.801 
Talent Development Effective (TDE) 0.905 
Top Management Support (TDE) 0.925 
HR Staff Competencies (HRSC) 0.966 

 
Table 1 presents the results of Cronbach’s Alpha. It is 

the measure of reliability to determine the item that, when 
deleted, would enhance the overall reliability of the 
measuring instrument. It is essential to know whether all 
statements are effectively measuring a factor or not. 

It is clear that the questionnaire’s variables are reliable 
as Cronbach’s Alpha for all items is greater than 0.6 

4.2. Descriptive Statistics 
In this section, we are going to describe the creating 

variables by comprising their mean and standard deviation, 
as follows in Table 2. 

Table 2. Descriptive Statistic 

Variable N Mean SD 
Digital Transformation/ (e-HRM) 331 4.2374 0.387 
Talent Development Effective (TDE) 331 4.0573 0.50724 
Top Management Support (TDE) 331 4.009085 0.56311 
HR Staff Competencies (HRSC) 331 3.760105 0.499123 

 
The average of all the variables is close to 4, meaning 

that respondents tend to agree with the statements that 
measure these variables. 

4.3. Correlation Analysis 

Table 3. Correlation Coefficients 

  Digital Transformation/  
(e-HRM) 

Talent Development 
Effective (TDE) 

Top Management 
Support (TDE) 

H HR Staff 
Competencies (HRSC) 

Digital Transformation/ 
(e-HRM) 

Pearson 
Correlation 1 .703** .296** .705** 

Sig. (2-tailed)  .000 .000 .000 
N 331 331 331 331 

Talent Development 
Effective (TDE) 

Pearson 
Correlation .703** 1 .611** .839** 

Sig. (2-tailed) .000  .000 .000 
N 331 331 331 331 

Top Management 
Support (TDE) 

Pearson 
Correlation .296** .611** 1 .621** 

Sig. (2-tailed) .000 .000  .000 
N 331 331 331 331 

HR Staff Competencies 
(HRSC) 

Pearson 
Correlation .705** .839** .621** 1 

Sig. (2-tailed) .000 .000 .000  
N 331 331 331 331 

** Correlation is significant at the 0.01 level (2-tailed). 
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From Table 3 and with a 5% confidence level, it’s clear 
that: 

1.  There is a positive significant correlation between 
e-HMR and each of: (TDE, Top Management 
Support, and HR Staff Competencies), as the  
p-value associated with them is less than 0.05. 

2.  There is a positive significant correlation between 
TDE and each of: (Top Management Support and 
HR Staff Competencies), as the p-value associated 
with them is less than 0.05. 

3.  There is a positive significant correlation between 
Top Management Support and HR Staff 
Competencies, as the p-value associated with them 
is less than 0.05. 

4.4. Answering Hypotheses 
To answer the previously mentioned hypotheses, we 

will treat the variables: (Top Management Support and 
HR Staff Competencies) as moderators using dummies 
and interaction terms and then run a regression model for 
the dependent variable. 

Equation Form: 

 ( )( )
( )( )

0 1 2

3

4

5

TDE β β e HRM β Top Management Support
β HR Staff Competencies
β e HRM Top Management Support

β e HRM HR Staff Competencies

= + − +

+

+ −

+ −

 

Table 4. Model Summary 

Model R R Square Adjusted R Square Std. Error 
1 0.765 0.585 0.579 0.32895 
 
The previous table shows that the value of the 

determination coefficient equals 0.585, which means that 
the differences in the explanatory variables explain about 
59% of the differences in the TDE variable.  

Table 5. ANOVA 

Model Sum of 
Squares df Mean 

Square F Sig. 

Regression 57.194 5 11.439 105.713 0.000 
Residuals 40.577 375 0.018   

Total 97.771 380    

Table 6. Coefficients 

Model 

Unstandardized 
Coefficients 

Standardized 
Coefficients t Sig 

Beta Std. 
Error Beta 

Constant 0.936 0.234  3.998 0.000 
e-HRM 0.694 0.058 0.530 12.011 0.000 

Top Management 
Support (=high) 0.194 0.560 0.192 0.347 0.729 

HR Staff 
Competencies 

(=high) 
- 0.585 0.711 - 0.577 - 0.824 0.411 

e-HRM * Top 
Management 

Support 
- 0.028 0.128 - 0.123 - 0.219 0.827 

e-HRM * HR 
Staff 

Competencies 
0.201 0.163 0.876 1.236 0.217 

 

The significance of the previous test is less than the 
level of significance (α=0.05), which indicates the 
significance of the estimated model (at least one of the 
regression coefficients is significant). 

•  There is a significant effect of EHRM on TDE with 
a confidence of 95% as the p-value associated with 
the test is less than 5%. The value of the TDE will 
increase by about 0.694 as the value of the  
e-HRM increases by one unit for the companies 
with low Top Management Support and low HR 
Staff Competencies, holding the other variables 
constant. 

•  There’s an insignificant difference in the mean of 
the TDE for the companies with high Top 
Management Support and those with low Top 
Management Support, holding the other variables 
constant, this with confidence 95% as the p-value 
associated with it, larger than 5%.  

•  There’s an insignificant difference in the mean of 
the TDE for the companies with high HR Staff 
Competencies and those with low HR Staff 
Competencies, holding the other variables constant; 
this with confidence 95% as the p-value associated 
with it larger than 5%. 

•  The value of the TDE increases by about 0.694 as 
the value of the e-HRM increases by one unit 
whether the Top Management Support of the 
company is low or high, holding the other variables 
constant; this with confidence 95% As the  
p-value associated with the interaction term larger 
than 5%. 

•  The value of the TDE increases by about 0.694 as 
the value of the e-HRM increases by one unit 
whether the HR Staff Competencies of the company 
is low or high, holding the other variables constant, 
as the p-value associated with the interaction term 
larger than 5%. 

 
Estimated Model: 

 

 





( )

( )( )

TDE 0.936 0.694e HRM

0.194Top Management Support

0.585HR Staff Competencies

0.028 e HRM Top Management Support

0.201 e HRM HR Staff Competencies

= + −

+

−

− −

+ −

 

Summary: 
•  There is a significant effect of EHRM on  

TDE  
•  Top management support does not moderate the 

relationship between Digital transformation/e-HRM 
and TDE. 

•  HR Staff Competencies do not moderate the 
relationship between Digital transformation/e-HRM 
and TDE. 
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Figure 2. Linearity Plot- TDE 

The points on the previous plot show no pattern or trend, 
which indicates the linearity of the estimated mode. 

5. Discussion 

By comparing the literature to the findings that there is 
a positive relationship between digital transformation/  
e-HRM and talent development effectiveness (TDE).  
It is observed that this is consistent with previous  
research as relational E-HRM focus on how technology is 
affecting the way organizations and individuals relate to 
one another, which agrees with Osborne & Hammoud [49]; 
Islam & Tari [50], that talent development promotes 
employee engagement and motivation, and a study  
by Rezaei & Beyerlein, [25] made similar findings  
on the significance of talent development in accrediting 
organizations. Also, Wege et al. [21] discovered  
that digital technology has a major influence on 
organizational performance via e-training and 
development. Consequently, digital technology has  
played a significant role in transforming organizational 
functions such as human resource management. This has  
increased efficiency and sustainability, resulting in 
increased output. In addition, workers favor companies 
whose human resource strategies prioritize talent 
development, career advancement, and training. 
Consequently, talent development fosters employee 
engagement and motivation, boosting productivity, 
reducing staff turnover, and enhancing performance 
[51,52]. Therefore, when the organizations implement 
digital talent development programs, this will insure foster 
the employee engagement, motivation, and career path. 
Also, will enable the employees to fulfil their full potential 
while simultaneously contributing to the achievement of 
their company's mission-critical goals. 

Prior research contradicts with the findings that Top 
management support moderate the strength of the relationship 
between digital transformation/e-HRM and talent 
development effectiveness (TDE), as the study found that 
top management support has no moderating effect on TDE, 
as Findings from research by Nwankpa and Roumani [53] 
that established the function of top management in digital 
transformation. According to the authors, management 
support is essential for attaining organizational success 
and should be extended to initiatives to change different 
business activities into digital ones. As a consequence, 
while reforming activities and processes, implementing 
departments like human resource management would 
profit from such management assistance. Also, According 
to Vukšić [38], top management support is essential for 
implementing the digital transformation of organizational 
processes. Here, the backing of top management was 
essential for creating a transformation plan and putting 
measures into place that would reflect the digital approach. 

Also, the study found that the HR staff competencies 
don’t have a moderate impact on the strength of the 
relationship of digital transformation/e-HRM on TDE, 
which contradicts all the previous research.  

6. Conclusion, Recommendation  

Despite the research limitations, this research provides 
important practical insights and recommendations to the 
HR professional and the stakeholders about the role of 
digital transformation/e-HRM and how it impacts talent 
development effectiveness and employee performance 
management effectiveness. 

The study found that there is a positive relationship 
between digital transformation/e-HRM and TDE. The 
study found that HR staff competencies have no moderate 
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impact on the strength of the effect of e-HRM on TDE. 
Additionally, the top management support has no moderate 
impact on the strength of the effect of e-HRM on TDE. 

The researcher recommends exploring the strategic 
usefulness of digital transformation/e-HRM and calls for 
more empirical research to duplicate this work and expand 
upon the results. 

The study recommends that organizations consider how 
digital technologies can improve their HR practices and 
consider how innovative tools can be utilized to enhance 
their HR practices. 

Furthermore, HR staff need to be competent in new 
digital technologies to realize the full benefits of digital 
transformation. As a result, organizations should invest in 
training and development for their HR staff.  

Additionally, top management support is essential for 
successfully implementing digital transformation in 
human resources. Thus, Organizations must ensure that 
their top management is on board with the digital 
transformation process and is committed to its success.  

7. Limitation 

7.1. Limitations on the Literature Review 
Some of the literature reviews does not include 

empirical data. This means that the findings are based on 
the opinions of the authors of the reviewed studies and 
may not be representative of the general population.  

7.2. Language and Time Limit 
The study only includes studies published in Europe 

and America. This means that the findings may be biased 
towards the European and western world and may not 
represent the global population. Also, this study was 
cross-sectional in nature and assessed the respondent 
perception at a specific time 

7.3. Research Methodology 
The study is based on a survey of human resources 

professionals in Egypt and may not be representative of 
the views of professionals in other countries. Also, the 
survey reflects the views of human resources professionals 
and not representing the views of top management or 
other department heads. 

7.4. Research Objectives 
Further, the study only looked at the impact of digital 

transformation on Talent development effectiveness and 
did not examine the impact of digital transformation on 
other areas of Human resources practices like talent 
acquisition, compensation and benefits ..etc.. 
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