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AN ABSTRACT OF THE THESIS 

 

   In the past few decades, especially after the COVID-19 pandemic, the rate of technological 

advancement has accelerated dramatically. This global crisis has posed unique challenges, 

reshaping organizational frameworks, employee evaluation criteria, and evolving management 

practices. In these contexts, the transformation of businesses from analog to digital has become a 

necessity, and technology is no longer an option. On the other hand, it plays a pivotal role in 

reshaping corporate operations, human capital, efficiency, and flexibility. 

   Consequently, all aspects of organizational life have been impacted by the digital 

transformation of internal training. At the same time, traditional training systems have been 

insufficient to meet the demands of the contemporary workplace. Therefore, organizations have 

needed to shift to a technology-based training model to enable their workforces to acquire the 

skills needed to operate optimally in rapidly evolving environments. This is a critical adjustment 

to enhance organizational adaptability and employee skills for capacity building. 

    Accordingly, this study attempts to analyze the interrelationship between digital 

transformation in relation to the development of internal training and its role in achieving 

competitive advantage. For this purpose, AlHayat Medical Company in Riyadh serves as a 

suitable sample for this applied study. Al Hayat is part of the healthcare sector and is making 

efforts to keep pace with digital transformation while simultaneously developing its human and 

organizational capabilities. This study adopts a descriptive analytical research design and uses a 

structured questionnaire, along with a survey of training stakeholders at the company, as the 

primary tools for data collection. Furthermore, the study aims to provide specific 

recommendations to help build sustainable and lasting competitive advantages. 

    In conclusion, the initial hypotheses indicate a positive relationship between the level of 

digital transformation and the effectiveness of internal training programs within the company, 

which improves employee performance and enhances market competitiveness. Ultimately, we 

hope to deepen our understanding of the issues and prospects of internal training in relation to 

digital transformation. 

 

Keywords: Digital Transformation – Internal Training – Human Capital Development – 

Organizational Efficiency – Competitive Advantage – AlHayat Medical Company – COVID-19 

Impact 
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صلختسملا  

 

 هذھ تحرط دقو .ریبك لكشب يجولونكتلا مدقتلا ةریتو تعراست ،19-دیفوك ةحئاج دعبً ةصاخو ،ةیضاملا ةلیلقلا دوقعلا يف    
 هذھ يف .ةرادلإا تاسرامم تروطتو ،نیفظوملا مییقت رییاعمو ،ةیمیظنتلا رطلأا لیكشت تداعأ ،ةدیرف تایدحت ةیملاعلا ةمزلأا
 ارًود بعلت ،ىرخأ ةیحان نم .ارًایخ ایجولونكتلا دعت ملو ،ةرورض ةیمقرلا ىلإ ةیرظانتلا نم لامعلأا لوحت حبصأ ،تاقایسلا
 .ةنورملاو ،ةءافكلاو ،يرشبلا لاملا سأرو ،تاكرشلا تایلمع لیكشت ةداعإ يف اًیروحم

 ةمظنأ نكت مل ،ھسفن تقولا يف .يلخادلا بیردتلل يمقرلا لوحتلاب ةیمیظنتلا ةایحلا بناوج عیمج ترثأت ،كلذلً ةجیتنو    
 مئاق بیردت جذومن ىلإ لوحتلا ىلإ تاسسؤملا تجاتحا ،كلذل .ةرصاعملا لمعلا ةئیب تابلطتم ةیبلتل ةیفاك ةیدیلقتلا بیردتلا

 دعُی .روطتلا ةعیرس تائیب يف لثملأا وحنلا ىلع لمعلل ةمزلالا تاراھملا باستكا نم ةلماعلا اھاوق نیكمتل ایجولونكتلا ىلع
 .تاردقلا ءانبل نیفظوملا تاراھمو فیكتلا ىلع ةمظنملا ةردق زیزعتل امًساح لاًیدعت اذھ

 قیقحت يف هرودو يلخادلا بیردتلا ریوطتو يمقرلا لوحتلا نیب ةلدابتملا ةقلاعلا لیلحت ةساردلا هذھ لواحت ،كلذ ىلع ءًانبو   
 عاطق نم اءًزج ةایحّ دعُت .ةیقیبطتلا ةساردلا هذھلً ةبسانمً ةنیع ضایرلاب ةیبطلا ةایح ةكرشّ دعُت ،ضرغلا اذھل .ةیسفانتلا ةزیملا
 هذھ ىنبتت .ھسفن تقولا يف ةیمیظنتلاو ةیرشبلا اھتاردق ریوطت عم ،يمقرلا لوّحتلا ةبكاومل اًدوھج لذبتو ،ةیحصلا ةیاعرلا
 يف بیردتلا لاجم يف ةحلصملا باحصلأ نٍایبتسا بناج ىلإ ،امًظّنمُ اًنایبتسا مدختستو ،اًیلیلحت اًیفصو اًیثحب امًیمصت ةساردلا
 ایازم ءانب يف ةدعاسمللٍ ةددحمُ تٍایصوت میدقت ىلإ ةساردلا فدھت ،كلذ ىلعً ةولاع .تانایبلا عمجل ةیساسأ تٍاودأك ،ةكرشلا
 .ةمئادو ةمادتسم ةیسفانت

 ةیلخادلا بیردتلا جمارب ةیلاعفو يمقرلا لوّحتلا ىوتسم نیب ةٍیباجیإ ةٍقلاع دوجو ىلإ ةیلولأا تایضرفلا ریشُت ،ماتخلا يف  
 قافآو ایاضقل انمھف قیمعت يف لمأن ،ةیاھنلا يف .قوسلا يف ةیسفانتلا ةردقلا ززعیو نیفظوملا ءادأ نسّحُی امم ،ةكرشلا لخاد
 .يمقرلا لوّحتلاب قلعتی امیف يلخادلا بیردتلا

 ةكرش - ةیسفانتلا ةزیملا - ةیمیظنتلا ةءافكلا - يرشبلا لاملا سأر ةیمنت - يلخادلا بیردتلا - يمقرلا لوحتلا :ةیحاتفملا تاملكلا
 19-دیفوك ةحئاج ریثأت - ةیبطلا ةایحلا
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1.1 Introduction  

   The world has witnessed incredible technological advancements in the past few decades, 

especially with the onset of the COVID-19 pandemic, which has not only impacted economies 

and the corporate world globally but has also impacted management styles and employee 

engagement across all sectors.  

  Therefore, I noteced the digital technologies have been and continue to be exceptionally 

important for achieving self-sustaining internal processes, automating tasks to increase 

productivity, enhancing organizational efficiency, and transforming business models across all 

sectors amid chronic challenges. So, nowadays, digital transformation is no longer just an option; 

companies must embrace it to foster change and maximize their ROI in their workforce. 

    Furthermore, digital transformation enables companies to innovate at the structural and 

administrative levels, as well as in terms of business models, according to some of the research 

and reading I have done. I found that digital systems increase the transparency of critical 

business data and reduce the financial burden on companies, while the continued acceleration 

and complexity of the technological revolution are a growing concern for practitioners and 

researchers alike. But A key focus remains aligning organizational needs, capabilities, and 

required leadership competencies with the company's digital and technological assets. The 

pandemic has also revolutionized organizational training, which has become, and continues to 

be, a key component of building workforce skills that align with changing digital demands. To 

achieve this, traditional training methods are becoming obsolete; there is a greater need for 

learning systems that leverage technology, enhance flexibility, and improve performance. As 

noted in recent work (Adu Yeboah et al., 2023; Memo & Ooi, 2023), there are positive outcomes 

associated with the application of digital tools within training, such as increased flexibility, 

improved learning outcomes, and a greater capacity for innovation, a vital competitive 

advantage. However, other researchers point to the lack of digital infrastructure, cultural inertia, 

and poor alignment of strategic priorities as obstacles. Furthermore, the concept of innovation 

resilience in innovation systems, defined as the ability to sustain, recover, and adapt during 

challenging periods of disruption, has been described as a key factor in maintaining 

organizational performance and enhancing sustainable capabilities (Bristow & Healy, 2018; Lv 

et al., 2018; Sabatino, 2016; Wziątek Kubiak & Pęczkowski, 2021). 

     Anyhow: These findings highlight the importance of this study, particularly in the healthcare 

sector, a critical and interconnected sector where digital resilience is vital to maintaining 

operational continuity and service excellence. This research aims to examine the relationship 

between digital transformation and internal training development and evaluate their combined 

impact on enhancing competitive advantage. Using Hayat Medical Company in Riyadh as a case 

study, the research explores how healthcare organizations can effectively navigate digital change 

while enhancing human and organizational capabilities. Ultimately, the study seeks to provide 

practical insights and recommendations for leveraging digital training technologies as a means of 

achieving sustainable competitive advantage. 
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1.2 Problem Statement 

   As we seeing keeping pace with and implementing digital transformation has become one of 

the most pressing challenges facing contemporary organizations due to the radical changes it is 

bringing to business models, resource management, and human capital development strategies. 

While digital technologies are readily available to most organizations, many, particularly those in 

the private sector, face challenges in aligning these technologies with their strategic operations. 

This difficulty is most evident in the area of internal training, which is critical for developing 

employee skills and maintaining an organization's competitiveness. Furthermore, one of these 

factors is the lack of an appropriate human capital development strategy framework, which leads 

to the misinterpretation of digital transformation as a mere technical change. This, in turn, has a 

subsequent impact on organizational transformation and performance, while the impact of 

training on these changes remains relatively minimal. Thus, the assertion that "digital 

transformation is not just about implementing new technologies, but also about reimagining 

processes and roles to improve performance and create added value," made by (Westerman, G., 

Bonnet, D., & McAfee, A. 2014), is confirmed by (Bersin, J. 2017), who states: "Organizations 

that invest in innovative digital learning achieve higher levels of productivity, job satisfaction, 

and talent retention." 

    Although a number of studies have addressed digital transformation, none have specifically 

focused on internal training development systems, their integration, and how they impact an 

organization's competitive advantage, especially in rapidly changing business contexts. This gap 

is particularly evident in the healthcare sector, where the application of digital tools in employee 

training and development lags far behind its core value for operational efficiency and 

organizational success. Furthermore, limited implementation of training system integration often 

leads to suboptimal results, reduced performance, and unfulfilled growth potential.  

    Therefore, the importance of this research stems from its attempt to bridge this scientific and 

practical gap through a case study of Hayat Medical Company in Riyadh. As previously 

mentioned, this is a private company striving to digitally transform and improve its training 

systems to enhance its competitive advantage. So, the research aims to build a comprehensive 

understanding of the challenges facing these organizations, evaluate the impact of digital training 

systems on their performance, and develop practical recommendations for improving the quality 

of training. In this context, the study develops theoretical and practical approaches to improving 

employee performance and job satisfaction and achieving a sustainable competitive advantage 

through digitally enabled training initiatives. 
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1.3 Study Objectives 

  The current research seeks to examine the impact of digital transformation on internal 

training process enhancement and its role in creating competitive advantage in organizational 

settings. In particular, this study seeks to attain the following goals: 

1. To develop a comprehensive understanding of the concepts of digital transformation and 

internal training in the context of organizational development. 

2. To analyze the impact of digital transformation on the internal training practices 

employed at Al Hayat Medical Company. 

3. To investigate the relationship between the advancement of internal training programs 

and the enhancement of the organization’s competitive advantage. 

4. To provide evidence-based recommendations for improving the company's digital 

training strategies. 

 

1.4 Study Questions 

   The research questions posed in this study were carefully formulated to cover both the 

analytical and exploratory aspects of the topic. Some questions are directly related to the study's 

hypotheses. For example:  Q4,  allows for a statistical test of potential correlations, while others, 

such as Q5, aim to gain a more detailed and descriptive understanding of the phenomenon. This 

contributes to the formulation of practical recommendations. This dual-pronged strategy ensures 

that the research not only tests the proposed hypotheses using quantitative methods but also 

explores the contextual and practical dimensions of internships and digital transformation, 

providing a comprehensive and integrated perspective. 

The research questions guiding this study are: 

1. To what extent has internal training been influenced by digital transformation at Al Hayat 

Medical Company? 

2. In what ways has digital internal training contributed to enhancing employee 

performance and efficiency? 

3. How does the digital development of internal training support the improvement of the 

organization’s competitive advantage? 

4. Does digital transformation affect the organization’s competitive advantage directly and 

indirectly through the development of internal training? 

5. What factors facilitate or hinder the effectiveness of digital transformation in internal 

training programs? 
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6. What best practices can be adopted to optimize the role of digital transformation in 

internal training and reinforce institutional competitiveness? 

 

 

1.5 Significance of the Study 

     The rapid advancement of digital technologies has radically transformed how organizations 

operate and compete in the modern business environment. As noted in some resource, "Investing 

in human capital through effective training and development programs is critical for companies 

to build capabilities that support their strategic objectives." This highlights the practical 

importance of digital training initiatives in improving employee performance and achieving a 

sustainable competitive advantage. Through digital transformation, organizations can equip their 

workforce with the skills and knowledge necessary to adapt and excel in an increasingly dynamic 

labor market. This study is particularly important because it examines the impact of digital 

transformation on internal training processes, which, as previously mentioned, is a key 

component of employee development and improving organizational performance. So, from this 

point we will discuss the scientific significance and practical significance of it. 

 

Scientific Significance 

   From an academic perspective, this research contributes to the existing body of knowledge by 

integrating theoretical frameworks such as the resource-based view and organizational learning 

theory within the context of digital training. In doing so, it deepens our understanding of how 

digital initiatives shape human capital development and influence competitive advantage. 

Specifically, the study: 

• Proposes an analytical framework linking digital technologies to human resource 

development strategies, thereby advancing theoretical models in the field. 

• Enriches the existing literature on digital transformation and corporate training. 

• Focus light on the emerging and increasingly relevant concept of digital transformation 

and its relationship with internal training in organizational contexts. 

 

Practical Significance 

    From a practical prespective, the study offers a valuable model for management and HR 

professionals in the private sector, with a particular focus on Al Hayat Medical Company. It: 

• Provides real-world insights into how digital transformation can be leveraged to 

strengthen internal training programs. 
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• Supports decision-makers in designing more adaptive, efficient training strategies that 

respond effectively to digital innovation. 

• Highlights the role of digital training in enhancing organizational performance and 

securing competitive advantage amid market challenges. 

• Delivers actionable recommendations for organizations seeking to embrace digital 

development and improve human resource effectiveness. 

 

1.6 Theoretical Model 

   The concept of digital transformation forms the central framework of this study and is defined 

as the integration of technology into all aspects of an organization to achieve greater efficiency 

and innovation. The examples of digital transformation at the organizational level include 

process automation, the creation of new digital products and services, and the development of 

new business models such as the use of e-commerce. Within this framework, internal training is 

defined as organizational training processes aimed at improving the skills and knowledge of 

individual employees to enhance their work efficiency. Training can be face-to-face, e-learning, 

blended learning, or interactive virtual workshops. The study is based on a digital transformation 

framework that integrates three core components: technology, processes, and people. As outlined 

in (Vial's, 2019) study "Digital Transformation in Organizations," internal training is viewed in 

this context as a pivotal organizational process directly shaped by digital transformation as a 

result of changing training delivery tools and methods.  

    The result is improved efficiency and performance among employees and their performance 

outcomes. Therefore, the theoretical foundation of the research is based on the "resource-based 

view" (RBV), which argues that an organization's unique resources and capabilities are key 

drivers of sustainable competitive advantage. In this regard, digitalization, coupled with the 

strategic development of internal training, is viewed as a valuable and differentiated 

organizational resource that enhances long-term competitiveness. The research also integrates 

arguments from organizational learning theory, which emphasizes the importance of continuous 

learning and change in driving performance improvements over time. More specifically, digital 

training plays a critical role in promoting continuous knowledge acquisition and capability 

improvement, thereby enhancing an organization's competitive position. 

     Practically, the research draws on well-known digital transformation models and training 

evaluation frameworks, such as Kirkpatrick's model, to bridge the gap between theory and 

practice. By evaluating the effectiveness of digital training initiatives, the study proposes an 

integrated methodology for studying the impact of digital transformation on internal training and, 

consequently, on organizational performance. This theoretical integration forms the basis of the 

study's hypotheses and supports the analysis of its findings. 
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1.7 Research Hypotheses 

     The primary hypothesis of this study posits that digital transformation has a statistically 

significant impact on achieving an organization’s competitive advantage, with the 

development of internal training acting as a mediating variable in this relationship. Based on 

this overarching hypothesis, the following sub-hypotheses are proposed: 

• H1: Digital transformation has a statistically significant impact on the development of 

internal training within the organization. 

• H2: The development of internal training has a statistically significant impact on the 

organization’s competitive advantage. 

• H3: Digital transformation influences competitive advantage both directly and indirectly 

through the development of internal training as a mediating variable. 

• H4: Employees’ perceptions of the effectiveness of digital transformation in internal 

training differ significantly based on demographic characteristics, such as gender, age, 

and years of experience. 

 

1.8 Scope of the Study 

    The scope of this study is restricted to examining how digital transformation can improve 

internal training and the ensuing effects on gaining a competitive edge, particularly in the context 

of healthcare organizations in the private sector. In addition, Al Hayat Medical Company in 

Riyadh, Saudi Arabia, is also the focus of the empirical study since it is a prime example of a 

company that has integrated digital transformation into its training programs. With a variety of 

demographic factors, such as gender, age, job title, and years of work experience, the study 

primarily focuses on administrative, technical, and clinical staff. 

   Even though the study's temporal scope is limited to 2025, all relevant data was gathered and 

examined during that time. The study employs a mixed-methods approach, integrating qualitative 

data and quantitative data collected via structured questionnaires to provide a comprehensive 

understanding of the phenomenon being studied. 

   The research is limited thematically to internal or in-house training procedures; external or 

outsourced training programs are not addressed. Second, the research does not address the 

general applications of digital transformation in other organizational domains such as marketing, 

supply chain management, or customer service, even though it is examined within the specific 

thematic context of training. The findings are intended to contribute to the academic literature on 

digital transformation as well as the applied creation of digital training initiatives in similar 

organizational contexts. 
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1.9 Definition of key Terms 

    To ensure conceptual clarity and consistency throughout the study, the following key terms are 

defined as follows: 

• Digital Transformation 

   Refers to the strategic integration of digital technologies across all areas of 

organizational operations with the aim of enhancing performance, increasing flexibility, 

and fostering innovation (Vial, 2019). In the context of this study, digital transformation 

specifically relates to the digitization of training systems and associated human resource 

development processes. 

• Internal Training 

   A structured, organization-led process designed to improve employees’ skills, 

knowledge, and job performance through training programs conducted within the 

organization. This encompasses a range of delivery methods, including face-to-face 

sessions, online learning, blended approaches, and virtual training environments. 

• Competitive Advantage 

   The ability of an organization to achieve superior performance and differentiate itself in 

the marketplace by leveraging unique resources, capabilities, or strategic approaches that 

are difficult for competitors to replicate (Wamba, S. F., & Akter, S., 2019). 

• Resource-Based View (RBV) 

   A theoretical framework that highlights the importance of internal organizational 

resources—such as human capital, knowledge, and technological capabilities—as key 

drivers of sustained competitive advantage. 

• Organizational Learning 

   A continuous, dynamic process through which organizations acquire, share, and apply 

knowledge to adapt to change, enhance decision-making, and improve performance over 

time (Garvin, D. A., Edmondson, A. C., & Gino, F., 2018).  

• Digital Training Tools 

   Technological platforms and applications used to deliver and manage training content 

digitally. These include learning management systems (LMS), virtual classrooms, mobile 

learning applications, and interactive e-learning modules. 

• Innovation Resilience 

    The organization’s capacity to sustain, adapt, and renew its innovation processes in 

response to external disruptions or challenges. This includes the ability to absorb 

shocks—such as technological changes, market fluctuations, or crises like the COVID-19 

pandemic—while continuing to develop and implement innovative solutions. In this 

study, innovation resilience is considered a key factor in sustaining digital training 
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initiatives and supporting long-term competitive advantage by enabling organizations to 

respond effectively to rapidly changing environments (Lv et al., 2018; Sabatino, 2016). 
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2.1 Introduction 

    This chapter offers a comprehensive review of literature concerning the critical themes of 

digital transformation, internal training and development, and competitive advantage. Including, 

the most important aim is to analyze the scholarly literature, note its central theoretical 

advancements and gaps, and provide a robust conceptual framework for the research at hand. 

Through using different models, frameworks, and empirical evidence, the review illustrates the 

impact of digital technologies on the training and development of organizational employees. It 

also examines pertinent theory such as the Resource Based View (RBV) and organizational 

learning theory, which provide explanations for the linkage of digital transformation and 

employees’ professional development. The conclusions drawn from this analysis inform the 

development of the study’s hypotheses and the research methodology. 

2.2 Theoretical Framework 

     The  theoretical framework of this study is built on several key theories that together provide 

a clear foundation for understanding how competitive advantage, internal training 

development, and digital transformation are connected. These theories offer both practical 

insights and conceptual tools for examining the study’s variables. 

2.2.1 Resource-Based View (RBV) 

   The Resource-Based View (RBV), introduced by (Wamba, S. F., & Akter, S., 2019), suggests 

that organizations achieve and sustain a competitive advantage by acquiring and managing 

resources that are valuable, rare, inimitable, and non-substitutable (VRIN). From this standpoint, 

digital transformation and internally developed training programs are considered strategic 

resources that enhance organizational capabilities, particularly human capital. 

   By adopting advanced digital tools and innovative training methodologies, organizations can 

cultivate unique competencies that are difficult for competitors to replicate. (Rothaermel, 2017) 

supports this notion, stating: “Resources that are valuable, rare, imperfectly imitable, and non-

substitutable form the foundation of sustained competitive advantage”. 

   Therefore, this theory positions digital training systems as key drivers for differentiation and 

long-term success, especially in dynamic sectors such as healthcare. 

2.2.3 Organizational Learning Theory 

   Organizational Learning Theory, developed by (Garvin, D. A., Edmondson, A. C., & Gino, F., 

2018), emphasizes the continuous process through which organizations acquire, share, and apply 

knowledge to adapt and improve over time. This theory is particularly relevant in rapidly 

changing digital environments. 

  Moreover, digital transformation enhances organizational learning by enabling more flexible, 

efficient, and accessible training through digital platforms. Within this perspective, internal 
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digital training is not merely a vehicle for skill acquisition but a facilitator of a culture of 

continuous improvement and innovation, both of which are essential for maintaining competitive 

advantage in today’s markets. 

 

2.2.4 Digital Transformation Model 

This study is informed by the theory of digital transformation, specifically the theory we spoke 

about it which developed by (Vial, 2019), which highlights the incorporation of technology, 

processes, and human resources as being crucial factors in achieving organizational change 

within the digital setup. These theoretical ideas illuminate the notable impacts of digital 

technologies on systems of operation—focusing on training—through agility enhancement, 

customization, and performance orientation. As we mentioned before (Rothaermel, 2017) argues 

that “technological innovation can help firms differentiate their products or lower costs, thus 

shifting the forces of the industry and the competition space.” 

    Therefore, this approach highlights the argument that internal training, especially when it is 

complemented by digital transformation, is a strategic asset supporting organizational resilience 

as well as competitiveness. 

2.2.5 Training Evaluation Frameworks 

 To connect theoretical concepts with measurable outcomes, this study incorporates the 

Kirkpatrick Model (Kirkpatrick, 1994), a widely accepted framework for evaluating 

training effectiveness. Where the model assesses four levels: 

1. Reaction – How participants respond to the training. 

2. Learning – The extent to which participants acquire intended knowledge and skills. 

3. Behavior – Changes in behavior and application of learning on the job. 

4. Results – Tangible outcomes and organizational benefits. 

   Using this model allows the study to assess the practical effectiveness of digital internal 

training and its contribution to performance improvement. 

 

2.2.6 Summary 

        By collecting these perspectives, the theoretical framework provides a comprehensive 

structure for exploring how digital transformation influences internal training development and 

how these changes contribute to achieving sustainable competitive advantage. Also, it informs 

the development of the study’s hypotheses, research questions, and methodological approach. In 

the next section we will display the previous international and Arabic studies and the research 

gap. 
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2.3 Previous Studies  

Introduction  

     In recent years, academic interest in digital transformation has witnessed a significant 

increase, driven largely by the rapid integration of digital technologies across various sectors. 

These developments have significantly impacted organizational processes, workforce 

development, and the pursuit of competitive advantage. While numerous studies have examined 

how digital transformation reshapes business models, enhances operational efficiency, and 

fosters employee growth through updated training programs, this literature review brings 

together international and Arab studies to develop a comprehensive understanding of the 

interplay between digital transformation, internal training development, and competitive 

advantage. It also aims to identify existing research gaps that this study seeks to address. 

2.3.1 Previous International Studies 

 Digital Transformation and Competitive Advantage 

    We found that e-learning initiatives in healthcare institutions enhanced employee knowledge, 

adaptability, and productivity, enabling organizations to respond more effectively to dynamic 

environments. Similarly, (Smith and Jones, 2018) demonstrated that the implementation of 

digital training systems improved workforce competencies, which in turn positively influenced 

patient care and overall organizational performance. As we provided before, a comprehensive 

conceptualization of digital transformation defines it as the integration of digital technologies 

into business operations, products, and models to foster innovation and performance. (Kane et 

al., 2015) emphasized that successful digital transformation depends heavily on leadership, 

organizational culture, and employee readiness—highlighting that digital maturity is more about 

people and processes than technology alone. In a related study, (Bharadwaj et al., 2013) argued 

that digital business strategies must align with core organizational capabilities to sustain 

competitive advantage, reflecting a resource-based perspective on digital initiatives. 

Digital Training and Employee Development 

        In Noe's studies he highlighted how digital learning platforms improve accessibility, learner 

engagement, and knowledge retention—ultimately supporting more efficient skill development 

(Noe, 2017). While Salas reinforced this perspective, finding that technology-based training 

enhances learning transfer and supports employee adaptability in evolving work contexts (Salas 

et al., 2012). 

   In my opinion, the digital learning platforms it provided an opportunity for teachers, learners, 

and employees from different cultures with different experiences and ages to meet in one place 

from around the world, and this is a big step towards exchanging knowledge and developing 

further. 
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Research Gap 

    Although prior studies have explored digital transformation and employee training as separate 

topics, few have explicitly examined the intersection between digital transformation and internal 

training programs—particularly regarding their joint contribution to competitive advantage. 

Furthermore, limited empirical research exists within the healthcare sector, where effective 

training is essential for operational success and service quality. The present study addresses this 

gap by investigating how digital transformation influences internal training systems in a 

healthcare setting and proposes actionable recommendations for similar organizations. 

Contributions of Previous Studies 

The reviewed literature contributes to the present study in several key ways: 

1. Theoretical Foundations: Studies such as (Bharadwaj et al., 2013) offer conceptual 

frameworks explaining how digital transformation reshapes organizational processes and 

optimizes resource utilization. 

2. Training Insights: Research by (Noe, 2017) and (Salas et al., 2012) illustrates how 

digital tools improve learning outcomes, informing the theoretical underpinning of this 

study. 

3. Healthcare Applications: Findings from (Smith and Jones, 2018) and (Mohapatra & 

Singh, 2020) provide practical insights into the implementation of digital training in 

healthcare, offering useful benchmarks for assessing outcomes. 

4. Identification of Research Gaps: The existing literature lacks integrated analyses that 

link digital transformation with internal training development as co-drivers of 

competitive advantage, especially within healthcare—a gap this study aims to fill. 

Distinction of the Current Study 

This study is distinguished by several unique contributions: 

• Integrated Focus: Unlike previous research that treats digital transformation and training 

as separate constructs, this study investigates their combined impact on competitive 

advantage. 

• Sector-Specific Analysis: The study centers on a private healthcare organization, 

addressing the unique challenges and requirements of training in this sector. 

• Balanced Approach: By combining theoretical models such as the Resource-Based View 

and organizational learning theory with practical evaluation tools like the Kirkpatrick 

Model, this research bridges the gap between conceptual understanding and real-world 

application. 

• Filling an Empirical Gap: The study provides empirical evidence on the strategic value 

of digital transformation in internal training, a topic underexplored in previous literature. 
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2.3.2 Previous Arabic Studies  

   In healthcare settings. Saqqat analyzed the mediating role of intellectual capital efficiency in 

the relationship between digitalization and financial performance in healthcare, confirming that 

strategic use of digital tools improves both operational and financial outcomes. (Saqqat, 2024). 

While (El Arhlabi, 2023) explored how digital transformation enhances human capital 

development, concluding that digital technologies significantly boost employee competencies 

and organizational competitiveness. Moreover,  (Al-Hussaini & El-Sayed, 2023) investigated the 

role of organizational energy in driving digital transformation in healthcare services, 

demonstrating that motivated and flexible human resources accelerate digital adoption. 

   Otherwise, (Al-Salman et al., 2022) assessed how digital technologies support managerial 

processes in healthcare organizations, finding that effective implementation improves decision-

making and resource allocation. Finally, (Alghamdi et al., 2021) examined the impact of digital 

transformation on organizational dynamics, HR practices, and well-being in Ghana’s healthcare 

sector, highlighting its role in enhancing operational efficiency and staff adaptability. 

       Although these studies collectively underscore the importance of digital technologies and 

training programs in enhancing organizational performance, they generally fall short of 

addressing how digital transformation specifically influences internal training development and 

its connection to competitive advantage. Therefore, this research seeks to bridge that gap through 

an applied case study of AlHayat Medical Company, providing actionable insights for healthcare 

organizations aiming to leverage digital tools for sustainable performance improvement. 

Conclusion: Synthesis of International and Arabic Studies  

    The reviewed literature (El Arhlabi, 2023; Al-Salman et al., 2022; Alghamdi et al., 2021; Al 

Shammari, 2021) — both international and Arabic — underscores a strong connection between 

digital transformation, training development, and organizational performance. It emphasizes the 

need for advanced technologies, process innovation, and human capital development to achieve 

sustained competitive advantage. 

    However, a common research gap persists: most studies address digital transformation and 

training independently rather than examining their combined effect, particularly within 

healthcare. So, this study addresses that gap by employing an applied case study of AlHayat 

Medical Company and offering evidence-based insights to support healthcare institutions in 

using digital transformation strategically to enhance workforce capabilities and maintain a 

competitive edge. 

2.4 Operationalization of Variables 

   This section defines and explains the key variables examined in this study, including the 

independent and dependent variables, and the operationalization aims to clarify how each 

variable is conceptualized and measured in the context of digital transformation, internal training 

development, and competitive advantage. 
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2.4.1 Independent Variable: Digital Transformation 

    The independent variable in this study is digital transformation, which is defined as the 

strategic integration and application of digital technologies across all organizational processes, 

fundamentally reshaping how value is created and delivered. It involves adopting digital tools, 

redesigning processes, and upskilling employees to meet the demands of a rapidly changing 

environment. 

     In this study, digital transformation is operationalized through three core dimensions: 

1.Technology Adoption 

    Refers to the implementation and effective use of digital platforms, tools, and systems. For 

instance: (automation, cloud computing, data analytics, and AI) to enhance communication, 

collaboration, and decision-making. 

2.Process Reengineering 

   Involves the restructuring and optimization of business workflows using digital technologies to 

improve efficiency, responsiveness, and service delivery. 

3.Human Capital Development 

   Entails the enhancement of employees’ digital competencies through structured training and 

continuous learning initiatives, which allows them to adapt to technological change and drive 

innovation. 

   Previous research positions digital transformation as a key strategic resource. For example, 

(Bharadwaj et al., 2013) emphasize that aligning digital initiatives with internal capabilities leads 

to sustained performance. while (Kane et al., 2015) further assert that successful transformation 

depends on leadership support and a culture conducive to digital innovation. In this study, digital 

transformation is the independent variable that is hypothesized to influence both internal training 

development and competitive advantage. 

 

2.4.2 Dependent Variables 

 Internal Training Development 

   Internal training development refers to the deliberate organizational efforts to enhance 

employee skills and knowledge through structured, in-house training programs. With the onset of 

digital transformation, traditional training methods are increasingly being replaced or 

supplemented by: 

• E-learning platforms 

• Interactive virtual training modules 
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• On-demand performance support systems 

 These digital approaches offer flexible, personalized, and accessible learning experiences, 

ultimately leading to a more agile and competent workforce (Noe, 2017; Salas et al., 2012). 

 

 Competitive Advantage 

    Competitive advantage is defined as the organization’s ability to consistently outperform its 

competitors by delivering superior services, optimizing internal operations, and sustaining 

innovation over time (Vial, 2019). In healthcare, this includes: 

• Improved patient satisfaction 

• Operational excellence 

• Technological innovation 

• Engaged and skilled personnel 

    Digital transformation contributes to competitive advantage by enhancing employee 

capabilities through digital training, streamlining processes, and fostering a culture of continuous 

improvement (Bharadwaj et al., 2013). 

 

2.4.3 Relationship Between Variables 

   The conceptual model guiding this research suggests that digital transformation 

(independent variable) positively influences the development of internal training programs, 

which in turn strengthens the organization’s competitive advantage (dependent variables). 

• Direct Impact: Digital transformation improves training mechanisms through innovative 

platforms, contributing directly to better employee performance and adaptability. 

• Indirect Impact: Enhanced internal training supports the development of unique skills and 

organizational learning, which act as mediators toward achieving sustainable competitive 

advantage. 
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Figure 2.1: Conceptual Framework 

   Below is a representation of the hypothesized relationship between the study’s variables: 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Figure2.1: Conceptual model illustrating the influence of digital transformation on internal 

training development and competitive advantage. 
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2.5 Conceptual Model and Hypotheses Development 

   Based on the literature review and theoretical framework, this section presents the conceptual 

model that guides the current study, and the model illustrates the hypothesized relationships 

among the key variables: digital transformation (independent variable), internal training 

development (mediating variable), and competitive advantage (dependent variable). 

   The model assumes that the adoption of advanced digital technologies enhances the 

effectiveness and efficiency of internal training programs, which in turn strengthens the 

organization's competitive positioning. Accordingly, both direct and indirect effects of digital 

transformation are proposed: 

• Direct effect: Digital transformation influences internal training development and competitive 

advantage. 

• Indirect effect: Internal training development mediates the relationship between digital 

transformation and competitive advantage. 

   This framework reflects the theoretical assumption that organizations leveraging digital 

transformation can create a more agile, skilled, and innovation-driven workforce—ultimately 

leading to sustained performance and differentiation in the healthcare sector. 

 

2.5.1 Hypotheses 

Based on the conceptual framework, the following hypotheses are formulated: 

• H1: Digital transformation has a statistically significant positive effect on the 

development of internal training within the organization. 

• H2: Internal training development has a statistically significant positive effect on the 

organization’s competitive advantage. 

• H3: Digital transformation has both a direct and indirect positive effect on competitive 

advantage, with internal training development acting as a mediating variable. 

• H4: Employees’ perceptions of the effectiveness of digital transformation in internal 

training differ significantly based on demographic characteristics (e.g., gender, age, years 

of experience). 
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2.5.2 Conceptual Model Illustration 

  Figures 3.1 and 3.2 below illustrate the hypothesized relationships between the study variables. 

Specifically: 

• Figure 3.1 demonstrates the direct influence of digital transformation on internal training 

development and competitive advantage. 

• Figure 3.2 introduces internal training development as a mediating variable between 

digital transformation and competitive advantage, reflecting both direct and indirect 

pathways of influence. 

  Note: The visual representations (Figures 3.1 and 3.2) should be developed using arrows to 

indicate causal pathways and variable boxes labeled accordingly. 

 

  Here is Figure 3.1, illustrating the conceptual model with both direct and indirect effects of 

Digital Transformation on Competitive Advantage, with Internal Training Development as 

a mediating variable. 
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Here is the formatted conceptual model (Figure 3.2) illustrating the hypothesized 

relationships among the study variables: 

• Digital Transformation has: 

o A direct e2ect on Internal Training Development. 

o A direct and indirect e2ect on Competitive Advantage. 

• Internal Training Development mediates the relationship between Digital 

Transformation and Competitive Advantage. 

• Demographic Characteristics influence perceptions of Internal Training 

Development. 

 

 

 

 

 

Demographic Characteristics 
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3.1 Introduction 

   This chapter presents the research methodology employed to achieve the study’s objectives 

and answer its central research questions. It details the overall research design, data collection 

procedures, sampling strategy, and data analysis methods used to ensure the validity, reliability, 

and rigor of the findings. A clearly structured methodology is essential not only for justifying the 

research approach but also for enabling the study to be replicated and critically assessed by 

future researchers. 

   The study adopts a quantitative research approach, which is appropriate for investigating the 

relationships between the independent variable—digital transformation—and the dependent 

variables—internal training development and competitive advantage. This approach 

facilitates hypothesis testing, identifies measurable patterns, and generates empirical evidence 

based on numerical data. 

   The methodology further outlines the study’s target population, the sampling framework, 

and the data collection tools, including structured surveys and relevant secondary sources. In 

addition, it describes the statistical methods used for data analysis, which are chosen to ensure 

objectivity and enhance the interpretability of results. By adhering to a rigorous and systematic 

research design, this study ensures that its conclusions are both reliable and aligned with its 

overall objectives. 

 

3.2 Population and Sample 

   The target population for this study comprises employees of AlHayat Medical Company, 

encompassing individuals from various departments and functional areas. This population was 

selected because employees are directly impacted by the company’s digital transformation 

initiatives and are the primary recipients of internal training and development efforts. Their 

perspectives are essential for understanding how digital transformation affects training 

effectiveness and contributes to the organization’s competitive advantage. 

    To ensure comprehensive representation, a stratified random sampling technique was 

employed. This method allowed for the inclusion of participants across different job roles and 

departments, thereby minimizing sampling bias and capturing a broad range of employee 

experiences. Stratification ensured that subgroups such as administrative, technical, and 

clinical staff were adequately represented. 

   The sample size was determined in accordance with established statistical guidelines to ensure 

sufficient power for hypothesis testing while maintaining practical feasibility for data collection. 

The final sample consisted of respondents from diverse functional units, all of whom are directly 

engaged in or influenced by digital transformation processes and training initiatives within the 
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organization.  This sampling strategy enhances the internal validity of the study and strengthens 

the generalizability of its findings within the context of AlHayat Medical Company. 

 

 

 

 

Table 3.1: Sample Distribution of Respondents 

 

    As shown in Table 3.1 presents the distribution of the study sample based on job functions 

within the organization. A total of 100 employees participated, representing administrative 

(40%), technical (35%), and clinical (25%) roles. This stratified sampling approach ensured 

proportional representation from each functional area, enhancing the generalizability of the study 

findings and providing a comprehensive understanding of how digital transformation initiatives 

affect internal training effectiveness across different job functions. 
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Table 3.2: Sample Demographics of Respondents 

   

     

         As shown in Table 3.2 summarizes the demographic characteristics of respondents, 

categorized by job function, job level, and gender. Out of 100 employees, 58 were male and 42 

were female. The administrative function accounted for 40% of respondents, technical staff 35%, 

and clinical staff 25%. Within each job function, both managerial and non-managerial levels 

were represented, ensuring balanced perspectives across hierarchical levels. This distribution 

highlights the diverse nature of the sample and supports a robust analysis of how digital 

transformation initiatives influence training effectiveness across gender and job roles. 
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Table 3.3: Age and Experience Distribution of Respondents 

 

    As shown in Table 3.3 illustrates the respondents’ distribution by age and years of experience. 

Most participants (40%) were between 30 and 39 years old, followed by 25% in the 20–29 and 

40–49 age groups, while 10% were aged 50 and above. In terms of work experience, 35% had 2–

5 years of experience, 30% had 6–10 years, 20% had more than 10 years, and 15% had less than 

2 years. This diverse demographic composition provides a balanced perspective on how 

employees at different career stages perceive the impact of digital transformation on internal 

training and organizational advantages. 
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3.3 Study Scope and Limitations 

    This study is defined by a set of boundaries that clarify its focus and ensure alignment with its 

research objectives. These boundaries, or scope determinants, enhance the clarity, relevance, and 

validity of the findings by specifying the thematic, spatial, temporal, and human parameters 

within which the research was conducted. 

• Subject Scope: 

The study centers on evaluating the influence of digital transformation on two key 

organizational outcomes: internal training development and competitive advantage. It 

explores how the implementation of digital technologies within a healthcare context 

reshapes training practices and contributes to strategic competitiveness. 

• Spatial Scope: 

The research was conducted within AlHayat Medical Company, a private healthcare 

provider based in Saudi Arabia. This organization was selected due to its active pursuit 

of digital transformation and its structured internal training systems, making it a suitable 

setting for investigating the study’s core themes. 

• Temporal Scope: 

Data for this study was collected during the second quarter of 2025. This period was 

chosen to capture a timely reflection of the company’s recent digital transformation 

efforts, particularly following the integration of new digital tools into its operational and 

training frameworks. 

• Human Scope: 

The study involved a diverse sample of employees from various organizational levels and 

departments, including administrative, technical, and clinical staff. Participants were 

selected based on their direct engagement with or exposure to digital transformation 

initiatives and internal training programs. 

   By clearly articulating these scope determinants, the study maintains a focused and context-

specific approach, ensuring the reliability and applicability of its conclusions. However, these 

boundaries also imply that the findings may be most relevant to similar organizational and 

sectoral contexts undergoing digital transformation. 

Limitations of the Study 

    While the study provides valuable insights into the relationship between digital 

transformation, internal training development, and competitive advantage, it is not without 

limitations. First, the research is limited to a single organization—AlHayat Medical Company—

which may affect the generalizability of the findings to other healthcare institutions or sectors 

with different operational dynamics. Second, the data was collected using self-reported surveys, 

which may be subject to response bias or inaccuracies due to participants’ perceptions or 
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interpretations. Additionally, the study captures a specific timeframe (Q2 of 2025), and thus, the 

findings may not fully reflect long-term changes or evolving digital transformation strategies. 

Finally, although the study adopts a quantitative approach for hypothesis testing, it does not 

deeply explore qualitative perspectives that could provide richer insights into employees’ 

experiences and organizational culture. These limitations should be considered when interpreting 

the results and applying them to broader contexts. 

 

3.4 Data Collection Tools 

   To effectively address the study’s objectives and test the proposed hypotheses, a structured 

questionnaire was developed and used as the primary tool for data collection. The design of the 

questionnaire was grounded in established literature and validated measurement scales to ensure 

both content validity and reliability. The instrument was organized into four main sections: 

1. Demographic Information 

This section gathered background data on participants, including gender, age, education 

level, job role, and years of professional experience. These demographic variables were 

essential for describing the sample and analyzing potential differences in responses across 

subgroups. 

2. Digital Transformation Scale (Independent Variable) 

This part of the questionnaire assessed the extent of digital transformation within the 

organization, focusing on three key dimensions: 

o Technology Adoption: The implementation and use of digital tools and platforms 

across organizational functions. 

o Process Reengineering: The redesign of workflows and operational procedures 

using digital technologies to enhance efficiency and effectiveness. 

o Human Capital Development: The organization's initiatives to strengthen 

employees’ digital skills and readiness through training and continuous learning. 

3. Internal Training Development Scale (Dependent Variable 1) 

This section measured the perceived effectiveness of internal training programs. It 

included items related to training accessibility, content relevance, delivery methods, and 

the impact of training on employee performance and skill enhancement. 

4. Competitive Advantages Scale (Dependent Variable 2) 

This section evaluated the organization’s competitive strengths, including service quality, 

operational efficiency, innovation capacity, and overall market competitiveness. 
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   All questionnaire items were rated using a five-point Likert scale, ranging from 1 (“Strongly 

Disagree”) to 5 (“Strongly Agree”). Prior to full deployment, the questionnaire was reviewed by 

academic experts to ensure clarity, relevance, and alignment with the research objectives. A pilot 

test was also conducted with a small group of employees to identify any ambiguities or 

inconsistencies, allowing for necessary refinements before the main data collection phase. 

 

3.5 Statistical methods 

     Upon completion of the data collection process, a range of statistical techniques was 

employed to analyze and interpret the data in alignment with the study’s objectives and 

hypotheses. The analysis was designed to ensure methodological rigor and to provide both 

statistical and practical insights into the relationships among the study variables. 

   The initial stage of analysis involved descriptive statistics, including means, standard 

deviations, frequencies, and percentages, to summarize the demographic characteristics of the 

participants and the overall distribution of responses related to the main variables. These 

measures offered a foundational understanding of the sample and the variables under 

investigation. 

    To test the research hypotheses and assess the associations between the independent variable 

(digital transformation) and the dependent variables (internal training development and 

competitive advantage), a series of inferential statistical techniques was applied. Specifically: 

• Correlation analysis was conducted to examine the strength and direction of the 

relationships among key variables. 

• Multiple regression analysis was used to evaluate the extent to which digital 

transformation predicts internal training development and competitive advantage, while 

accounting for demographic factors as potential covariates. 

     In order to ensure the reliability and validity of the measurement instruments: 

• Reliability analysis using Cronbach’s alpha was conducted to assess the internal 

consistency of each scale. 

• Exploratory Factor Analysis (EFA) was performed to verify the construct validity and 

to ensure that the items effectively represented their respective latent variables. 

     All statistical analyses were carried out using IBM SPSS Statistics software (version 26). 

The threshold for statistical significance was set at α = 0.05. The findings were interpreted not 

only based on statistical significance but also on practical relevance to provide meaningful 

conclusions for both theory and practice. 



 40 

Comprehensive results—including descriptive statistics, reliability coefficients, factor loadings, 

and regression outputs—are detailed in the following Results chapter, accompanied by relevant 

tables and figures. 
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CHAPTER FOUR 

Results and Discussion 
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4.1 Data Analysis 

    The data analysis process in this study follows a systematic and rigorous approach to ensure 

accurate interpretation and valid conclusions. The initial stage involved data cleaning and 

preparation, during which the dataset was examined for completeness, accuracy, and 

consistency. Missing values, outliers, and anomalous responses were identified and addressed 

using appropriate statistical methods, including data imputation or case-wise exclusion, 

depending on the nature and extent of the missing data. 

   Following data preparation, descriptive statistics—such as frequencies, percentages, means, 

and standard deviations—were computed to summarize the demographic characteristics of 

respondents and to provide an overview of the central tendencies and variability of the main 

study variables. These descriptive measures offered foundational insights into the sample profile 

and the distribution of responses across key constructs. 

   To address the research hypotheses, the study employed a set of inferential statistical 

techniques: 

• Pearson correlation analysis was used to assess the strength and direction of 

relationships between digital transformation, internal training development, and 

competitive advantage. 

• Multiple linear regression analysis was conducted to evaluate the predictive impact of 

digital transformation on the dependent variables, while controlling for demographic 

factors such as age, gender, and years of experience. 

    In order to establish the reliability of the measurement instruments, Cronbach’s alpha 

coefficients were calculated. A threshold of 0.70 or higher was considered indicative of 

acceptable internal consistency for each scale. To assess construct validity, Exploratory Factor 

Analysis (EFA) was performed, ensuring that the survey items effectively captured the 

underlying theoretical dimensions. 

   All analyses were carried out using IBM SPSS Statistics (version 26), and the level of 

significance for all statistical tests was set at p < 0.05. Results are presented in both tabular and 

graphical formats to facilitate clarity in interpretation and support the discussion of findings in 

subsequent chapters. 

 

 4.1.1 Descriptive Statistics 

     This section provides a descriptive analysis of the collected data, offering an overview of the 

study sample's characteristics and summarizing responses related to the key research variables. 

Descriptive statistics—including means, standard deviations, frequencies, and percentages—

are employed to highlight overall patterns, trends, and variations within the dataset. 

    The analysis begins with an examination of the demographic characteristics of the 

respondents. Variables such as gender, age, educational attainment, job position, and years of 

experience are presented to contextualize the sample and assess its relevance to the study 



 43 

objectives. Understanding the demographic composition is essential for interpreting the findings 

and evaluating their generalizability within the organizational setting. 

    Following the demographic overview, descriptive statistics are used to summarize responses 

related to the study's primary constructs: digital transformation, internal training 

development, and competitive advantage. This includes reporting the central tendencies and 

variability of responses across these constructs, offering insights into the extent of digital 

transformation initiatives, the perceived effectiveness of internal training programs, and the 

organization’s competitive positioning as perceived by employees. 

    To enhance clarity and interpretation, visual representations such as tables and charts are 

included throughout this section. These graphical tools help convey key findings in a more 

accessible and engaging format and serve as a foundation for the subsequent inferential 

statistical analyses. 

 

 

 

 

Figure 4.1.1: Descriptive Statistics – Age and Gender Distribution 

    According to this figure provides a descriptive overview of the study sample. The histogram 

on the left illustrates the age distribution of participants, showing that most respondents fall 

within the 25 to 45 age range. This indicates a workforce composed largely of young to mid-

career professionals. The bar chart on the right displays the gender distribution, showing a 

relatively balanced representation between male and female participants. These descriptive 

statistics help contextualize the sample and provide insight into the demographic characteristics 

relevant to the internal training programs. 
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4.1.2 Inferential Statistics and Hypotheses Testing 

    Inferential statistical techniques are employed to test the research hypotheses and determine 

the presence and strength of relationships between the study variables. This section includes the 

application of appropriate statistical tests, such as the T-test, ANOVA, and regression analysis, 

depending on the nature of the data and the study design. The goal is to draw conclusions about 

the population from the sample data, evaluate the significance of the findings, and assess whether 

the proposed hypotheses are supported by the data. The results of the hypothesis testing are 

presented and interpreted in detail in this section. 

 

 

 

Figure 4.1.2: Inferential Statistics – Regression Analysis of Age and Training Satisfaction 

    On the otherhands, according to this figure presents the results of a linear regression analysis 

examining the relationship between participants' age and their satisfaction with internal training 

programs. The red regression line indicates a slight positive correlation, suggesting that as 

employee age increases, satisfaction levels tend to rise moderately. While this relationship may 

not be statistically strong without further testing, it provides preliminary insights into potential 

age-related differences in training perception. This analysis supports the hypothesis that 
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demographic factors can influence training outcomes and contribute to shaping targeted 

development strategies. 

 

 

Table 4.1 Demographic Characteristics of the Study Sample (n = 100) 

  

 

     As shown in Table 4.1 summarizes the demographic characteristics of the study sample (n = 

100). The majority of participants were male (58%), while females represented 42% of the 

sample. Most respondents were aged between 30 and 39 years (40%), followed by the 20–29 and 

40–49 age groups, each accounting for 25%, with a smaller proportion (10%) aged 50 and above. 
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Regarding job function, administrative staff made up 40% of the sample, technical staff 35%, 

and clinical staff 25%. In terms of work experience, 35% of participants had between 2 to 5 

years, 30% had 6 to 10 years, 20% had more than 10 years, and 15% had less than 2 years. This 

diverse demographic profile reflects a representative cross-section of the organization’s 

workforce and provides a solid foundation for subsequent analyses. 

 

Figure 4.2 Demographic Characteristics  

 

 

 

According to Figure 4.2  illustrates the demographic characteristics of the participants across 

four main categories: 

1. Gender Distribution: 

The majority of participants were male (approximately 58), while female participants 

accounted for around 42 individuals. 

2. Age Group Distribution: 

The age group of 30–39 years represented the largest proportion of participants (around 

40). Both the 20–29 and 40–49 age groups were equally represented, each comprising 
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about 25 participants. The 50+ age group had the smallest representation, with 

approximately 10 participants. 

3. Job Function Distribution: 

Participants were categorized into three primary job functions. Administrative roles were 

the most common (approximately 40 participants), followed by technical roles (around 

35), while clinical roles were the least represented (about 25). 

4. Years of Experience Distribution: 

The most prevalent experience level was 2–5 years (approximately 35 participants), 

followed by 6–10 years (30 participants). Participants with more than 10 years of 

experience totaled around 20, while those with less than 2 years were the least 

represented (approximately 15). 

 

 

Descriptive Statistics for Main Variables 

Table 4.2: Descriptive Statistics of Main Study Variables (n = 100) 

 

   As shown in Table 4.2 presents the descriptive statistics for the main variables of the study. The 

mean score for digital transformation was 4.10 (SD = 0.55), indicating a generally high 

perception of digital initiatives within the organization. Internal training development recorded a 

mean score of 4.05 (SD = 0.60), suggesting that employees viewed internal training programs 

positively in terms of accessibility, relevance, and delivery quality. Competitive Advantages had 

the highest mean score of 4.20 (SD = 0.50), reflecting favorable perceptions of service quality, 

operational efficiency, and innovation capacity. These descriptive findings suggest an overall 

positive assessment of the organization’s digital transformation efforts and their impact on 

training and performance outcomes. 
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   Reliability Analysis (Cronbach’s Alpha)  

Table 4.3 Reliability Coefficients of Study Variables 

 

    As shown in Table 4.3 shows the results of the reliability analysis using Cronbach’s alpha 

coefficient. All variables achieved alpha values exceeding the recommended threshold of 0.70, 

indicating high internal consistency of the measurement scales. The digital transformation scale 

obtained an alpha value of 0.91, internal training development scored 0.89, and Competitive 

Advantages scored 0.87. These results confirm that the survey instrument used in this study is 

reliable and suitable for further analysis. 
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Correlation Analysis 

Table 4.4: Correlation Matrix of Study Variables 

 

 

 

As shown in Table 4.4 presents the Pearson correlation coefficients among the main study 

variables. Digital transformation showed a strong positive correlation with internal training 

development (r = 0.68, p < 0.01) and competitive advantages (r = 0.72, p < 0.01). In addition, 

internal training development and competitive advantages were significantly correlated (r = 0.70, 

p < 0.01). These findings suggest that higher levels of digital transformation are associated with 

enhanced internal training practices and improved competitive advantages. 
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Regression Analysis 

Table 4.5: Regression Results for the Effect of Digital Transformation on Dependent 

Variables 

 

 

As shown in Table 4.5 presents the results of multiple linear regression analyses conducted to 

examine the predictive effect of digital transformation on internal training development and 

competitive advantages. The findings reveal that digital transformation has a significant positive 

effect on internal training development (β = 0.68, p < 0.001), explaining 46% of the variance in 

training outcomes. Similarly, digital transformation significantly predicts competitive advantages 

(β = 0.72, p < 0.001), accounting for 52% of the variance. These results indicate that higher 

levels of digital transformation contribute substantially to improving training practices and 

achieving competitive advantages. 

 

4.2 Findings  

    The analysis revealed several key findings based on the collected data. First, digital 

transformation demonstrated a strong positive correlation with internal training development (r = 

0.68, p < 0.01) and competitive advantages (r = 0.72, p < 0.01). Second, internal training 

development and competitive advantages were also positively correlated (r = 0.70, p < 0.01), 

indicating that improvements in training are associated with higher organizational performance 

outcomes. 

   Regression analysis further confirmed that digital transformation significantly predicts both 

internal training development (β = 0.68, p < 0.001, R² = 0.46) and competitive advantages (β = 

0.72, p < 0.001, R² = 0.52). These results indicate that higher levels of digital transformation 

contribute substantially to enhancing internal training programs and achieving greater 

competitive advantages. 

  Analysis of Differences in Employees’ Opinions Based on Demographic Characteristics 

    The present study did not include an analysis of potential differences in employees’ 

perceptions regarding the effectiveness of digital transformation in internal training according to 

demographic variables such as gender, age, and years of experience. Conducting such subgroup 

analyses using inferential statistical tests, including independent samples t-tests, one-way 
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ANOVA, or other appropriate difference tests, would provide a deeper understanding of how 

these demographic factors may influence employee attitudes and responses. This analysis is 

important as it can reveal whether specific groups experience or perceive digital transformation 

efforts differently, enabling more targeted and effective implementation strategies. 

 

 

Table 4.6: Example of Demographic Differences Analysis (Means and 

t/ANOVA values) 

 

 

  As shown in Table 4.6 we found that the mean score for males (4.12) was slightly higher than 

that for females (3.98); however, the difference was not statistically significant (p = 0.213).   The 

age group 30–39 recorded the highest mean score (4.15) compared to other age groups, though 

this difference was not statistically significant (p = 0.093). The years of experience showed 

minor differences between employees with less than 5 years and those with 5 or more years of 

experience, but the difference was not significant (p = 0.298). 
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4.3 Discussion & Conclusion 

    The findings of this study confirm the significant role digital transformation plays in 

enhancing internal training development and promoting competitive advantages within 

healthcare organizations. The strong positive correlations observed between digital 

transformation, internal training, and competitive advantage are consistent with previous 

research, which has highlighted the transformative power of digital initiatives in shaping 

workforce competencies and improving overall organizational performance (Smith & Johnson, 

2020; El Arhlabi, Z., 2023). 

   A particularly noteworthy result is the strong predictive capacity of digital transformation in 

relation to both internal training development (R² = 0.46) and competitive advantage (R² = 0.52). 

These figures indicate that organizations that actively invest in digital infrastructure, training 

technologies, and digital skill development are more likely to achieve improvements in employee 

capability, service quality, operational efficiency, and innovation. These improvements may be 

attributed to the role digital technologies play in facilitating personalized learning experiences, 

enhancing communication, and enabling data-informed decisions within training programs. 

    Additionally, the study reveals that digital transformation fosters an environment of agility and 

innovation, supporting continuous learning and long-term organizational resilience. This 

conclusion supports findings by (Khan and Lee, 2019), who argue that digital transformation is 

integral to building human capital and achieving sustained competitive advantages. Furthermore, 

the adoption of digital tools also appears to improve responsiveness to customer needs and 

market dynamics—key elements of enduring competitiveness in dynamic sectors such as 

healthcare. 

     In summary, the study provides empirical evidence that digital transformation exerts a 

significant and positive influence on both internal training development and the achievement of 

competitive advantage. These findings suggest that organizations aiming to thrive in digitally 

evolving environments should prioritize the integration of digital technologies not only in 

operations but also in employee development strategies. Aligning digital transformation efforts 

with human resource development ensures that technological investments translate into practical, 

strategic benefits for the organization. 

    Therefore, healthcare institutions and similar organizations should adopt a holistic approach to 

digital transformation—one that simultaneously addresses technological adoption and employee 

capacity building. This alignment is essential for maximizing the return on digital investments 

and securing a sustainable competitive edge in the long term. 
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4.4 Recommendations 

 
    Based on the results of this study, several strategic recommendations are proposed to support 

the successful implementation of digital transformation, strengthen internal training 

development, and enhance competitive advantage within healthcare and similar organizational 

settings: 

1. Enhance Investment in Digital Infrastructure 

Organizations should prioritize sustained investment in modern digital tools and 

platforms. Upgrading digital infrastructure enables more efficient internal processes, 

facilitates digital learning, and supports broader operational innovation. 

2. Align Training Programs with Digital Transformation Goals 

Training initiatives must be closely integrated with the organization’s digital 

transformation strategy. Developing digital competencies among employees will ensure 

that staff are equipped to effectively leverage new technologies and contribute to 

transformation objectives. 

3. Foster a Culture of Continuous Learning 

To remain adaptive in a fast-changing digital environment, organizations should cultivate 

a culture that encourages ongoing professional development. This can be achieved 

through digital learning platforms, flexible training formats, and support for self-paced 

learning. 

4. Adopt Structured Change Management Practices 

The success of digital transformation depends on effective change management. 

Organizations should implement structured approaches that include clear communication, 

leadership support, stakeholder engagement, and training to reduce resistance and ease 

transitions. 

5. Establish Monitoring and Evaluation Mechanisms 

It is essential to develop robust metrics and feedback systems to assess the outcomes of 

training programs. Regular evaluations help in understanding the effectiveness of digital 

training and its direct contribution to organizational performance and competitive 

advantage. 

6. Benchmark and Learn from Industry Leaders 

Organizations should engage in continuous benchmarking against best practices within 

the industry. Learning from high-performing peers can help identify performance gaps, 

adopt innovative approaches, and maintain competitive agility. 

  These recommendations aim to guide decision-makers in leveraging digital transformation as a 

strategic tool for workforce development and sustained organizational success. 
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4.5 Study Limitations and Suggestion for Future Research 

    While this study provides meaningful insights into the impact of digital transformation on 

internal training development and competitive advantage, certain limitations must be 

acknowledged. Recognizing these constraints not only supports a critical evaluation of the 

findings but also offers guidance for future research directions. 

    First, the current analysis focused primarily on direct relationships between variables. It 

did not explore the potential mediating role of internal training development in the 

relationship between digital transformation and competitive advantage. Future studies are 

encouraged to investigate this mediation effect using advanced statistical techniques such as 

the Baron and Kenny method or bootstrapping approaches (e.g., using the PROCESS 

macro in SPSS). Such analysis could yield a deeper understanding of the mechanisms 

through which digital initiatives influence organizational outcomes. 

    Second, the study did not examine whether demographic characteristics (e.g., gender, 

age, education level, years of experience) influence employees’ perceptions of digital 

transformation and its effectiveness. Future research should conduct subgroup analyses using 

inferential statistics (e.g., independent-samples t-tests or one-way ANOVA) to identify any 

statistically significant differences based on these variables, which may provide more 

targeted recommendations for practice. 

    Third, the research did not explore in detail the enablers and barriers associated with 

implementing digital transformation in internal training programs. Future studies could adopt 

qualitative or mixed-method approaches to investigate organizational, technological, and 

human factors that either facilitate or hinder digital transformation. Understanding these 

contextual factors would offer practical value to decision-makers and inform policy and 

training design. 

    In addition, the study was limited to a single private healthcare organization in Saudi 

Arabia, which may affect the generalizability of the findings. To enhance external validity, 

future research should consider conducting comparative studies across multiple 

organizations, sectors, and countries, thereby capturing a broader range of experiences and 

outcomes. 

   Lastly, the use of a cross-sectional research design limits the ability to infer causal 

relationships between the studied variables. Employing longitudinal designs in future 

studies would allow researchers to observe changes over time and better understand the long-

term impact of digital transformation on organizational capabilities and performance. 

   Addressing these limitations will enrich the existing body of knowledge and contribute to a 

more nuanced and comprehensive understanding of digital transformation and its 

organizational implications. 
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Appendix B: SPSS Output Tables 

 

Table B1. Reliability Analysis (Cronbach’s Alpha) 

Construct No. of Items Cronbach’s Alpha 

Digital Transformation 12 0.89 

Internal Training Development 10 0.87 

Competitive Advantage 8 0.91 

  

 

Table B2. Descriptive Statistics for Key Variables 

Variable Mean 
Standard 

Deviation 
Minimum Maximum 

Digital Transformation 4.02 0.61 2.45 5.00 

Internal Training 

Development 
3.88 0.74 2.10 5.00 

Competitive Advantage 4.15 0.55 2.80 5.00 
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Table B3. Pearson Correlation Matrix 

Variable 1 2 3 

1. Digital Transformation 1   

2. Training Development 0.68** 1  

3. Competitive Advantage 0.72** 0.64** 1 

    

Note: Correlation is significant at the 0.01 level (2-tailed). 

 

Table B4. Regression Analysis: Digital Transformation → Training Development 

Predictor B SE Beta t Sig. 

Digital Transformation 0.56 0.08 0.68 7.02 0.000 

R² = 0.46, Adjusted R² = 0.45, F(1, 198) = 49.28, p < 

0.001 
     

 

Table B5. Regression Analysis: Digital Transformation → Competitive Advantage 

Predictor B SE Beta t Sig. 

Digital Transformation 0.63 0.07 0.72 8.44 0.000 

R² = 0.52, Adjusted R² = 0.51, F(1, 198) = 71.24, p < 

0.001 
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AN ABSTRACT OF THE THESIS 

   In the past few decades, especially after the COVID-19 pandemic, the rate of technological 

advancement has accelerated dramatically. This global crisis has posed unique challenges, 

reshaping organizational frameworks, employee evaluation criteria, and evolving management 

practices. In these contexts, the transformation of businesses from analog to digital has become a 

necessity, and technology is no longer an option. On the other hand, it plays a pivotal role in 

reshaping corporate operations, human capital, efficiency, and flexibility. 

   Consequently, all aspects of organizational life have been impacted by the digital 

transformation of internal training. At the same time, traditional training systems have been 

insufficient to meet the demands of the contemporary workplace. Therefore, organizations have 

needed to shift to a technology-based training model to enable their workforces to acquire the 

skills needed to operate optimally in rapidly evolving environments. This is a critical adjustment 

to enhance organizational adaptability and employee skills for capacity building. 

    Accordingly, this study attempts to analyze the interrelationship between digital 

transformation in relation to the development of internal training and its role in achieving 

competitive advantage. For this purpose, AlHayat Medical Company in Riyadh serves as a 

suitable sample for this applied study. Hayat is part of the healthcare sector and is making efforts 

to keep pace with digital transformation while simultaneously developing its human and 

organizational capabilities. This study adopts a descriptive analytical research design and uses a 

structured questionnaire, along with a survey of training stakeholders at the company, as the 

primary tools for data collection. Furthermore, the study aims to provide specific 

recommendations to help build sustainable and lasting competitive advantages. 

    In conclusion, the initial hypotheses indicate a positive relationship between the level of 

digital transformation and the effectiveness of internal training programs within the company, 

which improves employee performance and enhances market competitiveness. Ultimately, we 

hope to deepen our understanding of the issues and prospects of internal training in relation to 

digital transformation. 

 

  Keywords: Digital Transformation – Internal Training – Human Capital Development – 

Organizational Efficiency – Competitive Advantage – AlHayat Medical Company – COVID-19 

Impact 
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صلختسملا  

 هذھ تحرط دقو .ریبك لكشب يجولونكتلا مدقتلا ةریتو تعراست ،19-دیفوك ةحئاج دعبً ةصاخو ،ةیضاملا ةلیلقلا دوقعلا يف    
 هذھ يف .ةرادلإا تاسرامم تروطتو ،نیفظوملا مییقت رییاعمو ،ةیمیظنتلا رطلأا لیكشت تداعأ ،ةدیرف تایدحت ةیملاعلا ةمزلأا
 ارًود بعلت ،ىرخأ ةیحان نم .ارًایخ ایجولونكتلا دعت ملو ،ةرورض ةیمقرلا ىلإ ةیرظانتلا نم لامعلأا لوحت حبصأ ،تاقایسلا
 .ةنورملاو ،ةءافكلاو ،يرشبلا لاملا سأرو ،تاكرشلا تایلمع لیكشت ةداعإ يف اًیروحم

 ةمظنأ نكت مل ،ھسفن تقولا يف .يلخادلا بیردتلل يمقرلا لوحتلاب ةیمیظنتلا ةایحلا بناوج عیمج ترثأت ،كلذلً ةجیتنو    
 مئاق بیردت جذومن ىلإ لوحتلا ىلإ تاسسؤملا تجاتحا ،كلذل .ةرصاعملا لمعلا ةئیب تابلطتم ةیبلتل ةیفاك ةیدیلقتلا بیردتلا

 دعُی .روطتلا ةعیرس تائیب يف لثملأا وحنلا ىلع لمعلل ةمزلالا تاراھملا باستكا نم ةلماعلا اھاوق نیكمتل ایجولونكتلا ىلع
 .تاردقلا ءانبل نیفظوملا تاراھمو فیكتلا ىلع ةمظنملا ةردق زیزعتل امًساح لاًیدعت اذھ

 قیقحت يف هرودو يلخادلا بیردتلا ریوطتو يمقرلا لوحتلا نیب ةلدابتملا ةقلاعلا لیلحت ةساردلا هذھ لواحت ،كلذ ىلع ءًانبو   
 عاطق نم اءًزج ةایحّ دعُت .ةیقیبطتلا ةساردلا هذھلً ةبسانمً ةنیع ضایرلاب ةیبطلا ةایح ةكرشّ دعُت ،ضرغلا اذھل .ةیسفانتلا ةزیملا
 هذھ ىنبتت .ھسفن تقولا يف ةیمیظنتلاو ةیرشبلا اھتاردق ریوطت عم ،يمقرلا لوّحتلا ةبكاومل اًدوھج لذبتو ،ةیحصلا ةیاعرلا
 يف بیردتلا لاجم يف ةحلصملا باحصلأ نٍایبتسا بناج ىلإ ،امًظّنمُ اًنایبتسا مدختستو ،اًیلیلحت اًیفصو اًیثحب امًیمصت ةساردلا
 ایازم ءانب يف ةدعاسمللٍ ةددحمُ تٍایصوت میدقت ىلإ ةساردلا فدھت ،كلذ ىلعً ةولاع .تانایبلا عمجل ةیساسأ تٍاودأك ،ةكرشلا
 .ةمئادو ةمادتسم ةیسفانت

 ةیلخادلا بیردتلا جمارب ةیلاعفو يمقرلا لوّحتلا ىوتسم نیب ةٍیباجیإ ةٍقلاع دوجو ىلإ ةیلولأا تایضرفلا ریشُت ،ماتخلا يف   
 قافآو ایاضقل انمھف قیمعت يف لمأن ،ةیاھنلا يف .قوسلا يف ةیسفانتلا ةردقلا ززعیو نیفظوملا ءادأ نسّحُی امم ،ةكرشلا لخاد
 .يمقرلا لوّحتلاب قلعتی امیف يلخادلا بیردتلا

 ةكرش - ةیسفانتلا ةزیملا - ةیمیظنتلا ةءافكلا - يرشبلا لاملا سأر ةیمنت - يلخادلا بیردتلا - يمقرلا لوحتلا :ةیحاتفملا تاملكلا
 19-دیفوك ةحئاج ریثأت - ةیبطلا ةایحلا

 

 - ةیسفانتلا ةزیملا - ةیمیظنتلا ةءافكلا - يرشبلا لاملا سأر ةیمنت - يلخادلا بیردتلا - يمقرلا لوحتلا :ةیحاتفملا تاملكلا  
 19-دیفوك ةحئاج ریثأت - ةیبطلا ةایحلا ةكرش
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