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Abstract

The alarming technological transformation had a massive alteration on many
organizations, particularly on educational institutions. Since it marked some new strategies, to be
able to understand the behavioral and employee’s work atmosphere, by creating more targeted and
timely interventions for improving employee’s performance and well-being.

The study aims to track Palestinian private universities in the west bank, on how
they use digitalization to improve employee’s performance and reduce their intention for costly
turnovers by the support of three mediating variables.

A sample of 909 staff in four Palestinian private universities in the west bank,
wear targeted using stratified random method, in order to observe their level of improvement and
how their employees are performing in their work using digitalization? An explanatory research
study was employed, and the researcher distributed questionnaires method, as variables were
measured using standard questionnaires, since universities and the samples are chosen carefully.
The aim for distributing this questionnaire is to provide a clear understanding and approve
reliability and validity as a procedure for using digitalization in Palestinian private universities in
the west bank.

Descriptive analysis of structural equation models (SEM) was performed to identify the
relationship between the variables. As the study provided useful understanding for how
digitalization is affecting employee performance and turnover intentions, by the support of three
mediating variables-job satisfaction, employee engagement and work stress- as company wild
effort, with the contribution of HR department, as they should adapt the best policies and
provide full understanding for academic and administrative employees, on how to adapt

technology at workplace and encourage them to work to increases their level of involvement and



loyalty to the organization, since they are the only factor for production to reach
success and organizational approaches (Maxwell & Singh, 2019).

The study revealed that digitalization has a positive relationship on job satisfaction and employee
engagement, on the other hand, it showed negative relationship with work stress, which showed
a result that digitalization has an indirect effect on employee performance and a direct effect with
the help of the three mediating variables, and no direct effect on turnover intentions even with
the support of the three mediating variables. Based on the results, recommendations are made to
improve the adaption of digitalization for improving employee performance and reduce the

chance for turnovers.
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Chapter 1

1.1 Introduction

“Change an aircraft in a mid-flight” as a sign of how organizations are facing a
traumatic change due to technological rapid transformation (Jackson & Philip, 2005) as this kind
of transformation affects HR departments in several companies. In order to cope this
transformational change, it was indicated to adapt many e-learning approaches, as Digitalization
has moved organizations from traditional practices and began to change the behavioral aspects of
employees and develop their individual well-being, by adopting new approaches and tools in
performing tasks (Jayabalan et al., 2021) which encouraged the researcher to have full
understanding on how this transformation affects the research variables on administrative and
academic employees in 4 private Palestinian universities- The Arab American Universities,
Alahliya University of Palestine, Alzaytouna University and Dar-Alkalimah Univeristy- and how
they can adapt to this change and avoid any employee technological resistance, as something
different that should be improved and treated carefully to be able to cope the change worldwide.

However, organizations do not have to adapt new digitalization strategy and start
from scratch, since they are already familiar with some digital components with HR assistance.
Meanwhile, digital as an important technological industry made a huge explosion into companies
around the world (Davidson, 2006), as the research will study the adaptation of digitalization in
these four Palestinian private universities in the west bank by enhancing employee’s engagement
and satisfaction, therefore it will improve their ability to perform well and assist their competitive
position to reach development, which reduce stress and support their well-being, since

competitiveness is one of the major human contributions as gathering data needs a lot of efforts



and a solid system to be able to reach the information and knowledge needed to check data and
store them (Khasati A., 2011).

The way of transferring information affects the level of employee involvement
and performance (Khasati A., 2011). For example: the importance of adapting technology requires
to retain the best talents and skilled employees, as its very expensive to recruit talented candidates
as well as training them to new technologies, as loosing upskilled employees will be very
expensive (Maxwell & Singh, 2019). In order to preserve talents, study showed that 16% of
employees that are motivated and satisfied in their work will perform well, as long as the company
is alerted so in reducing the level of turnover intentions. Furthermore, administrative and academic
employees at universities in general, should adapt technology in a way of improving the
educational process, as long as they are aware of the process and the change without having any
difficulties, they will be satisfied to gain knowledge and spreading information to students which
enhances their job performance and reduce the idea of turnover and that comes with the presence
of job satisfaction, employee engagement and well-being as the three mediating variables that will
be discussed in this research, otherwise they will be depressed, resist the change and reduce their
ability to learn.

In this study we will discover how digitalization is related to improve employee’s
performance, through 3 mediating variables which are: job satisfaction, employee engagement and
work stress, that impact employees and increase their performance and reduce their turnover
intentions, as how much adapting knowledge and technological information enhances the
relationship within employees by encouraging e-communication, enhance decision making that

build positive atmosphere with several upskilled work provided by the organization.



The researcher consciously studies the use of digitalization in private universities
of Palestine, since they are profit universities, they take full tuition from students, and we will see
how much tuition might be useful to bring more talents and reduce work stress and how sharing
experiences might develop the educational process into innovation?

Furthermore, the occupation has always been a barrier for Palestinians to
improve their educational system, as they always narrowing the educational process in Palestine,
and the use of technology can be a chance to connect with several international universities and
communities sharing programs and scholarships that help Palestinians to reach the highest level of
knowledge and education without the occupation interference, all these can come with the use of
digitalization and how much employees are capable and skilled to use technology to preserve the
educational process, which at the end leads to job satisfaction, employees well-being and engaged
to work (Khasati A., 2011).

The study will be delivering several recommendations for universities on how to
use digitalization as a strategy by identifying the components of the needed e-learning skills by
having solid infrastructure, identify the challenges by communicating with employees and provide
cooperating programs to be able to recognize the challenges and analyze those components to
reach the competitive advantage and market growth to preserve their workforce as the only source
for production, to be the number one institution in Palestine. Data will be collected through online
survey using google form distributed for 4 Palestinian private universities. Data will be analyzed
through Structural equation models (SEM), to finally get conclusion to help recognize the
suitability in adapting technology in these private universities for improving their employee’s

performance and avoid turnovers.



1.2 Research problem

The combination tools and practices between HRM and digitalization are
targeted in ensuring the value-adding and directing the tasks within organizations to increase
employees well-being and enhance their performance, all these information are covered under e-
HRM as an umbrella for adapting a new strategy plan to cope the change (Jayabalan et al., 2021).
The study targets administrative and academic employees in Palestinian private universities to
discover how much employees are using manual work compared with digital work, besides of
facing unexpected concerns during the implementation of this project. However, neglecting the
well-being of employees will increase the level of insecurity to end up with low productivity.

Several employees are not aware of the drastic change in general, since they have
difficulties in using technology and adapt to it, as some of them prefers the old methods and manual
work. On the other hand, many employees are accepting the alteration as a radical change for the
daily routine, as well as it reduces time.

There are no specified Palestinian studies that mentioned how digitalization
affects the performance and measuring employee’s turnover in Palestinian private universities, and
why the researcher chose these universities? Since the research specifically studies the reasons and
the results for this topic. So, the main problem is studying the effect of digitalization on employee
performance and turnover intention with the help of three mediating variable which are: job
satisfaction, employee engagement and work stress, to improve academic and administrative
employee work level, and adapt this research as a main reference for building educational

strategies for HRM in these universities.

1.3 Research objectives



The purpose of this study is to achieve the relationship between digitalization as
independent variable on employee performance and turnover intention as dependent variables,
with the support of job satisfaction, employee engagement and work stress as mediating variables
to enrich our results for academic and administrative employees in Palestinian private universities
in the West Bank, within their use of digitalization several years ago. And provide
recommendation in which using this relationship to provide future effect on university’s

management in enhancing future performance.
1.4 Significance of the study

This study was chosen carefully, in order to investigate how much Palestinian
private universities are adapting technology in their workplace? and support HR department in
adapting new tools for enhancing employee’s productivity and performance. The development of
the computerized system will unify the database all over Palestine, which will allow to enhance
the academic process as a solid strategic future plan around the nation (Khasati A., 2011).
Therefore, studying the capacity of universities will develop computer software, to organize data
and have easy access to it, to cover all the universities needs by providing accurate information in
a timely manner and easy to use. In addition of exploring Palestinian university’s capabilities in
enhancing the digital system, as the lack of technological research requires to investigate more
about how to engage employees digitally.

What drew attention of the researcher, is the fact of including many obstacles in
adapting digitalization on workforce, since HR managers are facing resistance within few
employees on how to adapt digitalization (Heikkild & Smale, 2011). Which allow the researcher
to build a new strategy of building digital transformation awareness and sharing it within managers

and leaders, in how to recognize their employees’ inputs? otherwise it will slow the chance of



performing tasks and reach goals, as it will be considered a great obstacle for the university in

particular and the educational system in general (Lager David & Milojkovic Emilia, 2018).
1.5 Research Justification

1. One of the first major studies that the researcher will examine the
importance of digitalization on enhancing employee performance and reduce turnover
intentions.

2. The importance to enhance and develop the change for academic
and administrative employees in Palestinian private universities.

3. The impact of digitalization on job satisfaction, employee
engagement and work stress as three mediating variables.

4. Digitalization is a new concept that must be addressed to Palestinian
studies to comprehend its impact on many levels (research dependent and mediating

variables).

1.6 Research questions and hypothesis

Research Questions

According to the problem described above, the study targets employee’s
performance and their intention of turnover, by using technology as a new tool imposed
worldwide, Therefore, the thesis has addressed a main question which is “how digitalization can
affect employee performance and their turnover intention?”

Since the analysis will be connected with mediating variables, the following sub-
questions should be answered properly:

1. What’s the impact of digitalization on work stress?

2.  What’s the impact of digitalization on employee engagement?



3. What’s the impact of digitalization on job satisfaction?

4. What’s the impact of work stress on employee performance?

5. What’s the impact of work stress on turnover intention?

6. What’s the impact of employee engagement on employee
performance?

7.  What’s the impact of employee engagement on turnover intention?

8. What’s the impact of job satisfaction on employee performance?

9. What’s the impact of job satisfaction on turnover intention?
1.7 Research Hypothesis

Based on the amount of literature highlighted, there are unfounded results on the
relationships between the variables and measuring employee’s performance and their turnover
intentions. Thus, the researcher will adapt Directional Hypothesis (as the result would be either
positive or negative) as following:

Hia: There’s a positive relationship between digitalization and employee

performance.

H2a: There’s a positive relationship between digitalization and turnover
intention.

Hza: There’s a positive relationship between digitalization and work stress.

Haa: There’s a positive relationship between digitalization and employee
engagement.

Hsa: There’s a positive relationship between digitalization and job

satisfaction.



Hib: There’s a positive relationship between work stress and employee
performance.
Hob: There’s a positive relationship between work stress and turnover
intention.
Hab: There’s positive relationship between employee engagement and
employee performance.
Hab: There’s a positive relationship between employee engagement and
turnover intention.
Hsp: There’s a positive relationship between job satisfaction and employee
performance.
Hs: There’s a positive relationship between job satisfaction and turnover
intention.
Therefore, the conceptual framework in figure 1. Explains the variables used in
the research as identifying digitalization as independent variable and how it affects employee
performance and turnover intentions as a dependent variables with the association of three

mediating variables: employee engagement, job satisfaction and work stress.



Employee Engagement (
L Employee performance
Digitalization Job Satisfaction
Turnover Intentions
Work Stress

Figure 1. Research Conceptual Frame-work
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Chapter 2
Literature Review

2.1 Introduction

“I believe innovation is the most powerful force for change in the world” Bill
Gates. The world is turning into a rapid development in the era of technological transformation
(Staff, 2021), they continue that, the structure of change is improving by passing information
rapidly without considering the geographical location of any human being, which we recognize
the ultimate change that digitalization has on public whether in their place of work, lifestyle and
carry out business. Experts now a days are trying to reach high level of innovation that help
workers to finish their work faster in easy and efficient method, in order to reach high level of
achievement.

Business structure have been directed to prepare for substantial changes in a way
to perform businesses (Staff, 2021). Human resource management is the main key for any
organization to adapt digital transformation in all stages of collaboration, ecosystem, culture,
empowerment etc. (Thileepan & Raveendran, 2022). As HR management will help the workforce
to adapt any technological tasks in an effective mode, plus creating the positive atmosphere within
the workforce culture and environment.

Comepetition is arising, institutions worldwide are facing an enormous and
alarming technological change, as digitalization is demonstrated as the sociotechnical fact of
implementing data information and communication technologies (Bolli & Pusterla, 2022), therefore
institutions had to mark some strategy changes by understanding the behavioral and cultural

descriptions as a new approach to accomplish innovation and reach sustainability (Jackson &

Philip, 2005) in addition of investigating the market to determine the amount of job opportunities
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that technologies will replace (Bolli & Pusterla, 2022). The successfulness of any company depends
on how their employees are engaged and committed to their work as it’s defined with: “the level
of emotional attitude towards an organization without only focusing on satisfaction and happiness”
(Hewitt, n.d.). Management should always take into consideration the process of orientate
innovation for employees, as to be prepared for the upcoming stages (Lahtinen & Jarvinen, 2016).
In this chapter the researcher will define the meaning of digital transformation, from where the
concept has been created and how it affected the future of employees, specifically in Palestinian
private universities in the west bank, and from what can be supported to preserve employee’s

loyalty and reach organizational sustainability.
2.2 The history of digital transformation

The word digital is a Latin expression was invented in the 15" century where the
Latin word digitus (digitalis or digital) meant a finger or a toe (Verma et al., 2022). The rise of
digitalization started back in the 1600’s, as Gottfried Wilhelm Leibniz invented the binary system
— expressing data using the digits of (0-1)- writing a book that supports other inventors to facilitate
the recognition of the system, by adapting mathematical analysis to be logically familiar to human
in the era of digitalization (Staff, 2021). Furthermore, telecommunication system has been
invented through digital circuit as it has been considered as the brain of digital technology
developed by Claude Shanoon (Staff, 2021), then the idea of artificial intelligence has been adapted
all over organizations to reach high level of improvement. Digitalization has moved organizations
from traditional practices and began to change the behavioral aspects of employees and develop
their individual well-being by adopting new approaches and tools in performing tasks (Jayabalan
et al., 2021), previously material and human resources were essential for organization; to manage

its work, however technology nowadays is connected as significant resource for human activity,
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since it increased the work efficiency and work effectiveness for their workforce (Khasati A., 2011;
Staff, 2021). Generally, innovation is a procedure that covers diverse features of newness (Weiss
et al., 2016), as it results in developing the outcomes of the organization process and practices, IT
solution would be appreciated through the ability to keep the process uninterruptedly open,
outgoing and transparent to different ways between all the organization’s work-force (Lahtinen &
Jarvinen, 2016). Additionally, digital transformation has been considered as the reflective method
of revolution for businesses and for administrative procedures, to pursue the innovative activities
and get opportunities for the rapid technological change that affect the population and stake holders
(Goswami & Upadhyay, 2019), as they continue, of how much information you have is the more
you can reach innovation and structural development. Therefore, we can define digitalization as
“the fast-rising sociotechnical phenomenon of accepting information and communication
technologies” (Legner et al., 2017).

Moreover, we can define digital workplace: as the way of employee performing
tasks in a digital work space (Haddud & McAllen, 2018). As well as (Tubb C., 2014) mentioned
that digital workplace is the pool of all digital tools that organizations provide for employees to do
their job efficiently”. Moreover, IT tools and innovation can connect all employees in the
organization and start to collaborate through development as should be connected with employee’s
involvement and their practices that can be enhanced through knowledge (Lahtinen & Jarvinen,
2016).

The world we live in is deeply changing into a new eco system that forces
organizations to essentially turn their way for sustainability (Signori et al., 2015), digitalization
has led many companies to be in a high competition for adapting the new system in the era, since

they can improve their businesses and achieve their goals through new styles and contributions
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(Weiss et al., 2016). Digitalization can be seen as a challenge for many organizations, if they are
not reaching the readiness of digital maturity and the capability to enhance their level of
transformation, as this considered one of the top priorities for organizations to adopt for further
cultural development, (Mele et al., 2016). This kind of digital transformation is quite difficult as it
will certainly affect the organization’s cultural aspects, as HR management should improve their
strategy to be incorporated with the organization’s strategy and achievements ((Barisi¢ et al.,
2021)). However, HR management are facing challenges in which it might affect the performance
and work process within employees, as the shift for a remote workspace reduced face-to face
interaction, which will affect the way employees will engage.

The challenges that organizations might get into are the ignorance of e-learning
and training by providing technological knowledge that employees should get in order to maintain
the level of competitiveness and organizational procedures, as the absence of knowledge may
change the positivity of remote workspace into negativity for low-skilled employees that requires
a change in human’s behavior which required to be one of the main challenges according to
(Barisic¢ et al., 2021)

Another obstacle in which affect the foundation of HRM is the rise of generation
Z with enabling more mobility and remote work, which make the low skilled generation get into
depression and reduce their level of performance within the rise use of electronic HRM which
defined as “the umbrella covering all possible incorporation tools and contents between HRM and
information technologies, that aim to create value within across organizations for targeted
employees and management” (Bondarouk and Ru€l 2009), another definition of e-HRM is “ the
structure of computer hardware and software and electronic networking resources that enabled

HRM practices and process in which to achieve competitiveness and organizational goals, through
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communication and innovative creation in which to cut boundaries within the staff and managers”
(Marler & Parry, 2015, p.2(Bondarouk et al., 2017).

Institutions have to cope the change and implement information through
telecommunication and digitalization, as it will have a major impact on the way they run business
(Mele et al., 2016), as (Goswami & Upadhyay, 2019), mentioned that appropriate digital
communication is very important in order to keep employees active and meet priorities. They
continue that, there’s quit some tools that companies should start to have in order to cope the
change, as leadership, restructuring organization and design services. However, if companies are
not aware with the change and the management still not realizing how serious this change, it will
lead to a huge fall down and the company will be in serious reduction (Mele et al., 2016).

Therefore, results confirmed that the importance of technology in building
contemporary administrative structures, since it’s connected with many parts of the organization
by having a major role in making decisions, in addition of major alteration and development of the
educational system, having an essential parts between the human elements and the machines, to
provide the educational system with the necessary information to support and continue the normal
and daily operations of the organization, the way of exploiting the system is by providing new
techniques for students to receive information, instead of old methods of teaching and this can be
provided through the knowledge and the diligence of the professors to have excellent outputs
(Khasati A., 2011).

Eventually, organizations have to prove their competitiveness in the recent era,
they should be able to improve employees as the workforce who have digital experiences,
attraction for networking and the ability to multitask, as HRM are using technologies to fulfill their

purposes and operational functions (Al-Kharabsheh et al., 2023). Many studies ensured how much
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human resources at all level have to reach transformation and build the trust with their employees
through motivating them (Goswami & Upadhyay, 2019), they continue that a complete motivated
employee is the one who will be interconnected to reach the company’s goals and purposes, besides
individual development, as studies showed that engaged employees is available in high level
through digital environment more than the manual processes (Goswami & Upadhyay, 2019).

2.3 Educational systems in Palestinian universities and its evolution

within employees

The expression system or systema is a Greek word which means “the whole
collected from parts”, that has been developed through decades as: educational system, working
system etc. are collected under one system, since universities are under administrative and
academic system are engaging together to provide a good working atmosphere (Khasati A., 2011).
We can define system as: a set of inputs that represents different data that are processed to obtain
outputs that are essential to satisfy the responses to be achieved.

Eventually, management should always be alerted to any kind of change, as the
Cinderella story, when prince charming had to work hard to search for the owner of the glass shoe
to find his princess (Ké&pykangas et al., n.d.), this is the same as involving employees in official
projects and prepare them to any kind of transformation, by identifying the main challenges they
have and explore their talents, communicate and interact with them and how interactive they are
for handling a job and give them a positive atmosphere in the workplace, that eventually will
enhance their level of motivation and easily adapt to the new system of the company (Goswami &
Upadhyay, 2019).

In order for HR management to get sustainability and reach their goals in an era

of transformation, they have to be involved with all of their employees and interact with them,
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they have to prepare a good atmosphere in order to have high level of performance, and take into
consideration the value of their employees through studying their level of well-being, and how
much they are satisfied in their work to get the highest level of performance.

The researcher pursues to work on achieving successes as possible in order to
develop the educational process in Palestine, in result of technological development through
employees. As universities become an aspiration of people, in order to achieve their goals and the
main access for the progress and development of societies (Khasati A., 2011), as they continue
that, the educational system in Palestine is no different from other educational system around the
world, but the occupation always tries to create obstacles and barriers to the educational process,
and the more of individual development absence, the more using Palestinian workers as a cheap
laborer. However, the existence of the occupation, created the inspiration for many to convert
schools to colleges and then into universities, which opened around 10 universities whether public,
private and governmental universities all around the west bank.

Since 2011, education in Palestine has represented a qualitative shift in the field
of engaging technology in the educational process, to provide the best methods of e-learning and
employ them for students, academic and administrative employees, in an attempt to provide the
basis of the educational process and not limit it to emergency conditions (reference). As it reached
its peak in 2020 at the rise of the Corona pandemic and the prevention of face-to-face education,
which increased sufficient awareness of the use of technology in the educational process.
Furthermore, private Palestinian universities in particular dedicated their work years ago in
developing the educational system in order to reach the main achievement and goals of
universities, by improving its methods and relying on modern technology specifically e-learning

to enhance the skills of Palestinian employees and students, as they are considered a major
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investment for the country (reference), especially with the presence of the occupation that perform
a burden on educational methods, however the rise of technology enhanced communication skills
within employees and students and within universities worldwide, as not being limited inside the
country, which allowed many universities in performing many training and e-learning institutions
for academics and administrative staff in order to provide professional educational system, for
instance: most universities started to use Moodle as a modern educational system that enhances
the use of uploaded videos and articles in order to develop students and their learning skills, rather
than using traditional learning that does not consume time and provide difficulties (HIBA
MABYED). But the question is how much does universities provide and use e-learning techniques

in order to develop educational process?

Thus, HR managers in several Palestinian universities provided workers with
proficiencies and competences which drove them to communicate with international universities
that creates scholastic cooperation and participation that enhances the educational process, which
prompts the students to improve. Thus, academic employees will feel satisfied, since they are
contributing to this process. Moreover, there’s a great connection at the academic and
organizational level, as teaching and research require the presence of many requirements and
resources, in addition to financial and administrative follow-up by providing the necessary
facilities without any obstacles. Therefore, due to these transformations and have these systems
computerized, it is essential to choose a modern technology that is suitable for development, in
order for the university to keep progressing, and focus on the ability of communication, in order

to observe the level of staff adaptation in this time of development (Khasati A., 2011).
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The transactional correlation of employees has been revived through digital
makeover by encouraging them to achieve their targets and be more involved in the upcoming
transformational change (Goswami & Upadhyay, 2019), they continue, as many workforce has
been thinking of being replaced by technology and lose their career, however many studies showed
how much employees can bring better results even with the existence of technology, and to ensure
the efficiency of any employee, HR management should focus on highly trained and motivational
programs for employees and digital tools, as many researches dedicated that digitalization
improves employees performance when having the professional tools and training programs for
the company to do their tasks, such as social media, mobile technologies, internet, big data
analytics that brings extraordinary alterations and lead business to the exact road of transformation
to creates values and new knowhows (Goswami & Upadhyay, 2019), they also mentioned that 50%
of leaders who are adapting technology share the same belief that organizations will lose their
approach with the absence of technology, as they will fall behind the new transformation and
change worldwide. To sum up, many researchers are mentioning that in order to grow
competences, employees have to face a lot of obstacles by developing new ideas and innovative

ones, to be able to find solution for any problems ahead.

2.4 Digitalization affecting employee’s performance
and their turnover intention.

Digital technologies have been changing and spreading like waves over
organizational, cultural and social institutions, as at first employees did face difficulties in how to
adapt to this change, and sometimes they preferred to practice old methods rather than practicing
new ones as a complicated process (Pettersson, 2021). Meanwhile, organizations are considering

digitalization as a challenge task, that should be related to proficiencies and the level of providing
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learning in which it can be adapted to enhance learning and build a solid structure (Hauge, 2016).
Therefore, it is essential for management to form a structure of a solid relationship with their
employees, to invest in them and guarantee a high level of performance by forming concepts in
which they have to adapt to the change and provide knowledge tools with learning programs, that
will increase their job satisfaction, especially when they are recognized which will reduce their
intention to leave their job (Karatepe et al., 2006), since the basic needs for an employee is to have
good resources and be recognized for their job well-being, especially in an era of transformation,
these variables are mentioned in this research in which they can lead employees to adapt the change
and perform well to work together, in which they can beat the drastic change that occurred in an
era of transformation.

Institutions in general and universities in particular, have to plan an orientation
day for new employees in order to understand the organizational goals and how to cope the
atmosphere and work processes. Moreover, 1% year students in any university always have
orientation and open day for how to deal with the university, identify their faculty and take
information to understand the system. This is the same for academic and administrative employee,
as they have to be oriented and up to date for any change to be able to cope any drastic alteration
worldwide, as they have an important role to develop the system and improve their students, so
they have to be trained each year for any new updates in the world concerning their field, as this
will bring them satisfaction and less stress at work, enhancing teamwork and share experiences
and knowledge at work will help employees to engage and reach the aim of the university with

high performance and less turnover rate.

2.5 Employees Performance as a dependent variable
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Level of performance reflects the amount of economic and cultural development
of any country besides, the external environment that affect work performance (Khasati A., 2011).
employee performances have always been a major topic to discuss, as it brings innovation and firm
performance for the company, including innovative ideas that help the company reach it goals and
increases client’s satisfaction of the products or the outcomes of the company (Sadikoglu & Zehir,
2010).

Organizations has always been concerned to adopt many activities and
approaches to ensure employee high performance and increase their level of accomplishment
through motivation to guarantee competitiveness, organizational growth and productivity (Inuwa,
2016), meanwhile income growth and raising the standards of living depends on obtaining the best
results with the shortest and least use of resources (Khasati A., 2011). Recently, universities
worldwide and precisely in Palestine are worried about how to confirm high level of employee
performances, through many factors including: managerial accountability and transparency
(Inuwa, 2016) in order to keep them satisfied and loyal to their workplace, however many opinions
support motivation for academics more than the non-academic staff, but satisfaction and high
performance should be given for both, since academics share awareness, philosophy and other
materials for students that develops their skills and knowledge, moreover the non-academic staff
are important as much as the academic, since they have a big role in managing the workforce and
other managerial stuff in the university, that build the importance to ease the role for academic
staff to do their job well and provide an easy way for students to process there financial or non-
academic material for them without any delays and problems, this theory should be enhanced in
our universities, as many students have difficulties in processing their work when administration

departments does not have the proficiency in performing their job well, so it’s really important to
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consider the non-academic staff the same way they consider the academic ones, as they can link
students with international programs which enhances the educational system (Khasati A., 2011),
this can be accomplished by the collaboration of HR team by existing in every detail of the
university’s workforce that help them seek a good level of activities (Putu Agus Adnyana et al.,
2021). Subsequently, one of the performance elements is the existence of planning performance,
in which is the process of drawing a picture of future performance; in order to achieve future goals
by clearing standard approved by parties through the capabilities and energies available (Khasati
A., 2011). Thus, e-HRM practices does affect employee performance by transforming the
information into digital form, that will be handled automatically, thus will lead into processing
HRM practices and enhance the possibility to finish operational work and develop strategical HRM
purposes (Al-Kharabsheh et al., 2023).

In an era of competition leaders should always have a good plan to keep their
employees on track, while companies with highly competitive employees will do much better than
companies with less competitive employees (Karatepe et al., 2006). (Brown & Peterson, 1994),
demonstrated that competition has a positive impact on employee performance. When staff -
whether academic and especially the non-academic ones- lack job development and low concerns
from management it will show a result of increasing in job dissatisfaction and the concerns for
turnover (Adenike, 2011) since their desire for their job has been gone, lack of resources and
ignoring their demands, besides their qualifications will not meet their job description anymore,
which make them feel that they will be replaced whether by technology or high skilled employees,
especially in an era of technological transformation, that leads to so much stress which ends up in
decreasing job performance. The researcher used 360 performance review and peer review by

(Stikic et al., 2011) Measuring employee performance in general and through private universities
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in Palestine used in the research’s survey since, it has always been stated that the importance for
job satisfaction and employee performance through high-tech has always been a major topic
among researchers.

Therefore, many studies defined job performance as: “The quality of work
presented by an employee with efficacy through associating with colleagues, by finishing work in
a reasonable amount of time, and solving problems without waiting for orders, like taking a lot of
responsibility through cooperating with several job behaviors and outcomes” (Babin & Boles, 1998;
Budiningsih et al., 2017). Furthermore, (Putu Agus Adnyana et al., 2021), demonstrated that job
performance is: “the result accomplished by individual at work, and it is dedicated through the size
of work given to any employee”. Performance can also be defined as: “the desire for workforce to
handle activities and many programs according to their level of responsibilities that will be seen
through their results” (Dessler, n.d.). Performance management is the result in which managers
should enhance flexibility in communication processes and sharing a lot of ideas that should be
included in the vision and strategic approach shared by employees that enhances their ability in
decision making (Putu Agus Adnyana et al., 2021), however many researches implied that working
from home has decreased the level of contribution, due to low level of supervision on work tasks
and assignment and the other teams will do the job through the power of communication and
contribution (Wahyu & Sa’id, 2020). This dedicated through the use of digitalization as it comes
with 2 stages, the first is about considering the alteration of the structure to the combination of old
inputs and material into digital form, as the second stages includes the definition of digitalization
and its values for the internal and external customers (Blstakova et al., 2020), this is how

digitalization can reduce the level of performance and have impact on employees performance,
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especially in an atmosphere beyond innovation and development. As organizations tend to
accomplish their targets in both level of expertise and the use of technology.

Managers and leaders have the biggest challenge in how to keep their employees
in a high level of performance (Inuwa, 2016). At first, managers in private universities should
always study the atmosphere of their employees and fill their needs in a way in measuring their
performance and anticipate the best in their work, when the globe is moving into technological
system, as they have to take into consideration the way of improvement in order to ensure their
proficiency and their use of technology (Putu Agus Adnyana et al., 2021). Fulfilling their needs,
human resources should be preparing employees to this kind of change, by providing training and
development programs to cope the drastic changes worldwide. Training is defined: as “the process
in which employees get a temporary learning practice in which they gain knowledge and learn
technical skills to understand the change” (Budiningsih et al., 2017). Moreover, training and
developing employees is related to increase employee’s performance and take accountability for
their job in an organization, since it enhances employee’s knowledge and skills, especially when
it’s related to technology as they always should be up to date with the system and familiar to them,
otherwise, they might end up resist the change and reduce the organization’s performance and
productivity. Many studies agreed that training helps to fulfill and raise employee’s commitment
to a job, thus many organizations are now familiar with e-learning plan and digital tools to ensure
employees practice and get responsible for their development (Jayabalan et al., 2021), they
continue that this procedure brought high level of performance, increased team work activities and
consumed time for employees to complete tasks. This kind of learning will develop employees’

skills and ability to accomplish tasks without even worrying about any change and global
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transformation, as long as their managers are aware to keep their employees up to date and fulfill
their needs to learn and develop their skills.

To sum up, performance is the outcome of the interaction between motivation,
individuality, work climate, and the ability to accomplish work, and eventually its related to the

behavior of the individual as shown in figure 2:

Motivation

Employee’s Performance

Figure 2. The combination of motivation, individual behaviors and work climate to perform

employee performance.

2.6 Employee engagement

The efficiency of performance in organizations is linked to achieving the optimal
use of productive resources, especially in human resources department, as it is the greatest
common denominator in all activities of any organization (Buckley M.R. et al., 2021). Employees,
or what the business like to call the Human Power, is one of the most important pillar of the
business existence and development in the future, as employees resembles the business success

and competitiveness within the market (Arthur, 1992). Moreover, they are considered as an
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investment for managers and leaders in any firm, and they have to build their strategies according
to this vision; to be able to reach the highest level of improvement and development.

“The only way to do great work is to love what you do” -Steve Jobs. In order to
ensure employees loyalty and their commitment to work, managers has to be trained and be able
to identify the concept of engagement, as it builds through individual and managerial performance
(HR Basics: Employee Engagement., 2018), they continues that its essential for managers to
provide a healthy atmosphere for their employees to invest in their work and ensure their
engagement, as it differ from being satisfied, since the last is about how employees are loyal and
have pride to work, unlike disengaged employees who feel annoyed and unattached to their work
environment.

Many studies showed how leaders must enhance the relationship between the
organization and employees, since its top priority for leadership teams around the world, to be able
to satisfy their needs (10 Data-Driven Ways to Improve Employee Engagement, 2020). Besides,
employees need motivation and psychological support to enhance their level of emotional
commitment and loyalty to work (BAILEY, 1993), through many techniques and concepts that fit
the organizations work environment, which might at some pointe develop a negative atmosphere
on employees and affect their performance and productivity (10 Data-Driven Ways to Improve
Employee Engagement, 2020). On the other hand, employee’s motivation has always been a major
problem for many leaders and managers, since there’s some definitions that are not deeply
discovered yet, as it’s hard for managers and leaders to attract the human power with the needed
talents, but maintain their full potentials as much as possible and engaging them into the business

current mission and future long- term vision is the hardest part (BAILEY, 1993).
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Researchers and professionals started to do some investigations on how to
measure employee engagement and how to be attached in their work (Hajjami & Crocco, 2023), It
has been verified that employee engagement increases productivity, reduce turnover, improve
customer satisfaction, improve organization outcomes and improve employee wellness, safety and
productivity, Gallup 2023 confirmed that 17% of employees around the world are increasing their
productivity with 70% decline in work incidents, and the level of their quality is getting higher as
40% reduction in weaknesses of high quality.

Gallup used 12 elements for measuring employee engagement, as it’s established
through their performance and their needs for development (HR Basics: Employee Engagement.,
2018). It’s really essential for managers and HR professionals to distribute a survey for their
employees to discover how much they are satisfied and engaged in their work, it’s always
important to hear feedbacks from their employees without only considering managers point of
view, that will make them fall into survey trap that will dissatisfy their employees (HR Basics:
Employee Engagement., 2018) as the researcher used this kind of measurement in private
Palestinian universities in order to trach the level of engagement and their way in performing task
in a certain kind of atmosphere. In order for universities to avoid ignoring their employees, they
have to consider few steps that will definitely enhance their engagement; start by having references
and tracking employees level of engagement, that leaders should be aware of their employees effort
and commitment level; to realize how much they are engaged and what to improve in case of
having unattached employees (10 Data-Driven Ways to Improve Employee Engagement, 2020),
they continued that its really needed by time to time to send employees surveys to collect data and
observe the basic level for future improvement and efforts and to be updated where the team stands

and give them the feeling that they are not left alone. Thus, to reach this kind of improvement and
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develop employee’s effort, leaders should be trained and coached by preparing them with the right
education and professional development, as no worker will be hesitated to follow their role models
(10 Data-Driven Ways to Improve Employee Engagement, 2020). The importance of
organizational culture is dedicated by how leaders should act to it and build a culture full of
positive atmosphere far away from toxic environment, accepting new employees is very tough for
all workers, since employee on board should be connected with the team to reach positive
acceptance that will allow fresh perspectives to be connected and show them a good time, for
example: introducing counsellors before starting their first day, attach them with managerial work,
make manager’s priority to build relationship through their onboarding staff to a regular ones (10
Data-Driven Ways to Improve Employee Engagement, 2020).

HR managers have to build trust through communication and transparency as
building trust can’t happen through secrets and poor communications, to ensure their sense of
belonging and commitment to universities (10 Data-Driven Ways to Improve Employee
Engagement, 2020). The rise of innovation and technological development is the result of
managers allowing their employees to communicate and cooperate with leaders and share their
ideas and sometimes allowing them to make decisions (Schwarzmuller et al., 2018), particularly
with an environment full of diversity and different perspectives, it’s really important to hear
employees and share ideas like: “ I think we should change plan X through identifying How and
Why?” try to interview them and set a lot of meetings, which will express the university’s culture
and values (10 Data-Driven Ways to Improve Employee Engagement, 2020), this comes with the
meaning of Recognition, that can be expressed as “the desire of employees to be treated fairly, to
appreciate their efforts at work, to make important contributions to the organization, and to achieve

their goals at the level of their jobs” (Henryhand, 2010) . For example: “X of people has zero
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appreciation to their employees at X company, which allowed his employees to do their job without
any innovative processes or development, since they are not heard and recognized by the manager”
as creating a culture that celebrates experimentation and accept failure is the healthiest culture any
organization could have as to create and innovate, benefits the organization profit and easier to

reach their goals (Henryhand, 2010).

Innovations in the 21 century played a huge role in changing the structure,
environment and the way people work in any organization and learning institute. Therefore
(Burnett & Lisk, 2019) confirmed that “many organizations already, allows corporate leaders to
create more targeted and timely interventions for improving engagement, satisfaction,
commitment, and ultimately productivity, retention, customer satisfaction, and financial results”.
On the other hand, fear of losing your employees and give them skills that will make them
distribute it to other companies will make you fall down to failure, since giving them the attention
to accept new perspectives and always support innovation will allow them to be loyal and
committed to continue what they started (10 Data-Driven Ways to Improve Employee

Engagement, 2020).

Ultimately, Employees should always be recognized and always be appreciated
in their workplace that will allow them to be engaged and express their ideas easily without any
fear. Therefore, employees’ desire is not only for a good salary and benefits, some organizations
work on designing recognition programs to thank employees for their achievements and
contributions to the organization (Durrab Hussain et al., 2019), they continued that emphasize the

importance of employee recognition to maintain high self-esteem and keep them motivated,



29

because there is a positive relationship between the organization's recognition of employees and

good performance
2.7 Job satisfaction

The drastic change that the world is experiencing is changing the structure of
many organizations if not all of them, changing the features of any job will change the level of
employee’s job satisfaction (Bolli & Pusterla, 2022), as many jobs are relying on their workforce
to insure the best quality of work and reach high level of productivity and efficiency (Inuwa, 2016),
they continue that dissatisfaction is considered as a big dilemma nowadays, as something unusual
being adapted unexpectedly and affect productivity in a negative form. In general, digitalization
will change how employees are working, by increasing the level of pressure and sometimes losing
their jobs if they are not treated well (Bolli & Pusterla, 2022), because the immediate change is
critical in understanding the new technologies, whether in a positive form by decreasing the
number of duties or negative form by increasing the level of stress. So, | believe the basic structure
in this situation is to change job characteristics and get a lot of communication and collaboration
with employees, to share ideas that will enhance engagement and their level of satisfaction, as they
have been recognized and taking care of (Haddud & McAllen, 2018), they believe that the level of
performance will be increased as long as the level of satisfaction is high, they continue if
information is provided and e-communication is available in this era, then it will enhance their
level of social communication and their workplace activities. As it always connects employees to
interact with each other whether in the same workplace or anywhere around the world. So many
studies defined job satisfaction as: “the enjoyable passionate state, resulting in providing
confidence as it is aligned with rewards and benefits, as achieving or simplifying the

accomplishment of one’s job values” (Locke, 1969). As (Inuwa, 2016) sees job satisfaction as a
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“mixture of agreeable or disagreeable attitudes from employees”, in addition to (Spector, P.E.
(1997), 1997)who demonstrated that job satisfaction applies on “the sensation of any individual
centered on their entire job that indicate whether they like it or hate it”. therefore, the concept of
job satisfaction is how much employees are overwhelmed that enhances the relationship between
employees that leads to high level of job performance and their well-beings (Inuwa, 2016).
Meanwhile, there are many factors in which it can help enhance the ability to
understand digitalization and simplify tasks on employees, by increasing the level of excitement
at work for example financial packages, decrease the quantity of uninteresting work and provide
new activities that will enhance productivity, working conditions by increasing independency of
work and making work much easier by simplifying the tasks with employees that have difficulties
in understanding and ensure flexibility through team work, as simplifying the way of adapting data
through archive as much easier to obtain and improves quality of work (Bolli & Pusterla, 2022;
Inuwa, 2016). Nevertheless, managers should always consider employees satisfaction and
dissatisfaction in order to ensure balance and anticipate the consequences if something will come
up (Aziri, 2011), as managers should be aware that their employees might not quit their jobs,
however it might reduce their level of performance and slow the road to reach their anticipated
goals, as job satisfaction is considered one of the main factor in which affects employees feelings
in universities and its absence and lack of consideration require difficulties which lead to low level
of performance. Many studies showed how much universities requires digitalization as a positive
link within increasing job satisfaction, however there’s few of the population that might be
sophisticated in dealing with digitalization tools and its concepts, and this can be enhanced through
managers and HR departments in which they can support their employees, provide training

programs and enhance team work in which they can do their job well and reach their goals.
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HR managers should always provide trust and confidence by measuring their
employees level of satisfaction through 7-point Likert scale questionnaire by (Locke, 1969) and
also used as a measurement in the research, studied to measure Palestinian universities academic
and administrative employees as the old generation are always worried to be replaced by
technology or lose their job, especially if they are not trained well and this will provide undesirable
place to work at (Inuwa, 2016).

Many studies conducted that digitalization is completely affecting job
satisfaction if it’s well managed (Bolli & Pusterla, 2022), that does not deny the fear of losing or
negatively affecting their satisfaction, however the role has to be leaded by human resources and
managers, which in my opinion should be designed with the annual strategy of educational
institutions. (Inuwa, 2016) mentioned that “the wisdom of a satisfied employee is a pleased
employee and a pleased employee is an effective and working employee”. As many studies denied
the idea of having a high level of job satisfaction will increase the level of job performance, as
they did a lot of researches and correlations which ended up having a positive relationship between

job satisfaction and job performance.
2.8 Employee’s well-being and their intention to leave

The radical change in any institution comes with many consequences that might
be suitable or not, especially if it’s related to employee’s emotions (Benko & Anderson, 2010).
Employee engagement within the change is very important since it provides 20% of high
performance for the institution, and benefit the workforce in how to adapt new approaches easily
without suffer emotionally (Winasis et al., 2020)? Organizations and specifically universities

should always be prepared for any change, by restructuring their strategy, to avoid the atmosphere
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of unsupportive workplace, internal stress within the employees and work overload, that will add
many emotional conditions that will affect individuals work skills, and physical health.

Employee’s attitudes should always be controlled, since their behaviors affects
the customers of their company (Karatepe et al., 2006), this can be defined through how much
managers have to put effort in their employee’s development process, as to make them sense the
change and enjoy the competition that is arising through the globe, this will increase their
performance and job satisfaction, HRM team have to anticipate the needs of their employees by
providing communication tools to discover the talents, deliver knowledge and develop their job
capacities and digital skills (Fedorova et al., 2019) besides using survey and questionnaire
demonstrated by Winasis et al. 2020, since human resource management is a procedure that
manage a lot of complications in the work space to enhance the ability to assist organizational
activities in order to accomplish the planned objectives (Soelton & Atnani, 2018). Otherwise, the
work atmosphere within universities will lead to stress, depression and the outcome from a failure
will be the reason for more stress, especially when not providing these programs and have
vagueness information concerning a task (Winasis et al., 2020).

Employee’s stress and frustrations are one of the factors that leads to enhance
Turnover Intentions. Since it has been acknowledged globally as one of the major complications
especially in the educational system (Résénen et al., 2020), several countries had a general
estimation of their teacher’s and administrative staff turnover rate scope from 13% to 15%

annually (Ingersoll, 2001; R&sénen et al., 2020)



33

Involuntary turnover, 14%
Retirement, 18%
Voluntary preretirement
leavers, 30%

Voluntary movers, 37%

Figure 3. Teacher’s Turnover in several countries.

It’s really challenging to experience teacher and administrative staff turnover, it
leads to a very severe results, it affects the quality of education, and it will turn negatively on
students, as well as a problem for the administration for having a significant workforce changes
including financial raise for some staff and recruiting new members, besides training new staff to
the daily practice to have an engaged workforce and healthy school community (Rasanen et al.,
2020) which will be costly in this case for the university or any other institution that faces turnover.
They continue that, university staff who feel neglected by their administration are more likely to
leave the institution to search for another respecting and supportive administration (Rasénen et al.,
2020). As it can be anticipated that there’s quite a relationship between stress level and turnover

intentions. So, measuring turnover rate can be demonstrated through figure 4.

Employees separated

Monthly Turnover %= ————————— X100
Average number of employees

Figure 4. describing how to measure turnover rate.
We can define teacher turnover as “either to area relocation within the teaching

career, such as shifting to a new subject to be taught, to migration from one school to another or
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to leave the teaching profession” (Résanen et al., 2020). (Soelton & Atnani, 2018) defined turnover
as: a solid appearance of leaving the institution voluntarily which affect the company’s rank and
the productivity in general, they continue that turnover is the amount of employee’s drifting into a
new job and leave the company. In addition, (Costan et al., 2022) defined turnover as “awareness
and purposeful desire to quit the job”. Turnover intentions are “the sensible will to leave the
organization, for the purpose to seek another fitting job that encounter the desire of an employee”
(Emiroglu et al., 2015) others demonstrated that turnover is leaving the workplace for the near
future.

Meanwhile, there are many factors that lead employees to take the turnover
decision as shown in figure 5, as many employees sense a lack of professional and administrative
commitment to the job and workload especially for employees who are not familiar with tasks and
follow-ups (Rasanen et al., 2020), they continue those salaries has a huge impact on whether they
want to stay or leave the job, working under pressure is one of the main reasons that makes an
employee think to leave the job (Buchanan, 2010). For developmental tasks, administration should
be aware of providing training and clear clarification for employees, on how new tasks should be
performed, especially in educational system, otherwise not knowing the new innovations and be
aware of the continuing change as a teacher will definitely lead to stress, inefficacy in their tasks
with low productivity which at the end lead to turnover (Rasanen et al., 2020). Nonetheless, in
developed countries they have more opportunities if they seek to leave the job, due to the large
number of jobs offers, unlike developing countries, teachers are stuck with stress and workload

tasks, since they have few, job offers (Soelton & Atnani, 2018).
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Factors of Turnover

Lack of Administrative
Communication

9
)

Work Under Pressure

Salaries

Figure 5. Reasons for high turnover rate

Technology is now familiar in the modern society and as mentioned before
companies and many institutions are now drifting to adopt technology, as the main feature of their
work. However, no body was expecting to drift quickly after the pandemic of COVID-19, as it
built emotional exhaustion, tension, depersonalization disorder and low personal achievement,
especially in the teaching process and to whom who are not familiar with technology at all, which
at the end lead to a high risk of turnover which impacted 60% of the world’s student population
(Costan et al., 2022; Résénen et al., 2020). Nevertheless, people who are familiar with this kind of
change they will have more freedom to use alternative activities and time through innovative forms
that will satisfy the students and teachers as well, this developmental phase has to be supported by
administration and providing learning domains and combining technology with everyday work as
a main strategy to achieve sustainability (Costan et al., 2022). Besides, acceptancy to digitalization
come from the organizational culture for innovation and sharing the idea of adapting new methods
to help them be involved in the creation of new approaches for the company that should be
reinforced from human resources management, that have to design a working environment
considering how their employees are receiving information and avoid technostress which is

defined as: “The psychological outcomes reduces the ability to deal with computers and
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technology used at work” which can depressingly affect employee performance by affecting their
well-being and job satisfaction (Bolli & Pusterla, 2022). On the other hand, one of the main reasons
that might lead to work stress is to lack knowledge of the new innovative programs and stick only
to old methods, like dealing with a great amount of data, organizing employees’ feedback through
online programs etc. since this have to be prepared and structured in any strategy that need a lot of
training from employees provided by HRM, which leads to find the right person to the right job,
that will definitely lead to stress, since they will be afraid to be replaced by technology or other
high skilled candidates (Emiroglu et al., 2015; Fedorova et al., 2019), especially with digital
natives who are “the individual that grew up familiar with digital technology” (Costan et al., 2022).
However, (Winasis et al., 2020), demonstrated that, this kind of stress can be positive in creating
motivative activities within employees to work hard and meet the expectation of their employers,
as self-efficacy teachers are more likely to build educational strategy, which will reduce burnout
and stress level and increase their level of satisfaction (Costan et al., 2022).

On the other hand, digitalization has proven to many researchers that many
employees’ well-being has been increased, to what they call it “the work life balance”, since
digitalization provided working from home as employees work profession and their personal life,
for working mother or father who have hard time managing their work (Fedorova et al., 2019).
The idea is to have employees prepared for any kind of change, by communicating with them and
see where they stand so managers can see their intentions whether they are stressed, depressed or
they want to quit their job, particularly when stress is allied with the cause of turnover, absenteeism

and physically unstable (Luo, 1999), As shown in figure 6:
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Figure 6. Stress allied with several variables that increases turnover
rate.

So, many expertise said that in order to avoid stress and ensure human well-
being, they have to enhance and empower human resource management to ensure motivation,
reduce stress and turnovers (Winasis et al., 2020). Which many studies demonstrated that work
stress has a significant influence on employee performance. Many assumes that turnover is related
to salary, which is completely true, nonetheless work pressure and stress with unengaged employee
will also have the result for turnover, since lack of communication, employees not related to
company culture, will definitely impact organizational productivity, many expertise studied that
lack of communication and discuss any organizational or structural change with employees will
reduce loyalty and employee’s commitment to a job. Studies showed that turnover is divided into
voluntary employees’ decision or involuntary turnovers that employer interfere with.

According to the study we can assume that turnover rate increases when it’s
related to low job satisfaction and low wages, which is linked with high or low commitment and
job performance, therefore, digitalization as an external condition, changed the organizational
structures that is affecting the internal factor related to employee skills and education, whether in

a positive or negative form (Emiroglu et al., 2015).
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Eventually, HR managers within universities should be aware of how their
employees of accepting the change, by interacting with them, share ideas and prepare them with
any kind of change, to avoid any resistance or work depression (Hayrup, 2012), they continue that
manager has to ensure their employees effectivity by making them participate in their one of the
best innovative processes. (Brandi & Hasse, 2012), demonstrated that employees should feel that
they are the future opportunity for their company that enhances collaboration and communication
within the company. (Donati & Archer, 2015) continued that empowers employee with positive
atmosphere by having godfathers and godmothers from local or international universities to act
like mentors in the process, which enhances the ability to collaborate with foreign managers by
designing workshops that supports their employees to enhance their skills and influence their

choice and responsibilities.
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Chapter 3
Methodology

3.1 Introduction

This chapter presents the methodology that was used in the preparation of this
study in terms of the study instruments, the population of the study, the study sample, the statistical
analysis. The correlation quantitative method was used in this study.

3.2 Research design

The study started in October 2022. Literature review was accomplished at the
end of May 2023. Testing of validity, questionnaire and data collection were finalized at the end
of June 2023.

Data analysis, discussion, conclusion and recommendation were completed at

the end of August 2023.

3.3 Framework of the Research Methodology

3.3.1 Design of the study

The research procedures started by identifying the problems mentioned in
Chapter 1, as the identification was concerned for describing the theory that reinforce the
establishment in variables, in addition to the arrangement of techniques in collecting data, and
instruments for defining statistical testing methods. The structure will be referred to private
Palestinian Universities, processed to analyze digital transformation on employee performance and
their turnover intention, the study will be measuring the idea of adapting the use of e-HRM in these

universities and confirm reliability.
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The researcher used the quantitative approach, as to investigate and examine the
relationship of digitalization on employee performance and their turnover intention as an
explanatory research. Using a questionnaire survey technique, considering the population of
academic and administrative employees as a primary data. To ensure the validity of the
questionnaire, it would be presented to four private Palestinian universities presented to
administrative and academic staff. The questionnaire will be presented for the employees by email
or receive them in person. There were difficulties in collecting the data and receive responses from
several universities, which made the researcher minimize the sample in to four private universities.
A stratified sampling-probability sampling method-was used as a method of sampling dividing the
population into subpopulations.

The research obtained a secondary data from several publications, such as books,
journals, thesis and published articles. As employee performance and turnover intentions and the
support of mediating variables had showed more concerns at global level, according to literature
review, as it discussed also the way of measuring the performance and turnover intentions
including the mediating variables.

Measuring employee performance is very important within the rapid digital
transformation, since employees are the main target for organizational improvement and
successfulness, as managers have to adapt some tools to measure the level of employee
performance, as (Stikic et al., 2011) by gathering feedbacks through peers, stakeholders, including
managers, and how employees can complete a task regularly with high work quality and regular
attendance, using a software tools to enhance their level of practice and ensure high performance.
In addition, (Skelton et al., 2020) identified measuring turnover intention by identifying the

number of times that employees leave the company in a given period of time separated by the
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number of employees who left by the average number of employees then multiplying by 100 as
shown in the figure 4.

Table 1. requires the measurements for thesis variables.

Employee Performance 360 performance review (complete task with  Stikic et al.2011
high quality)
Peer review

Turnover Intention Monthly Turnover % = (Employee Separated/ Skelton et al. 2020

Average number of employee) *100

Employee Engagement  Survey and feedbacks Hajjami & Crocco, 2023
Job Satisfaction Questionnaire and survey 7-point Likert scale Locke, 1969
Work Stress 1-5-point Likert scale Winasis et al. 2020

Literature review were all agreeing on the way of measuring the mediating
variables mentioned in this study, as according to (Hajjami & Crocco,2023) employee engagement
is measured using survey and hearing feedbacks from employees, as managers should always get
into consideration the feeling of their employees, as Locke, 1969 mentioned the questionnaire and
survey of 7 point Likert-scale in measuring job satisfaction, at the end work stress is measured

using 1-5 point likert scale according to Winasis et al, 2020.
3.3.2 Research Location

The research was established at four Private Palestinian universities. The

questionnaire was distributed within administrative and academic employees by getting
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permission from the HR department to get the information needed for the researcher. As using
email providing precise information for the workforce about the questionnaire and inform that
there will be confidentiality and honesty in collecting data by the researcher, as the sample will be
considered for academic and administrative employees in the following universities: Arab
American university, Alahleyah Palestine university, Dar-alkalimah University and Al zaytouna
University. Nevertheless, there will be a possibility to distribute 100 questionnaires by papers,
since one of the universities are not responding by emails, as well as the researcher didn’t get the

quite number of the population that will support my study by google form.
3.4 The study instrument

The researcher intended to examine the impact of digitalization on employee
performance and their turnover intention in private Palestinian universities. Achieving this goal is
by using questionnaire technique for data collection using google form in which all related study
variables were considered, and its validity and reliability were confirmed. Whereas the
questionnaire is divided into two sections:

Part 1: Demographic Data

Table 2. Demographic data
Gender
Marital Status
Age
Educational Completion
Income Level

University Name
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Position identification for academic and

administrative employees.

Part 2: The impact of digitalization on employee performance and their
turnover rate in Palestinian private Universities.

This part describes all main variables of the study (whether are independent,
dependent and mediating) as it’s divided into six parts, measuring employee performance and
turnover intentions to descriptively analyze the data of each factor, distributed using 100
questionnaire applications to a population size of all employees at the time of data collection, from
numbers of Palestinian private universities as they carry out digitalization as an important aspect
for education as following:

Table 3. Research variables

1. Digitalization.

2.  Employee Engagement.
3. Job Satisfaction.

4. Work stress.

5.  Employee Performance.

6. Turnover Intentions.

3.5 Target Population/ Sampling Frame
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The population in this study were all academic and administrative employees in
Palestinian private universities, including high management and general directors which consisted

of an estimated number around 3000-4000 employees from academic and administrative staff.
3.6 The sample of the study

Employees from all categories are selected through Stratified Sample technique,
as it divides the population into similar sub-group, and then use probability sampling method as
simple random sampling technique permitting the researcher to estimate statistical procedures for
each sub-group. This technique of stratified sampling is used only to ensure a proper sampling for

the group, and avoid bias as shown in figure 7:

Stratified sampling

Population Strata Random selection Sample
g
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Figure 7. Stratified Sampling Technique.
3.7 Sample Description
The total number of respondents who answered the questionnaire were 207
employees representing the sample size of the study.
In this section, the characteristics of the study sample are presented by
distributing them according to demographic information.

Gender:
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The data show that 59.4% of the sample were males (123 employees) and 40.6%

of the samples were females (84 employees).

Table 4. Distribution of the study sample by gender:

Gender Frequency Percentage

Female

Marital Status:
The results shows that 54 are married (26.1%), 149 of the sample are single
(72%) and 4 samples selected others for their marital status (1.9%).
Table 5. Distribution of the sample by Marital Status
Marital Frequency Percentage

Status

Educational level:
The results indicated that 3 of the sample completed high school (1.4%), 1

sample completed vocational training (.5%), 3 samples have their intermediate diploma (1.4%), 2
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samples completed their higher diploma (1.0%), 48 of the sample have their BA degree (23.2%),

Table 6. Distribution of the sample by educational level:
Educational Frequency Percentage
level
High school 3 1.4%
Vocational 1 5%
Training
Intermediate 3 1.4%
diploma
Higher 2 1.0%
Diploma
BA Degree 48 23.2%
MA Degree 78 37.7%
PhD Degree 72 34.8%
Total: 207 100

Age:

The data show that 37 employees were between the age of 20-29 years old
(17.9%), 65 were between 30-39 years old (31.4%), 56 employees were between the age of 40-49
years old (27.1%), 43 employees were between the age of 50-59 years old (20.8%), and 6
employees were between the age of 60-69 years old (2.9%).

Table 7. Distribution of the study sample by age:

Age Frequency Percentage
37 17.9%
65 31.4%
56 27.1%
43 20.8%
6 2.9%
207 100

Job Type:

The data show that 163 of the sample work Full time (78.7%), and 44 of the

sample works as part time employees (21.3%).
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Table 8. Distribution of the sample by Job Type
Job Type Frequenc Percentage
Full Time 163 78.7%
Part time 44 21.3%
Total 207 100

Income level:

The data show that 16 of the sample get Less than 500 JD (7.7%), 43 of the
samples get 500 and less than 900JD (20.8%), 70 of the sample get 900 and less than 1300 JD
(33.8%), and 78 of the sample get more than 1300JD (37.7%).

Table 9. Distribution of the sample by income level
Income Frequency

Percentage
Level
Less than 16
500 JD
500 and 43 20.8%
less than 900 JD
900 and 70 33.8%

7.7%

less than 1300 JD
More than 78 37.7%
1300 JD
Total 207 100

University name:
The data show that 90 of the sample are from Arab American university (43.5%),
78 of the sample are from Alahlyiah Palestine university (37.7%), 33 of the sample are from Dar-
alkalima University (15.9%), and 6 of the sample are from Al-Zaytouna University (2.9%).
Table 10. Distribution of the sample by the name of the University
University Percentage
quency

Arab American

University
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Alahlyiah Palestine 78 37.7%
University

Dar-Alkalimah 33 15.9%

University

AlZaytouna 6 2.9%

University

Mobile Usage:

The data shows that 122 of the sample are Academic Staff (58.9%), and 85 of
the sample are Administrative Staff (41.1%).
Table 11. Distribution of the sample by Mobile usage:

Mobile Usage Frequency Percentage

Academic staff

Administrative

staff
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3.8 Data Collection:

The data collection was carried out using google form questionnaire of 43
questions, designed to collect data from websites that are applicable, adaptable and have enhanced
the data collection and managing the procedure, in order to enhance the idea to understand the
impact of digitalization on employee’s performance and their intention for turnover using a
measurement through 7-point Likert scale that has been developed by (Cammann et al., 1979),

since the highest value is 7 and the lowest is 1 the interval length will be as follow:

maxV — MinV _7—1_6_2
number of intervals 3 3

Therefore, if the mean between 1 and 3, it will be considered as low, if the mean
between 3,01 and 5, it will be considered as medium, and if the mean between 5,01 and 7, it will

be considered as high.
3.9 Assessing the validity of a Questionnaire

The researcher measured the validity of the questionnaire content, by presenting
it to specialists, performing a confirmatory factor analysis, convergent validity was evaluated by
means of the factor loading of the indicator. The researcher improved the questionnaire and

formulated it in its final form, to ensure its validity.
3.10 Assessing Questionnaire reliability
The researcher assessed the reliability and stability of the scale used in the
questionnaire by using Cronbach’s Alpha indicator, and the study used average variance extracted
(AVE) and composite reliability (C.R.) to measure the scale’s reliability. It was calculated for the

main parts of the questionnaire, the values of the internal consistency of Cronbach’s Alpha shown

in this table 12.
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Table 12. Cronbach Alpha.

0

Variables Cronbach’s Alpha
Digitalization 0.985
Employee Engagement 0.983
Job Satisfaction 0.972
Work Stress 0.968
Employee Performance 0.981

Turnover Intention 0.958

3.11 Data Analysis:

Data analysis was carried out for all stages of preparing the study through
procedures, the data were processed, and analyzed using structural equation models analysis
generated through tables, graphs, for representing the results of the researcher analysis as followed:

1. Using means and standard deviations for each variable to indicated the
results of each variable

2. Using Cronbach alpha indicators, composite reliability and average
variance extracted, generated through tables and models.

3. Tointerpret the results, the following scale was used to for the mean:

Likert scale Degree

Strongly Agree 1
Agree 2
To some level | agree 3

Neutral 4
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To some level | disagree 5
Disagree 6

Strongly Disagree 7

Mean Degree of Agreeing

Between 1 and 3 = Low = L
Between 3,01 and 5 & Medium
Between 5,01 and 7 &= High

4.  Totest the alternative hypothesis (accept the positive relationship or reject

I
<

1
T

them) the researcher used structural equation model to insure the study of the hypothesis.

Measuring the variables and talk about them (go back to presentation) and see

more about the employee performance.
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Chapter 4

Data Analysis

This chapter will identify the demographic and the variables descriptive statistics
using structural equation model with many other model equations to ensure the relationship
between the variables and ensure the research reliability and validity for the study.

The table below shows the demographic statistical results of participants

characteristics:

4.1 Descriptive statistics

Table 13: Descriptive statistics of participant characteristics

Item Frequency Percentage (%)
Sex

Male 123 59.4
Female 84 40.6

Marital Status

Married 54 26.1
Single 149 72
Others 4 1.9

Education level

High school 3 1.4
Vocational Training 1 5
Intermediate Diploma 3 1.4
Higher Diploma 2 1.0

BA Degree 48 23.2



MA Degree
PhD Degree
Age

20-29

30-39

40-49

50-59

60-69

Job type

Full Time

Part-Time

income

Less than 500JD

500 and less than 900 JD
900 and less than 1300JD
More than 1300 JD
university

Arab American University
Alahlyiah Palestine University
Dar-Alkalimah University
Alzaytouna University
Mobile Usage

Academic Staff

Administrative Staff

78
72

37
65
56
43

163

44

16

43

70

78

90

33

122

85

53

37.7
34.8

17.9
314
27.1
20.8
2.9

78.7
21.3

7.7
20.8
33.8
37.7

43.5

37.7

15.9
2.9

58.9

41.1
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4.2 Results of the study

This section reviews the analysis of the data to identify the most prominent
results that were reached by analysing its items, and testing the relationships between the study
variables represented by the independent variable, which is digitization, mediating variables:
Employee Engagement, job satisfaction, and work stress, and dependent variables: employee

performance and turnover intention.

- Results of the study questions
In this section, we will answer the study questions. This study will create three
categories to classify the means (low, medium, and high). Since the highest value is 7, the lowest

value is 1, the interval length will be as follow:

maxV — MinV _7—1_6_2
number of intervals 3 3

Therefore, if the mean between 1 and 3, it will be considered as low, if the mean
between 3,01 and 5, it will be considered as medium, and if the mean between 5,01 and 7, it will

be considered as high.

Table 14: means and standard deviation of digitization in the study population.

Item Mean Std. Rank
Deviation

DG1 | would find digitalization useful in my job. 2.483 16775  low 13

DG2 Digitalization enables me to accomplish tasks 2551 16028 low 12
more quickly.

DG3 Using digital technologies improves my speed 2.667 16866  low 7
of response in work.

DG4 | would find digital technologies easy to use. 2.986 16561  low 1

DG5 Learning to operate the digital technologies is 2.734 16076  low 4
easy for me.

DG6 | have the knowledge necessary to use the 2,570 15371 low 11

digital technologies



DG7

DG8

DG9

DG10

DG11
DG12

DG13

DG14

digitization

55

It would be easy for me to become proficient in
the use of digital technologies.

Learning how to operate digital technologies is
easy for me.

I have technological knowledge and resources
to do my job well.

My colleagues are affected positively using
digital technology in the work environment.

| have the resources to use digital technologies.
Digital technologies are compatible with other
tools to practice.

A specific person or group is available to
facilitate my experience with digital
technologies.

In general, the organization has supported
digitalization in the workplace.

207

2.667

2.643

2.647

2.729

2.787
2.923

2.705

2.652

2.6960

1.6634

1.6569

1.5754

1.6588

1.6230
1.6052

1.6086

1.6793

1.49532

low

low

low

low

low
low

low

low

low

10

Table 14. illustrates mean, standard deviation, and rank for digitization items.

Results indicate that respondents perceive a low implementation of digitization (M=2.696,

SD=1.495). item 4 (“digitization enhances my opportunity to get promoted”) has the highest mean

(M=2.986, SD=1.656), which means that respondents do not perceive digitization as a mean to

advance their career. On the other hand, item 1 (“digitization is useful in my work place”) has the

lowest mean (M=2.483, SD=1.6775). which means that respondents perceive little benefit of the

current digitization tools and processes.

Table 15: means and standard deviation of Employee Engagement in the study population.

EE1
EE2
EE3

EE4
EE5

item

At my work, | feel bursting with energy.

At my job, | feel strong and vigorous

When | get up in the morning, | feel like going
to work.

My job inspires me.

I am enthusiastic about my job.

Mean

2.768
2.662
2.676

2.652
2.551

Std.
Deviation
1.6705
1.6957
1.7142

1.6880
1.7281

low
low
low

low
low

Rank
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EE6 | am enthusiastic about my job. 2.715 16926 low 3
EE7 There is a positive interaction between my 2.773 17325  low 1
colleagues and my organization in which |
work through social networking sites.

EES8 | feel loyal to my organization and to defend it 2531 18163 low 8
in all forums.

employee 2.6661 162411 low

engagement

Table 15. illustrates mean, standard deviation, and rank for Employee
Engagement items. Results indicate that respondents illustrate low engagement (M=2.773,
SD=1.7325). item 7 (“There is a positive interaction between my colleagues and my organization
in which | work through social networking sites.”) has the highest mean (M=2.986, SD=1.656),
which means that social media does not play a vital role in interaction among the employees. On
the other hand, item 8 (“I feel loyal to my organization and to defend it in all forums.”) has the
lowest mean (M=2.531, SD=1.8163). which means that respondents have a low commitment to

their organization.

Table 16: means and standard deviation of job satisfaction in the study population.

Item Mean Std. Rank
Deviation
Js1 Generally, | am satisfied with my job. 2.609 1.6971 low 5
Js2 | find my job very interesting. 2.623 1.7047 low 4
Js3 My current job meets my expectations. 2.836 1.6728 low 2
Js4 My current job is pleasant. 2.894 1.6512 low 1
JS5 | am satisfied with my salary and 2.894 1.7147 low 1
incentives.

JS6 | am satisfied with my current position. 2.691 1.7657 low 3
job satisfaction 2.7576 1.59334 low

Table 16. illustrates mean, standard deviation, and rank for job satisfaction items.
Results indicate that respondents illustrate low job satisfaction (M=2.773, SD=1.7325). item 4

(“My current job is pleasant.”) and item 5 “I am satisfied with my salary and incentives.” have the
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highest mean (M=2.894, SD=1.6512 & 1.7147 respectively), which means that respondents do not
have a good feeling about their jobs, neither their salary, sometimes this means that employees do
not feel that salary reward their effort neither competitive. On the other hand, item 1 (“Generally,
I am satisfied with my job.”) has the lowest mean (M=2.531, SD=1.8163). which means that
respondent's overall assessment of job satisfaction is very low, which confirm the result of the total

dimension.

Table 17: means and standard deviation of work stress in the study population.

item Mean Std. rank
Deviation

WS1 | have too much workload and stress on 5.130 19176 = high 5
me.

WS2 Work-related frustrations reduced the 5.266 1.8570 | high 4
performance level.

WS3 Do you think your work can affect your 5.440 1.8394 = high 1
health?

WS4 I have too little time in which to do what 5.367 1.8356 | high 3
is expected of me.

WS5 Do you think management performs some 5.391 1.9021 = high 2

activities in order to reduce the stress level
of employees?

work stress 5.3188 1.76095 high
Table 17 illustrate mean, standard deviation, and rank for work stress items.

Results indicate that respondents illustrate a high work stress (M=5.3188, SD=1.76095). item 3 ("
Do you think your work can affect your health?") has the highest mean (M=5.440, SD=1.8394),
which means that respondents believe that the stress in the work has a negative effect on their
health. On the other hand, item 1 (“I have too much workload and stress on me.”) has the lowest
mean (M=2.531, SD=1.8163). which means that respondents believe that the workload is the least
factor that cause work stress, it seems that other issues in the work, such as relationship with

managers or coworkers may be the source of stress.
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Table 18: means and standard deviation of Employee performance in the study population.

N Mean Std. rank
Deviation

ep1 | understand the criteria for the performance review 2.787 15928 = low 1
of my organization.

ep2 | understand my job and how to carry it out. 2.594 16604 | low 3

ep3 | am able to resolve unexpected schedules on time. 2.488 1.7373 | low 5

ep4 | maintain good record of attendance in this 2.594 1.7037 | low 3
organization.

eps | can carry out assigned duties effectively and 2.705 16562 low 2
efficiently.

epe | am very conversant with the standard operating 2.440 1.8421 | low 6
procedure of my job.

ep7 My performance evaluations are considered positive 2.580 18201 | low 4
by my supervisor.

Employee performance 2.5983 1.62747 low

Table 18 illustrate mean, standard deviation, and rank for Employee
performance items. Results indicate that respondents illustrate low performance (M=2.5983,
SD=1.62747). item 1 (“l understand the criteria for the performance review of my organization”)
has the highest mean (M=2.787, SD=1.5928), which means that although performance standard is
the clearest item, it still very low. On the other hand, item 6 (“l am very conversant with the
standard operating procedure of my job.”) has the lowest mean (M=2.440, SD=1.8421). which
means that respondents have an ambiguity with the procedures which they operate according to,

most likely operating procedures are not well published or discussed.

Table 19: means and standard deviation of Employee turnover intention in the study population.

item Mean Std. rank
Deviation
TIL | often think about leaving this job. 5.386 1.8263 | high 3
TI2 It would not take much to make me leave this 5575 17245 | high 2
job.
TI3 | will probably be looking for another job soon. 5614 19794 | high 1

Turnover 5.5250 1.77399
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Table 19 illustrate mean, standard deviation, and rank for Employee turnover
intention items. Results indicate that respondents illustrate high turnover intention (M=5.5250,
SD=1.77399). item 3 (“I will probably be looking for another job soon.”) has the highest mean
(M=5.614, SD=1.9794), which means that social media plays a vital role in interaction among the
employees. On the other hand, item 1 (I often think about leaving this job.”) has the lowest mean
(M=5.386, SD=1.8263). which means that respondents have a low commitment to their

organization.

4.3 Reliability and validity.

First, the study used Cronbach’s a indicator to measure the scales’s reliability,
with 0.7 as the reference value (Hair et al., 1995). All the variables obtained very good values
where (o> 0.8). Second, the study used average variance extracted (AVE) and composite reliability
(C.R.). the values obtained exceed the threshold used as a reference at 0.7 and 0.5, respectively, as
well as other indicators of overall fit for the measurement model(Bollen, 1989; Hair et al., 1995).

To test the convergent and divergent validity of the scales, a confirmatory factor
analysis was performed. In this analysis the items that contributed least to the explanatory power
of the model was eliminated (R2> 0.5). Convergent validity was evaluated by means of the factor
loadings of the indicators. According to (Hair, J.F., Hult, G.T.M., Ringle, C., 2016) the loading
value must be greater than 0.50. which is true for all loading values of the latent constructs, (p >
0.811). Consequently, we can say that the latent variables adequately explain the observed
variables.

Composite reliability values must be greater than 0.70 to reflect the internal

consistency between the indicators (Hair, J.F., Hult, G.T.M., Ringle, C., 2016) The Average
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Variance Extracted (AVE) values should be greater than 0.50 to reflect the success of all construct
items (Hair, J.F., Hult, G.T.M., Ringle, C., 2016) Table (20) illustrates the values of Cronbach’s
a, factor loadings, average variance extracted, and composite reliability.

With regard to discriminant validity the variances were found to be
significantly different from zero. Moreover, the correlation between each pair of scales did
not exceed 0.8.

Table 20: Cronbach’s a,factor loading, composite reliability (C.R.), and Average Variance
Extracted (AVE)

Variable Item Standard Cronbach’s CR AVE
coefficient Alpha
digitization ql 0.876 0.985 0.985366 0.828061
q2 0.89
q3 0.929
q4 0.935
Q5 0.919
Q6 0.914
Q7 0.932
Q8 0.949
Q9 0.935
Q10 0.902
Q11 0.811
Q12 0.892
Q13 0.926
Q14 0.921
Employee Q1 0.912 0.983 0.98318 0.879644
Engagement
Q2 0.945
Q3 0.94
Q4 0.957
Q5 0.96
Q6 0.936
Q7 0.914
Q8 0.938
Job Satisfaction Q1 0.919 0.972

Q2 0.915 0.857164 0.972968



Work Stress

Employee
Performance

Turnover
Intention

using structural equation model (SEM). we choose the maximum likelihood estimation method,

and a significance level of 95 percent. The maximum likelihood is preferable in the case of small

Q3
Q4
Q5
Q6
Q1
Q2
Q3
Q4
Q5
Q1
Q2
Q3
Q4
Q5
Q6
Q7

Q1
Q2
Q3

q32
g33

0.918
0.935

0.96
0.907
0.876
0.942
0.962

0.96
0.893
0.883
0.969
0.974
0.952
0.936
0.924
0.936

0.917
0.968
0.951

0.755
0.757

61

0.968 0.968385  0.859847
0.981 0.981371  0.8828
0.958 0.962002  0.894105

4.4 Structural equation model

In this section, we show the results of research hypotheses in the literature review

samples, as opposed to generalized or weighted least squares (West et al., 1995).

the literature. Wheaton et al., suggest a ratio of approximately five or less to be reasonable.
(Browne, M. W. & Cudeck, 1993) indicates that a value of RMSEA about 0.08 or less would

indicate a reasonable error of approximation. Litreture in (Bollen, 1989; Mufioz, 2010) GFI and

The values of the proposed model are consistent with the values established in

AGFI >0.80, CFl and NFI > 0.90 (see Table 21).
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Table 21: Goodness-of-fit indicators in the structural model.

Fit indices Recommended value Value in the model
CMIN/DF 2 <CMIN/DF< 5 2.164

RFI >0.90 .885

NFI >0.90 .894

CFI >0.90 .940

TLI >0.90 935

IFI >0.90 .940

RMSEA <0.08 .075

*Notes: CMIN/DF- normal chi-square/ degrees of freedom; RFI - relative fix index; NFI - normed fit index; CFI -
comparative goodness of fit; TLI - Tucker-Lewis Index; IFI - incremental fit index; RMSEA - root mean square error
of approximation.

4.5 Hypothesis testing

To evaluate the structural model, we analyzed the statistical significance of the

structural loads of the different proposed relationships.

Table 22: Results of the hypotheses test

Sig. Support

Hla  Dig > FEP .360 140 .015 Yes
H2a Dig > T .09 176 .569 No

H3a  Dig > WS -.806 .069 faleied Yes
H4a  Dig > EE 287 137 .018 Yes
H5a Dig > IS 947 .054 - Yes
Hib  ws > EP -.109 .039 .022 Yes
H2b WS > T 531 054 Hokk Yes
H3b  EE > EP 448 069 Fokk Yes
H4b  EE > T -.226 081 .002 Yes
H5b  JS > EP 413 064 Hokk Yes
H6 JS > T -.242 077 001 Yes

*** Significant at .001
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The results of the SEM analysis, as well as the hypotheses results are listed in
Table 22, divided into (the relationship between digitalization on all mediating and dependent
variables, and the relationship between mediating variables on employee performance and
turnover intentions). In addition of Figure 8 Below is the discussion of the hypotheses.

H1a, which proposed a positive relationship between digitization and Employee
performance, was confirmed (f =.360, p-value=.015). Which indicates that digitization stimulates

a moderate Employee performance in research population.

H2a, which proposed a positive relationship between digitization and turnover
intention, was not confirmed (p =.09, p-value= .569). Which indicates that digitization does not

affect turnover intention in research population.

H4a, which proposed a positive relationship between digitization and Employee
Engagement, was confirmed (3 =.945, p-value=.018). Which indicates that digitization stimulates

a very strong Employee Engagement in research population.

H5a, which proposed a positive relationship between digitization and job
satisfaction, was confirmed (B =.945, p-value= .000). Which indicates that digitization stimulates

a very strong job satisfaction in research population.

H3a, which proposed a negative relationship between digitization and work
stress, was confirmed (B =-.806, p-value= .000). Which indicates that digitization strongly

dissimulates work stress in research population.

H3b, which proposed a positive relationship between Employee Engagement
and Employee performance, was confirmed (B =448, p-value= .000). Which indicates that

Employee Engagement stimulates a moderate Employee performance in research population.
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H4b, which proposed a negative relationship between Employee Engagement
and turnover intention, was confirmed (B =-.226, p-value= .002). Which indicates that Employee

Engagement dissimulates turnover intention in research population.

H5b, which proposed a positive relationship between job satisfaction and
Employee performance, was confirmed (B =.413, p-value= ***). Which indicates that job

satisfaction stimulates a moderate Employee performance in research population.

H6, which proposed a negative relationship between job satisfaction and
turnover intention, was confirmed (p =-.242, p-value=.001). Which indicates that job satisfaction

dissimulates turnover intention in research population.

H1b, which proposed a negative relationship between work stress and Employee
performance, was confirmed (B =-.109, p-value= .022). Which indicates that work stress

dissimulates Employee performance in research population.

H2b, which proposed a positive relationship between work stress and turnover
intention, was confirmed (f =.531, p-value= ***). Which indicates that work stress stimulates a

strong turnover intention in research population.




65

® O ®

®

a.

Figure 8: standardized effect of the hypotheses (structured equation modeling).
Dig: digitization, EE: employee engagement, JS: job satisfaction, WS: work stress, EP: employee

performance, TI: turnover intention

4.6 Direct, indirect and total effect

Digitization and Employee performance
Digitization has an indirect effect on Employee performance and direct effect.

Therefore, Employee Engagement, job satisfaction, and work stress have a partial mediation role.
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Digitization and Employee performance have three mediators (Employee Engagement, job
satisfaction, and work stress). “al” represent path from Digitization to Employee Engagement,
and ‘b1’ represent path from Employee engagement to Employee performance). “a2” represent
path from Digitization to job satisfaction, and ‘b2’ represent path from job satisfaction to
Employee performance. “a3” represent path from Digitization to work stress, and ‘b3’ represent
path from work stress to Employee performance ‘c’ represent the direct path from digitization to
Employee performance. There are three indirect effects of Digitization on employee performance.
Total indirect effect will be the sum of the six paths (al*b1+a2*b2+ a3*b3). Total indirect effect
(=.95*.28+ .95*.25+ -.81* -.08 = 0.27+ 0.24+.07=.58). since all paths are significant, then total
indirect effect is significant. Moreover, the lower bound of bootstrap confidence interval =.334
and the upper bound of bootstrap confidence interval =.857. Since zero does not belong to the
upper and lower limit interval we conclude that the indirect effect of Digitization to Employee
performance is significant.

Total effect of digitization on employee performance is the sum of direct effect
(¢’) and indirect effect. Therefore, total effect of digitization on employee performance is .36 +
.58=.94. The lower bound of bootstrap confidence interval =.878 and the upper bound of bootstrap
confidence interval =.995. Since zero does not belong to the upper and lower limit interval we
conclude that the total effect of Digitization on Employee performance is significant.

Digitization and turnover intention

Digitization has an indirect effect on Turnover intention and no direct effect.
Therefore, Employee Engagement, job satisfaction, and work stress have a full mediation role.
Digitization and Turnover intention have three mediators (employee engagement, job satisfaction,

and work stress). “al” represent path from Digitization to Employee Engagement, and ‘b1’
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represent path from Employee engagement to turnover intention). “a2” represent path from
Digitization to job satisfaction, and ‘b2’ represent path from job satisfaction to turnover intention.
“a3” represent path from Digitization to work stress, and ‘b3’ represent path from work stress to
turnover intention. ¢’ represent the direct path from digitization to turnover intention. There are
three indirect effects of Digitization on Turnover intention. Total indirect effect will be the sum of
the three paths (al*b1+a2*b2+ al*c*b2). Total indirect effect= (.95* -.27 +.95* -.28+ -.81*.54=
-.26+ -.27+ -.44= -0.97). The lower bound of bootstrap confidence interval of indirect effect = -
1.174 and the upper bound of bootstrap confidence interval =-.753. Since zero does not belong to
the upper and lower limit interval we conclude that the indirect effect of Digitization to Turnover
intention is significant. the direct effect of digitization on turnover intention is insignificant (upper
bound=.312, lower bound=-.122). Since zero belongs to the upper and lower limit interval we
conclude that the direct effect of digitization on Turnover intention is insignificant. Total effect,

therefore, is the indirect effect.
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Chapter 5
Discussion, recommendation and conclusion

5.1 Discussion

The present research and literatures reveal how can digitalization affect
employee’s performance and their intention to leave the job? In this study the researcher tried to
observe employee’s awareness toward digitalization and how it impacts their level of performance
and their turnover intentions toward private Palestinian universities. As shown in figure (8), it
really indicated a massive relationship among the variables and it’s relationship between
employees performance and turnover intention, with some of negative and unconfirmed
relationship, it indicates that those variables cannot be separated in any study, since each variable
has a connection in performing a result of a study and ensure validity and reliability of a research.

The data analysis indicates digitalization has an indirect effect on employee
performance and a direct effect, as employee engagement, job satisfaction, and work stress have a
partial mediating role. Therefore, (Jayabalan et al., 2021) study showed a positive confirmation of
the relationship mentioning that organizations who created an e-learning system and provide
digital tools will definitely ensure employees practice and be responsible of their high level of
performance.

However, the research should have shown that digitalization will have a serious
impact on employees’ turnover intention, as this theory was not confirmed, since the results
showed that digitalization has an indirect effect on turnover intention and no direct effect with the
help of the 3 mediating variables, in contrary of what (Raséanen et al., 2020) demonstrated in their

studies that lack of innovative development will lead to stress, inefficiency in their tasks with low
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productivity and lead to turnover. Furthermore, any change can affect the way people reacts and
adapt to it, as the digital transformation is spreading in a massive form and affecting every single
detail in humans public or private life, as the results showed how employee engagement is really
affected by digitalization, by the reliability and validity of the study, as it confirmed by (Burnett
& Lisk, 2019) that organizations are already targeting engagement, commitment and satisfaction
through the use of technology and reach high innovation in institutions, as (Bolli & Pusterla, 2022)
conducted that digitalization is completely affecting job satisfaction if it’s well managed, and the
results showed that employees satisfaction in these universities were affected by digitalization and
as it’s inspired with a strong job satisfaction.

Academic and administrative employees showed a great results concerning the
relationship between digitalization and stress, as (Fedorova et al., 2019) confirmed that reducing
stress is completely positive through the knowledge of innovative and technological aspects,
however our study showed a contrary result, as it proposed a negative relationship between
digitalization and work stress, as the research indicates that this result is usual, since they are not
quite familiar with technology use, and they feel relived not using it in their work, so it showed a
negative impact as it results of not using technology very noticeably.

There’s always a connection between employee engagement and their level of
performance as the results ensured that there’s a positive relationship between employee
engagement and employee performance, which confirmed by (Winasis et al., 2020)
demonstrations on how employee engagement is very important, as it provides 20% of high
performance for the institution and benefit the workforce. Employees turnover rate is very
sensitive for any institution, as it changes the work environment and for sure it’s very costly for

managers to retain or bring new talents to the workplace, besides of being aware to preserve their
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employees however, the study showed that a negative relationship was confirmed between
employee engagement and turnover intention which can be a great step for universities to preserve
and ensure the presence of their employees, as Gallup, 2023 confirmed the verification of
employee engagement Affecting productivity and reduce turnover rate as employee satisfaction,
wellness and safety are improved.

(Haddud & McAllen, 2018) confirmed that the level of performance will be
increased as long as the level of satisfaction is high, which was confirmed in our study as a positive
relationship that indicates no performance is high without an employee working with loving spirit,
but it showed a negative relationship between job satisfaction and turnover, since it does not affect
employees in a way to leave the job. Nevertheless, studies showed that work stress has a
significance influence on employee performance, (Winasis et al., 2020) demonstrated as the
research showed the contrary of a negative relationship between the two variables, however the
positive relationship between turnover and work stress was confirmed which proves (Réasanen et
al., 2020) demonstration that employees’ stress and frustrations are one of the main factors that
leads to turnover intention.

The results indicates that universities offices are digitalized, but it’s not well used
by employees, since they lack knowledge or training programs that enhances their level of
performance, as for sure it can enhance university sustainability and main goal in developing
employee and student’s skills and in order to ensure this development here are some

recommendations that enhances our study:
5.2 Limitation, Recommendations and conclusions

The research is planned to give a full understanding of the relationship between

digitalization on employee performance and turnover intention, with a contribution of three
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mediating variables. Limitation of this study was lack of prior studies, specifically in Palestinian
studies that does not have a quit understanding of understanding the impact of digitalization and
its various transformation worldwide. The time was the first obstacle the study challenged, as the
time was limited and that was a high pressure on the researcher. Besides of limited respondents of
online questionnaire which generalized the study only on four private Palestinian universities. The
role of human resource management is very important, while they provide the workforce with
suitable resources that cope the change and enhance employee’s productivity and talents, besides
reducing their fear of being replaced with generation Z. Subsequently, disrupting the idea of
technology will not achieve satisfaction and perfection for universities.

In order to have a perfect employee’s performance whether for academic or
administrative employees and meet the work standards, here are some recommendations that |
believe that might improve and enhance the idea of coping the change and develop our universities:

1. Universities have to get technological supporting equipment, in
which to develop computer networks, in terms of providing a great number of good and
modern devices, with a good ability to store a huge amount of information and cover all
the needs of faculties and departments.

2. Formation of an IT infrastructure that can shape the technological
design of the university and how to deal with it, through the development of computer
centers and specialists that have expensive experiences to improve their work environment,
by enhancing diversity and cooperation and sharing their experiences, to reach
improvement and suitable infrastructure, and not be limited to one technician that will form

pressure on him and affect university’s system.
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3. Inorder to recognize challenges, management should have frequent
interviews with their employees through face-to-face interview or through “video ask
program” to be able to get human to human interact and answer survey questions, as to be
able to identify the best solution of e-learning programs to survive the challenges.

4. Enhance cooperative programs, as digital natives -whether interns
or expert assistance- can be supportive in providing effective learning for older adults in
many modern and innovative methods, and they can be the key of enhancing employee
engagement by using for example podcast interactive videos etc.

5. Give a precise data to employees to be able to identify their
problems and challenges, which improves job satisfaction and organizational commitment
to ensure employee’s attitude and well-being.

6. Require a flexible e-learning atmosphere, by building a high quality
of e-learning programs for example “building a business model canvas” as to create a
content in order to set business strategies in solving challenges, use a distribution plan
through feedback mechanism, in order to ensure their use of any program offered by the
institution.

7. Feedback mechanism is the way of ensuring the well-being of
employees, as providing e-learning environment enhances satisfaction and reduce
depression and turnover intention.

8. Designing training program cautiously, whether for academic or
administrative employees, providing supportive equipment such as game-based learning

platforms and interactive remote learning for individual and institutional development.
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9. Universities or any other company should always have orientation
for their employees in order to focus on regaining skills related to digital age as usual,
however focusing on behavioral, cultural and ethical skills in particular will help
employees to engage in a digital world.

10. Human resource management should provide collaborative
programs in sharing experiences and knowledge in order to improve academic and
administrative skills, by adopting digital technology with organizational culture through
national and international universities.

11. Human resource policies have to study the overall employee’s well-
being, and treat them not only with their proficiencies but with fairness and equality by all

employees.

5.3 Theoretical and practical implantations:

5.3.1Theoretical implications

1. The researcher will use the study as a theoretical future study for
universities all over the country whether private or public.

2. Enhance the role for HR department to develop the talents and
increase digitalized work within th staff.

3. Enhance the relationship between universities through knowledge
sharing.

4. Increase and unify digitalized data through the ministry of education
and spread to universities.

5. Enhance for future studies.

5.3.2 Practical Implications
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1. Improve employee’s performance whether academic and
administrative.

2. Enhance the university’s marketing for admission, research
publications and achievements.

3. Enhance the business and improve the talents.

4. Reach high level of competitiveness within the universities.

Furthermore, the data showed reliability and validity of the relationship
concerning the variables and how employees are treated as students, who should have regular
orientation in every field, since the performance is always dedicated to stress and job satisfaction,
and with unsatisfied employee the work atmosphere will be beyond engagement. Eventually,
human resource management should always take into consideration the idea of improving their
employees and keep them up to date for any alteration, so they could preserve the institutions
goals. In addition, they have to concentrate on defining challenges and focus on main challenges
for employees and figure it out, instead of creating many contents and spending money on
developing 10 or 15 challenges without paying attention to the main reasons of the problem which
is number one challenge. Finally, in order to have sustainable growth and preserve the institutions
environment and meeting the community standards, digital technologies should always be adapted

by the HR practices as a main source for sustainability.



75

References

10 Data-Driven Ways to Improve Employee Engagement. (2020, January
8). 10 Data-Driven Ways to Improve Employee Engagement.

Adenike, A. (2011). Organizational Climate As a Predictor of Employee
Job Satisfaction : Evidence From. Business Intelligence Journal, 4(1).

Al-Kharabsheh, S. A., Attiany, M. S., Alshawabkeh, R. O. K., Hamadneh,
S., & Alshurideh, M. T. (2023). The impact of digital HRM on employee performance
through employee motivation. International Journal of Data and Network Science, 7(1).
https://doi.org/10.5267/j.ijdns.2022.10.006

Arthur, J. B. (1992). The Link between Business Strategy and Industrial
Relations Systems in American Steel Minimills. ILR Review, 45(3).
https://doi.org/10.1177/001979399204500306

Aziri, B. (2011). Job Satisfaction : A Literature Review. Management
Research and Practice, 3(4).

Babin, B. J., & Boles, J. S. (1998). Employee Behavior in a Service
Environment: A Model and Test of Potential Differences between Men and Women.
Journal of Marketing, 62(2). https://doi.org/10.1177/002224299806200206

BAILEY, T. (1993). Organizational Innovation in the Apparel Industry.
Industrial Relations: A Journal of Economy and Society, 32(1).
https://doi.org/10.1111/j.1468-232X.1993.th01017.x

Barisi¢, A. F., Rybacka Barisi¢, J., & Miloloza, I. (2021). Digital
Transformation: Challenges for Human Resources Management. ENTRENOVA -

ENTerprise REsearch INNOVAtion, 7(1), 365-375. https://doi.org/10.54820/GTFN9743



76

Benko, C., & Anderson, M. (2010). The Corporate Lattice: Achieving
High Performance in the Changing World of Work. Harvard Business School Press Books.

Blstakova, J., Joniakova, Z., Jankelova, N., Stachova, K., & Stacho, Z.
(2020). Reflection of digitalization on business values: The results of examining values of
people management in a digital age. Sustainability (Switzerland), 12(12).
https://doi.org/10.3390/su12125202

Bollen, K. A. (1989). A New Incremental Fit Index for General Structural
Equation Models. Sociological Methods & Research, 17(3).
https://doi.org/10.1177/0049124189017003004

Bolli, T., & Pusterla, F. (2022). Decomposing the effects of digitalization
on workers’ job satisfaction. International Review of Economics, 69(2).
https://doi.org/10.1007/s12232-022-00392-6

Bondarouk, T., Parry, E., & Furtmueller, E. (2017). Electronic HRM: four
decades of research on adoption and consequences. International Journal of Human
Resource Management, 28(1). https://doi.org/10.1080/09585192.2016.1245672

Brandi, U., & Hasse, C. (2012). Employee-driven innovation and practice-
based learning in organizational cultures. In Employee-Driven Innovation: A New
Approach. https://doi.org/10.1057/9781137014764

Brown, S. P., & Peterson, R. A. (1994). The Effect of Effort on Sales
Performance and Job Satisfaction. Journal of Marketing, 58(2).
https://doi.org/10.1177/002224299405800206

Browne, M. W. & Cudeck, R. (1993). Alternative Ways of Assessing

Model Fit. In Bollen, K. A. & Long, J. S. (Eds.). Testing Structural Equation Models.



77

Buchanan, J. (2010). May | be excused? Why teachers leave the
profession. Asia Pacific Journal of Education, 30(2).
https://doi.org/10.1080/02188791003721952

Buckley M.R., Wheeler A.R., Baur J.E., & Halbesleben J.R.B. (2021).
Prelims (Vol. 39, pp. i—xiv). https://doi.org/10.1108/S0742-730120210000039010

Budiningsih, 1., Dinarjo, T., & Ashari, Z. (2017). Improvement of
employees’ performance through training intervention in digital era. European Research
Studies Journal, 20(4). https://doi.org/10.35808/ersj/917

Burnett, J. R., & Lisk, T. C. (2019). The Future of Employee Engagement:
Real-Time Monitoring and Digital Tools for Engaging a Workforce. International Studies
of Management and Organization, 49(1). https://doi.org/10.1080/00208825.2019.1565097

Cammann, C. , Fichman, M. , Jenkins, D., & Klesh, J. (1979). The
Michigan organizational assessment questionnaire. . Unpublished Manuscript, University of
Michigan, Ann Arbor, MI. .

Costan, F., Gonzales, G., Gonzales, R., Valle, L., Dela Cruz, J., Alcantara,
G., Mahilum, R., Lauro, M. D., Atibing, N. M., Burdeos, A., Yamagishi, K., & Ocampo, L.
(2022). Teachers’ Turnover Intentions in View of Implementing a Flexible Learning
System: An Extended Theory of Planned Behavior. Sustainability (Switzerland), 14(20).
https://doi.org/10.3390/su142013009

Davidson, E. (2006). A technological frames perspective on information
technology and organizational change. Journal of Applied Behavioral Science, 42(1).
https://doi.org/10.1177/0021886305285126

Dessler, G. (n.d.). MANAJEMEN SUMBER DAYA MANUSIA.



78

Donati, P., & Archer, M. S. (2015). The relational subject. In The
Relational Subject. https://doi.org/10.1017/CB09781316226780

Durrab Hussain, S., Khalig, A., Ali Nisar, Q., Zamir Kamboh, A., & Ali,
S. (2019). Impact of Employees’ Recognition, Rewards and Job Stress on Job Performance:
Mediating Role of Perceived Organization Support. SEISENSE Journal of Management,
2(X).

Emiroglu, B. D., Akova, O., & Tanriverdi, H. (2015). The Relationship
Between Turnover Intention and Demographic Factors in Hotel Businesses: A Study at Five
Star Hotels in Istanbul. Procedia - Social and Behavioral Sciences, 207.
https://doi.org/10.1016/j.sbspro.2015.10.108

Fedorova, A., Koropets, O., & Gatti, M. (2019). Digitalization of human
resource management practices and its impact on employees’ well-being.
https://doi.org/10.3846/cibmee.2019.075

Goswami, B. K., & Upadhyay, Y. (2019). An Empirical Study on Digital
Transformation and Its impact on Employee Engagement. SSRN Electronic Journal.
https://doi.org/10.2139/ssrn.3320668

Haddud, A., & McAllen, D. (2018, October 4). Digital workplace
management: Exploring aspects related to culture, innovation, and leadership. PICMET
2018 - Portland International Conference on Management of Engineering and Technology:
Managing Technological Entrepreneurship: The Engine for Economic Growth,
Proceedings. https://doi.org/10.23919/PICMET.2018.8481807

Hair, J. F., Anderson, R. E., Tatham, R. L., & Black, W. C. (1995).

Multivariate Data Analysis (3rd ed.). Macmillan Publishing Company.



79

Hair, J.F., Hult, G.T.M., Ringle, C., & S. (2016). A primer on partial least
squares structural equation modeling (PLS-SEM). International Journal of Research &
Method in Education, 38(2).

Hajjami, O., & Crocco, O. S. (2023). Evolving approaches to employee
engagement: comparing antecedents in remote work and traditional workplaces. In
European Journal of Training and Development. https://doi.org/10.1108/EJTD-10-2022-
0103

Hauge, T. E. (2016). On the Life of ICT and School Leadership in a
Large-Scale Reform Movement. In Digital Expectations and Experiences in Education.
https://doi.org/10.1007/978-94-6300-648-4_6

Heikkild, J. P., & Smale, A. (2011). The effects of “language
standardization” on the acceptance and use of e-HRM systems in foreign subsidiaries.
Journal of World Business, 46(3). https://doi.org/10.1016/j.jwb.2010.07.004

Henryhand, C. (2010). The effect of employee recognition and employee
engagement on job satisfaction and intent to leave in the public sector. In Dissertation
Abstracts International Humanities and Social Sciences 3082 (Vol. 70, Issue August).

Hewitt, A. (n.d.). 2017 Trends in Global Employee Engagement Global
anxiety erodes employee engagement gains. In Risk. Reinsurance. Human Resources.

Hayrup, S. (2012). Employee-Driven Innovation: A New Phenomenon,
Concept and Mode of Innovation. In Employee-Driven Innovation.
https://doi.org/10.1057/9781137014764_1

HR Basics: Employee Engagement. (2018, April 8). HR Basics: Employee

Engagement. .



80

Ingersoll, R. M. (2001). Teacher Turnover and Teacher Shortages: An
Organizational Analysis. American Educational Research Journal, 38(3).
https://doi.org/10.3102/00028312038003499

Inuwa, M. (2016). Job Satisfaction and Employee Performance: An
Empirical Approach | The Millennium University Journal. The Millennium University
Journal, 1(December).

Jackson, S., & Philip, G. (2005). Organizational Culture and the
Management of Technological Change: A Theoretical Perspective.
http://aisel.aisnet.org/ecis2005/149

Jayabalan, N., Makhbul, Z. K. M., Senggaravellu, S. N., Subramaniam,
M., & Ramly, N. A. B. (2021). THE IMPACT OF DIGITALIZATION ON HUMAN
RESOURCE MANAGEMENT PRACTICES IN THE AUTOMOTIVE
MANUFACTURING INDUSTRY. Journal of Southwest Jiaotong University, 56(5), 524—
537. https://doi.org/10.35741/issn.0258-2724.56.5.48

Képykangas, S., Saari, E., & Hasu, M. (n.d.). The Cinderella Story-
Employees Reaching for New Agency in the Digital Era.

Karatepe, O. M., Uludag, O., Menevis, |., Hadzimehmedagic, L., &
Baddar, L. (2006). The effects of selected individual characteristics on frontline employee
performance and job satisfaction. Tourism Management, 27(4).
https://doi.org/10.1016/j.tourman.2005.02.009

Khasati A. (2011). 4 culalel! ¢ 05 dans saall 4 oY/ o sleall alii s 45
Libulill cleslsd] The relationship between computerized management information systems

and the performance of workers in Palestinian Universities . Alquds University.



81

Lager David, & Milojkovic Emilia. (2018). Digitalization and the renewal
of employee engagement surveys [Bachelor Thesis]. University of Gothenburg.

Lahtinen, K., & Jarvinen, M. (2016). DO YOU SEE WHAT | SEE? WEB
APPLICATION AS A METHOD FOR CREATING A SHARED CONTEXT IN EMPLOYEE-
DRIVEN INNOVATION (Tiziana Russo-Spena & Cristina Mele, Eds.). European
Association for Research on Services .

Legner, C., Eymann, T., Hess, T., Matt, C., Béhmann, T., Drews, P.,
Médche, A., Urbach, N., & Ahlemann, F. (2017). Digitalization: Opportunity and Challenge
for the Business and Information Systems Engineering Community. Business and
Information Systems Engineering, 59(4). https://doi.org/10.1007/s12599-017-0484-2

Locke, E. A. (1969). What is job satisfaction? Organizational Behavior
and Human Performance. In American Institutes for Research and Departement of
Psychology (Issue 4).

Luo, L. (1999). Work motivation, job stress and employees’ well-being.
Journal of Applied Management Studies, 8(1).

Maxwell, S., & Singh, M. G. (2019). Impact of Human Resource Practices
on Employee Retention in the Indian IT Sector. In IJRBS 103 International Journal of
Research in Business Studies (Vol. 4, Issue 1).

Mele, C., Coppola, M., Spena, T. R., & Tregua, M. (2016). Value Co-
Destruction in the service Ecosystem: The Volkswagen Case. In Tiziana Russo-spena &
Cristina Mele (Eds.), Tiziana Russo-spena & Cristina Mele (pp. 1307-1326). European

Association for Research on Services .



82

Mufioz, C. (2010). On how age affects foreign language learning.
Advances in Research on Language Acquisition and Teaching: Selected Papers.

Pettersson, F. (2021). Understanding digitalization and educational change
in school by means of activity theory and the levels of learning concept. Education and
Information Technologies, 26(1). https://doi.org/10.1007/s10639-020-10239-8

Putu Agus Adnyana, I., Made Rianita, N., Luh Sri Kasih, N., & Tinggi
IImu Ekonomi Satya Dharma, S. (2021). Digital-based Performance Management Concept
Within an Effort to Improve Employee Performance BUMDes During the Covid-19
Pandemic. International Journal of Social Science and Business, 5(2).

Réasanen, K., Pietarinen, J., Pyhaltd, K., Soini, T., & Véisénen, P. (2020).
Why leave the teaching profession? A longitudinal approach to the prevalence and
persistence of teacher turnover intentions. Social Psychology of Education, 23(4).
https://doi.org/10.1007/s11218-020-09567-X

Sadikoglu, E., & Zehir, C. (2010). Investigating the effects of innovation
and employee performance on the relationship between total quality management practices
and firm performance: An empirical study of Turkish firms. International Journal of
Production Economics, 127(1). https://doi.org/10.1016/j.ijpe.2010.02.013

Schwarzmdiller, T., Brosi, P., Duman, D., & Welpe, I. M. (2018). How
does the digital transformation affect organizations? Key themes of change in work design
and leadership. Management Revue, 29(2). https://doi.org/10.5771/0935-9915-2018-2-114

Signori, P., Flint, D. J., & Golicic, S. (2015). Toward sustainable supply

chain orientation (SSCO): Mapping managerial perspectives. International Journal of



83

Physical Distribution and Logistics Management, 45(6). https://doi.org/10.1108/1JPDLM-
07-2014-0160

Skelton, A. R., Nattress, D., & Dwyer, R. J. (2020). Predicting
manufacturing employee turnover intentions. Journal of Economics, Finance and
Administrative Science, 25(49). https://doi.org/10.1108/JEFAS-07-2018-0069

Soelton, M., & Atnani, M. (2018). How Work Environment, Work
Satisfaction, Work Stress On The Turnover Intention Affect University Management.
Jurnal Manajemen Dan Bisnis Indonesia, 5(3). https://doi.org/10.31843/jmbi.v5i3.178

Spector, P.E. (1997). (1997). Job Satisfaction: Application, Assessment,
Causes and Consequences, Sage Publications, London. Human Relations, 52(10).

Staff, B. (2021, May 26). The History of Digitalization. Base22.

Stikic, M., Johnson, R. R., Levendowski, D. J., Popovic, D. P., Olmstead,
R. E., & Berka, C. (2011). Eeg-Derived Estimators of Present and Future Cognitive
Performance. Frontiers in Human Neuroscience, 5.
https://doi.org/10.3389/fnhum.2011.00070

Thileepan, J., & Raveendran, T. (2022). Impact of digital transformation
on employee engagement at Ceylon Electricity Board in the Northern Province of Sri
Lanka. Journal of Management Matters, 9(1). https://doi.org/10.4038/jmm.v9i1.32

Tubb C. (2014, January 21). What'’s the employee’s view of the digital
workplace? Digital workplace Group.

Verma, K., Sundararajan, M., Mangal, A., Ray, S., & Kumar, A. (2022).

The Impact of COVID - 19 to the Trade in India Using Digital, IOT and Al Techniques.



84

2022 2nd International Conference on Advance Computing and Innovative Technologies in
Engineering, ICACITE 2022. https://doi.org/10.1109/ICACITE53722.2022.9823784

Wahyu, A. M., & Sa’id, M. (2020). Produktivitas selama work from
home : sebuah analisis psikologi sosial ( productivity during work from home : a social
psychological analysis ). Jurnal Kependudukan Indonesia, 2902(Edisi Khusus Demografi
dan Covid-19).

Weiss, P., Kolmel, B., & Bulander, R. (2016). Digital Service Innovation
and Smart Technologies: Developing Digital Strategies Based on Industry 4.0 and Product
Service Systems for the Renewal Energy Sector. RESER Conference Proceedings,
September.

West, Finch, & Curran. (1995). Structural equation models with non-
normal variables: Problems and remedies. In Structural equation modeling : concepts,
issues, and applications.

Winasis, S., Wildan, U., & Sutawidjaya, A. H. (2020). Impact of digital
transformation on employee engagement influenced by work stress on indonesian private
banking sector. Proceedings of the International Conference on Industrial Engineering and
Operations Management, August.

A el aal e

i ool Ll Ul L 0 bl bl g 5 STV il 55 (Y ) b e

Yo ATy EladU Al dada Alaa Y0 ESY VA (N oSl sl 5 ) puias



85

Appendix

Employee Performance and Turnover Intentions in an Era

of Digitalization

Dear employees,

I kindly ask you to give me part of your valuable time to answer the questions of
this questionnaire entitled: “The impact of Digitalization on the level of employee’s performance
and turnover intention of administrative and academic staff”, with the aim of studying their
interaction within the institution (an applied study on Palestinian private universities), as a
requirement for obtaining a master’s degree in Human Resources Management at the Arab
American university. The obtained data will be used for research purposes only and in complete
confidentiality.

With much appreciation,

Sandra Khalil.

Please choose the answer that applies to you.

Section 1: demographic information.

Gender 1. Male 2. Female

Marital 1. single 2. married 3. other

status

Age 1. 20-29 2. 30-39 3. 40-49 4. 50-59

Educational 1. High 2. Vocational training 3. Intermediate 4. Higher

completion school diploma diploma
6. MA 7.  PhD Degree.

Degree

5,

5.

60-69

BA
Degree
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Job Type Full 2. Parttime
time
Income Less 2. 500 and 3. 900 4. More than 1300 JD
level than less than and
500 JD 900 JD less
then
1300
JD
University name 1. Arab 2. Alahlyiah 3. Dar-Alkalimah 4. Al-zaytouna
American Palestine university University,
University university
What is your 1. Academic Staff 2. Administrative
position? Staff
For academic 1.  Graduate 2. Faculty of dentistry. 3. Faculty of 4.  Faculty of
employee, what is studies managerial IT.
the name of the and
faculty to which financial
the academic science
employee belongs?

5.  Faculty of 6. Faculty of allied 7. Faculty and 8. Faculty of
science medical science and data science. engineering.
and nursing.
literature

9. Faculty of 10. Faculty of Journalism 11. Faculty of 12. Faculty of
law and modern media. Medicine. Pharmacy.

13. Faculty of 14. Others.

Sports
Science.
For administrative | Answer................

employees, what is
the name of the
to
the

department
which
employee belomgs
to?

Section 2: questions related to the study of the impact of digitalization on employee

performance and their turnover intention in Palestinian private universities.

Digitalization

Strongly
disagree

1)

Agree | To

@)

some

Neutral

(4)

To some
level |

disagree

Disagree

(6)

Strongly
disagree

(")
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level |
agree

3)

(5)

I would find digitalization
useful in my job.

2. Digitalization enables me to
accomplish tasks more
quickly.

3. Using digital technologies
improves my speed of
response in work.

4. 1  would find digital
technologies easy to use.

5. Learning to operate the digital
technologies is easy for me.

6. I have the knowledge
necessary to use the digital
technologies.

7. It would be easy for me to
become proficient in the use of
digital technologies.

8. Learning how to operate
digital technologies is easy for
me.

9. 1 have technological
knowledge and resources to do
my job well.

10. My colleagues are affected

positively using digital
technology in the work

environment.
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11.

I have the resources to use
digital technologies.

12.

Digital  technologies  are
compatible with other tools to
practice.

13.

A specific person or group is
available to facilitate my
experience  with digital

technologies.

14.

In general, the organization
has supported digitalization in

the workplace.

Employee Engagement

15.

At my work, | feel bursting
with energy.

16.

At my job, I feel strong and

vigorous.

17.

When | get up in the morning,

| feel like going to work.

18.

My job inspires me.

19.

I am enthusiastic about my

job.

20.

I am enthusiastic about my

job.

21.

There is a positive interaction
between my colleagues and my
organization in which | work
through social networking

sites.

22.

| feel loyal to my organization
and to defend it in all forums.

Job satisfaction
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23.

Generally, 1 am satisfied with
my job.

24.

I find my job very interesting.

25.

My current job meets my

expectations.

26.

My current job is pleasant.

27.

I am satisfied with my salary

and incentives.

28.

I am satisfied with my

current position.

Work stress

29.

I have too much workload

and stress on me.

30.

Work-related frustrations
reduced the performance

level.

31.

Do you think your work can

affect your health?

32.

| have a little time to do what

is expected of me.

33.

Do you think management
performs some activities in
order to reduce the stress
level of employees?

Employee performance

34.

I understand the criteria for
the performance review of

my organization.

35.

I understand my job and
how to carry it out.

36.

I am able to resolve
unexpected schedules on

time.
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37.

I maintain good record of
attendance in this

organization.

38.

I can carry out assigned
duties  effectively and
efficiently.

39.

I am very conversant with
the standard operating

procedure of my job.

40.

My performance
evaluations are considered
positive by my supervisor.

Turnover intention

41. | often think about leaving

my job.

42. It would not take much to

make me leave this job.

43. 1 will probably be looking

for another job soon.

Thank you ©
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