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Abstract:

This article investigates how digital transformation affects Algeria's human resource
strategy, highlighting the challenges and opportunities of connecting technology to people
management. Algeria is modernizing its economy by incorporating digital technology into
the public and private sectors, improving efficiency, lowering costs, and encouraging
employee engagement. Infrastructure restrictions, a skills shortage, change resistance, and
data privacy and security concerns remain. The study compares local case studies like
Sonatrach and Algérie Télécom to multinationals like IBM and Shell to find the best ways
to overcome these challenges. This emphasizes investing in digital skills, technical
infrastructure, and creativity. Automation, predictive analytics, and flexible work
arrangements can help organizations improve their HR strategies for long-term success. The
conclusion offers practical advice for Algerian companies and organizations to digitalize
human resources successfully. Digital HR is increasingly integrated into corporate strategy,
impacting the future labor environment and Algeria's worldwide competitiveness.
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I- Introduction:

Algeria needs economic diversification and public service improvements. Algeria
must adopt new technology to compete as a longtime oil and gas producer in the digital
economy. Advanced ICT has helped the public and private sectors in recent years. Algeria
Digital 2025 is a significant government digitalization project. Going digital revitalizes
outdated telecommunications, energy, and education systems. Sonatrach and Algérie
Télécom improve efficiency and service with cloud technologies. This trip is difficult due
to infrastructure issues, change opposition, and worker skills gaps, especially in rural areas.
Concerns are now seen as digital transformation drivers. Algeria invests in ICT
infrastructure, education, and digital literacy to compete in the global digital economy. At
commercial firm Cevital, digital HR solutions improved talent management and employee
engagement. Digital transformation requires Algeria to optimize its human resources.

The digital age is boosting HR. HR currently leads organizational transformation instead of
administration. HR strategy must be aligned with digital technology in daily operations.
Digital HR systems with cloud-based HRIS and Al-driven recruiting solutions boost
productivity, cost-effectiveness, and employee engagement. Technological advancement
presents obstacles. Traditional companies oppose change, making digital HR system
integration difficult. Concerns grow concerning the skills gap. Human Resources must
quickly improve and refresh digital skills as organizations regularly install more
complicated systems. HR managers must weigh the legal and ethical implications of
maintaining sensitive employee data online, including data privacy and cybersecurity.

HR encourages staff education, digital competency, and organization-wide alignment.
Digital HR technology improves HR operations, retention, productivity, and satisfaction.
Effective integration requires HR activities in Algeria, where digital transformation is new.
As digital transformation accelerates across Algeria, the impact on human resources is
undeniable. The primary research question guiding this study is: How is digital
transformation reshaping HR strategies in Algeria, and what challenges and
opportunities does this shift present?

Objectives of the Study: The main objectives of this study are:

- The present state of digital transformation within Algerian HR departments will be
examined, focusing on both the public and commercial sectors.

- This study examines Algeria's situation and elucidates key obstacles to businesses
using digital solutions for human resources management. It explicitly addresses
limitations in technology infrastructure, opposition to change, and talent
deficiencies.

- Investigating digital transformation in HR involves identifying methods to enhance
efficiency, save costs, increase worker flexibility, and adopt a more data-driven
decision-making process.
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- It will provide Algerian enterprises and HR professionals with pragmatic solutions
for effectively navigating the digital transformation journey by addressing its
difficulties and seizing its potential.

1. Digital Transformation in Algeria

1.1 Algeria’s Digital Shift: Algeria is rapidly advancing in the modernization of its
economy and public services, primarily due to the enhanced utilization of Information and
Communication Technology supported by strategic governmental initiatives. The
Government of Algeria promulgated the "Algeria Digital 2025" plan, outlining a coherent
vision for the digital transformation of several industries. This aligns with the strategy of
reducing oil dependence, diversifying the economy, and cultivating a knowledge-based
economy. Government Initiatives with the "Algeria Digital 2025 Strategy: The "Algeria
Digital 2025" initiative emphasizes the necessity for digitalization in both the public and
private sectors. The primary goals encompass (Nouria, 2024). The government is
endeavoring to streamline processes, enhance accessibility, and improve transparency by
digitizing over 450 public services. This encompasses creating tax filing systems such as
"Djebaytak™ and "Moussahmtek." (Tiour et al., 2024)

Digital Infrastructure Development: This entails advancing ICT infrastructure to facilitate
services for citizens and businesses, including expanding broadband internet access and
improving mobile connection. As of early 2024, Algeria exhibits notable advancements,
with 33.49 million Internet users and over 50 million mobile connections (Nouria, 2024).
* Enhancement of Regulatory Frameworks: A forthcoming digitalization bill aims to
address existing regulatory deficiencies, streamline bureaucratic processes, and bolster
cybersecurity, ensuring a secure environment for all stakeholders. Economic Consequences
and ICT Advancement: Algeria's ascent from 102nd to 88th place among 169 nations in the
ICT Development Index, established by the International Telecommunication Union (ITU),
signifies the country's advancements in the digital sector. This result highlights Algeria's
enhanced capabilities to pursue a more digital economic transformation. Digital
transformation is a crucial catalyst for modernizing the economy, facilitating Algeria's
transition from an oil-dependent economy to a knowledge-based, ICT-driven model.
Nonetheless, issues will continue, particularly with the digital divide in rural regions related
to access to high-speed internet and the lack of digital literacy among a population segment

(Tiour et al., 2024).
Figure 1: Key Metrics of Algeria's ICT Development (2024)
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Source: (Tiour et al., 2024)
Algeria is at a pivotal stage in its digital transformation journey, with significant strides
being made to modernize its economy and public services. This shift is primarily driven by
integrating Information and Communication Technology (ICT) and spearheaded by
strategic government initiatives. As part of this effort, the Algerian government launched
the "Algeria Digital 2025" plan, which outlines its vision for transforming various sectors

5 paalaall palatiyly 4y jladll cluhdll Adae 157



by adopting digital technologies. The aim is to reduce the nation's dependency on oil,
increase economic diversification, and foster a knowledge-based economy (Ramdani &
Boudinar, 2021).

1.2 Challenges and Opportunities in Algeria’s Digital Transformation: Despite the
substantial potential advantages of digital transformation in Algeria, several hurdles persist.
Challenges related to infrastructure: Despite advancements in this field, Algeria's digital
infrastructure encounters several obstacles, particularly in rural regions. Obstacles to
comprehensive digital service adoption mainly include limited access to high-speed internet
and obsolete technologies. Enhancing this infrastructure is crucial for sustained growth and
innovation across sectors (Ramdani & Boudinar, 2021).

Cultural and Regulatory Obstacles: A significant obstacle to digital transformation has been
the resistance inherent in business culture. Several firms in conservative industries, such as
oil and gas, will need to expedite the adoption of digital tools and technology. Secondly,
legislative frameworks remain incoherent regarding digital technologies; legislation about
e-commerce, online transactions, and data protection does not align with worldwide norms.
The government seeks to streamline these regulations through forthcoming legislation on
digitization, which would direct enterprises precisely while protecting consumer rights
(Nouria, 2024). Although these problems continue to impede the advancement of the digital
market, considerable opportunities for growth exist within the present context of Algeria's
digital transformation. Digital platforms may streamline operations, save expenses, and
improve service delivery for both the public and private sectors. The increased focus on
ICT infrastructure and supportive government policies establish the basis for future success
in this industry. Additional essential components to actualize these promises include
investments in talent development and technology centers (Nouria, 2024).

1.3 Global Perspectives on Digital Transformation in HR: In the contemporary world,
digital transformation has impacted human resources, altering perceptions of various
technical advancements in HR operations. These essential criteria will allow Algeria to
adjust its human resource strategy to the digital age. Implementing an E-HRM system is a
contemporary global trend in human resources. Such platforms enable the human resource
departments of organizations to execute essential functions such as payroll administration,
recruiting, and performance management using digital methods. Moreover, E-HRM
solutions enable firms to automate fundamental tasks, hence enhancing productivity and
efficiency, ultimately aiming to reduce administrative expenses. Artificial Intelligence in
recruiting procedures is a significant advancement in the field. Al-driven recruiting tools
evaluate extensive candidate data to identify the most suitable candidates, streamlining and
accelerating the recruitment process since these technologies provide more rapid and
efficient hiring choices (Tiour et al., 2024).

ESS Platforms: A significant trend is the rising usage of Employee Self-Service platforms,
which empower employees to autonomously execute activities such as updating personal
information, requesting leave, or accessing payroll data. These platforms alleviate the
administrative load on a company's HR department and encourage workers to assume more
excellent initiative and responsibility for their working experience. ESS platforms have
increased employee engagement and satisfaction (Ramdani & Boudinar, 2021).
People Analytics: The Ascendancy of Data-Driven Human Resources Data analytics,
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sometimes called "people analytics,” has lately emerged as a global trend in human
resources. Currently, the HR department utilizes data for informed recruiting, performance
management, and employee retention strategies. By analyzing trends and patterns in
employee data, HR departments may estimate attrition rates and formulate improved talent
management plans. This signifies a transition to evidence-based decision-making. It

redefines HR as a more strategic function aligned with corporate goals (Tiour et al., 2024).
Table 1: Global HR Technology Trends Overview

E-HRM Systems Automation of core HR functions

Al in Recruitment Use of Al to streamline hiring processes

Employee  Self-Service  Platforms @ Platforms that enable employees to manage HR tasks
(ESS) independently

People Analytics Use of data to drive HR strategies and improve decision-making

Source: (Ramdani & Boudinar, 2021)
At this preliminary level, the digital revolution in Algeria holds significant potential for
economic diversification and enhancement of public services. These are sectors where
governmental intervention, such as the "Algeria Digital 2025" initiative, is fundamental in
laying the groundwork for the nation's digital future. Indeed, obstacles related to
infrastructure, digital literacy, and legal frameworks must be addressed to capitalize on
these prospects appropriately.
2. Current Human Resources Strategies in Algeria
2.1. Traditional HR Approaches in Algeria: Algeria's Human resource management
integrates traditional traditions with ongoing reform initiatives to address local and global
economic fluctuations. Public and private sector methods differ; public organizations tend
to be more bureaucratic, whereas contemporary commercial firms strive for modern
structures to enhance competitiveness.
Recruitment and Selection Process: Public companies often standardize the recruiting
process and adhere to stringent regulations. The Algerian constitution emphasizes that
public service is a right and must be administered with justice and equity, especially in
higher education institutions, where recruiting should align with the institution's aims.
Recruitment inside schools is predominantly centralized and typically occurs via
competitive tests; nonetheless, critical issues involve academic recognition, seniority, and
other government-imposed constraints (Employing Human Resources at the Algerian
University Policy, 2022). Conversely, private organizations typically exhibit lenient hiring
procedures. While credentials remain a priority, there is a growing emphasis on hiring
individuals whose cultural values can be seamlessly integrated into an organization's culture
and who exhibit adaptability. The private sector has progressively adopted online job
portals and social media platforms to recruit highly skilled workers, signaling an emerging
trend in recruiting steadily gaining traction (Dahou & Hacini, 2015). Organizational
Learning and Development: Global market competition is prompting businesses such as
hospitality to cultivate management teams with international expertise. International hotels
operating in Algeria implement advanced human resources practices to facilitate
organizational learning. The resulting managers would develop competencies within
diverse economic and cultural environments, enhancing organizational flexibility and
performance (Dahou & Hacini, 2015).

Table 2: Comparison of HR Practices in Public and Private Sectors
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HR Practice Public Sector Private Sector
Recruitment Centralized, formal Flexible, culture-fit based
Training Workshops and seminars | Organizational learning and development
Source: (Dahou & Hacini, 2015)

Despite such developments, traditional training techniques such as workshops and seminars
are more prevalent than adopting continuous learning models advocated in global HRM
standards.
2.2. Adoption of E-HRM Systems in Algeria: The integration of E-HRM systems in
Algeria has lately accelerated, influenced by the worldwide consequences of digital
transformation. E-HRM s digitalizing all HR processes, encompassing recruiting, payroll
management, and employee self-service, onto electronic platforms to enhance efficiency
and transparency in HR procedures.
Scope of E-HRM Implementation: E-HRM systems in Algeria remain in their infancy.
Recent research (Ramdani & Boudinar, 2021) demonstrates that many Algerian enterprises,
especially those in metropolitan areas and the private sector, acknowledge the usefulness of
digital platforms for human resources. E-HRM solutions are designed to automate job
routines, alleviate administrative strain, and facilitate evidence-based decision-making.
Some big corporations have adopted cloud-based HR systems that enable employees to

access personal information, request vacation, and administer benefits via online portals.
Figure 2: E-HRM Adoption in Algerian Companies: Level of Implementation
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Source: (Ramdani & Boudinar, 2021)
Even with these advancements, using E-HRM systems is limited in most smaller firms,
especially in rural regions where infrastructural challenges, such as unreliable internet
connectivity, are prevalent. Additionally, the cultural resistance to digitization from many
HR practitioners and employees complicates the widespread adoption of these solutions.
2.3. Key HR Challenges in Algeria: Numerous socio-economic and cultural elements
influence the HR environment of Algeria, presenting several problems and possibilities. In
light of the nation's transition to a diversified economy, the following are significant
difficulties that must be addressed or adapted to in the development of HR strategies:
Youth Employment: A significant concern in Algeria is the elevated youth unemployment
rate, which reaches 31.9% for the 15-24 age demographic. Consequently, the government is
implementing several efforts, such as the Tawasol Digital Platform, to connect youngsters
with advisory services for employment-related issues and to disseminate socio-economic
programs (Keltouma, 2017).
Competency development: Additionally, there is a heightened acknowledgment of the
necessity for competency development aligned with the requirements of a contemporary,
diverse economy. As a result, the government has launched initiatives like My Profession,
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My Skills, designed to assist residents in obtaining the necessary capabilities for success in
the contemporary work market (Moussaoui, 2023).

This results in a significant brain drain for the country, particularly in the technology and
engineering sectors. Most highly skilled professionals emigrate to pursue superior
employment opportunities and working conditions abroad. This migration undermines local
talent retention efforts, compelling organizations to rely on less experienced employees or
confront deficiencies in essential skills. The challenge will be to create competitive
employment possibilities for locals in the expanding fields of ICT and entrepreneurship
(Moussaoui, 2023).

Table 3: HR Challenges in Algeria and Their Impact

HR Challenges in Algeria Impact

Youth Unemployment High unemployment rates among young graduates

Brain Drain Loss of skilled professionals to foreign markets

Skills Gap A mismatch between education outcomes and labor market
needs

Source: (Moussaui, 2023)
3.4 Opportunities and Future Directions: Nonetheless, several aspects of Algeria's
human resources strategy appear promising, particularly as the nation advances toward
economic modernization, notably with high rates of digital tool usage.
Digitalization of Human Resource Processes: Algeria is making significant progress in
digitizing human resource processes, mainly through the Ministry of Labor's initiatives like
the Chifa project, which includes electronic social security cards and various online services
for managing employee records. The transition to digitalization will improve efficiency and
transparency in human resource operations by facilitating simple access to vital services for
employees and employers (Moussaoui, 2023).
Employee Retention: Companies in Algeria have been steadily enhancing their employee
compensation packages. Competitive salary structures, performance-based bonuses, and
flexible work arrangements are utilized, particularly in the hotel and telecommunications
sectors. Moreover, several firms allocate resources to professional development programs
to maintain employee engagement and enthusiasm for career advancement prospects
(Dahou & Hacini, 2015).
Future Directions: The trajectory for HR in Algeria involves reconciling conventional
methods with contemporary digital methodologies. Consistent investment in E-HRM
systems, identification of skill gaps, and fostering a culture of continuous learning will
empower Algeria to cultivate a more dynamic and efficient workforce capable of addressing
the challenges of the global economy.
This nation exemplifies the current shift from old methods to sophisticated, digitalized
human resource practices, as seen by Algeria's contemporary human resources strategy. The
use of e-HRM systems is still restricted in specific domains. However, there is a growing
recognition of the imperative for digital transformation to improve efficiency and
competitiveness. Addressing challenges such as young unemployment, brain drain, and skill
deficiencies will enable Algeria to establish a robust and adaptable future workforce
essential for further economic growth.
3. The Impact of Digital Transformation on HR Strategies: Digital transformation is
profoundly reshaping human resource (HR) strategies across organizations in Algeria and
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around the globe. This transformation entails the integration of digital tools, automation,
data analytics, and advanced technologies that streamline HR processes, enhance workforce
management, and enable strategic decision-making. Below are the key areas where digital
transformation is impacting HR strategies.
3.1 HR Process Automation: Enhancing fundamental HR activities: Digital solutions have
significantly transformed HR by automating routine tasks associated with payroll
processing, recruiting, performance assessment, and employee onboarding. Organizations
implement these solutions in Algeria to minimize administrative hassles and eliminate
human mistakes. This automation enables HR practitioners to concentrate more on strategic
functions such as talent development, employee engagement, and organizational planning.
(Emran & Elhony, 2023)
ATS made recruitment methods that were traditionally paper-based and labor-intensive
efficient. These technologies optimize applicant sourcing, screening, and interviewing to
expedite recruiting. Performance management solutions rely on automated workflows,
enabling HR departments to monitor employee development, establish objectives, and
conduct reviews (Susanto et al., 2024).

Table 4: Key Automated HR Functions and Their Impact

Key Automated HR Functions Impact

Payroll Processing Reduced administrative errors and time savings

Recruitment and Onboarding Faster, more efficient hiring and onboarding processes

Performance Management Real-time tracking of employee performance, streamlined
evaluations

Source:( Susanto et al., 2024)
This shift towards automation enhances the efficiency of HR operations and frees up
valuable time for HR teams to focus on higher-level strategic initiatives.
3.2 Data-Driven Decision-Making
People Analytics and Strategic HR: Data analytics has become a powerful tool in HR
departments, enabling data-driven decision-making that transforms how organizations
manage their workforce. By leveraging big data, HR departments can gain insights into
employee performance, engagement, turnover rates, etc. In large-scale organizations in
Algeria, people analytics has become integral to making informed decisions on recruitment,
employee retention, and performance management (Bahiroh & Imron, 2024).
For instance, companies can use data to identify trends such as high turnover rates within
specific departments or predict potential emerging skills gaps. This capacity allows human
resource professionals to formulate proactive initiatives, such as tailored training programs,
to mitigate such risks. Furthermore, predictive analytics technologies assist human resource
departments in anticipating future employment needs based on company development
trends and market demands, preparing organizations for changes in 2024 (Adiazmil et al.,
2024).

Table 5: Applications of People Analytics in HR and Their Purpose
Applications of People Analytics in HR = Purpose

Employee Performance Metrics Identify high-performing employees and areas for improvement.
Turnover Prediction Models Forecast turnover rates and design retention strategies.
Skill Gap Analysis Identify and address future skills shortages in the workforce.

Source: (Adiazmil et al., 2024)
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This strategic use of data analytics has repositioned HR from a primarily administrative
function to a more central, strategic partner within organizations.
3.3 Talent Management and Digital Skills: Need for Digital Skills in the Workforce: The
digital transformation trend has marked its impact on the demand for acquiring digital
skills. This increased trend has affected Algeria's workforce by placing the specific
challenge of equipping with digital competencies in properly utilizing digital technology. It,
therefore, now requires identification and development from the HR departments to assist
employees in accepting new technologies and processes (Emran & Elhony, 2023).
Many organizations in Algeria address such challenges through upskilling and reskilling
initiatives. For instance, e-learning platforms provide accessible avenues for workers to get
more learning opportunities as they stay abreast of recent technological developments. This
approach has created employee morale and engagement, ensuring organizations are better
equipped to navigate complexities arising in the context of digital economy subsets.
Digital Talent Management: Similarly, talent management in the digital age means that HR,
too, needs to adapt to new tools and strategies. Al-powered talent management platforms
identify high-potential employees and assess their development needs to plan for career
progression. These give the HR professional a broader perspective on employee
capabilities for promotion, training, and leadership development decisions (Susanto et al.,
2024).
Table 6: Challenges in Digital Skills Development and HR Responses
Challenges in Digital Skills Development HR Response
Skills Gap Due to Rapid Technological = Implementation of continuous learning programs and e-
Advancements learning platforms
Resistance to Learning New Technologies Introduction of digital tools for personalized learning and
skills assessments
Source: (Susanto et al., 2024)
3.4 Cultural Shift and Change Management: The digital transformation trend has
significantly influenced the need for digital skills in the workforce. This growing tendency
has impacted Algeria's workforce by presenting the distinct problem of educating it with the
necessary digital capabilities to use digital technologies effectively. Consequently, it
necessitates identifying and developing HR departments to facilitate employee adaptation to
new technology and procedures. Many organizations in Algeria confront such difficulties
through upskilling and reskilling projects. For example, e-learning platforms allow
professionals to enhance their knowledge while remaining informed about the latest
technical advancements. This strategy has enhanced employee morale and engagement,
ensuring that firms are more prepared to address problems emerging within the digital
economy sectors (Adiazmil et al., 2024).
Digital Talent Management: Talent management in the digital era necessitates HR adopting
new tools and tactics. Al-driven talent management systems recognize high-potential
individuals and evaluate their developmental requirements to strategize career
advancement. These provide a comprehensive view of employee competencies to the HR
professional for choices related to promotion, training, and leadership development
(Bahiroh & Imron, 2024).
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Table 7: Critical Components of Change Management in Digital Transformation and the Role of HR
Critical Components of Change Role of HR
Management in Digital Transformation

Stakeholder Engagement Involving employees at all levels in decision-making

Continuous Learning and Development Providing training programs to upskill employees for digital
roles

Communication and Transparency Ensuring clear communication about the benefits of digital tools

Source: (Bahiroh & Imron, 2024)
The influence of digital transformation on HR strategy in Algeria is profound, as
contemporary firms depend on automation, data analytics, and digital technologies to
improve efficiency, decision-making, and workforce development. As human resource
departments transition from administrative responsibilities to strategic ones, they are more
poised to enhance corporate performance in a swiftly changing digital environment. The
journey can only achieve this advantage when HR professionals address obstacles linked to
skill shortages, reluctance to change, and ongoing employee training.
4. Challenges of Digital Transformation in HR in Algeria: The digital transformation of
human resources has been extensively discussed in Algeria, driven by the will of enterprises
and institutions to modernize. However, the complete integration of technology encounters
specific challenges that hinder or complicate the implementation of new technologies. The
challenges are multifaceted: infrastructural, cultural, the enduring skills gap, and regulatory.
Comprehending these challenges facilitates the development of solutions to further
Algeria's digital transformation in human resources.
4.1 Technological Infrastructure: Inadequate technological infrastructure, especially in
rural regions and smaller organizations, impedes digital transformation in the HR sector
throughout Algeria. The lack of high-speed and dependable internet connectivity in rural
regions poses significant challenges to programs that enhance digital infrastructure across
Algeria, hindering the implementation of e-HRM systems (Tiour et al., 2024).
Smaller enterprises in rural regions frequently contend with obsolete technology, and the
absence of fundamental IT infrastructure makes integrating digital HR systems nearly
unattainable. Moreover, these businesses frequently operate under constrained budgets,
which inhibits their ability to invest in essential hardware and software improvements. The
disparities between urban centers and rural areas contribute to the imbalance in the
nationwide adoption of HR technology.
Table 8: Regional Distribution of High-Speed Internet Access in Organizations

Region Percentage of Organizations with High-Speed Internet

Urban Areas = 85%

Rural Areas = 45%

Source: (Tiour et al., 2024)

The infrastructure limitations constrain the potential for digital transformation and
efficiency enhancements in HR operations such as recruiting, payroll management, and
employee self-service platforms.
4.2 Cultural Resistance: Opposition to change by human resources professionals: Cultural
opposition is a significant factor hindering the implementation of digital HR practices in
Algeria. The majority of HR professionals and workers, mainly from conservative
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businesses, exhibit a strong loyalty to established practices and are reluctant to embrace
new technology. This is frequently affected by the apprehension of job loss due to
automation and ambiguity over the benefits introduced by new technology (Chabani, 2020).
Employees accustomed to using paper throughout their careers may perceive this transition
as too challenging and regard digital technologies as overly complex and superfluous.
Human resource professionals may reject E-HRM systems if they see that such an online
platform may lead to losing control over essential functions or, even more concerning,
necessitate extensive retraining. This cultural inertia must be surmounted for the
digitalization of HR solutions to be realized (Ramdani & Boudinar, 2021).
Table 9: Sources of Cultural Resistance and Their Impact on HR Digitalization

Source of Cultural Resistance Impact

Fear of Automation Slower adoption of E-HRM systems

Preference for Traditional Methods = Difficulty in retraining staff for digital tools

Source: (Chabani, 2020)

4.3 Skills Gap: The digital competence gap has consistently challenged HR staff and the
Algerian workforce. The increasing prevalence of digital technologies necessitates
diverse digital capabilities among HR professionals and workers, ranging from fundamental
software usage to data analytics and people management systems (Barisi¢ et al., 2021).
Nonetheless, most Algerian firms indicate a personnel deficiency with appropriate ICT
capabilities.

The issue is exacerbated by the lack of adequate digital training programs at colleges and
technical institutes, rendering recent graduates unprepared to meet the demands of a digital
workplace (Tiour et al., 2024).

Table 10: HR Skills Gap: Percentage of Workforce Lacking Competence

HR Skill Percentage of Workforce Lacking Competence
Advanced-Data Analytics 70%
E-HRM System Management = 65%
Basic ICT Proficiency 45%

Source: (Lotfi et al., 2021)
The emigration of competent workers seeking superior prospects exacerbates Algeria's
limited availability of digitally skilled experts. Without addressing this gap, firms struggle
to use digital solutions' potential advantages in essential HR operations such as recruiting,
training, and performance management (Lotfi et al., 2021).
4.4 Regulatory and Legal Barriers:
Regulatory Challenges: Legal and regulatory obstacles impede digital transformation for
HR in Algeria. Despite the government's implementation of several steps to promote digital
adoption, including forthcoming legislation on digitalization, the current legal framework
appears antiquated. This approach inadequately addresses the complexities of digital HR
systems, particularly with data privacy, employee information security, and digital contracts
(Bouberka et al., 2023). The data protection rules of Algeria do not conform to
international standards, such as the General Data Protection Regulation, complicating the
implementation of E-HRM systems that rely on online storage of employee data for firms.
Furthermore, the sluggish adaptation of government to the evolving trends in digital
commerce and technology frequently results in organizational uncertainty regarding
compliance, hence impeding the use of new digital technologies (Tiour et al., 2024).
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Figure 3: Regulatory Barriers to Digital HR
Regulatory Area Barrier to Digital HR

Lack of alignment with

Data Protection Laws mternational standards

Legal uncertainty over
validity

Digital Contracts

Source: (Bouberka et al., 2023)

4.5 Limited Access to Funding
Financial Accessibility: The lack of financial resources for executing digital transformation
initiatives constitutes the second significant challenge encountered by most enterprises,
particularly start-ups and SMEs. Numerous firms cannot obtain the financial backing to
invest in E-HRM systems and digital infrastructure effectively. In this regard, small-scale
enterprises frequently lack the resources to implement costly digital systems or enhance
their basic versions. Post-Series A fundraising for startups is challenging, resulting in many
emerging firms lacking the resources to invest in digital solutions such as HR. Without
substantial ~ financial investment, many  firms  cannot  pursue  digital
transformation, exacerbating the sluggishness in modernizing HR procedures in Algeria.
(Ramdani & Boudinar, 2021).
4.6 Low Trust in Digital Services: Digital platforms are untrustworthy. A further obstacle
to implementing digital HR in Algeria is the diminished trust in digital services, especially
with sensitive employee information. Data privacy and security remain significant concerns
for individuals and organizations in Algeria, leading to reluctance to adopt E-HRM systems
due to the online presence of personal information (Tiour et al., 2024).
The absence of trust can considerably impede the adoption of digital HR platforms since
employees may oppose online systems for performance evaluations and wage
administration, among other functions. Consequently, every firm must invest in robust
cybersecurity measures to instill confidence in the security and privacy of digital
technologies.

Figure 4: Sources of Mistrust and Their Impact on HR

Source of Mistrust Impact on HR

Concerns about Data Reluctance to adopt
Security E-HRM systems
Lack of Digital Hesitance to use
Literacy online HR platforms

Source: (Tiour et al., 2024)
The obstacles confronting the digitalization of Algerian human resources are significant,
however achievable. Addressing infrastructure inadequacies, cultural opposition to change,
and the skills gap and establishing supporting regulatory frameworks will ensure that HR
departments can fully capitalize on new digital tools and systems. A crucial component of
the overarching approach entails enhancing access to financing and fostering trust in digital
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services. Surmounting these challenges will be crucial for Algeria to enhance its investment
in a digital future, facilitating the long-term transformation of HR practices.
5. Opportunities Presented by Digital Transformation: Digital transformation presents
extensive organizational options, particularly within the human resources domain.
Companies may leverage sophisticated technology to boost efficiency in HR procedures,
lower operational costs, improve workforce flexibility, and facilitate more informed
decision-making through data support. Given the present circumstances in Algeria, these
advantages are timely, as several firms have recently begun integrating digital technologies
into their operations to maintain competitiveness and respond to evolving market demands.
5.1 Efficiency Gains
Enhanced Recruitment and Performance Management: One of the most substantial
opportunities digital transformation presents is the improved efficiency of various HR
procedures. Accelerated recruiting cycles are achieved through computerized human
resource management systems in enterprises throughout Algeria. Automating human
resource management accelerates duties like applicant screening, interview scheduling, and
application processing, decreasing time-to-hire and enabling HR practitioners to engage in
strategic initiatives. (Nouria, 2023) Performance management has become increasingly
precise and prompt. Digital systems provide real-time performance monitoring for
managers, promoting ongoing feedback and ensuring evaluations are grounded in empirical
evidence. This evidence-based methodology for performance evaluations enhances the
promotion of top talent and accelerates the culture of accountability and openness inside a
business (Lotfi et al., 2021).
Table 11: HR Processes and Their Efficiency Gains

HR Process Efficiency Gains

Recruitment Faster recruitment cycles and reduced time-to-hire

Performance Management = More accurate evaluations and continuous feedback

Source: (Nouria, 2023)

Better employee engagement tools: Digital platforms also refine employee engagement by
developing tools that make the interaction between employees and HR departments more
accessible. Self-service portals, for example, let employees view and manage their benefits,
take leave, and look up payroll information at their discretion. This level of autonomy
enhances employee satisfaction and alleviates administrative pressure on HR teams.
5.2 Cost Reduction
Automation and Self-Service Platforms: Automating routine HR tasks, including payroll
processing, time tracking, and benefits management, provides significant advantages in cost
savings for organizations. This cuts down manual intervention, minimizes errors, and,
thereby, all administrative costs. It will also enable HR personnel to aim at higher-value
work output. Automation of such processes is thus particularly welcome in those
organizations operating in Algeria, where labor costs are prohibitive (Tiour et al., 2024).
The other is a self-service portal, which reduces payroll system costs through fewer hours
worked and frees human resources employees from administrative work. Self-service
platforms cut the number of HR personnel an employer needs for administration purposes
while empowering the employee, thus benefiting both parties (Ramdani & Boudinar, 2021).
5.3 Workforce Flexibility: Digital transformation has opened up other avenues for remote
work and flexible conditions. Cloud-based HR systems allow your employees to work
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remotely without denting their productivity. The outbreak of COVID-19 accelerated the
shift toward remote work, giving Algerian companies with a high Corporate Social
Responsibility score an excellent opportunity to attract and retain talent by offering more
flexibility (Samir Tiour et al., 2024). Digital HR platforms offer schedule flexibility and the
possibility of working remotely. This allows for a better adjustment of working hours to
personal needs. This would also contribute to higher job satisfaction and might improve
employee retention, especially in industries where work-life balance is becoming
increasingly recognized as one of the drivers of employee engagement (Nouria, 2023).
Table 12:Flexible Work Arrangements
Flexible Work Arrangements = Benefits
Remote Work Higher employee satisfaction and retention
Flexible Schedules Improved work-life balance and engagement
Source: (Samir Tiour et al., 2024)
5.4 Improved Decision-Making
Predictive analytics and Al in HR: Digital transformation in HR has significantly
empowered the departments to make informed decisions through predictive analytics and
Al. In a country like Algeria, where talent acquisition and retention are considered
significant challenges, Al-driven recruitment tools will analyze vast candidate data to
identify the best fit for specific roles. This data-driven approach lessens hiring bias,
improves quality hires, and speeds up recruitment (Lotfi et al., 2021).
Furthermore, through predictive analytics, HR departments can anticipate the intention to
leave employees and, subsequently, estimate a future lack of particular competencies and
prepare modes of mitigation. For example, analytics of data will show which of them have a
more significant potential for leaving the company. Thus, HR teams might act proactively
by offering development opportunities or correcting remuneration packages to retain
employees for a more extended period (Tiour et al., 2024).
Table 13: Benefits of Predictive Analytics
Application of Predictive Analytics Benefits
Talent Acquisition Al-driven recruitment improves candidate selection.
Employee Retention Forecasting turnover and identifying skills gaps
Source: (Tiour et al., 2024)
Digital transformation provides the following opportunities for Algerian HR departments to
work more efficiently, cut costs, and make better decisions. Automation and digital tools
allow faster and more precise HR; self-service platforms and flexible work increase
employee satisfaction. The utilization of predictive analytics and Al further amplifies the
capacity for data-driven decision-making in HR, which includes improving talent
acquisition and retention. With digital transformation firmly rooted in Algerian
organizations, they will continue to realize unprecedented advantages in the increasingly
dynamic business environment.
6. Case Studies of Digital Transformation in HR
This digital transformation of human resources has been an upstream process worldwide for
several years, and Algeria is no exception. Several Algerian companies are working on
modernizing their HR departments to facilitate seamless processes, enhance employee
engagement, and improve overall efficiency. We may look to local and global examples for
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insight into the challenges of digital transformation and strategies employed to overcome
them.

6.1 Local Examples of Digital Transformation in HR

A. Sonatrach

Overview: Sonatrach is Algeria's state-owned oil and gas company and one of Africa's
largest energy companies. Inefficiencies resulting from outdated HR processes had the
organization realizing it needed to modernize its operations in a more comprehensive digital
transformation exercise.

Slow paper-based processes, a large-scale development gap in employee skills, and internal
resistance to change were the challenges to be addressed. Integrating new human resource
technologies with the legacy system also presented a few technical challenges.

Solutions: Sonatrach implemented an HRIS on the cloud to curb such issues. This would
enable them to automate certain critical areas of HR, such as recruitment, induction,
performance management, etc. Furthermore, Sonatrach arranged an intensive training
program to enhance employees' skills for dealing with such digital systems and hence tried
to bridge the gap in employee capability.

In Sonatrach's case, the digital transformation reduced recruitment time by 30% and
improved data accuracy and employee satisfaction. Automating the core activities freed HR

teams to focus on strategic activities like talent development and employee engagement.
Table 14: Sonatrach Case Study

Challenge Solution Outcome

Outdated HR ' Implementation of a cloud-based HRIS 30% reduction in recruitment cycle

processes times

Employee skillsgap ~ Comprehensive digital skills training Improved employee satisfaction

Resistance to change = Change management and communication Increased adoption of digital HR
strategies tools

Source: (Lotfi Ramdani & Chiraz Boudinar, 2021)
B. Algérie Télécom
Overview: As the leading telecommunications provider in Algeria, Algérie Télécom has a
vast, dispersed workforce for whom traditional HR practices are ineffective and consume
much time. The firm introduced digital tools to enhance its human resources processes and
improve employee engagement.
Challenges Ahead: Algérie Télécom faced cultural resistance from employees accustomed
to paper-based systems. Besides, there was a general concern about the privacy and security
of data during digitization; this data would be more sensitive to employees.
Solutions Implemented: The employee self-service portal allowed staff to maintain their
personal information and benefits and submit applications online. Contrary to security
concerns, Algérie Télécom held workshops to educate employees on using the new system
and implementing stringent data protection measures.
Outcomes: The transformation decreased HR personnel's administrative workload by 40%,
increased employee engagement, and improved transparency regarding employee self-
service.

Table 15: Algérie Télécom

Challenge Solution Outcome
Resistance to change Employee workshops and security Improved engagement and
education transparency
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Data security concerns Implemented robust data protection = Reduced concerns and smoother

measures transition
Administrative Employee self-service portal 40% reduction in HR administrative
inefficiency tasks

Source: (Tiour et al., 2024)
C. Cevital
Overview: Cevital is one of Algeria's most well-known private industrial groups. It has
made great strides in digitizing its HR practices to manage its extensive, varied human
resources in such multifaceted industries.
Challenges Faced: Cevital had difficulties tracking performances across its business units
and managing massive volumes of HR data. The decentralized nature of its business added
to the complications of unifying HR processes.
Implemented Solutions: An HR system using cloud services was implemented to easily
consolidate all HR activities in one place to track and report all performance reports.
Continuous training programs for the HR professionals were invested in to keep them
capable of managing and optimizing the digital HR tools.
Benefits: It improves HR data management and engenders better performance tracking.
Talent management was also enhanced for Cevital to facilitate employee satisfaction and

retention in light of its varied business units.
Table 16: Cevital Case Study

Challenge Solution Outcome
Decentralized HR processes = Cloud-based HR system Improved performance tracking
Skills gap in HR teams Continuous training for HR staff | Better talent management and retention

Source: (Lotfi et al., 2021)
6.2 Global Examples of Digital Transformation in HR
A. IBM
Overview: IBM has always been at the forefront of digital transformation, and the human
resources department is no exception. The company uses Al and data analytics to improve
HR operations, particularly in employee services and recruitment.
Challenges: The main initial challenges were the massive volume of repeated calls from the
employees concerning HR-related issues, which took crucial time for the HR people. Then,
of course, there was integrating Al with existing HR processes—both technical and
cultural.
Solutions Implemented: IBM developed a virtual assistant that could perform up to 50% of
routine work, such as preparing time-off requests and inquiries into benefits. It then
instituted Al-driven analytics focused on assessing talent acquisition and employee
engagement.
Outcomes: The chatbot freed up response times for employee queries so that HR staff could
devote time to more strategic activities. IBM also claims enhanced employee satisfaction

due to the personal experience brought in through Al.
Table 17: IBM Case Study

Challenge Solution Outcome

The high volume of HR = Al-powered virtual assistant Reduced HR workload, faster

queries response times

Integration of Al Al-driven analytics for recruitment and = Enhanced employee satisfaction
engagement
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Source:( Ziebell et al., 2019)
B. Shell
Overview: Royal Dutch Shell recognized the skill deficit among the workforce, especially
given the energy industry's shift toward technological operations.
Challenges Faced: Shell faced the challenge of upskilling employees who had never worked
with digital tools being integrated into every sphere of the organization. The training also
needed to be engaging and relevant because of the range of roles present within the
company.
Solutions Implemented: Shell introduced a digital learning platform with gamification
features that enabled employees to access digital-role resources. The platform contained
interactive modules to increase engagement and track progress.
Outcomes: The project achieved a measurable increase in employees' digital competencies,
thus increasing Shell's competitiveness within the industry. Employees reported more

engaging training, which contributed to higher completion rates.
Table 18: Shell Case Study

Challenge Solution Outcome

Skills gap in digital Digital learning  platform  with Higher engagement, improved digital
tools gamification skills

Training engagement Interactive, tailored learning modules Increased completion rates

Source: (Ziebell et al., 2019)
6.3 Survey/Interviews with HR Professionals in Algeria: A survey conducted with HR
professionals in Algeria provided valuable insights into the challenges and best practices
related to digital transformation in HR. The survey revealed several common challenges
faced by organizations, such as:
o Resistance to Change: 67% of respondents cited employee resistance as a
significant hurdle to adopting digital HR tools. Employees hesitated to abandon
traditional methods, especially in older, more established companies.

o Skills Gap: 58% of HR professionals reported that employees’ lack of digital
skills posed a significant challenge to implementing E-HRM systems. Many
organizations struggled to find qualified personnel who could manage digital
platforms effectively.

o Data Privacy Concerns: 45% of respondents expressed concerns about data
privacy and the security of employee information stored in digital HR systems. This
was particularly important in industries such as telecommunications and finance,
which handled sensitive data.

Best Practices Identified:
o Change Management Strategies: Organizations that successfully implemented
digital transformation used comprehensive change management strategies, including
training programs and clear communication about the benefits of digital systems.

e Investment in Employee Training: Continuous investment in upskilling
employees using digital platforms was vital to overcoming the skills gap.
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o Data Security Protocols: Implementing robust data security measures to address
privacy concerns was a critical success factor in digitizing HR.

Table 19: Survey of Algerian HR Professionals

Challenge Percentage of Respondents
Resistance to Change = 67%
Skills Gap 58%

Data Privacy Concerns = 45%
Source: (Tiour et al., 2024)

As shown through the case studies and findings from the survey, although digital
transformation in HR is riddled with challenges, cultural resistance to technical barriers to
surmounting these challenges has been found by organizations in Algeria and around the
world. This is where focused training programs, Al and cloud-based systems adoption, or
focus on employee engagement have proved that digital transformation significantly
enhances HR functions by speeding up processes, efficiency, and higher employee
satisfaction. These different examples from Algeria allow a glimpse into how well the
country is along its journey toward a digital future. They should stand as examples to help
local organizations modernize their HR departments.
Conclusion:
This study examined how digital transformation influences Algerian HR strategy and
identified challenges and opportunities for technology integration. The results reveal that
while digital transformation can enhance efficiency, cost, and employee involvement, most
Algerian enterprises must overcome considerable hurdles before enjoying these benefits.
Infrastructure challenges are apparent, such as inconsistent internet in rural areas and a
skills gap between HR and labor. Employee opposition and outdated HR methods are also
hindering Digital HR's potential. Companies building digital HR platforms are concerned
about data security and privacy.
However, the inquiry yielded encouraging results. Automating hiring, payroll, and
performance reviews reduces administrative effort and increases accuracy: self-service
platforms and cloud-based HR solutions lower overhead costs. Work-from-home and
flexible scheduling boost employee happiness with digital transformation. Finally,
predictive analytics helps HR departments estimate talent requirements, retain employees,
and enhance performance.
Algerian enterprises and governmental institutions must overcome digitization's challenges
and capitalize on its promise. Below are vital tips for managing this adjustment.
Digital skills training: This study found an Algerian labor skill gap. This requires
organizations to invest in comprehensive digital HR training for professionals and
personnel. HRM systems, data analytics, sophisticated Al integration, and basic ICT skills
would be addressed. Continuous learning should be prioritized to adapt personnel to new
digital technology.
Increase Technology Infrastructure: Digitizing any process requires robust technology. The
bulk of digital transformation benefits require proper technology. Organizations of all sizes
and regions must work with the government to improve internet connection and broadband.
Integration of digital HR systems may be cost-effective with technology collaborations.
Cultural change resistance hampered digital transformation. Enterprises should encourage
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innovation and experimentation with digital tools. Change management should clearly

explain the benefits of the digital HR system and employee trust in transition. Digital tool

uptake and utilization require leadership.

Improve Data Protection and Privacy: Online HR processes pose data security and privacy

concerns. Organizations must follow domestic and international employee data regulations

and use cybersecurity to safeguard data. HR and IT should work on data management rules
to mitigate risks and maintain employee confidence.

Making Decisions with Predictive Analytics and Al: Algerian businesses' HR practices

benefit from predictive analytics and Al. HR may use it to make evidence-based hiring,

management, and retention decisions. Reviewing employee supply and performance
patterns helps organizations predict demand and connect HR with business goals.

Remote and flexible work: HR digital solutions ease remote and flexible work. Employee

satisfaction and retention may improve. Work-from-home and flexible working

arrangements may be supported. They generally enhanced productivity and worker
involvement during COVID-109.
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