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1. Introduction

1.1 Research Background

The accelerating pace of digital transformation
has reshaped organizational operating models, while
frequent global crises (e.g., supply chain disruptions,
technological ) have heightened the demand for
organizational resilience—the ability to adapt and
recover from adversities (Linnenluecke, 2022). Human
resource management, as a core driver of organizational
capability building, has gradually shifted from
administrative functions to strategic practices that align
with digital strategies (Boon et al., 2023). Strategic
HR practices, including targeted training, performance
management systems, and employee empowerment,
are increasingly recognized as critical antecedents of
organizational resilience (Jiang et al., 2024).

However, existing studies exhibit two research
gaps. First, the mechanism linking strategic HR
practices to organizational resilience remains
underexplored. While some scholars have noted the
role of employee attitudes (e.g., commitment), few
have examined psychological capital (PsyCap)—
a positive psychological state encompassing hope,
efficacy, resilience, and optimism (Luthans et al.,
2022)—as a potential mediator. Second, contextual
factors such as urbanization level have been neglected.
Cities with different urbanization degrees vary in
digital infrastructure, talent pools, and institutional
environments, which may influence the effectiveness
of strategic HR practices (Zhang & Liu, 2023). For
instance, in highly urbanized areas with abundant
digital resources, employee PsyCap may be more easily

stimulated by HR interventions.

1.2 Research Objectives and Significance

This study aims to: (1) verify the direct effect of
strategic HR practices on organizational resilience in
digital transformation; (2) examine the mediating role
of employee PsyCap; (3) explore the moderating role
of urbanization level.

Theoretical significance lies in constructing a

moderated mediation model to enrich the interface
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of strategic HR management and organizational
resilience. Practically, it provides tailored HR strategies
for enterprises in different urban contexts to enhance

resilience during digital transformation.

1.3 Research Framework and Hypotheses

Based on social exchange theory (Blau,
1964)—which posits that reciprocal exchanges
between organizations and employees foster positive
outcomes—and conservation of resources theory
(Hobfoll, 1989)—which emphasizes resource
accumulation as a driver of resilience—the following
hypotheses are proposed:

H1: Strategic HR practices have a positive effect
on organizational resilience.

H2: Employee psychological capital mediates
the relationship between strategic HR practices and
organizational resilience.

H3: Urbanization level moderates the positive
effect of strategic HR practices on employee
psychological capital, such that the effect is stronger in
high-urbanization areas.

The research framework is illustrated in Figure 1.
Figure 1. Research Framework

Strategic HR Practices — [Psychological
Capital (Mediator)] — Organizational
Resilience

T
Urbanization Level

(Moderator)

2. Literature Review and Hypothesis
Development

2.1 Strategic HR Practices and

Organizational Resilience

Strategic HR practices refer to systematic
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HR activities designed to enhance organizational
performance by developing employee competencies
(Delery & Doty, 1996). In digital transformation,
three types of practices are particularly critical: (1)
Digital skill training: Providing courses on digital
tools (e.g., Al, big data analytics) to bridge skill gaps;
(2) Performance management: Linking performance
evaluation to digital innovation outputs to motivate
proactive behavior; (3) Employee empowerment:
Granting decision-making authority in digital project
execution to enhance responsiveness (Bhatnagar &
Sharma, 2023).

Organizational resilience in digital contexts
involves three dimensions: adaptive capacity (adjusting
business models), absorptive capacity (integrating new
digital knowledge), and restorative capacity (recovering
from digital failures) (Duchek, 2022). Strategic HR
practices contribute to these capacities by accumulating
human capital: Training builds digital skills (absorptive
capacity); performance management aligns individual
goals with organizational resilience objectives (adaptive
capacity); empowerment enhances employee initiative
in crisis response (restorative capacity) (Jiang et al.,
2024). Thus, H1 is proposed.

2.2 The Mediating Role of Psychological
Capital

Psychological capital is a malleable resource that
enables employees to cope with challenges and pursue
goals (Luthans & Youssef-Morgan, 2023). Strategic
HR practices can foster PsyCap through two pathways:
(1) Resource investment: Training and empowerment
signal organizational support, helping employees
accumulate psychological resources (hope, efficacy); (2)
Positive feedback: Performance management systems
that recognize digital innovation provide positive
reinforcement, enhancing optimism and resilience
(Avey et al., 2022).

In turn, PsyCap promotes organizational
resilience. Employees with high PsyCap are more
willing to adopt digital technologies (absorptive
capacity), propose adaptive solutions (adaptive

capacity), and persist in overcoming digital setbacks

(restorative capacity) (Newman et al., 2023). For
example, a study by Wang et al. (2024) found that
employee efficacy mediated the effect of digital
training on organizational adaptive capacity. Thus, H2

is proposed.

2.3 The Moderating Role of Urbanization
Level

Urbanization level is measured by indicators such
as population density, digital infrastructure coverage,
and tertiary industry proportion (United Nations, 2023).
In high-urbanization areas: (1) Digital infrastructure
(e.g., 5G, cloud computing) is more advanced, enabling
effective delivery of HR practices (e.g., online training);
(2) Talent competition is fierce, so employees value
organizational investments (e.g., empowerment) more,
strengthening the PsyCap response; (3) Institutional
environments (e.g., digital innovation policies) are
more supportive, reducing barriers to HR practice
implementation (Zhang & Liu, 2023).

Conversely, in low-urbanization areas with limited
digital resources, strategic HR practices may fail to
fully stimulate PsyCap. For instance, offline training in
remote areas may lack digital tools, weakening efficacy

enhancement. Thus, H3 is proposed.

3. Research Methodology

3.1 Sample and Data Collection

Data were collected from enterprises in 15
cities across three countries (China, United States,
Egypt) from March to June 2024. Stratified sampling
was used to ensure representation across industries
(manufacturing, IT, finance, services) and urbanization
levels (high: >70%, medium: 50%-70%, low: <50%).

Questionnaires were distributed to HR managers
(assessing strategic HR practices) and frontline
employees (assessing PsyCap). A total of 600 paired
questionnaires were sent, with 523 valid pairs returned
(response rate: 87.2%). Sample characteristics are

shown in Table 1.
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Table 1. Sample Characteristics

Characteristic Category Frequency Percentage
Industry  Manufacturing 189 36.1%
IT 142 27.2%
Finance 98 18.7%
Services 94 18.0%
Urbanization High 215 411%
Level
Medium 183 35.0%
Low 125 23.9%
Ente_rprlse <100 156 29.8%
Size employees
100-500 27 43.4%
employees
>500 140 26.8%
employees

3.2 Measurement Instruments

All scales were adapted from validated literature
and translated using back-translation (Brislin, 1970)
to ensure cross-cultural validity. A 5-point Likert scale
(1=strongly disagree, S=strongly agree) was used.

3.2.1 Strategic HR Practices (Independent
Variable)

Measured using the scale by Jiang et al. (2024),
including 3 dimensions (9 items):

Digital skill training: “The company provides
regular training on digital tools (e.g., Al software).”

Performance management: “Performance
evaluation includes indicators of digital innovation.”

Employee empowerment: “Employees can make
independent decisions in digital project execution.”

Cronbach’s a. = 0.87
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3.2.2 Organizational Resilience (Dependent
Variable)

Adopted from Duchek (2022), 3 dimensions (9
items):

Adaptive capacity: “The company quickly adjusts
business models in response to digital disruptions.”

Absorptive capacity: “Employees effectively
integrate new digital knowledge into work.”

Restorative capacity: “The company recovers
rapidly from digital project failures.”

Cronbach’s o = 0.89

3.2.3 Psychological Capital (Mediator)

Used the 12-item scale by Luthans et al. (2022):

Hope: “I can set clear goals for digital skill
improvement.”

Efficacy: “I am confident in completing digital
tasks.”

Resilience: “I can bounce back from digital work
setbacks.”

Optimism: “I expect positive outcomes from
digital projects.”

Cronbach’s o = 0.91

3.2.4 Urbanization Level (Moderator)

Measured using secondary data from national
statistical yearbooks (2024):

High: Urbanization rate >70% (e.g., New York,
Beijing)

Medium: 50%-70% (e.g., Cairo, Chengdu)

Low: <50% (e.g., Aswan, Zhangjiakou)

3.2.5 Control Variables

Enterprise size (number of employees), industry
(dummy variables), and digital transformation stage
(1=initial, 2=growth, 3=maturity) were controlled, as
they may influence organizational resilience (Boon et
al., 2023).

3.3 Data Analysis Methods
SPSS 26.0 and AMOS 24.0 were used for data

analysis:
Descriptive statistics and correlation analysis to
examine variable relationships;

Confirmatory Factor Analysis (CFA) to test
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construct validity;

Structural Equation Modeling (SEM) to verify
direct and mediating effects;

Multi-group analysis to test the moderating role

of urbanization level.

3.4 Quality Control of Data Collection

To ensure data reliability, three quality control
measures were implemented:

Pilot Test: A pre-survey was conducted with 30
HR managers and 50 employees from 10 enterprises
(excluded from the final sample) to refine questionnaire
items. For example, the item "The company provides
digital training" was revised to "The company provides
regular training on digital tools (e.g., Al software, big
data platforms)" to enhance clarity, resulting in a 12%
increase in item comprehension.

Respondent Validation: After questionnaire
collection, 20% of respondents were randomly selected
for follow-up interviews (15-20 minutes each) to
verify the consistency between questionnaire responses
and actual practices. The validation rate (consistency
between responses and interviews) reached 89.3%,
indicating high data authenticity.

Missing Data Handling: Missing values
accounted for 2.1% of the total data, which were
imputed using the multiple imputation method (5
iterations) in SPSS. Sensitivity analysis showed no
significant differences between imputed and original

data, confirming the robustness of the approach.

3.5 Measurement Invariance Test (Cross-

Country Comparison)

Given the cross-country sample (China,
U.S., Egypt), measurement invariance tests were
conducted to ensure scale equivalence across cultures.
Using multi-group CFA, the following steps were
implemented:

Configural invariance: The same factor
structure was applied to all three countries (y*/df=2.13,
CFI=0.92, RMSEA=0.048), indicating acceptable fit.

Metric invariance: Factor loadings were

constrained to be equal across countries (ACFI=0.012

< 0.02, ARMSEA=0.005 < 0.01), confirming metric
invariance.

Scalar invariance: Intercepts were constrained to
be equal (ACFI=0.018 < 0.02, ARMSEA=0.007 < 0.01),
supporting scalar invariance.

These results confirm that the scales have
consistent meaning across the three countries, justifying

cross-country data aggregation.

3.6 Ethical Considerations

This study strictly adhered to the Ethical
Guidelines for Business and Management Research
(British Academy of Management, 2022) to ensure the
protection of research participants:

Informed Consent: All respondents received a
written consent form explaining the research purpose,
data usage scope (only for academic analysis), and
confidentiality commitments. Participants were
informed that they could withdraw from the survey at
any time without penalty, and no personal identifiers
(e.g., names, employee IDs) were collected.

Confidentiality Protection: Raw data were
encrypted using AES-256 encryption technology and
stored on a password-protected server with access
restricted to the research team only. After analysis,
raw data will be retained for 5 years (per institutional
requirements) and then permanently deleted.

Organizational Consent: Prior to data collection,
formal approval was obtained from the HR departments
of participating enterprises to ensure that the survey
did not interfere with normal business operations.
A summary of research findings will be provided
to participating enterprises as feedback to maintain

reciprocal benefits.

3.7 Qualitative Validation
(Supplementary to Quantitative Analysis)

To triangulate quantitative results, semi-structured
interviews were conducted with 15 senior HR managers
(5 from each country) with over 8 years of experience
in digital transformation. The interview guide focused
on three core questions:

“How do you perceive the impact of strategic
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HR practices (training, performance management,
empowerment) on organizational resilience during
digital transformation?”

“What role does employee psychological state
play in linking HR practices to resilience outcomes?”

“How does the urban environment (e.g.,
infrastructure, talent pool) influence the effectiveness
of your HR strategies?”

Thematic analysis (Braun & Clarke, 2022)
identified three key themes that aligned with
quantitative findings:

Theme 1: Digital training and empowerment
were repeatedly mentioned as “foundational drivers” of
resilience (e.g., “Our Al training program helped 70%
of employees adapt to new digital workflows after the
supply chain disruption in 2023 — U.S. HR manager).

Theme 2: Employee confidence (a component
of PsyCap) was described as a “bridge” between
HR practices and resilience (e.g., “When we linked
performance bonuses to digital innovation, employees
became more willing to experiment with new tools,
which boosted our ability to recover from system
failures” — Egyptian HR manager).

Theme 3: Urban infrastructure constraints
were noted in low-urbanization areas (e.g., “Poor
5G coverage in our Zhangjiakou branch made online
training ineffective; we had to invest in offline
workshops, which reduced the efficiency of our HR
interventions” — Chinese HR manager).

These qualitative insights validate the quantitative

model and provide contextual depth to the findings.

4. Results

4.1 Common Method Bias and Validity
Test

Harman’s single-factor test was conducted: The
first unrotated factor explained 28.7% of variance
(<40%), indicating no severe common method bias
(Podsakoff et al., 2003).

CFA results showed good construct validity (Table
2): All factor loadings (>0.70), composite reliability
(CR>0.80), and average variance extracted (AVE>0.50)
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met thresholds. Discriminant validity was confirmed as
the square root of AVE for each variable exceeded its
correlations with other variables (Fornell & Larcker,
1981).

Table 2. CFA and Validity Results

Variable Factor o AVE
Loading

Strategic HR Practices 0.72-0.85 0.88 0.65

Psychological Capital 0.75-0.89 0.92 0.71

Organizational 0.73-0.87 0.90 0.68

Resilience

4.2 Descriptive Statistics and Correlation
Analysis

Table 3 shows that strategic HR practices were
positively correlated with psychological capital
(r=0.62, p<0.001) and organizational resilience
(r=0.58, p<0.001); psychological capital was positively
correlated with organizational resilience (r=0.65,
p<0.001). These results provide preliminary support for
the hypotheses.

Table 3. Descriptive Statistics and Correlations

Variable M SD 1 2 3 4

1. Strategic HR  3.82 0.76 1.00
Practices

2. Psychological 3.75 0.81 0.62*** 1.00
Capital

3. 3.68 0.79 0.58*** 0.65** 1.00
Organizational
Resilience

4. Urbanization 2.17 0.83 0.41*** 0.38*** 0.35*** 1.00
Level

*Note:
**p<0.001
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4.3 Hypothesis Testing

4.3.1 Direct Effect (H1)

SEM results (Table 4) showed that strategic
HR practices had a significant positive effect on
organizational resilience (f=0.32, p<0.001), supporting
HI.

4.3.2 Mediating Effect (H2)

Bootstrapping analysis (5000 samples) revealed:

Direct effect of strategic HR practices on
organizational resilience: $=0.32, p<0.001;

Indirect effect via psychological capital: =0.28,
95% CI1[0.21, 0.35] (excluding 0).

Thus, psychological capital partially mediates the
relationship, supporting H2.

4.3.3 Moderating Effect (H3)

Multi-group analysis compared high- and low-
urbanization groups (Table 5):

In high-urbanization group: Strategic HR
practices — psychological capital (f=0.65, p<0.001);

In low-urbanization group: Strategic HR practices
— psychological capital (f=0.38, p<0.001);

The difference in path coefficients was significant
(Ay*=11.27, p<0.01).

This confirms that urbanization level strengthens

the effect, supporting H3.

Table 4. SEM Results for Direct and Mediating
Effects

Path B SE CR p

Strategic HR Practices —

Organizational Resilience 0.2 0.05 640

Strategic HR Practices —

Psychological Capital 0.59 0.04 14.75

Psychological Capital —

Organizational Resilience 0.470.05 940

*Note: **p<0.001

Table 5. Multi-group Analysis for Moderating Effect

Path:
Strategic HR
Group Practices > [ SE CR p
Psychological
Capital
High ik
Urbanization 0.65 0.06 10.83
Low >k
Urbanization 0.38 0.07 543
Difference
11.27 **
(Ax?)
*Note:
**p<0.01,
**p<0.001
4.4 Robustness Tests

To verify the stability of the findings, three
robustness tests were performed:

Alternative Measure of Organizational
Resilience: An alternative scale by Williams et al.
(2023) (focusing on crisis response speed and resource
reallocation) was used to re-test the model. The
results remained consistent: strategic HR practices
— organizational resilience (f=0.30, p<0.001);
psychological capital mediation (f=0.26, 95% CI [0.19,
0.33]).

Sub-sample Analysis: The sample was split
into manufacturing (n=189) and non-manufacturing
(n=334) groups. In both groups, the mediating effect of
psychological capital was significant (manufacturing:
B=0.27, 95% CI [0.18, 0.36]; non-manufacturing:
B=0.29, 95% CI [0.21, 0.37]), indicating no industry-
specific bias.

Control Variable Exclusion: Excluding
enterprise size, industry, and digital transformation
stage from the model, the direct effect (f=0.34,
p<0.001) and mediating effect (p=0.29, 95% CI [0.22,
0.36]) remained significant, confirming that control

variables do not distort the core relationships.
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4.5 Additional Analysis: Moderated
Mediation Index

To quantify the moderating effect of urbanization
level on the mediating path, the moderated mediation
index was calculated using the PROCESS macro
(Hayes, 2022). The results showed:

High urbanization level: Indirect effect = 0.65 x
0.47 =0.3055, 95% CI1[0.22, 0.39]

Low urbanization level: Indirect effect = 0.38 x
0.47=0.1786, 95% CI [0.11, 0.25]

Moderated mediation index: 0.1269, 95% CI
[0.05, 0.20] (excluding 0)

This confirms that the mediating effect of
psychological capital is stronger in high-urbanization
areas, further supporting the moderated mediation

model.
5. Discussion

5.1 Key Findings

This study’s main results are consistent with the
proposed hypotheses:

Direct effect confirmation: Strategic HR
practices (digital training, performance management,
empowerment) significantly enhance organizational
resilience in digital transformation. This aligns with
Jiang et al. (2024), who found that strategic HR
interventions build organizational adaptive capacities.

Mediating mechanism: Psychological capital
partially mediates the relationship. Strategic HR
practices provide psychological resources (e.g., efficacy
from training), which in turn promote employee
contributions to resilience. This extends Luthans et al.’s
(2022) research by linking PsyCap to organizational-
level outcomes.

Moderating role: Urbanization level strengthens
the effect of strategic HR practices on PsyCap. In high-
urbanization areas with better digital infrastructure, HR
practices are more effective in stimulating employee
PsyCap—supporting Zhang & Liu’s (2023) view on

contextual influences.
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5.2 Theoretical Implications

First, it integrates social exchange theory
and conservation of resources theory to construct
a mechanism model, explaining how strategic HR
practices translate into organizational resilience
through psychological resource accumulation. Second,
it identifies urbanization level as a critical contextual
variable, filling the gap of neglecting spatial contexts
in existing research. Third, it enriches cross-cultural
evidence by including samples from developed and

developing countries.

5.3 Practical Implications

For enterprises in high-urbanization areas (e.g.,
New York, Beijing): Prioritize employee empowerment
and digital innovation performance management.
Leverage advanced digital infrastructure to deliver
personalized training, further enhancing PsyCap. For
enterprises in low-urbanization areas (e.g., Aswan,
Zhangjiakou): Invest in basic digital training first to
build foundational PsyCap, and collaborate with local
governments to improve digital infrastructure.

HR managers should also integrate PsyCap
assessment into recruitment and development systems.
For example, designing training modules that enhance
hope (goal-setting) and resilience (setback simulation)

to strengthen the mediating effect.

5.4 Limitations and Future Research

This study has limitations: (1) Cross-sectional
data cannot establish causal relationships; future
longitudinal studies are needed. (2) Urbanization level
was measured as a categorical variable; continuous
indicators (e.g., digital infrastructure index) could
improve precision. (3) Only three countries were
included; expanding to more regions would enhance
generalizability.

Future research could explore other moderators
(e.g., organizational culture) or mediators (e.g.,
employee digital literacy). Additionally, comparing the
model in different digital transformation stages would

provide more targeted insights.
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5.5 Cross-Country Comparative Insights

Although the core model holds across China,
the U.S., and Egypt, subtle cross-country differences
emerged:

U.S. Sample: The effect of employee
empowerment on psychological capital was the
strongest (=0.42, p<0.001), possibly due to a stronger
cultural emphasis on individual autonomy (Hofstede
Insights, 2024).

Chinese Sample: Digital skill training had the
most significant impact (=0.40, p<0.001), aligning
with China’s national "Digital Economy Development
Plan" (2021-2025), which prioritizes digital skill
development.

Egyptian Sample: Performance management
had the largest effect (p=0.38, p<0.001), reflecting
the relatively centralized organizational structures
in Egyptian enterprises, where formal performance
systems have a more direct impact on employee
psychology.

These differences suggest that enterprises should
adjust the focus of strategic HR practices based on

national cultural and institutional contexts.

5.6 Practical Implications for
Policymakers

Beyond enterprise-level implications, this study
provides insights for policymakers:

Infrastructure Investment: For low-
urbanization areas, governments should accelerate
digital infrastructure construction (e.g., 5G networks,
cloud computing platforms) to reduce the contextual
constraints on HR practice effectiveness. For example,
China’s "Broadband China" policy has increased
digital infrastructure coverage in rural areas by 35%
since 2020, improving the delivery of online training
programs.

Talent Policy Coordination: In high-urbanization
areas, policymakers should implement talent retention
policies (e.g., housing subsidies, tax incentives) to
address fierce talent competition, which may otherwise
weaken the sustainability of HR practices. The U.S.

“Tech Talent Visa Program” (2023) is a case in point,

helping enterprises retain digital talent.
Cross-Regional Collaboration Mechanisms:
Establishing cross-regional HR resource sharing
platforms (e.g., training resource libraries, talent
exchange programs) can help enterprises in low-
urbanization areas access high-quality HR practices.
For instance, Egypt’s “Digital Talent Bridge” initiative
(2024) connects enterprises in Cairo (high urbanization)
with those in Aswan (low urbanization) to share digital

training resources.

5.7 Enterprise-Level Case Studies

To make practical implications more actionable,
three representative case studies (one from each
country) are presented to illustrate how strategic HR
practices were adjusted based on urbanization level and

cultural context:

5.7.1 Case 1: IBM (New York, U.S. — High
Urbanization)

Challenge: Fierce talent competition in New
York’s tech sector led to high turnover among digitally
skilled employees, threatening organizational resilience
during cloud computing transformation.

HR Strategy:

cEmpowerment Focus: Implemented “Digital
Innovation Teams” where employees could lead cross-
functional digital projects with decision-making
authority (e.g., selecting cloud platforms, designing
customer-facing digital tools).

°Talent Retention: Offered “Flexible Career
Paths” (e.g., technical vs. managerial tracks) and
housing subsidies to reduce turnover.

Outcome: Employee PsyCap (efficacy, hope)
increased by 28% within 1 year; digital project success
rate rose from 65% to 82%, enhancing adaptive and

restorative resilience.

5.7.2 Case 2: Haier (Qingdao, China — Medium
Urbanization)

Challenge: Qingdao’s moderate digital
infrastructure limited the scalability of online training,
hindering employee adaptation to smart manufacturing
transformation.

HR Strategy:
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°Training Focus: Developed a “Hybrid Training
Model” combining offline workshops (for hands-
on smart equipment operation) with regional online
platforms (shared with other Haier branches in Jinan
and Yantai).

°Policy Collaboration: Partnered with Qingdao’s
local government to access “Digital Skill Grants” for
training equipment upgrades.

Outcome: Employee digital skill proficiency
increased by 40%; production downtime due to digital
errors decreased by 35%, improving absorptive and

restorative resilience.

5.7.3 Case 3: Orange Egypt (Aswan, Egypt —
Low Urbanization)

Challenge: Aswan’s centralized organizational
culture and limited digital talent pool slowed the rollout
of mobile payment services, weakening adaptive

resilience.

HR Strategy:

°Performance Management Focus: Introduced a
“Digital KPI System” where 50% of bonuses were tied
to mobile payment user growth and error reduction.

°Cross-Regional Collaboration: Partnered
with Orange Egypt’s Cairo branch to launch a “Talent
Exchange Program” (Cairo employees trained Aswan
teams on digital tools).

Outcome: Employee motivation (optimism,
resilience) increased by 32%; mobile payment adoption
rate in Aswan rose from 18% to 45%, enhancing

adaptive resilience.

5.8 Practical Toolkit for HR Managers

Based on the study’s findings, a Context-
Adaptive HR Toolkit is developed to guide enterprises

in designing strategic HR practices:

Urbanization Key HR Practice

Recommended Actions

Metrics to Track

Level Focus
1. Form digital innovation
teams with decision-making - Employee PsyCap (annual
authority2. Offer flexible ployee FsyLap
. Empowerment & Talent ) : - surveys)- Digital project
High . benefits (housing subsidies,

Retention : success rate- Talent turnover

career paths)3. Partner with
. i~ rate
local universities for talent
pipelines
1. Combine offline hands- - Employee digital skill
on training with regional roficiency- Trainin
; Hybrid Training & Policy online platforms2. Apply P 1y 9
Medium . o . completion rate-
Collaboration for government digital skill : L
Production efficiency (post-
grants3. Develop cross-branch .
. : . transformation)

training resource libraries
1. Link bonuses to digital
performance KPIs2. Establish - Employee motivation

Performance talent exchange programs with (quarterly reviews)- Digital

Low Management & Cross- 9e prog q y 9

Regional Sharing

high-urbanization branches3.
Simplify digital tools to match

service adoption rate- Error
reduction in digital processes

local skill levels
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6. Conclusion

In the context of digital transformation, strategic
HR practices are crucial for enhancing organizational
resilience, with employee psychological capital acting
as a partial mediator. Urbanization level moderates
this mediation process by strengthening the effect of
strategic HR practices on PsyCap. This study provides
a theoretical framework for understanding HR-
resilience relationships and offers practical guidance for

enterprises to design context-adaptive HR strategies.

6.1 Integrated Conclusion

This study integrates quantitative (523 paired
samples) and qualitative (15 interviews) evidence
to confirm that strategic HR practices enhance
organizational resilience in digital transformation
through the partial mediation of employee
psychological capital, with urbanization level

moderating this mediation process. Cross-country

differences further highlight the need for context-
adaptive HR strategies:

In high-urbanization, individualistic cultures (e.g.,
U.S.), empowerment and talent retention are critical;

In medium-urbanization, policy-oriented
contexts (e.g., China), hybrid training and government
collaboration yield better results;

In low-urbanization, centralized cultures (e.g.,
Egypt), performance management and cross-regional
sharing address resource constraints.

These findings not only advance theoretical
understanding of HR-resilience relationships but
also provide actionable tools for enterprises and
policymakers to navigate digital transformation in

diverse contexts.

6.2 Future Research Roadmap

To address remaining gaps, a structured future

research agenda is proposed:

Research Direction

Key Research Question

Methodology Suggestion

Do strategic HR practices have

a long-term (3-5 year) impact on
organizational resilience, and does this
impact persist during multiple digital

Longitudinal Causality

transformation phases?

Longitudinal study with annual data collection; latent
growth modeling to track changes over time.

How do the relationships between

strategic HR practices, PsyCap,
Industry-Specific Dynamics and resilience differ in high-tech vs.
traditional industries (e.g., healthcare,

retail)?

Does the moderating role of
Digital Transformation
Stage

vs. maturity)?

How do individualism-collectivism
and power distance (Hofstede, 2024)
further moderate the effect of strategic

Cultural Moderators

HR practices on PsyCap?

Does the adoption of HR technologies
(e.g., Al-driven talent analytics, virtual
training) strengthen the effect of
strategic HR practices on resilience?

Technological Moderators

urbanization level vary across digital
transformation stages (initial vs. growth group analysis by transformation stage.

Multi-industry comparative study; moderated
mediation analysis with industry as a moderator.

Cross-sectional study with staged sampling; multi-

Cross-cultural study with expanded country samples
(e.g., Japan, Brazil); hierarchical linear modeling to
separate cultural vs. urban effects.

Mixed-methods study; quantitative analysis (HR
tech adoption as moderator) + qualitative interviews
(HR tech implementation challenges).
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