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Abstract Purpose: This study investigates the impact of digital transformation on employee mindsets within 

Oman's higher education sector. It examines how employees perceive and adapt to integrating digital 

technologies in teaching, learning, and administrative processes. The research aims to identify factors 

influencing employee receptiveness and preparedness for this digital shift by understanding these mindsets. The 

study will explore the challenges and opportunities associated with digital transformation from an employee 

perspective. This will provide valuable insights for developing effective strategies to promote positive digital 

mindsets, build capacity, and achieve a smooth digital transformation journey within Oman's higher education 

institutions. Design/ methodology /approach: This study adheres to the positivist research paradigm. Positivism 

emphasizes the objective nature of reality, where knowledge is acquired through measurable observations and 

analysed using statistical methods. This approach aligns with the quantitative research methods employed in this 

study. A survey instrument was developed and administered to 40 employees in one of the higher institutions in 

Oman. This approach allows for the collection and analysis of data to identify relationships between variables—

a random sampling method employed to ensure adequate representation of the targeted population. Findings: 

The findings indicate a relationship between digital skills, change attitudes, and perceived organizational 

support, which the identified relationship contributes to the shaping of employees' mindsets toward digital 

transformation. The findings reveal a significant effect of digital transformation on developing employees' 

digital mindsets in Oman's higher education sector. Although the sample is taken from one case study in a 

limited geographical area in Oman, which may jeopardize the generalizability of the finding, the study opens a 

new research horizon to validate the results in similar locations. Originality/value: This study offers insights and 

recommendations for changing employee mindsets in Omani higher education institutions. 
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Introduction 

  

Digital transformation in higher education is a global phenomenon, reshaping educational landscapes by 

integrating advanced technologies that foster innovative and student-centered approaches. Adopting digital tools 
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in education enhances job satisfaction and requires educators to adapt to new skills and methodologies (Berman 

& Marshall, 2022; Jones & Smith, 2021). This trend is increasingly prevalent in the Middle East, where 

economic diversification and a youthful demographic drive the integration of e-learning platforms, necessitating 

shifts in pedagogical and administrative strategies (Al-Haddad & Kotnour, 2020; Khan et al., 2020). 

 

In the Gulf Cooperation Council (GCC) region, significant investments are being made to enhance digital 

infrastructures, aligning with broader national goals to integrate technology across different sectors, notably 

education. Trees, such as Saudi Arabia, UAE, and Qatar are at the forefront of pioneering projects to develop 

smart campuses and employee artificial intelligence. These advancements are playing a pivotal role in shaping 

how employees engage with their word and improve overall operational efficiency (Al-Muftah & 

Weerakkody,2019; Nasser & Abouchedid,2021) 

 

Focusing on Oman, the higher education sector is actively undergoing digital transformation as part of the 

government's strategy to foster a knowledge-based economy. Initiatives such as virtual classrooms and digital 

administrative processes alter educational institutions' service delivery and employee perceptions. However, 

traditional mindsets among some staff pose challenges, necessitating targeted change management strategies to 

enhance digital acceptance (Al-Siyabi & McLean, 2021; Balushi & Sohal, 2022). 

 

Statement of The Research Problem 

 

Digital transformation is reshaping the landscape of higher education globally, compelling institutions to 

reconsider not just their operational and educational frameworks but also the readiness and attitudes of their 

employees toward these changes. In Oman's higher education sector, successfully integrating new technologies 

depends on the interplay between digital literacy, technology adoption and use, and organizational support and 

employee mindset (Al-Siyabi & McLean, 2021). Although there have been continued steps in improving digital 

infrastructure and capabilities, there remains a notable gap between the implementation of digital technologies 

and the level of adoption among faculty and administrative staff. Jone and Smith (2021) highlighted that the 

degree of digital literacy significantly influences how effectively technology is adopted within higher 

educational environments.  

 

Moreover, (Berman Marshall 2022 ) highlighted that the type of organizational support and the degree to which 

support is provided play a significant role in shaping the way in which organizational systems are perceived and 

acted upon by the employees at the forefront of digital transformation. On the other hand, Balushi Sohail 2022 

concentrated on how well employees’ digital literacy correlates with their willingness to embarrass new 

technologies; explore the adequacy of organizational support that is provided; and suggest ways by which we 

could enhance the integration of technological endeavors with employee engagement in universities across the 

human higher education and institutional space. 

. 
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Research Study Objectives  

 

Aim of this research is to investigate how digital transformation affect employees in the public sector (Staff 

employees) in higher education in Oman through measure their digital literacy, the evaluate how digital 

technologies have been used and analyze the current support system in place along with employees’ opinion 

about this digital change. 

 

Significance of the Study 

 

This study presents that view of digital transformation and its influence on the minds of staff members at a 

specific higher education institution in Oman. It explores dimensions such as digital literacy level, technology 

adoption, organization support mechanisms, and employee attitude toward digital changes. The research 

highlights such transformation's practical and strategic benefits and is expected to yield valuable insights for 

developing tailored educational programs. The study contributes to academic literature and equips institutional 

leaders with evidence-based strategies to enhance technology integration and strengthen support frameworks. 

The goal is to improve the efficiency of educational and administrative practices and cultivate an organizational 

culture that is receptive to digital innovation within Oman's higher education institutions. 

 

Literature Review 

Digital Transformation 

 

In higher education, transformation signifies the thorough adoption of digital technologies throughout multiple 

facets of institutional operations. These include educational methodologies, administrative frameworks, and 

day-to-day procedures. Berman and Marshall (2022) characterize digital transformation as an extensive 

modification of organizational and business process competencies and structure aiming to exclude the potential 

and opportunities presented by digital technologies in the medical and strategies fashion. The primary objective 

of this holistic integration is to increase operational efficiency enhance engagement among stakeholders and 

promote innovation within academic environments.  

 

Employee Mindset 

 

In the wake of digital transformation, employee mindset pertains to university staff's attitudes, behaviors, and 

overall receptiveness towards digital technologies and changes. Jones & Smith (2021) describe employee 

mindset as individuals' cognitive and behavioral readiness to embrace technological changes, directly 

influencing how effectively these technologies are adopted and utilized in their daily roles. The mindset can 

range from enthusiastic adoption and advocacy for digital tools to resistance and skepticism, depending on 

various factors, including digital literacy, perceived benefits, and organizational support.  
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Digital Literacy 

 

In today’s competitive technological business environment, digital literacy is important for accelerating digital 

transformation. It is about more than just how to operate gadgets. It is about possessing the vital abilities to 

comprehend, utilize, and generate information through digital means. Al Siyabi and Mclean(2021) describe 

digital literacy as the blend of abilities, knowledge, and attitudes necessary to adjust, control, integrate, and 

communicate via digital tools. From a pedagogical standpoint, educators and administrators must develop these 

media skills to navigate new digital systems and effectively teach technological tools. 

 

Technology Adoption and Use 

 

Technology adoption refers to integrating digital tools and systems into the educational ecosystem. As Khan and 

colleagues (2020) explained, this adoption helps education professionals by enabling them to use new 

technologies and make them part of their work, thus enhancing learning and administrative operations. 

Assessing how technology is adopted and used is critical to measuring the success of digital transformation 

efforts, which are fundamental for education institutions to achieve their strategic objectives. 

 

Organizational Support  

 

Organizational support relates to the extent of support an organization puts in place to support its staff in digital 

transitions. This can take many forms: training programs, technical advice, and supply of tools to facilitate the 

transition, such as providing relevant equipment or software to make the process easier. Balushi and Sohel 

(2022) found that this type of support is a strong influential factor in the climate when digital changes occur and 

has a strong positive effect on staff attitudes towards new technology. The implication here is that the extent of 

the organizational support can usually impact the speed and effectiveness of the use of new technology. 

 

Overview of Previous Studies 

  

In higher education, for instance, digitally enabled reforms can involve a profound change not only in the 

provision (i.e., course design and content) and delivery (i.e., teaching and learning) but also in the organizational 

streamlining of the administrative apparatus. This is generally acknowledged, but scholarly research on how it 

affects employee attitudes and institutional behavior produces varied findings, as illustrated by their scores. The 

acceptance of digital technology in the academic ecosystem is complex and nuanced in many ways. 

 

Employee Mindset and Digital Transformation 

 

Whether digital transformation can be delivered effectively in higher education depends on the perspective 

adopted. Jone and Smith (2021) observed that individuals with a positive attitude towards digital tools are more 

inclined to embrace, rather than deride, them and are more likely to fully exploit them. Conversely, Berman and 
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Marshall (2022) have described employees’ resistance to adopting digital technologies, often due to fear of 

being left behind or perhaps that their jobs will change in unexpected or uncontrollable ways – in other words, 

that they are and will be obsolete. As highlighted by these observations, both a strong focus on digital literacy 

and a robust change management approach that stresses the importance of support and a clear communication 

line regarding the benefits and changes brought about by digital transformation are essential to install and 

maintain the right mindset with employees. 

 

Digital Literacy as a Facilitator of Change 

 

There is no doubt that critical digital literacy is required to facilitate digital transformation. Al-Siyabi and 

McLean (2021) highlighted that the staff’s proficiency and digital skills could undoubtedly ease the shift to new 

technologies and help better integrate these new tools into everyday operations. However, Khan et al. (2020) 

mentioned that the deficiency in digital literacy could create significant barriers, leading to lower staff 

satisfaction and poor use of digital tools. Therefore, to address these challenges, institutions should provide wide 

digital literacy training programs to address the variation in staff proficiency and hence promote consistent and 

effective use of the technology. 

 

Organizational Support Structures 

 

Organizational support is particularly essential in enhancing the digital transformation of higher education 

institutions. Balushi and Sohal (2022) highlighted that ‘the last and most crucial support framework provided by 

Aruba is concerning training program and resources’ and that resistance to change and adaptability of 

employees hinges on how well organizational support is provided. These findings were corroborated by the 

arguments of Berman and Marshall (2022) that employees are likely to adopt and promote new technologies 

when they believe that there is significant organizational support. However, there are disparities between 

institutions on the level of support provided to staff. This has led to a gap in the transformational efforts across 

higher education institutions. Increasingly, it has become essential for organizations to provide similar 

organizational support for staff to assist them to in managing these changes. 

 

Al-Haddad Ā Kotnour (2020) highlights how organizational change theories can help higher education embed 

digital technologies. These studies reveal that although digital tools can transform higher education teaching and 

administrative processes, their use necessitates changes in staff attitudes and behaviors towards new 

technologies, a shift that often provokes resistance to change in terms of job insecurity and digital literacy 

concerns. 

 

In addition, research has investigated how digital literacy and organizational support can contribute to the 

uptake of technology. Berman and Marshall (2022) found that a dearth of digital literacy might inhibit the 

success of technology but may also lead to an overall diminishment of the perceived value in the digital 

transformation ‘work effort.’ Balushi and Sohal (2022) also measured organizational support, defined as training 
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and resource allocation, which contributed to mitigating pushback to technology alongside increasing 

employees’ flexibility. 

 

Historically, studies that evaluated utilization tended to emphasize skepticism and resistance; however, more 

recent studies highlight growing awareness (and acceptance) of digital tools' benefits. Although research shows 

that people remain sceptical about the utility of digital tools, critics have documented a growing shift in attitudes 

as digital literacy improves and organizational structures become more efficient. Nasser and Abouchedid (2021) 

described a generational divide still evident in academic institutions, illustrating that these challenges are 

ongoing despite improvements being made. 

 

Identification of gaps in the existing literature  

 

Despite the global trend in digital transformation research, there’s a noticeable lack of research specific to the 

GCC region and an even smaller subset of those that focus on Oman. This specific research gap calls for 

targeted research that can offer insights into the barriers and opportunities for digital transformation in GCC 

countries, particularly in Oman. Though Al-Siyabi and McLean (2021) have begun this process, we still need 

more targeted research that can explore Oman’s unique cultural, economic and educational landscape, and how 

it is impacting this country’s digital transformation journey and its outcomes. Though we acknowledge 

organisational support as an integral factor for digital survival, we still need research that can explore varying 

degrees of support within the institutions of Oman. While earlier research had mentioned its importance, its 

impact on digital transformation success has not been explored. Jones and Smith (2021) also highlighted the 

importance of employing quantitative research to understand better how different levels of digital literacy can 

affect technology adoption rates to inform better strategies for digital transformation initiatives. 

 

Moreover, Balushi and Sohal (2022) suggest that quantitative measures could help improve our understanding 

of the impact of various kinds of institutional supports on the pace of digital tool adoption. Capturing the impact 

of different types of supports more precisely could allow institutions to allocate the right resources to meet 

faculty’s needs more accurately, which in turn could help ensure more efficient and effective digital adoption. 

Moreover, there’s clearly a need for more data-based studies that can provide tangible insights into the coverage 

of technology adoption, the factors that facilitate or hinder its progress, and the direct effects on learning 

outcomes and/or administrative efficiency. 

 

Theoretical Framework  

 

The study's theoretical framework is centred on the digital transformation of higher education in Oman. It is 

based on two important theocratic models, the Technology Acceptance Model (TAM) and Organizational 

Change Theory, to understand the impact and nature of the adoptions taking place in academic institutions. 
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Technology Acceptance Model (TAM) 

 

Davis introduced the ATM model in 1898. This model is one of the prominent lenses through which we 

understand the factors that influence the adoption and use of technology. This approach is centred around the 

technology's perceived ease of use and usefulness. 

 

Due to this approach's wide application to various fields and technologies, researchers have used this model to 

investigate the acceptance of technology in different settings, including the education field. In this research, the 

(AMT) model aims to understand how people's perceptions of technology affect their acceptance among 

administrative staff and academics in higher education environments. As shown empirically, there are training 

programs designed to ease the perceived ease of use and perceived usefulness of the digital platforms and 

impact adoption rate (Jone & Smith, 2021) 

 

Organizational Change Theory 

 

Organisational Change Theory (OCT), as defined by Kotter’s 8-Step Process for Leading Change, is an 

organizational strategic model that makes change more likely to happen in the organization; for example, 

ensuring that people feel or see the urgency, building a guiding coalition, developing a vision and strategy, and 

institutionalizing changes so that more change can happen.  While this theoretical perspective can be applied to 

digital transformation in higher education, the Technology Acceptance Model seems limited in scope as it does 

not include macro factors such as organizational and societal implications that can significantly increase 

technology adoptions and uses (Bagozzi, 2007). This is why TAM has been supplemented or integrated into 

other models, as people’s perceptions and the influence of culture, leadership, and peers have become 

significant determinants related to technology adoption in Oman’s higher education sector (Balushi & Sohal, 

2022). 

 

To better understand the factors affecting digital transformation in higher education, the current study has 

integrated the Technology Acceptance Model (TAM), based on the theory of reasoned action and the Theory of 

Planned Behavior, and Organizational Change Theory. According to TAM, perceived usefulness and perceived 

ease of use are the two critical factors influencing their attitude toward using technology (Davis, 1989; Jones & 

Smith, 2021). Organizational Change Theory, on the other hand, provides ideas on changing strategy for 

managing planned systemic change, which involves the structural adjustment of an organization to integrate 

technology (Kotter, 1996; Balushi & Sohal, 2022). While Kotter’s Model has been widely applied in multiple 

fields, it is considered too authoritarian and simplistic as it lacks flexibility and does not consider the 

unpredictability of the digital domain. The existing theoretical background would be proposed to enable an 

integrated approach aligning individual and organized digital transformation processes. 

 

The proposed conceptual framework is illustrated in the figure below. 
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Research Question 

 

 To what extent does digital transformation influence employees' mindsets in higher education 

institutions in Oman? 

 

Research Hypothesis  

 

H1: Digital literacy significantly influences employees' mindsets toward adopting and adapting to new 

technologies in Oman's HEIs. 

H2: Technology adoption and use significantly influences employees' mindsets toward adopting and adapting to 

new technologies in Oman's HEIs 

H3: Organizational support significantly influences employees' mindsets toward adopting and adapting to new 

technologies in Oman's HEIs 

 

Research Methodology 

Description of the research design 

 

A quantitative research design is adopted in this study titled The Effect of Digital Transformation on Employee 

Mindset in Oman’s Higher Education. This approach allows collecting and analyzing numerical data to assess 

how digital transformation affects employee mindset. 

 

Research Paradigm  

 

The research operates under a positivist paradigm, which is suitable for quantitative research as it assumes that 

reality can be objectively measured and analyzed using statistical methods. This paradigm supports the study's 

hypothesis-testing approach, seeking to establish transparent, causal relationships between the degree of digital 

transformation and changes in employee mindsets. 
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Research Design: The study utilizes a cross-sectional survey design. Data will be collected through structured 

questionnaires distributed to a large sample of employees across various higher education institutions in Oman. 

These questionnaires will include scaled items to measure respondents' digital literacy, perceptions of 

organizational support, and attitudes toward digital transformation. 

 

Sampling Method: Random sampling ensures that the sample is representative of Oman's higher education 

sector, including public and private universities and colleges. This enhances the ability to generalize the results 

across the whole sector. 

 

Data Collection: Data will be collected through online surveys to ensure adequate participation and response 

rates. The survey will include four sections: Digital Literacy, Technology Adoption and Use, Organisational 

Support, and Employee Mindset, and Likert-scale questions to assess the constructs of interest mentioned in the 

hypotheses quantitatively. An online questionnaire collected the data as it is regarded as the most cost-effective 

and convenient way to collect data. Additionally, the questionnaire was distributed to a sample of 40 

participants to check the questions' clarity, validity, and reliability, as Bryman (2016) suggested. 

 

Data Analysis: Statistical analyses will be conducted using software like SPSS. Descriptive statistics will 

provide an overview of the data distribution. This will determine the strength and nature of the relationships 

between digital transformation and employee mindsets. 

 

This quantitative approach offers empirical results about the impact of digital transformations by quantifying 

how variations in digital practices or supports relate to shifts in employee attitudes in education. 

 

Scope of the research study  

 

It is important to recognize that this study is limited in scope to educational institutes at the higher education 

level in Oman, which may affect the generalisability of the results. Another limiting factor may be the duration 

of the study, which may hinder the depth of analysis and the longitudinal understanding of the patterns and 

trends observed in online learning. 

 

Data Collection  

Research Measurement and Instruments 

 

Therefore, it is highly important to measure this impact with the help of a measuring instrument to explore and 

assess the key dimensions related to digital transformation's impact in Oman's higher education. Those 

dimensions include digital literacy, technology adoption and usage, organization support measures, and 

employee mindsets. Measurement is critical in this study because it will ensure the results are reliable, valid, and 

generalizable to the population. Therefore, in order to assess the impact of digital transformation in higher 

education in Oman, four measurement instruments will be used. 
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These instruments are essential for pinpointing the effect of digital transformation on employees’ attitudes and 

behaviors: The Digital Literacy Scale made of items employs a 5-point Likert scale of the level of digital 

literacy using digital tools in terms of knowledge and skills (1 = strongly disagree; 2 = disagree; 3 = neutral; 4 = 

agree; 5 = strongly agree) (Ng, 2012) 

 

The study will utilize the localization of TUI (Technology Usage Inventory) to understand the knowledge and 

experience of technological use and adoption in terms of frequency and the degree of integration of digital tools 

at the workplace (Lee Lehto, 2013). The OSTI (Organisational Support for Technology Integration) scale is 

used with a 5-point Likert scale to measure level of organizational support and institutional resources to use and 

integrate technology (1 = strongly disagree; 2 = disagree; 3 = neutral; 4 = agree; 5 = strongly agree) (Klein et al, 

2006). Another instrument is the EADT (Employee Attitude Towards Digital Transformation) questionnaire, 

which captures the employees' mindset toward digital transformation to unveil their attitudes or perceptions 

toward digital transformation's benefits, values, and challenges (Smith Sandberg, 2017). 

 

Data Analysis and Findings 

Table 1. 

Questionnaire 

Items 
Survey Questions Frequency % Mean 

Standard 

Deviation 

Digital Literacy 

DL1-3 

 

 

2. I am confident in using the 

digital tools required in my job. 
SD D N A SA 3.925 0.862 

3. I can easily learn new 

technologies introduced at my 

workplace. 

SD D N A SA 3.875 0.832 

3. I frequently use online platforms 

for professional development and 

instructional purposes. 

 

SD D N A SA 4.425 0.496 

Grand Mean  4.075 

Grand Standard Deviation 0.748 

 

Analysis of Digital Literacy Survey 

 

The survey concludes that the participants are moderately positive about their digital literacy. The three related 

items about digital proficiency and involvement are above average, indicating a consensus about high digital 

competency. The mean is 4.075, and the standard deviation is 0.748, implying a uniform opinion on the sample 

population's digital literacy. 
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Item no. 3, regarding the frequency of digital platforms used for professional development and teaching, 

obtained the highest score (M = 4.425, SD = 0.496). The working people engaged actively with digital resources 

for learning and development. It achieved a significantly higher score than the other three items. 

On the contrary, the second item ‘I can easily adopt the newly introduced technologies in my workplace’ had the 

lowest mean (M = 3.875, SD = 0.832). This suggests a relatively high variability regarding the ease with which 

employees adopt new technologies. This finding indicates possible gaps in training or assistance that could 

reduce the stress associated with adjusting to new equipment. 

 

This could be interpreted as they are confident of continuing to use the internet/digital technology over the next 

five years due to an established routine. Meanwhile, the lower ratings in the domain of learning new technology 

reveal a field for improvement. This can be interpreted as employees may be comfortable with using digital 

tools in their current work, but it could be harder to adopt new technology. 

 

The survey indicates that the workforce is highly proficient at using digital tools for learning and work purposes. 

On the other hand, the moderate variation in mastering new technological skills indicates a chance for 

improvement by new training programs or support structures. Such efforts can maintain high levels of digital 

literacy, enhance versatility, and facilitate performance during these digitally driven transformations. 

 

Table 2. 

Questionnaire 

Items 
Survey Questions Frequency % Mean 

Standard 

Deviation 

Technology 

Adoption and Use 

TAU1-3 

 

 

1. I regularly use digital 

technologies for tasks such as 

teaching, research, or 

administration 

S

D 
D N A 

S

A 
3.675 0.948 

2. The digital tools provided by my 

institution meet my needs and 

expectations. 

S

D 
D N A 

S

A 
4.025 0.568 

3.  I believe that the technology 

available to me enhances my 

productivity and work quality. 

S

D 
D N A 

S

A 
3.925 0.862 

Grand Mean  3.875 

Grand Standard Deviation 0.81 

Analysis of Technology Adoption and Use Survey 

 

Based on assessing the three aspects, which revolve around the adoption and application of technology, 

respondents approve of their engagement with digital tools in their work setting. The survey summary shows 
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that the scores extracted from the data are represented in a moderate to high level of satisfaction with technology 

use, with a mean of 3.875 and a standard deviation of 0.81. The value for standard deviation is not low; 

however, it does demonstrate a certain unity in the responses with some leeway, which can be explained by 

characteristics that occur in experiences or perceptions. 

 

The second item, "The digital tools provided by my institution meet my needs and expectations," received the 

highest mean score of 4.025 with a standard deviation of 0.568. This indicates that most employees feel the 

technologies available at their workplace offer ample support. It is worth noting that this score reflects high 

satisfaction with the institutional support for digital tool provision, which is essential for successful technology 

adoption. On the other hand, the initial statement recorded the lowest average with a mean of 3.675 and a 

standard deviation of 0.948. This indicates a higher degree of diversity in responses, implying that the 

employment of digital technologies for teaching, research, or administration may not be consistent across 

various departments or job functions. It highlights opportunities for enhancing technology integration to 

improve overall productivity and efficiency.  

 

The third item, "I believe that the technology available to me enhances my productivity and work quality" (M = 

3.925, SD = 0.862), also indicates a positive perception, though with some variability that might reflect differing 

levels of effectiveness perceived by employees in how technology impacts their work quality and productivity. 

 

From the analysis, it is evident that participants value the technology tools provided and believe in the benefits 

these tools bring to their productivity and work quality. However, the variability in the frequency of use and the 

slightly lower mean score for regular usage highlight potential gaps in continuous training or in the alignment of 

technology tools with the specific needs of all employees. Enhancing training programs, providing more tailored 

technology solutions, and fostering a culture of regular technology use could further improve technology 

adoption rates and satisfaction levels. This, in turn, would likely increase overall job performance and the 

effectiveness of the digital tools implemented. 

 

Table 3. 

Questionnaire 

Items 
Survey Questions Frequency % Mean 

Standard 

Deviation 

Organizational 

Support 

OS1-3 

 

 

1. My institution provides adequate 

training for the digital tools and 

platforms we are expected to use 

S

D 
D N A 

S

A 
3.625 0.832 

2. There is sufficient technical 

support available when I encounter 

issues with digital technology 

S

D 
D N A 

S

A 
4.275 0.55 

3. The organization actively 

facilitates the adoption of new 

S

D 
D N A 

S

A 
3.975 0.998 
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technologies through continuous 

support and resources. 

Grand Mean  3.958 

Grand Standard Deviation 0.814 

 

Analysis of Organizational Support Survey 

 

The analysis of the three items related to organizational support for technology adoption and use suggests a 

positive view among participants, with the overall scores being higher than average. The data reveals a notable 

level of contentment with the assistance extended by the establishment, as evidenced by an average score of 

3.958 and a sizeable standard deviation of 0.814. While the deviation is not particularly low, it does imply a 

moderate degree of uniformity in feedback, albeit with some degree of divergence that could be attributed to 

varying individual experiences or perspectives.  

 

The second item on the survey, "There is enough technical support available when I need help with digital 

technology" (M = 4.275, SD = 0.55), received the highest mean score, indicating that most employees feel 

adequately supported by the technical resources available. This high satisfaction level is crucial for successful 

technology implementation and continued use. 

 

On the other hand, the first item, "My institution offers sufficient training for the digital tools and platforms we 

are required to use" (M = 3.625, SD = 0.832), received the lowest mean score and showed the most variability 

among the responses. While employees generally expressed satisfaction with the training, its effectiveness and 

coverage may differ across various roles or departments. This highlights potential areas for improvement in the 

training program.  

 

The third item, "The organization actively facilitates the adoption of new technologies through continuous 

support and resources" (M = 3.975, SD = 0.998), also indicates a positive perception, though with some 

variability that might reflect differing levels of effectiveness perceived by employees in how the organization 

supports technology adoption. 

 

Overall, the survey results underscore a workforce that feels supported in terms of technical issues but indicates 

potential gaps in training provision and the active facilitation of new technology adoption. While the high level 

of technical support is commendable, the slight inconsistency in training effectiveness and the facilitation of 

technology adoption across the board suggest potential areas for improvement through targeted interventions to 

enhance training programs and support mechanisms. Such initiatives could help maintain high engagement 

levels and improve overall job performance and organizational commitment in adopting new technologies. 
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Table 4. 

Questionnaire 

Items 
Survey Questions Frequency % Mean 

Standard 

Deviation 

Employee 

Mindsets 

EM1-3  

 

 

1. I am optimistic about the 

changes digital technology 

brings to my work 

environment 

S

D 
D N A 

S

A 
4.325 0.753 

2. I feel motivated to use digital 

technologies to enhance my 

work efficiency. 

S

D 
D N A 

S

A 
3.975 0.998 

3. I feel motivated to use digital 

technologies to enhance my 

work efficiency. 

S

D 
D N A 

S

A 
3.975 0.798 

Grand Mean  4.091 

Grand Standard Deviation 0.856 

 

Analysis of Employee Mindsets Survey 

 

The survey on employee mindsets towards digital technology reveals generally positive attitudes, with overall 

scores suggesting a robust acceptance of digital changes in the workplace. The results indicate a consensus 

towards high optimism and motivation to use digital tools, with an overall mean of 4.091 and a grand standard 

deviation of 0.856. This relatively moderate standard deviation suggests that responses are fairly consistent 

across the sample, indicating a uniform perception of the positive impacts of digital technology among 

employees. 

 

The highest mean score was recorded for the first item ‘I am optimistic about the changes digital technology 

brings to my work environment’ (M = 4.325, SD = 0.753) which represents a high level of optimism about 

digital transformation in the workplace. This high score indicates the great enthusiasm among employees 

towards the use of digital tools for helping them fulfil their tasks. It also shows the great impact these tools have 

had on their productivity and working efficiency. 

 

Conversely, scores for the second and third items, which read ‘I feel compelled to use digital technologies to 

enhance my work effectiveness’, were identical (M = 3.975), albeit with significantly different standard 

deviations (SD = 0.998 and SD = 0.798, respectively), suggesting that fluctuations in employee attitudes can 

provide a target for support or motivational interventions. 

 

The statistics analysis indicates strong motivation and optimism about the workforce related to digital 
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technologies. Also, different people have different feelings of motivation and optimism about digital 

technologies. This means that technology training and support might need more personalization. For instance, 

training programs could be specific to the skills required or motivation projects that are more closely related to 

the needs of a specific individual or department. 

 

In general, the survey findings reflect a highly motivated and optimistic workforce. However, the slight 

inconsistencies in motivation levels highlight the need for enhanced support measures to ensure that all 

employees are equally equipped and encouraged to leverage digital tools for improved performance and 

efficiency. By implementing such initiatives, organizations can maintain high engagement levels and optimize 

the benefits of digital transformations. 

 

Discussion 

 

The survey findings on the impact of digital transformation on employee mindsets within higher education 

institutions (HEIs) in Oman align with the theoretical frameworks referenced in the literature review, notably 

the Technology Acceptance Model (TAM) and Organizational Change Theory. These theories help explain the 

positive attitudes towards digital transformation in the survey results. 

 

Alignment with the Technology Acceptance Model (TAM) 

 

The survey data demonstrates that employees generally hold an optimistic view about the changes brought by 

digital technology (M = 4.325, SD = 0.753) and feel motivated to use these technologies to enhance work 

efficiency (M = 3.975, SD = 0.798). This finding aligns with the TAM, which posits that perceived usefulness 

and ease of use significantly influence the acceptance and effective utilization of technology (Davis, 1989). The 

high mean scores reflect employees' perceptions of digital tools as beneficial, corroborating TAM's assertion 

that ease of use and perceived utility foster positive attitudes towards technology adoption. 

Integration with Organizational Change Theory 

 

Moreover, the results resonate with Organizational Change Theory, particularly Kotter’s principles that stress 

the importance of creating a supportive environment for change through leadership and clear communication 

(Kotter, 1996). The organizational support for adopting new technologies, as indicated by the survey (M = 

3.975, SD = 0.998), suggests that the efforts to facilitate digital transformation are recognized by employees. 

However, the variability in responses highlights areas where organizational change strategies could be more 

effectively applied to enhance uniformity in employee perceptions and experiences. 

 

Implications for Practice and Policy 

 

The explanations highlight the importance of HEIs in Oman persistently devising strategies that prioritize the 
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implementation of digital tools but also augment the support systems that accompany technology use. This 

means tailoring training programs to meet individual needs, improving levels of technical support, and fostering 

corporate cultures that welcome continual digital transformation (Al-Haddad et al., 2020). In this way, 

institutions can use technology to streamline internal operations and spur wider growth and innovation within an 

institution. 

 

Theoretical and Practical Contributions 

 

This analysis has not only helped to substantiate existing theories like TAM, Organizational Change Theory, 

etc. but also gives us a nuanced perspective of how these theories are being translated in the context of higher 

education in the Sultanate of Oman. It shows the role of perceived support and effective change management in 

building positive employee attitudes towards digital transformation. These insights would come in handy for 

other HEIs suffering from similar problems. 

 

In conclusion, this study shows the difficult task of leading digital transformation in HEIs in Oman. Although I 

found that HEI employees are optimistic and enthusiastic about digital tools, I also found that targeted 

organizational strategies are needed to improve employee engagement. This research contributes to existing 

theories and fills in gaps in prior studies. It offers a holistic picture of how to lead employee engagement when 

the education sector transforms digitally. 

 

Limitation of the Study  

 

While this study on the influence of digital transformation within the HEIs in Oman is useful, it also has some 

important limitations. For instance, the small sample and composition size and the survey structure, the 

participant selection, and the pool might not have covered the entire sector, limiting the generalisability of the 

results. Moreover, the cross-sectional survey design prevents using the data to observe changes over time, 

essential for an ongoing transformational process such as digital transformation. Another concern is using self-

reported data, as the answers might be influenced by social desirability bias, which can lead to inaccuracies in 

the findings. 

 

Second, the study extensively relies on quantitative data, which does not capture the richness that can be 

achieved with qualitative data and may be missing some aspects of the individual- and group-level dynamics 

responding to digital changes. It also remains unclear how transferable the findings are to other contexts due to 

the specificity of Oman’s cultural, economic, and educational context. Future research can contribute to refining 

these findings by using a longitudinal research design, adding a more varied sample of institutions, using 

qualitative research methods, and accounting for contextual factors such as the economy or technological 

advances, which may be strong drivers of digital transformation efforts. 
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Significant of the Study  

 

The study conducted to evaluate the effect of digital transformation on the thought process of the main actors of 

Oman’s higher education institutions has obtained key findings that could relate to the academic, organisational, 

and technological dimensions. Such findings are particularly important to measure how the workforce perceives 

and is willing to adopt digital transformation programmes, which in turn points to their effectiveness. 

 

The general outcomes of the study show that employees of Oman’s higher education institutions exhibit an 

optimistic and encouraging attitude toward digital transformation. Such promising findings provide an 

encouraging context for more technology integration, as HEIs can identify and leverage appropriate digital tools 

to develop a more innovative pedagogy and a more productive operating environment. 

 

The high level of motivation recorded among the respondents and their willingness to adopt digital technologies 

all suggest an encouraging internal cultural climate supportive of technological evolution and improvement of 

work efficiency and ability. 

 

This study reveals the important role of positive attitudes in facilitating the acceptance and adoption of new 

technology in educational settings, providing clear evidence of the close association between these attitudes and 

the TAM and Organisational Change Theory. The study also supports the TAM reasoning that perceived 

usefulness and ease of use are crucial to technology adoption and underscores the identification and provision of 

these factors when introducing new technologies. Furthermore, the studies have highlighted the critical role of 

strategic planning, so prominent in Organisational Change Theory, and emphasise that effective digital 

transformation depends heavily on whether institutions have support systems and related communication 

strategies to enable the transition. 

 

These findings have important practical implications for policy-makers and educational administrators in Oman 

and similar contexts. They offer an actionable blueprint for enhancing approaches to digital transformation that 

involves strengthening training programs, providing more individualized support, and cultivating a culture in 

which more of the full potential of digital tools is realized. That helps the organization succeed as an employer 

(increasing staff motivation and capacity) and as an educational institution (enabling it to actualize its mission 

and adapt to a changing digital landscape). 

 

In summary, these findings can contribute to the field of literature regarding the impact of digital transformation 

on employee perception in the world of education. They may provide some useful insights for educational 

institutes to deal with subsequent difficulties and for other organizations where similar problems are likely to 

exist. On the other hand, this research can provide a bridge between theory and practices, and some useful 

recommendations can be made for practitioners regarding enhancing employee engagement and corporate 

outcomes during the digital transformation era. 
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Conclusion  

 

The study's outcome relating to digital transformation in higher education in Oman and the region suggests that 

employees positively receive the adoption of digital technologies. The reasons behind the adoption can be 

explained by the Technology Acceptance Model (TAM) and Organisational Change Theory, pinpointing that 

perceived usefulness and ease of use are important factors in technology adoption. However, the study 

concluded that support from the university's organization is very needed to train staff on the different digital 

tools and provide consistency in the support provided for each department. Providing a proactive and responsive 

culture supporting the rapid adoption of new technologies in higher education is important. 
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