The Role of Information Technology Competency in Activating of Human Resources
Management Practices/ Applied Study in the Informatics and Communications Public
Company in Iraq
Nada Ismaeel Jabbouri Qammach / College of Administration and Economics / University
of Baghdad

P - ISSN 2518 - 5764
OPENa ACCESS @ E - ISSN 2227 - 703X
Received:25/8/2019
Accepted: 15/9/2019

Abstract:

This research aims to clarify the role of Information Technology
Competency (ITC) with dimensions’ (IT Usage, IT Knowledge, and IT
Operations) as an independent variable in the activation of Human Resources
Management Practices (HRM Practices) as a dependent variable with
dimensions' (Training and Development, Recruitment, Job Design, and
Performance appraisal). Based on this, the correlation and effect relationships
between the independent and dependent variables are determined by
formulating two main hypotheses. There are a significant relationship and effect
of IT competency with HRM practices within the dimensions. Furthermore, the
scope and population of this research are the Informatics and Communications
Public Company in lIraq. A quantitative design methodology was used to
examine the relationships among variables of this research was used and the
researcher adopted the descriptive-analytical approach. The questionnaire was
distributed to a number of employees and managers (responders'), they were
selected randomly and included 76 respondents. The statistical program (SPSS)
was used to analyse the data through the use of statistical and descriptive
methods such as mean, variation coefficient, and standard deviation, to analyze
and describe data for correlation hypothesis testing, and simple linear regression
coefficient to test impact hypothesis. The most important of conclusions to this
study indicated that is a correlation among the HRM practices are related to IT
competencies, Hence, there is an effective relationship positively between
research variables.

Keywords: IT competency, HRM Practices, IT usage, IT knowledge, IT
operations, Training Program, Job Design, Recruitment, and Performance
appraisal.
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1. Introduction

Human resource management practices (HRM practices) are referred to
as an important means for organizations’ success. HRM practices such as
Training and Development, Recruitment, Job Design, Performance appraisal,
and motivation systems have a significant impact on the organization's results
and profitability. It supports' of staff development and motivates them to
achieve the organization's goals. This means that the prevailing climate in the
organization can effect of staff behaviour’s and attitudes. Hence, this is leading
to the efficient use of IT, and then the effect of the organization's profitability.
Therefore, IT has an important role in increasing the effectiveness of human
resources.

The purpose of this study is to investigate the role of IT competency in
activating of human resource management practices. The justification for
choosing this topic is due to the importance of the research variables as well as
the importance of the telecommunications sector which was a research
community. Moreover, all organizations today depended on technology and
human resources, which are the most important elements of success and
excellence of organizations. The most important limitation in the theoretical
side, there was a cognitive overlap between management and information
technology science of the variables of this research. As well as, the limitation's of
the practical side was difficulty in the procedures of the company researched,
and do not to give any information maybe could benefit the researcher better
due to the strict controls of the company. In recent years, organizations have
increasingly relied on IT and the HRM practices that have different impacts on
the companies’ through the use of IT. Therefore, the researcher’s is seeking to
understand the role of IT usage competency that leads to stimulating the
employees and managers on HRM practices of the company.

2. Methodology of Research
2.1. Problem Statement

The human element constitutes the most important resource of
organizations in different types and specialities. Therefore, many scholars are
seeking in the field of HRM, since the current research seeks to know the role
played by IT and use in HRM practices of performance evaluation or training
programs, recruitment, job design by strengthening its role through training
programs and the IT usage and technical support. It is necessary to support,
development, strengthen human resources through the development of
management practices and enable them to employ these resources in a manner
consistent with the strategy and the organization's technological trends. As well
as, technology is a key factor in the success of the organizations' of the present
century. The Communications and Informatics Public Company in Iraq is a
population of this research. According to interviews and cohabitation, the
research problem was identified, that is said the HRM officials have some
experience their role of human resources management but this is done without
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adapting to IT. Some studies are shown that the important of IT usage
competency certainly contributes to the implementation of managers and
employees' by the IT usage and help of the promotion and activation of HRM
practices some studies are shown that the importance of IT usage competency
certainly contributes to the implementation of managers and employees' by the
IT usage and help of the promotion and activation of HRM practices (Bhatta, et
al., 2008: Lee & Lee, 2010 : Crawford., et al., 2011). Accordingly, the following
main question can be formulated. Accordingly, the following main question can
be formulated:
How can IT competencies contribute to activating of HRM practices?
Through the main question above, the following questions are formulated:
1. What is the level and role of HRM practices in the researched company?
2. What is the level and role of IT competency in the researched company?
3. What is the nature of the relationship between the independent variable (IT
competency with dimensions’ and the HRM practices with dimensions’ as a
dependent variable)?
2.2 Research Objectives
The research objectives are as follows:
1. Identify the reality of the dimensions of HRM practices and study the
relationship between the IT Competencies in the researched company.
2. Determine the extent of top management’s interest in HRM practices and the
use of information technology in the researched company.
3. Testing the nature of correlation and impact relationships between the major
research variables in the researched company.
2.3 Significance of the research

Modern technology has become a companion to all businesses, whether at
the work level or even at the personal level of individuals. Therefore, the
importance of research is highlighted by focusing on two important variables are
HRM practices and IT competency to influence of the work of the
organizations'. In particular, the company is a vital centre for communication
and informatics. Accordingly, the importance can be determined in the
following:
1. A theoretical contribution to the knowledge of research variables, by
revealing the reality of the use of information technology in the functions of
human resources management of the researched company.
2. This research is an attempt to examine the practical side to view and open
discussion about how IT competency can affect human resource management
practices.
3. The research highlights on the importance in the fact that the use of IT
competency to allows for HRM practices to reduce unemployment, planning,
organizing, higher capacity of the control and the preparation of reports,
appointment, recruitment, selection, and training.
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2.4 Justifications’ of subject choice:

1. Generation of the researcher’s desire to engage in this topic, which is vital for
most business organizations in all fields and for most countries of the world, as it
Is indispensable for the human resource or information technology.

2. To understand the role IT competency can play in HRM practices

3. The communication sector is recently witnessed significant developments in
terms of activity, capital, and areas of investment.

4. Human resources and IT are representing the most important resources of the
organizations' and the most important feature of the era.

5. Lack of research in such types of research especially for Arabic research.

2.5 Theoretical Framework and Hypotheses

e Theoretical Framework

The researcher adopted the proposed research model below for the purpose of
clarifying the correlation and effect between research variables as follows:

1. The main variables that were chosen in the formulation of the model contain
the most important major and sub-variables that have related to the researched
company.

2. Trying to test the model within the Arab context, specifically (the Iraqi
environment).

3. The possibility of measuring each variable in its sub-dimensions, HRM
practices in for four dimensions (training programs, recruitment, job design,
performance appraisal of employees) as a dependent variable, IT Competency
(IT usage, IT training, IT knowledge) as an independent variable.

IT Ccompetency HRM Practices
IT knowledge
. -Training Programs
[ IT training ] - Recruitment Process
. ] > - Performa_nce Appraisal
- Job Design
IT usage

Figurel, proposed research mode

e Hypotheses

For the purpose of completing the requirements of conducting the research, and
answering the questions raised by determined of the research problem, the
following hypotheses have been formulated:

1. There is a significant relationship between HRM practices and IT competency
in terms of dimensions.
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2. There is a significant effect of IT competency in terms of dimensions on HRM
practices.

2.6 Approach of research, population, and sample

e Approach of research

According to the research objectives and questions, the descriptive analytical
approach was chosen. This approach is used to collect and analyse data for the
purpose of clarifying the relationships between the independent variable and its
dimensions and the dependent variable with interpreting the results.

e population and sample research

The population of the research was represented by the Informatics and
communications public Company in Iraq. The research sample was selected
random and included the human resources department and other sections of the
company, including the Internet and computer units and communication units.
The sample included 76 respondents from of 93 respondents were according to a
sample of D.Morgan (Krejcie & Morgan, 1970). The 76 questionnaires were
distributed and 75 questionnaires were retrieved. As shown in table (1):

Table 1, Response Rate

No. of questionnaires No. of Percentage of
distributed guestionnaires guestionnaires
recovered recovered
76 75 98%

2.6 Data and information collection methods

A questionnaire was built to measure all the variables. Measures and
instruments from previous researches were adapted. A series of interviews were
conducted with some managers and employees of Informatics and
Communications Public Company to get a good idea about the research problem
and explain the questionnaire paragraphs. This research depended on the five
responses of Likert Scale; Assessment categories are (Strongly Disagree,
Disagree, Neither Disagree or Agree, Agree, and Strongly Agree). The
questionnaire was submitted to the arbitrators. The (Cronbach’s alpha) scale
was used to identify the validity of the scale and stability of the questionnaire, a
total level is an amount (0.95), it’s a good percentage. As well as, the
questionnaire was tested to the measurement of stability ratio through the use of
the (Split-Half) method. The coefficient of stability was calculated as (82%) and
was corrected by the formula (Spearman-Brown) to become (89%) This
indicates a high stability ratio. The questionnaire was designed according to the
criteria was used in previous studies that are related to research variables. The
guestionnaire included demographic information about the sample, In the other
part, the questionnaire contained the dependent variable that is related to the
dimensions of HRM practices (training programs included 8 items, recruitment
included 6 items, job design included 7 items, performance appraisal included 7
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items). The independent variable that is related to the dimensions of IT
competency (IT usage included 5 items; IT knowledge included 5 items, IT
operations included 6 items). Pre-approved measures were used for these
paragraphs. Table 2, shown the arrangement of the paragraphs of questionnaire
and measures.

Table 2, shown the arrangement of questionnaire and scales

Variables Dimensions No. of Scale
Items
Demographic Gender, 4
Information Experience age,
Education Level,
IT Usage 5 Tippins, M. & Sohi, R. (2003)
IT operations 6
competency IT knowledge 5
Performance 7
Appraisal Chang, P., & Chen, W. (2002)
HRM | Training program 8 Edgar, F., & Geare, A. (2005).
practices Recruitment 6
Job design 7

2.8 Statistical methods used

A number of statistical methods have been used to analyse the data, the
percentage has been calculated, Frequency, Median, Standard Deviation to
illustrate the homogeneity or dispersion of values from the median, Simple linear
correlation (Spearman), Simple Regression Coefficient, T-test to test the
correlation coefficient, and F to test the correlation coefficient. The results were
extracted using the statistical program (SPSS).

3. previous studies
The previous studies are related to the current research variables, as follows:

N Study Address Explain
1 | Lee, C. S. and Lee. C. H. (2010) | HRM practices may have different impacts on the use
Effects of HRM Practices on IT | of IT under the influence of different sources of IT
Usage. Journal of Computer capabilities. The study examines the moderate effects
Information Systems, 50(2), 83- | of the IT capability source (internal and external).
94, The results indicated that organizations with internal
IT capacity, HRM practices such as employee
participation, clearly defined extensive, formal
training were important in predicting the IT usage.
2 | Boone, Rosemond., (2011),The | The study aims to verify the evaluation of HRM

Effect of HRM practices on
corporate performance: A Study

practices (Selection, Recruitment, Performance
Appraisal, and wages), addition the seeking of the
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of Graphic Communications
Group Limited, International
Research  Business, Vol.(4),
No.(1), PP.(266- 272).

impact of these practices on the company's
performance. Data were obtained through the
guestionnaire and the case study (Checklist) method
was adopted to reach the results. The questionnaire
was distributed to 100 employees in the main office of
Graphic Communications Group Limited. The most
important results of the study there is a positive
correlation between effective practices and company
performance.

S. Pérez-Lopez, B. Junguera,
(2013)., The relation between IT

competency and knowledge
management processes and its
mediators, Tourism &

Management Studies,
Issue 1, 109-115

Vol. 9,

The study focused on the relationship between IT
competency through its dimensions (IT knowledge,
IT training, IT usage) and knowledge management
processes. The study is present an understanding of
this relationship. A study was conducted for 162
Spanish companies. The findings showed that no
direct relationship between ITC and KMP, and this
relation show best when using the empowerment as a
mediate.

Mohammed Y.A. Alsabbah., &
Hazrillzwar Ibrahim., (2019),
HRM Practices and Employee
Competence: A General System
Perspective, International
Journal of Business, Economics
and Law, Vol. 4,1SSN 2289-1552

The study attempts to address the gap with regard to
the relationship between HRM practices and
employee competency goal and to highlight the
importance of employee competency outcomes. The
basis of the study is derived from the general systems
theory, which states that some HRM practices if
implemented, will lead to positive results. The theory
suggests that HRM practices are a set of processes
that contribute to improving human capital
capacities.

Anabel Fern_andez-Mesa., &
Jose” Luis Ferreras-Me ndez
and Joaquin Alegre., & Ricardo
Chiva, (2014), IT competency
and the commercial success of
innovation, Industrial
Management & Data Systems,
Vol. 114 No. 4, pp. 550-567.

The objective of the study is to analyse the impact of
Information Technology Competency (ITC) on the
internal and external learning competency and the
Commercial Success Innovation (CSI). The survey
method was used, and the study population consisted
of 186 companies. Data and relationships were
analysed through Structural Equation Model (SEM).
The results have proven that ITC has a crucial role to
play in internal and external learning competency
and human resource learning competency. This study
contributes to the research of organizational learning
and analysis of the relationship between internal and
external  learning  competencies with  CSI.
Furthermore, this study is relevant to IT competency
literature.
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4. Research background
4.1 Information Technology Competency

The literature has shown a variety of specialized concepts in information
technology. Information technology is referred to a new way of produce, process,
retrieve, distribute information and analyze activity more effectively (O'Brien &
Marakas, 2007), (Laudon & Laudon, 2002). IT is the development and
management of hardware, software, networks, databases, information
management personnel and other technologies needed by the company and used
in order to achieve its objectives (Turban et al., 2008). Some researchers have
pointed out that technical skills are not a valuable source of creativity and
excellence, because the characteristics of those skills cannot be distributed across
institutions (Anabel et al., 2014; Turban et al., 2008), but (Bhatt & Grover, 2005)
have been suggested that organizations' excellence and creativity are largely due
to the technical skills of IT groups and top management. Many studies assume
that increased investment in IT improves the value of the company's IT (Bapna
et al., 2013). However, the obsolescence of equipment or the rapid decline in
hardware prices leads to a noticeable of rapid decline in the value of much of the
IT materials owned by the companies. In this study, a competency approach is
followed. Hence, we are suggesting competency development through the tools
and processes used by information management which is a relevant initiative.

ITC is defined as the ability to control IT-related costs, provide
appropriate systems when needed, and improve business strategy through the
application of IT (Ross et al., 1996). Bharadwaj (2000) refers to it as a company's
ability to manage IT resources compared with other resources and capabilities.
Sambamurthy & Zmud (2000) pointed of IT competency as an asset, skills,
knowledge, processes and relationships that enable companies to acquire, deploy
and manage information technology. IT Competency is the ability of a company
to manage IT Competency in order to enhance the knowledge flowing from a
corporate inside (Tippins & Sohi, 2003; Tanriverdi, 2005). The information
technology competency was measured by three-dimensional construct are
related to different types (IT usage, IT training, IT knowledge) of supporting
management, organization and training (Tippins & Sohi, 2003; Tanriverdi,
2005).
e IT Usage:

The IT usage has been identified as an infrastructure that effects on the
value of business resulting from IT (Bhatta charge, A. & Hikmet, N., 2008).
Information technology can be used to improve the quality of organizational
intelligence and improve organizational performance, as well as to gain
competitive advantages (Pavlou, P. A. & E |. Sawy, O. A., 2006). In addition, IT
has become an essential means of managing and reducing uncertainties
surrounding management processes because IT allows of employees to perform
tasks at a higher level and improving their ability to collect and analyses data
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(Dewett, T. & Jones, G. R., 2001). The availability of a wide range of
technologies in the workplace indicates that is different types of IT are able to
provide a wide range of resources to employees.

The availability of a wide range of technologies in the workplace indicates
that is different types of IT are able to provide a wide range of resources to
employees. Rather than, focusing on the particular type of platform or software
used in organizations, in this research can adopt of the broad concept of using
information technology to include many different types of platforms and
software systems that are generally available in organizations. Therefore, the use
of IT is defined as the application of IT within the operational and strategic
activities of the organization (Bhatta charge, A. & Hikmet, N., 2008).
Furthermore, the use of IT can be defined as a strategic tool of assistance and
support in various fields, whether administrative, economic, social or political.

e IT knowledge

IT knowledge is the degree to which a company acquires technical
knowledge of objects through computer systems. Likewise, IT Knowledge this
dimension describes the degree to which a company understands current and
emerging IT capabilities, and reveals awareness of the possibilities of the
information world about the options available to the organization. Thus, the
providing of the flexibility to quickly adapt to emerging market opportunities
(Crawford et al., 2011). The IT infrastructure provides the firm's members with
a speedy and effectively and facilitates the knowledge process transfer.
Technology is enabling managers’ to access the right select of Individuals to the
employee in the company and improve knowledge sharing (Al-Hawamdeh,
2002). Moreover, IT infrastructure provides facilitates the transformation of
tacit knowledge into explicit knowledge (Alavi & Leidner, 2001).

e IT Operations

IT Operations represent the extent to which the company uses
information technology to market management and customer information. In
addition, includes many factors such as software, support personnel, and
computer-based hardware (Pe’rez-Lopez & Junquera, 2013). IT Operations:
this concept is referred to IT-related methods, processes and technologies that
may be necessary if they are intended to create value. In the context, can define
IT operations as the extent to which the company uses to improve IT
competency and decision-making (Mishra et al., 2013). IT infrastructure is
referred to the tools and resources that contribute to the acquisition, processing,
storage, dissemination and use of information. According to this definition, IT
infrastructure includes elements such as hardware, software, and support
personnel (Pe’rez-Lopez & Junquera, 2013).
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4.2 Human Resources Management Practices

Organizations are managing human capital by establishing a variety of
human resources management and business practices. These practices can effect
of the results of job performance and profitability of performance (Lee, C. S., &
Lee. C. H., 2010) Specifically, HRM practices are strongly influenced executives
and employees behaviour. However, very few attempts have been made to
demonstrate that these practices effect of the skills or behaviour of the
workforce, some studies found that evaluation and training practices were
linked to executives (Wright, P. M., et.al. 2001). Some studies have attempted to
examine the relationship between HRM practices for IT staff through a wide
range of HRM practices was used in past pilot studies, and found that is
including the provision of training programs, incentive systems, and employee
participate, clearly defined roles (Delery, J.E., & Doty, D,H., 1996). Previous
research has indicated that HRM practices impact on IT innovation and
adoption (Tafti, A., Mithas, S., & Krishnan, M.S., 2007). HRM practices have
been identified and investigated by empirical studies in past literate and they
consist of compensation, training and development, recruitment and selection,
compensation, and training (Mohammed & Hazrillzwar, 2019). The HRM
practices typically investigated in empirical studies are compensation, training
and development, recruitment and selection, and performance appraisal
(Soomro, Gill., & Jatoi., 2011). Moreover, there are no widely accepted HRM
practices that focus specifically on the IS domain. Thus, we are pursuing the
theoretical works of previous studies (Lee, C. S., & Lee. C. H., 2010). To identify
HRM practices are relevant to the current research topic: (performance
appraisal, recruitment, job design, training programs).
e Recruitment

Recruitment is involved access to a selection of human resources,
recruitment procedures and put the right person in the right place. Recruitment
has been defined as how to obtain the human resources required ensuring the
continuity of the organization's operations, including the search for qualified
and suitable individuals to work within the organization who are expected to do
the best work requirements of the organization (DeNisi & Griffin, 2001).
Recruitment is the first and most important function of HRM as it is a process to
discover the sources of the workforce and how to meet the requirements of the
work through the use of means to attract a sufficient number of qualities and
characteristics that apply with the organization needs (Macky & Johnson, 2003).
Recruitment can be defined as the process by which the largest possible number
of individuals is attracted to apply for the job and then there are options for the
organization to choose the most suitable and best for the job (Naveen & Raju, 2014). E-
recruitment has become the way in which job vacancies are advertised to organizations
to try to attract the best human resources through the use of the Internet. E-recruitment
is characterized by a short time, low costs, and as well as the availability of wide
opportunities for the organization to attract and select the best competencies and as
quickly as possible (Greiner, 2003).
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e Training Program

Formal training is a form of the learning experience in an organization
provided by an employer to enhance the performance and personal growth of
employees.Formal training is an enables staff to identify and acquire new skills
and competencies that allow them to move to new positions, both within and
outside these organizations (Obisi, 2011). In addition, formal training enables
staff to feel worthwhile achievement in difficult tasks and staff who have
received extensive formal training are likely to be willing to take on challenging
tasks and more committed to the goals of the organization (Dessler, 2003).
Specifically, training can be effective in increasing staff morale and improving
their job performance. Moreover, training helps in the process of absorbing
employees and facilitates to acquire tacit knowledge in organizations (Tafti, et
al., 2007). Training is a planned activity that aims to bring about changes in the
experience and knowledge of employees through training programs to acquire
the necessary skills in doing a job (Dessler, 2003). Training is a process by which
the skill, talent and knowledge of the staff are improved (Obisi, 2011). In
general, previous studies are suggested that intensive training does not only
increase the knowledge and skills of employees, but may actually motivate
employees to learn and use IT systems in their work, and thus develop them.
e Job Design

Job design is the process by which the managers are: to customize, define
the content, modalities, relationships of specific functions, and tasks in order to
satisfy all organizational and individual requirements (lvancevich & Mattesom,
2002). Job design is the process of identifying and defining jobs by assigning
specific work tasks to individuals and groups, leading to high performance and
job satisfaction (Schermerhorn, 2001). Job design is the process of defining and
assigning the powers and functions of the job to individuals working in the
organization (lvancevich & Mattesom, 2002). The job design is a process to
determine the way in which work is done since there is more than one possible
way to do the work, should choose the way that is characterized by quality, low
cost, and increase customer and worker satisfaction (Noe et al, 2006). job design
iIs a mental activity that defines the roles and behaviours of the members of the
organization according to a attributes and properties set by the management to
choose the best way through which work is done based on its expectations and
perceptions of the needs of employees, and the objectives of the organization to
achieve satisfaction, high performance, efficiency and effectiveness of the
organization.
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e Performance Appraisal

The evaluation of human resources performance forms is the core of
performance management systems and is a formal systematic process for
identifying, monitoring, measuring, recording and developing jobs that are
relating to staff strengths and weaknesses (Mohammed & Hazrillzwar, 2019).
Performance appraisal is the process used to determine an employee's
performance in his or her job, and it provides input to the training, and
development needs of employees, as well as provides inputs to validate HR
selection and planning procedures. The formal assessment is required to justify a
wide range of HR-related decisions such as wage increases, promotions,
exclusion, termination of employment, and identification of training needs
(Boohene, 2011).
5. Data Analysis and Results

The results have been reviewing and analysing for the purpose of
analysing the sample answers and examining of researches' hypotheses of the
correlation relationships and effect between the research variables in the
researched company.
5.1 Description of the study sample

The first part of the questionnaire included the personal information of
the respondent’s Table (3), refers to the results that have been related to
demographic characteristics, The number of male respondents reached a total of
(54) by 72%, while the number of females (21) by 28%. As for age, the highest
percentage was recorded for the age group 36 -45 with a ratio of (0.36). The level
of education was 3% of PhD, 7% of Masters, 10% Higher Diploma, 59% of the
bachelor's degree and 16% has a diploma. The highest percentage was 51% of
10 -15 years’ experience.

Table 3, Demographic characteristics of the respondents

AGE | N % Experience | N % | Education Level N | % | Gend | N %
er
25at least | 17 22 39112 | 34 Doctorate | 2 | .03 | Male | 54 | .72
26-35 | 25 .33 10-15 | 39 | 51 Master | 5 | .07 | Femal | 21 | .28
e
36-45 | 27 .36 16-21 | 9 A2 Higher Diploma | 8 | .10
46-55 | 6 .08 22-30 | 2 .03 bachelor | 45 | .59
56 and above 1 .01 | 31 and above - Diploma | 16 | .21
Total | 76 | 100 76 | 100 76 | 100 76 | 100

5.2 Diagnosis and analysis of research variables

The diagnosis of the respondents’ responses about the questionnaire
paragraphs through the diagnosis of the reality of the IT competency in its
dimensions, and the diagnosis of the reality of HRM practices in its dimensions,
as shown in Table 4, and 5.
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5.2.1 Diagnose and analysis the Dimensions of IT competency

The IT competency is measured by three dimensions (IT operations, IT
knowledge, IT usage). It was measured by 16 items distributed on the three
dimensions, based on the scale by (Tippins, M., & Sohi, R., 2003). The results of
the sample responses were determined according to the importance. It is clear
that the IT competency is receiving good attention of the researched company.
The percentage was (77%), and the mean (3.86), which is higher than the
hypothetical mean of the scale which is the amount of (3). This indicates the
interest and effective role of IT in business performance. As well as, the
measuring of the variation coefficient for each dimension of IT competency, it
shows arrange IT usage first, IT Knowledge at the second arrange, while IT
operations at arrange of third, these means do not receive the attention from the
management compared of the other dimensions. The following is shown the
analysis of each dimension of the IT competency as in Table (4):

Table 4, Diagnose and analysis the Dimensions of IT competency

Dimension SA A N.DA DA SDA M % |SD| VvC | A
of IT G

competency | N % |N| % [ N| % |[N| % | N | %

IT usage

5 07 |4 | .05 |17| .23 |23 | 31 [ 26| .34 |3.80| .76 | .353 | 9.289 | 1

operations

IT |2 03 |5 | .07 |15] .20 |30 | 40 | 23| 31 302 | 78 | 365 9311 | 3

knowledge

IT |6 .08 | 4| .05 |10 .13 |26 | .34 | 29 | .388 388 | 77 | 361 | 9304 | 2

Total

11| 18 |13 ] 17 | 42| 56 |79 ]105|78|1.04]3.86]| .77 |.359 ] 9.301

Strongly Agree= SA, Agree=A, Neither Disagree or Agree= N.DA, Disagree=DA,
Strongly Disagree=SDA.
Mean = M, Standard Deviation =SD, Variation Coefficient= V.C, Arrange= AG
e IT operations

The IT operations dimension was measured by six items including the
first item (our company has the ability to collect and analyse information about
the customers through the computer-based systems). The second item (the
company is used the computer-based systems to access market information from
external databases). The third item (our company emphasizes the procedures by
which data and information are collected based on Internet sources). The fourth
item (our company use computer-based systems to analyse customer data). The
fifth item (our company relies on the computer-based systems to obtain, store
and process customers information). The sixth item (the company frequently use
decision support systems when it comes to customer information management).
This dimension achieved a mean of (3.92), which is larger than the hypothetical
mean by a good percentage, and this indicates that there is an interesting from
the company researched in the availability of jobs with a variety of performance
required to accomplish, where the percentage was 78%. The standard deviation,
which shows the degree of dispersion of this variable was (0.365), which is
indicates a small dispersion of the answers of the study sample in this area.
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e IT Knowledge

This dimension was measured by five items, the first (the company has a
technical support team is knowledgeable with respect to computer-based
systems. The second item (our company has a high degree of computer-based
technical expertise). The third item (the company is knowledgeable with new
computer-based innovations). The fourth (the company has the knowledge to the
development and maintaining computer-based communications links with
customers). Fifth item (the company has human resources that possess the
knowledge, skills and can able to deal with global developments). The five items
achieved a mean of (3.88), which is a good mean compared to the hypothetical
mean. The percentage was 77%, the standard deviation of this variable was
(0.365), which indicates a small dispersion of the answers to the study sample in
this area.
e |T usage

This dimension was measured by five items, the first item (our company
employs a manager whose main functions include our IT department). The
second item (our company employs the employees on the basis of possessing
experience in our IT management).The third item (our company members are
connected to an internal and external computer network). Fourth item (the
company can create a software application whenever needed). The fifth (our
company allocates a large amount of money to new IT hardware and software
and how to use it). The five items achieved a mean of 3.80, which is larger than
the hypothetical mean is by a good percentage. This shows that the jobs held by
the research sample individuals are based mainly on the competency and use of
information technology. The percentage was 76%, the standard deviation of this
variable was (0.353), which indicates a small dispersion of the answers of the
research sample in this area.
5.2.2 Diagnose and analysis the Dimensions of HRM practices

The HRM practices were measured by four dimensions (performance
appraisal, training programs, recruitment, and job design). These practices were
measured through (28) items which were distributed to the sub-dimensions of
HRM practices by relying upon the scale of (Hellrigel, Slocum & Woodman,
2001) (Chang & Chen, 2002) (Edgar, F., & Geare, A. 2005). Table (5) shows that
the dimensions of HRM practices in the company researched and according to
the responses received of sample these practices have a medium attention from
the management of the company researched, The percentage of these dimensions
was 66%, which is equivalent of a mean (3.34), which is higher than the
hypothetical mean of 3 but with a small percentage. This indicates that the
limited attention from the researched company about the role of HRM practices.
Moreover, when was calculated of the variation coefficient for each dimensions
of the HRM practices, this practices have shown to according of the perceptions
of the research sample, the recruitment is the first arrange, training and
development is the second arrange, third arrange is a performance appraisal,
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and the job design in the fourth arrange. This indicates that the company
researched did not pay enough attention to the design of the work. The following
is an analysis of the dimensions of HRM practices that have been selected as
being consistent with the independent variable as follows:

Table 5, Describe and analysis the Dimensions of HRM practices

The | SA A N.DA DA SDA | M | % |[SD| VC | A
dimension G
of HRM[N [ % [N| % [N| % |[N]| % | N| %
practices
Training | 14 | 19 | 16| 0.21| 18| 24 |19 | 025 | 8 | 0.11 | 300 | 60 |.278 1 9.266 |2
Job Design | 16 | 0.21 | 20 | 27 | 20| 27 |10 | 013 | 9 | 0.12 | 3.37 | .67 | .313 | 9.287 | 4
Recr“'tmeq 21028 | 16021 |23 031 | 7 [009| 8 |01 |33 |66 | 3089154 11

performanc | o, | 59 | 51 | 0.28 | 22 | 029 | 6 | 0.08 | 4 |o0.05 | 361 |72 |.335)9279 3
e appraisal
Total | 73 | .97 |73 |.97 |83 |11 |42 | .55 |29 |0.39 |3.34| .66 |.311]09.311 |2

Strongly Agree= SA, Agree=A, Neither Disagree or Agree= N.DA, Disagree=DA,
Strongly Disagree=SDA.
Mean = M, Standard Deviation =SD, Variation Coefficient= V.C, Arrange= AG

e Performance appraisal

The dependent variable was measured by seven items, the first item (the
company’s management focuses on the personal characteristics of individuals
working as important criteria to measure their performance). The second item
(the management of the company applies the important criteria that measure the
performance of the employed individuals).The third (the management of the
company depends on the opinion of the direct supervisor in appraisal
performance of employees). The fifth item (the modern assessment system uses
the latest technology). The six-item (promotions and training testing are based
on evaluation information). The seventh (the company’s evaluation system is
based on growth and development). The eighth (performance is measured based
on objectives and quantitative results).

e Recruitment

This variable was measured by six items are: (1) the management of the
company gives attention and focus of hiring individuals for the right job, (2) the
management of the company develops programs and incentives to hire people
successfully,(3) the company's management focuses on recruiting and testing
highly qualified and diverse skills to improve its services, (4) the company relies
on qualified personnel from abroad when it expects that there is a lack of
competencies within the company to continue to improve its business, (5)
recruitment processes in the company take the needs of the departments to fill
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the vacancies in them, (6) the company operates through the promotion method
from the inside to raise the morale of the employees and achieve job satisfaction
to increase productivity. The six items are achieved a mean of 3.31, which is
greater than the hypothetical mean by (0.31), This points, out that there is a
middle tendency among the management of company researched to identify and
recruit the right individuals for employment, the percentage was 66%. The
standard deviation of this variable was (0.308), although the arrangement of
recruitment process came first, the company's management did not give the
required attention.

e Training programs

This variable was measured by eight items are: (1) the company has role
in nominating employees for training courses that contribute to their
preparation and development, (2) the company trains new employees on the
nature of work before gives the employees of duties, (3) the company has plans
to continually identify training needs according to the requirements of each job,
(4)the training courses to which employees are subject that related to the nature
of their work, (5) the company adopts multiple training methods to develop the
capabilities and qualifications of individuals according to the technology, (6) the
company employees are trained as needed, (7) the training is increasing the
performance of employees in the company, (8) the company encourages
employees to improve the academically and professionally level. The eight items
achieved a mean of 3.00 it is equal to the hypothetical mean. This level of
answers gives an explanation that the researched company does not pay much
attention to this process and does not takes into account the content of the
training program with individuals speciality. Most of the respondents
complained, and the role of HR officials and managers are limited, the selection
of employees for training courses inside and outside the country without
reference to special criteria in this regard, therefore, the percentage reached
(60%). The standard deviation of this variable was (0.278), which indicates the
consistency of the study sample answers, and the lack of dispersion of those
answers around most paragraphs, and their awareness of the importance of
training programs at one stage of their career development, as well as the
importance of continuing training courses to increase their competencies and
retain their jobs.

e Job Design
This variable was measured by seven items are: (1) The management of

the company is seeking to provide jobs that give the occupant it a chance of the
independence and freedom of performance to creativity, (2) the management of
the company is concerned with making individuals feel that they belong to the
job and affect each other to get to a good performance, (3) the company
management is to provide feedback for each job within the company to the
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extent that the employee can work with all the quality, (4) the company
management is provides jobs of high diversity in the job of the employee, (5) the
company management is concerned with the regular job to the extent that the
occupant is waiting for the opportunity to complete it best, (6) The company
follows the method of employee mobility between jobs in several directions to in
order to increase expertise and efficiency, (7) the role of the direct officer to
providing the employee with information that facilitates the process of career
development. The seven items were achieved a mean of (3.37) it is larger than the
hypothetical mean by (0.37), which indicates that there is a middle tendency of
the management of the company researched of the process job design and
employee, the percentage was 67%. The standard deviation of this variable was
(0.313), which indicates a low dispersion of the answers to the study sample in
this area.

5.3 Results and Test hypotheses

5.3.1 Analyse the correlation between IT competency with its dimensions and
HRM practices

Table (6) shows the relationships of correlations between dimensions of IT
competency on total with HRM practices. There is a strongly significant
relationship between them overall. The calculated t (2.64) is greater than the
tabular value under the level of significant (0.05), and the critical degree of
(1.68). The value of the correlation (0.85), there is a strong positive correlation
supports the validity the first major hypothesis which is (there is a significant
relationship between the IT competency and HRM practices in terms of
dimensions). It is pointed out that the IT competency, which is well used and is
utilized in the conduct of all work, and to accord with the three basic dimensions
will lead to an increase the effective role of HRM practices.
Test of the hypotheses emanating from the first main hypothesis is as follows:

Table 6, Relationships of Correlations between Total Dimensions of
IT competency and HRM Practices

Independent | Dependent | Correlation | calculated | significance
Variable Variable coefficient | (t) value

IT usage x; 0.876 3.008 support
IT operations HRM 0.769 2.086 support
X5 practises
IT knowledge 0.854 2.846 support
X3

X Y 0.833 2.646 support

Value (t) Tabular under significance level (0.05), Freedom degree = (1.68).
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a. The results showed that there was a significant correlation between the uses of
technology and human resources management practices, where the calculated
value of t was (3.008), which is greater than its tabular value under the level of
significance (0.05), and the degree of freedom of (1.68). The correlation value is
(0.876), a high positive correlation supports the validity of the first sub-
hypothesis emanating from the first main hypothesis (There is a significant
relationship between the use of technology and HR practices), This is a strong
relationship indicates that work that allows employers to use diverse skills have
increased the effectiveness and role of HRM by increasing the willingness and
high interest of individuals in carrying out these activities and urging their
departments to the support.

b. The results showed that there is a significant correlation between IT
operations and HRM practices. Whereas the calculated value (t) was (2.086),
which is greater than the tabular value under of significant level (0.05), degree of
freedom of (1.68), The correlation value of (0.769), is a good positive correlation
to supports the validity of the second sub-hypothesis emanating from the first
main hypothesis (There is a significant relationship between IT operations and
HRM practices). This is a good relationship of indicates that the more IT
operations in a researched company can contribute to the effectiveness of
individuals' practices.

c. The results showed that there is a strong significant correlation between IT
knowledge and HRM practices, since the calculated value of t is (3.758), which is
greater than the tabular value under of significant level (0.05), the degree of
freedom of (1.68). The correlation value (0.908) is a high positive correlation
supports to the validity and validation of the third sub-hypothesis emanating
from the first main hypothesis (There is a significant relationship between IT
knowledge and HRM practise). This is a strong relationship of indicates that
more attention is given to the organizing of jobs held by individuals in terms of
having access to technical knowledge opportunities, the HRM practices will be
more effective.

5.3.2 Analyse the impact of IT competency with its dimensions on HRM
practices

Table 7 shows the results of the regression analysis between IT
competencies in overall on HRM practices. That there is a good sign of IT
competency with its dimensions in overall on HRM practices. The calculated
value of (F) was (7.17) which is greater than its tabular value under the
significant level (0.05) of (3.95). From the observation of the beta coefficient (B)
of (0.465) which is indicates that the change of one unit in IT is accompanied by
a change of (0.46) in human resources management practices, and this indicates
the importance of IT to increase the effectiveness of HRM practices. The value of
the R2 was (0.691), which is a high percentage, indicates that the amount of
(0.691) of the total variation in HRM practices is determined by the perception
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of employees of the importance of the study sample of IT competency and how
effects on management practices. That the remaining is (0.226) the impact ratio
represents other unknown variables. The value of the regression curve (a) which
indicates the value of the dependent variable if the value of the independent
variable is 0, It differs for 0 which means a good relationship between IT
competency and HRM practices. Hence, there is a great interest in human
resources management practices in the researched company is (8.028). This
result confirms the validity and validation of the second main hypothesis (There
is a significant effect of IT competency in terms of dimensions on HRM
practices). Thus, the regression equation can be formulated as follows (Y= 8.028
+ 0.465X).

Table 7, Analyse the impact of IT competency with its dimensions on HRM

practices
Independent Dependent | R? F o B significance
Variable Variable
IT usage xi 0.750 | 9.06 | 7.559 | 0.494 | significance

IT operations X, HRM 0.599 | 4.35 | 9.333 | 0.382 | significance
IT knowledge x3 | practises | 0.729 | 8.11 | 7.187 | 0.522 | significance
X Y 0.692 | 7.17 | 8.024 | 0.466 | significance

Value (F) Tabular under significance level (0.05), Freedom degree = (3.95).

The test hypotheses emanating from the second main hypothesis are as follows:
a. Analysis of results was shown in Table 7, that there was a significant effect of
the use of IT on HRM practices, where the calculated value (F) of (9.06), which is
greater than its tabular value at a significant level (0.05), and the degree of
freedom (3.95). From the observation of the beta coefficient () of (0.494), which
indicates that the change of one unit in the use of information technology is
accompanied by a change of (0.494) in HRM practices. This shows the
importance of IT using to increase the effectiveness of HRM practices. The value
of (R2) was (0.750) which is a high percentage. This means, there is a great
interest in human resources management activities in the researched company of
the value of (a) is (7.559). These results have confirmed the validity and
validation of the first sub-hypothesis emanating from the second main
hypothesis (there is a great significance of IT usage on HRM practices). The
regression equation can be formulated as follows (Y= 7.559 + 0.494).
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b. Analysis of results was shown in Table 7, that there was a significant effect of
IT operation on HRM practices, where the calculated value (F) of (4.35), which
is greater than its tabular value at a significant level (0.05), and the degree of
freedom (3.95). From the observation of the beta coefficient () of (0.382), which
indicates that the change of one unit in the IT operation is accompanied by a
change of (0.382) in HRM practices. This shows the importance of IT operation
to increase the effectiveness of HRM practices. The value of (R2) was (0.599)
which is a high percentage. This means, there is a great interest in HRM
practices in the researched company of the value of (o) is (9.333). These results
have confirmed the validity and validation of the second sub-hypothesis
emanating from the second main hypothesis (there is a great significance of IT
operation on HRM practices). The regression equation can be formulated as
follows (Y=9.333+ 0.382).

c. Analysis of results was shown in Table 7, that there was a significant effect of
IT knowledge on HRM practices, where the calculated value (F) of (8.11), which
is greater than its tabular value at a significant level (0.05), and the degree of
freedom (3.95). From the observation of the beta coefficient () of (0.522), which
indicates that the change of one unit in the IT knowledge is accompanied by a
change of (0.522) in HRM practices. This shows the importance of IT knowledge
to increase the effectiveness of HRM practices. The value of (R2) was (0.729)
which is a high percentage. This means, there is a great interest in HRM
practices in the researched company of the value of (a) is (7.187). These results
have confirmed the validity and validation of the third sub-hypothesis emanating
from the second main hypothesis (there is a great significance of IT knowledge
on HRM practices). The regression equation can be formulated as follows (Y=
7.187+ 0.522).

6. Conclusion

Recently, there has been a global trend in the field of IT as well as, the
human resource as the main elements of most international companies and
institutions. Thus, the study focused on a number of conclusions, for example,
the results have indicated that the use of IT is relevant to improving employee
performance. Moreover, the jobs have held by the employees of the surveyed
company are appropriate due to the availability of good IT competency
dimensions, which results from the interest of the company management. The
company responses to the changes in the factors an associated with the
efficiency and use of technology, through the continuous use and modernization
of hardware and software, thus increase the training of employees to improve
the performance. Recruitment variable is first arranged in terms of the
importance, which indicates that the jobs in the company have granted to the
person who has the competence, excellence, skills, and experience. The responses
of the study sample showed a medium tendency towards the HRM practices by
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the management of the researched company. The Human Resources Department
IS carrying out some activities under other names as one of its tasks. The
company is serious of practising training programs due it relies on technology in
performance. As well as, the study sample answers have shown the inequity of
training opportunities in the researched company. Performance appraisal of the
study sample individuals is contributing to defining the goals and commensurate
with the abilities and skills, owned by employees. This is a good indicator shows
the awareness of employees and management of the importance of performance
appraisal to achieve future goals. Finally, the members of the surveyed company
are realized the important role that the efficiency of IT can play in the activation
of HRM practices by promoting outstanding performance via technology and
human resource that they are characteristics of the current era.

7. Recommendations for future research

7.1 Recommendations

The researched company should give more importance to HRM practices by
delegating some powers to manage human resources. In addition, justice in the
nomination of employees' for training courses, especially in the out country. It is
necessary of the researched company has scientifically methods as needed in the
distribution of staff on jobs in terms of their abilities, qualifications and
competencies, in order to achieve the principle of placing the right person in the
right place. The human resources management in the company should be aware
of the nature and dimensions of the efficiency of information technology and the
active role in enhancing its performance and choose the appropriate method for
the nature of its activity, the skills and abilities of its employees.

7.2 Future Research

The present study suggests some future research that is related to the subject of
this research, including the following:

1. Itis necessary to study of dimensions and practices related to human resource
management practices and information technology.

2. It is possible to use other sub-variables and combine them with one of the
variables mentioned in the research.

3. Given the importance of the study variables, we find it is necessary to apply
the study in other organizations.

4. It is necessary to conduct a broad study on the subject of the competency and
capabilities of IT and its impact or role in many practices and in most
institutions or organizations.

5. There are many studies that can be carried out by taking the variables of
technology and integrating them on several different topics and from different
aspects.

Journal of Economics and 63 Vol.25 No.116 2019
Administrative Sciences



The Role of Information Technology Competency in Activating
of Human Resources Management Practices/ Applied Study in
the Informatics and Communications Public Company in Iraq

References

1. Alavi, M. and Leidner, D.E. (2001), “Review: knowledge management and
knowledge management systems: conceptual foundations and research issues”,
MIS Quarterly, Vol. 25 No. 1, pp. 107-136.

2. Al-Hawamdeh, S., (2002), “Knowledge management: re-thinking information
management and facing the challenge of managing tacit knowledge”,
Information Research, Vol. 8 No. 1 (Paper No. 143).

3. Anabel Fern_andez-Mesa., Jose” Luis Ferreras-Me'ndez & Joaquin Alegre.,
& Ricardo Chiva, (2014), “IT competency and the commercial success of
innovation”, Industrial Management & Data Systems, Vol. 114 No. 4, pp. 550-
567.

4. Bapna, R., Langer, N., Mehra, A., Gopal, R. and Gupta, A., (2013), “Human
capital investments and employee performance: an analysis of IT services
industry”, Management Science, Vol. 59 No. 3, pp. 641-658.

5. Bharadwaj, A., (2000), “A resource-based perspective on information
technology capability and firm performance: An empirical investigation” , MIS
Quarterly, 24(1), 169-196.

6. Bhatt, G. & Grover, V., (2005).,” Types of information technology capabilities
and their role in competitive advantage: An empirical study”. Journal of
Management Information Systems, 22(2), 253-277.

7. Bhatta charge, A. and Hikmet, N., (2008), *"Re-conceptualizing Organizational
Support and its effect on Information Technology Usage: Evidence from the
healthcare sector, The Journal of Computer Information Systems, (48:3), pp. 69-
76.

8. Boone, Rosemond., (2011),”The Effect of human resource management
practices on corporate performance: A Study of Graphic Communications
Group Limited”, International Research Business, Vol.(4), No.(1), PP.(266- 272).
9. Chang, P., & Chen, W. (2002). “The effect of human resource management
practices on firm performance: Empirical evidence from high-tech firms in
Taiwan”. International Journal of Management, 19(4), 622-631.

10. Crawford, J., Leonard, L.N.K. & Jones, K., (2011), “The human resource’s
influence in shaping IT competence”, Industrial Management & Data Systems,
Vol. 111 No. 2, pp. 164-83

11. Delery, J. E. and Doty, D. H. (1996), ""Modes of theorizing in strategic
human resource management: Tests of universalistic, contingency, and
configurationally performance predictions”, Academy of Management Journal,
39, 802-835.

12. DeNisi, Angelo S. & Griffin, Ricky W., (2001), "Human Resource
Management™, 2nd ed, Houghton Mifflin Company.

13. Dessler, Gary, (2003),” Human Resource Management”, 9th ed., Pearson
Education, Inc, under Saddle Review, newter, USA.

Journal of Economics and 64 Vol.25 No.116 2019
Administrative Sciences



The Role of Information Technology Competency in Activating
of Human Resources Management Practices/ Applied Study in
the Informatics and Communications Public Company in Iraq

14. Dewett, T. & Jones, G. R., (2001), ""The Role of Information Technology in
the Organization: A review, model, and assessment," Journal of Management
(27:3), pp.313-346.

15. Edgar, F., & Geare, A. (2005). “HRM practice and employee attitudes:
Different measures different results”. Personnel Review, 34(5), 534-549.

16. Greiner, Ben, (2003), ' The Online Recruitment System ORSEE: A Guide
for the Organization of Experiments in Economics™, Working Paper, August: 7-
20.

17. Ivancievich, John M., & Matteson, Michael T., (2002), “Organizational
Behavior and Management”, 6" ed. McG raw-Hill, Inc. Boston.

18. Laudon, K. C., & Laudon, J. P., (2002), Essential of management
information systems (5th ed). New Jersey: Prentice-Hall .

19. Lee. C. S., & Lee C.H, (2010), “Effects of HRM Practices on IT Usage”.
Journal of Computer Information Systems, 50(2), 83-94.

20. Macky, K. & Johnson, G. (2003), Managing Human Resources in New
Zealand ,2nd ed., Mc Graw Hill Australia.

21. Mishra, S., Modi, S.B. & Animesh, A., (2013), “The relationship between
information technology capability, inventory efficiency, and shareholder wealth:
a firm-level empirical analysis”, Journal of Operations Management, Vol. 31 No.
6, pp. 298-312.

22. Mohammed Y.A. Alsabbah., & Hazrillzwar Ibrahim., (2019), “HRM
Practices and Employee Competence: A General System Perspective”,
International Journal of Business, Economics and Law, Vol. 4,1SSN 2289-1552.
23. Noe, Raymond , A & Hollenback , John ,R & Gerhart , Barry & Wright,
Patrick ,M (2006) "*human resource management'” Gaining a competitive
advantage.

24. O’Brien ,J.A., & Marakas ,G.M., (2007), “The Management information
systems of a business unit ”, McGraw-Hill/lrwin, (10th ed), McGraw-Hill
Companies.

25. Obisi, Chris, (2011), “Employee Training and Development in Nigerian
Organisations: Some Observations and Agenda”, Australian Journal of Business
and Management Research, Vol.(1), No.(9), PP.(82-91).

26. Pavlou, P. A. & El Sawy, O. A., (2006),"From IT Leveraging Competence to
Competitive Advantage in Turbulent Environments: The Case of New Product
Development," Information Systems Research (17:3), pp. 198-227.

27. Pe'rez-L_opez, S. & Junquera, B., (2013), “The relation between IT
competency and knowledge management processes and its mediators”, Tourism
& Management Studies, Vol. 9 No. 1,pp. 109-115.

28. Ross, J. W., Beath, C. M., & Goodhue, D. L., (1996), “Develop long-term
competitiveness through it assets”, Sloan Management Review, 38(1), 31.

29. S. Naveen & D. N. M. Raju, (2014), “A study on recruitment & selection
process with reference to three industries, cement industry, electronics industry,

Journal of Economics and 65 Vol.25 No.116 2019
Administrative Sciences



The Role of Information Technology Competency in Activating
of Human Resources Management Practices/ Applied Study in
the Informatics and Communications Public Company in Iraq

the sugar industry in Krishna DtAp, India”, IOSR Journal of Business and
Management, 15 (5), 60-67.

30. S. Pérez-Lépez, B. Junquera, (2013)., “The relation between IT competency
and knowledge management processes and its mediators”, Tourism &
Management Studies, Vol. 9, Issue 1, 109-115.

31. Sambamurthy V. and R.W. Zmud., (2000), “Research Commentary: The
Organizing Logic for an Enterprise’s IT Activities in the Digital Era — A
Prognosis of Practice and a Call for Research”, Information Systems Research,
(11)2, pp. 105-115.

32. Schermerhorn, John R., (2001), “Management”, 6" ed. John Wiley and
Sons, Inc. New York.

33. Soomro, R.B., Gilal, R.G. & Jatoi, M.M., (2011), “Examine the impact of
human resources management (HRM) practices on employees performance a
case study of Pakistani commercial banking sector”, Interdisciplinary Journal of
Contemporary Research in Business, Vol. 3, No. |, pp. 865-78.

34. Tafti, A., Mithas, S., & Krishnan, M.S., (2007) "Information technology and
the autonomy control duality: Toward a theory”, Information Technology and
Management, (8:2), pp 147-166.

35. Tanriverdi, H., (2005), “Information technology relatedness, knowledge
management capability and performance of multibusiness firms. MIS Quarterly,
29(2), 311.

36. Tippins, M. & Sohi, R. (2003), “TI competency & firm performance: is
organizational learning a missing link”? Strategic Management Journal, 24(8),
745-761.

37. Turban, E., Leidner D., Mclean E. & Wetherbe J., (2008), “Information
Technology for Management Transforming Organizations in the Digital
Economy” . 6th Edition, John Wiley & Sons (Asia) Pte Ltd., Hoboken

38. Wright, P. M., Dunford, B.B., Scott A. & Snell, S. A., (2001), "Human
resources and the resource-based view of the firm”, Journal of Management,
(27), 701-721.

Journal of Economics and 66 Vol.25 No.116 2019
Administrative Sciences



The Role of Information Technology Competency in Activating
of Human Resources Management Practices/ Applied Study in
the Informatics and Communications Public Company in Iraq

Dol 351681 3 3130 ol ylace Juems (8 Cologhal) Lo o) 52 5ola S 395
Byl (5 (nilaghatly SN LASW Dneladl v ol (8 radalal el 33

3l fasla 73Laz@8W 9 3y aW s 77 el (S ygn S lael (50520
soaddud)

L o1 95 aladiaf) " da) (389 e glaall i gl piSH BpUS g0 rudagi () Gaall I3 chagy
o jlaa Joadli (8 Jisa e (e glral L ol 53S0 clles g ila glaall L 915385 4B jaa g ila laall
(3 Al g i 6l) avanat g il gl g gatl) g s pill) pdla pe ol el Ayl 8 ) gl B0
Lla P e daglill g Adiiewal) @l psial) G iy s ¥ clble yaad &4y ¢ Al e (el
g A pdial) 3 ) gal) B0) cilea jlan g il slrall Ui ol 5iS5H BEES (p yilig ABMe i i) (i b
o LAl Ailaglaall dalal) AS Al g Gl 13 GlSuy Glai Gl ¢ Al e 3l Laaalay)
Gl pdia G lBal) LAY Eall avanal A Sl mwall g Aua gl Juladl) gl Gald) i), 3) )
(i) 9 J0 ph LA o5 B g ¢ (Cpatenall) (i ptall g ol gall (o 23 e Qi) g a5 Gl
Gulla¥) aladind JA ¢ clibndl Juladl (SPSS) (Aaal) el aladiud ai cuaiuall 76 clediy
JLEAY clilyll dhagy daladl g bmall Gl Ay i) Jalaa gl Jia diuagll g dsiluan)
Cilia gi Al Clalifia) aal e Lal, il dua B LAY Jased) Al jaadY) Jalaa g ol Y1 dua 8
il glaal) L of 935 il WSy 45 pudal) 3 50 gl 3 409) b jlaa (e Bl ) ABDe 3925 ) Al jall oda L)
L) & e Cp Al 8l ABdle lia ¢ il ¢
PRIl (g pedial) 3 ) gall B0 cileasban e glaall Lin 59385 BolS /imel) Prced W) Ciloellasal
H.Aa.aﬂ s%)ﬂ\ G'LAU,\ sQLAJM\ Q@JJJ.’\SE QQS.AG “L\LAJM\ 1:\93.‘3.'\53 h’ju sQLAJM\ 1,.\9333.'\53
S Al g ((PUaRILYY) il gil) Jaall)

Journal of Economics and 67 Vol.25 No.116 2019
Administrative Sciences



