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 In Jordan, there are entrepreneurial companies in need of resources, and their resources available 
in the digital world are not sophisticated enough to utilize data analytics in effective decision-
making processes. Thus, an understanding of the possible role which a digital human resource 
management can play to fill in some of these vacancies and to improve the project management in 
such situations becomes very important. In this study, it is aimed to examine whether digital 
transformation of human resource management acts as a mediation variable between business 
intelligence (direct) and project management (indirect) or not. In testing the hypothesis used 
method of data collection was the method of survey and the method of research used in the study 
was quantitative research. The Stratified random sampling technique was used and 400 
questionnaires were distributed, however, 361 questionnaires were analyzed with business 
intelligence and digital HR proficient employees in entrepreneurial companies in Jordan. Data 
Analysis was carried out using the technique of ‘Structural Equation Modeling (SEM)' and analysis 
by using SPSS and Smart PLS software. The results indicated that the impact of the business 
intelligence on the project management at beta level is strong (beta = 0.735, p < 0.001). 
Furthermore, business intelligence influences the Digital Transformation (beta = 0.697, p < 0.001) 
that consequently has a positive impact on project management (beta = 0.163, p < 0.001). 
Considering the obtained findings, it can be said that the Digital transformation of HRM can be a 
partial mediator between business intelligence and project management. This study makes a 
contribution to Resource Based-View as it considers digital transformation of HRM a capability 
that uses technologies as a way to achieve competitive advantage.  

© 2026 by the authors; licensee Growing Science, Canada 
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1. Introduction 

 

According to Damoah, (2025), the only way the Project can ensure its survival and growth in the long-term is through a 
process known as the Project approach (Project management). With its technological progresses and the evolving wants and 
needs of consumers in today's world, coupled with the many emerging and dynamic markets, businesses are now more than 
ever pressured to demonstrate value-creating entrepreneurial innovations; to be bold, proactive and risk-taking (Ilojianya & 
Oyeyemi, 2024). But today, entrepreneurial opportunity is not just a “gut feeling” with one individual; it's the heart of the 
project and of how this project applies frameworks of prediction and analysis to inform decision making (Peterson, 2025). 
This need to forecast and leverage data changes the place of Business Intelligence (BI) from being just another technological 
project tool to an project capability (Adewusi et al., 2024), where any firm is able to predict trends and transform theory into 
actions in order to stimulate and drive entrepreneurial endeavors (Mamabolo, 2025). The theory and practice of ‘the 
anticipation of market trends and technological innovation (Cristo et al., 2024)' clearly speaks of the remarkable influence of 
business intelligence on project management. Intelligence gives a firm a much-needed agility to move with the desired speed 
and foresight in the ‘Era of Intelligence’ (Adewusi et al., 2024) to be the market leader. While literature rediscovered the 
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relevance of business intelligence in the generation and commercialization of projects, project commercialization initiatives 
and frameworks that translate data to entrepreneurial action fall short of specifications (Mekimah et al., 2024). Business 
intelligence sheds light on the competitors, customers, their requirements and the needs of the market, but a sound internal 
system should be present in the project (Valmohammadi et al., 2024). Thus, human factors are a key element playing a 
paramount role in the business intelligence tool (Jaradat et al., 2024). 

Innovative ideas, skills, and work-force motivation contribute to an entrepreneurial action, which is the biggest human capital 
investment (Srihita et al., 2025). Therefore, the fast growth, acquisition and inclusion of the right talent that can perform data-
informed entrepreneurial actions is crucial (Grimaldi et al., 2025). Considering the analytical capacity in BI, it is precisely 
this Digital Transformation, which is the core of HRM, that this research is key in linking the Analytical capacity of BI and 
Actual pace of Project Management. Therefore, the Digital Transformation of Human Resource Management can be 
considered an important project mechanism which is little researched (Zhang & Chen, 2024). The Digital Transformation of 
human resource management is adopting technological aids such as artificial intelligence, and other smart systems in human 
resource management areas to transform the human resource management function from a cost center to a strategic partner 
(Vardarlier, 2019). Digital Transformation in HRM will give projects an opportunity to use business intelligence to support 
the "whole of talent" philosophy, from recruitment based on data and a strategic approach, to the performance management 
system that encourages behaviors, or rewards innovation (K. Maheswari et al., 2024). Thus, Digital Transformation of human 
resource management is assumed as the critical facilitator to imply that the intelligence inherent in the concept of business 
intelligence needs to be operationalized using a digitally enabled workforce to impact and improve project management 
(Alharthi, 2025). 

It is a relationship that is well established between project management and business intelligence, and is mostly based on the 
Resource Based View (RBV) perspective (Alwaely et al., 2024). It has been suggested that the skills resulting from BI can be 
considered monopolistic and unique which can be useful for projects in identifying and exploiting opportunities of the market 
(Ghaith et al., 2025). It is using improved tools of scanning the potential markets and reducing the uncertainties in the 
entrepreneurial environment, which makes entrepreneurship with less stretched kind of risk taking and more targeted work 
(M. Gupta et. El, 2025). But, there are still missing parts in the literature that to this date have conducted studies analyzing 
only the output of business intelligence at a micro level, which is above entrepreneurship actions (Adjakou, 2025). Of course, 
the new market opportunities that business intelligence can uncover are wonderful but having the flexibility and the right 
personnel that can go to cover the opportunity is important (Komolafe et al., 2024). With this study, the most relevant context 
is Jordanian entrepreneurial firms. Jordan enjoys a unique level of the economy that possesses its own economic value apart 
from its budding yet limited start-up ecosystem (Amoush & Jum’a, 2025). There is a lot of uncertainty and volatility in its 
finances and it strains on a regional basis to fierce competition for resources. Under this challenging situation, the companies 
are entrepreneurial orientated that capitalize on opportunities (Alkurdi, 2022). However, due to systemic challenges there are 
cases of under performance of the firms and at times, they miss out on the various opportunistic investments that could be 
pursued by the firms. Some challenges by Jordanian SMEs and startups are resources lacking in subsidiaries and essential 
features, non-implementation of advanced practices of BI technology, and lack of technological and essential skills among 
SMEs workforce (Arshad & Azzam, 2025). On the side of the Jordanian context entrepreneurial ecosystem, there has been a 
prevailing, risk-averse mindset and conservative attitude (Morrar et al., 2025). So there should be lots of data that can be used 
to the maximum in an ecosystem. 

Some issues have been identified that give us a backbone to why the study was important. An algorithm that uses intuition in 
making complex decisions results in the death of the firm due to its risky and profit seeking nature (Kalvapalle et al., 2024). 
However, as powerful as the field of business intelligence could be to solve this issue with predictive analytics (Selvarajan, 
2023), this inability to quickly match the needs of human resources with the outputs predicted by business intelligence is the 
problem. (Badmus et al., 2024). The situation is different for the HR function which is often the last to shift from a traditional 
mode of operation to an embrace digital transformation mode and are still trapped in the administrative mode rather than a 
strategic partner of the project management (Douglas & Haley, 2025). In this regard, the extent to which Digital 
Transformation of HRM can address the aforementioned local constraints to achieve a greater impact on the use of Business 
Intelligence to enhance project management is not only scholarly but has also considerable value for the Jordan economy 
(Alawneh et al.,. 2025). 

The study is quite timely and theoretically sound. The confluence of human capital and data intelligence in one of the important 
emerging markets is an exciting place to be. The study is designed such that Digital Transformation would be the mediator 
between Business intelligence and Project Management in the context of entrepreneurial companies in Jordan, to contribute 
to the knowledge bank. 

2.       Literature Review 

2.1      Business Intelligence on Project management 

The use of BI capabilities as the basis of project management (OE) is becoming more popular and a necessity for improving 
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project management, Alharthi (2025), Solomon et al., (2025b). The classic concept of project management is the willingness 
to be proactive, innovative and risk takers (Corrêa et al., 2022). It is based on the ability to access and understand sophisticated, 
actionable and recurrent streams of internal and external market information periodically (Grimaldi et al., 2025). Business 
intelligence as sense making and environmental scanning activity helps to convert data into actionable insights, enabling 
entrepreneurial firms to see market gaps, predict what competitors are likely to do and evaluate risks when starting a new 
business (Talaoui & Kohtamäki, 2021). Project management to assess and measure the risk for new ventures (Urbano, Turro, 
Wright, & Zahra, 2022). One of the main requirements of project management is the ability to gauge and evaluate the chances 
(Sulaiman et al., 2024). Business Intelligence in its various aspects gives a positive and direct effect to project management 
and vice versa. Al Aqasrawi and Alafi (2022), reported about the effect of business intelligence on strategic management. 
Martín-Rojas et al., (2020), investigated the relevance of Business Intelligence for companies' corporate management 
performance. Caseiro and Coelho (2018), correlated business intelligence and the management competitiveness and 
researched entrepreneurial orientation as a mediation. 

Business intelligence helps project management primarily through decreasing asymmetrical information and facilitating better 
project teaching (Al-Abbadi et al., 2025). In addition to providing insights into the strengths and weaknesses of a business, 
business intelligence plays a crucial role in generating and nurturing radical business concepts (Khan, 2025) by integrating 
data from various touchpoints the company has and those acquired from external sources and data feeds. The linkage between 
business intelligence and project management is a more visible phenomenon in an entrepreneurial business particularly in a 
dynamic and emerging market in Jordan (Altarawneh, 2024). These businesses need to be extremely adept and agile to sustain 
themselves and business intelligence is their competitive guiding star (Aljawarneh, 2024). The firms can quickly take 
advantage of Data Intelligence and move towards the Competitive analysis niche, reflecting the necessary agility in the 
markets to overcome and outwit larger and well developed competitors (Wang et al., 2022). Therefore, the following 
Hypothesis can be proposed: 

H1: Business intelligence has a significant effect on project management. 

2.2      Business Intelligence on Digital Transformation 

The influence of business intelligence on the Digital Transformation in HRM is the most important because it has multifaceted 
capability (Musaigwa & Swanepoel, 2025). The use of technologies like cloud computing, AI, and data analytics in human 
resource management and its digital transformation are considered strategic (Fenwick et al., 2024). Such transformations with 
BI move the HR function more into a strategic role, traditionally the HR function is administrative and transactional. Finally, 
several studies involved BI and data analytics, including that of Awamleh et al. (2025), which helped to improve e-HRM; and 
one by Alafi (2024) on Data analytics and Digital Transformation that examined digital leadership and employee satisfaction 
in the Jordan commercial banking sector. Alawneh et al. (2025) witnessed positive association between DT and BIs and HCD. 
As indicated by Ruiz et al., (2024), these analytics are crucial for digital HR strategy, which place a high value on data. If not, 
Digital Transformation in human resource management is about the digitization of processes, in BI it is about optimization of 
strategies and processes of human capital; (Liu & Su, 2022). Among all project resources, human resources are the most 
essential resources of any project (Mollah et al., 2025). 

On the background of the Digital Transformation in human resource management Framework, the first step towards complete 
the digitization of HR is the adoption of HR Analytics as the first key to achieve Digital Transformation in human resource 
management (Evans-Uzosike & Okatta, 2025). BI systems put together data from various sections of the HR system like 
recruitment, performance, remuneration, training, etc. and give an analysis of the data, which gives prescriptive (actionable) 
insights such as turnover prediction, identification of training needs, identification of skill gaps, training ROI measurement 
etc. (Al-kasasbeh, 2024). HR managers are in position to make objective decisions that are not intuited and hence have their 
HR strategy aligned better with the needs of the business (Dutraj & Sengupta, 2025). The capability to aggregate, cleanse, 
and fully visualize complex sets of data are the base for any credible capability to make Digital Transformation a reality in 
Human Resource Management: HR needs to be able to move from being reactive in their approach to managing the workforce, 
to being strategic in managing human capital (Hossain, Ikbal, & Rahman, 2025). 

Besides that, BI recommends the supportive cultural and structural change regarding HRM and DT (O'Brien et al., 2025). 
Increasing the interoperability and visibility of HR data transforms data to be accessible to everyone, fostering a data-centric 
approach to HR and project management in general (Gupta et al., 2025). This confidence and the empowerment of line 
managers translates to improved decision-making in the field of talent management, which is among the top effects of HR 
analytics-powered Digital Transformation in HRM (Madhuri & Kumar, 2025). Positive connections between Business 
Intelligence and Digital transformation for HRM have been discovered in previous studies, such as, (Awamleh et al., 2025). 
Thus, the following hypothesis is suggested: 

H2: Business intelligence has a significant effect on digital transformation of human resource management. 
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2.3      Digital Transformation on Project management 

Human capital, which is the key element in any project, must be strategically aligned and managed in Project management, 
and may increase its role in Digital Transformation of human resource management (Mahmoud et al., 2025). This positive 
and direct relationship is backed up by an abundance of strategic Digital Transformation literature. For example, Mahmoud 
et al. (2025), correlated HRM systems with Digital Transformation to project HR's agility and efficiency. Huynh et al., (2025) 
verified the relationship between digital HRM and improving project performance, and the research by Purwanto et al. (2023); 
L’Écuyer and Raymond (2023); and Purwanto and Purba (2023), on strategic human resource management supported by 
digital transformation highlighted the vital importance of human resource management in project strategy performance. C. 
Zehir et al. (2019) too studied the correlation between HRM transformation and the overall performance of projects. Thereby, 
Digital Transformation supports the innovative and proactive face of project management by allowing projects to digitally 
measure and acquire specific competencies (e.g., risk-taking) and Digital Transformation in human resource management 
supports the rapid acquisition of skills (Lou, Hong, & Li, 2024). 

Digital Transformation of human resource management has also been associated with the influence on project management 
to build an environment that is open to innovations and taking strategic risks. Digital HR solutions can provide opportunities 
for continuous monitoring of performance and making adjustments on the fly, thereby keeping people motivated in their 
attempts to be rewarded for achieving their desired outcomes and to learn from failures. In addition, Digital Transformation 
of human resource management employs digital systems to easily form the flexible, diverse teams needed to foster rapid 
innovation for the seamless collaboration and distribution of resources (Setiawan et al., 2025; Yang, 2024). Some argue that 
this type of agility is necessary for tackling the fundamentals of project management: converting entrepreneurial ideas into 
marketable innovations. 

As to the entrepreneurial companies, the Digital Transformation is an important facilitator in the scaling of project 
management (Alfawaerh, 2025). As administrative components of HR functions like Onboarding, Training and Talent 
retention do not turn out to be an administrative roadblock, these growth frenzies have to grapple with the challenge of “Digital 
Transformation” (Singh et al., 2025). In the field of HR, the ability of Digital Transformation to free up HR time from routine 
tasks to focus on strategic planning and innovative projects is one area that is vital for continuing business growth (Setiawati, 
Amirudin, & Clark, 2024). So hypothesis to be tested will be: 

H3: Digital Transformation has a significant effect on project management. 

2.4   Mediating role of Digital Transformation 

This paper sees the Digital Transformation (DT) as an important enabler and a foundational prerequisite for the correlation of 
business intelligence and project management (Khatib & Alshawabkeh, 2022). For, means the provision of vision and data 
with business intelligence, but only Digital Transformation has the framework in a project and the micro foundation which 
transforms the insights to actions effective for entrepreneurship – whilst project management lays the foundation to obtain the 
vision and the data. The importance of Digital Transformation is because without its existence, the business intelligence 
insights and motivation for change that will be produced through the activities undertaken by entrepreneurship strategies will 
remain on the dashboards and reports (Alawneh et al., 2025). 

Some call the mediation process a two-step strategic alignment approach (Hartani et al., 2021). The first step is business 
intelligence to digital transformation (BI → Digital Transformation), in which the specific BI gives fact-driven, objective 
information to fuel the HR function’s approach. For instance, a business can determine through business intelligence that 
there is a sudden gap in skill in the near future, which needs to be filled concerning the new product line. This means that 
Digital Transformation is more than simply the adoption of AI tools for recruitment – to AI-driven training programs that are 
customized for staff. The second step is that the HR function which is already on their way to go digital and are on the same 
wavelength as the innovation strategy is now able to enable function digital transformation (Digital Transformation → project 
management), which is based on having the right talent, motivating them, and preparing the organizational structure to realize 
the pursuit of the entrepreneurial opportunity that has been defined (Alfawaerh, 2025) That is why Digital Transformation 
becomes a must in order to provide the necessary workforce giving people its predictive abilities in the BI (C. Zehir et al., 
2019). 

In this respect, the Dynamic Capabilities View (DCV) theory notes that Digital Transformation can be the basis of the micro 
foundation of the firm that empowers the firm to 'seize' the opportunities sensed via business intelligence (Siddiqui, Siddiqui, 
& Zafar, 2024). Reconfiguration power is one the main keys to competitive advantage as per The DCV structured by O'Brien 
and his colleagues (2025); and Jain and Sharma (2024), the ability to reconfigure the most critical resource is what DCV 
offers. In addition, Kowalski et al., (2025); and Dias, Santos, and Pereira (2020), explained the particular routines of Digital 
Transformation to be the foundation of project management’s dynamic capability. The reasoning has indeed some empirical 
evidence, albeit limited, Vadithe and Kesari (2025) show that HR analytics (one of the major outcomes of Digital 
Transformation) is mediator between the use of BI and project performance. The Digital Transformation has proven to be a 
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mediator between the digital factors and project results in previous studies (Al-Ghalabi al., 2024). Based on the above, the 
hypothesis is as follows: 

H4: Digital Transformation mediates the relationship between business intelligence and project management. 

2.5    Research Gaps and Theoretical Framework 

This research has a distinctive characteristic in that it adds to the scant literature that considers the view of the interrelationship 
between business intelligence, Digital Transformation and project management with regard to the context of developing 
economies. Address the following importance gaps in the literature: the integrated mediation gap: Within the literature, the 
benefits of business intelligence on project management (Alharthi, 2025) and Digital Transformation on project management 
(Alfawaerh, 2025) is longstanding, as is the importance of business intelligence affecting Digital Transformation (Tawalbeh 
et al., 2025). So far however, no empirical study took yet a look at the entire mediation model: from business intelligence to 
Digital Transformation to project management. Digital Transformation has been identified in many studies as the pathway 
towards the demise of the modus of DS, and now there is no scope of DS (Singh et al., 2025). This will be the first research 
that will analyze this model as a whole and will help the understanding of the meaning of Digital Transformation as a missing 
part of the strategic question of business intelligence and project management. 

Further, there's a significant lack of contextually sensitive implementation of this model. There are few studies conducted in 
Jordan in management and business intelligence in only a few dominant fields such as the commercial banking sector 
(Ababseh, 2022) and NGOs (Awad & Mahmoud, 2024). The relevance of the topic "Digital Transformation as a strategic 
tool" in the context of Jordan's entrepreneurial companies becomes even more pronounced because they possess certain 
characteristics, such as limited available resources, high-risk, and the need for rapid growth (Alfawaerh, 2025). 

The theory is complex and there has been considerable integration between three related theories that provide us a distinctive 
lens in which to view this study. According to the Resource Based View (RBV) everything is the base theory of which 
capabilities the business can use as a strategic resource, and it provides a considerable competitive advantage (Wang et al., 
2022). The uniqueness and the fact that the skills in the field of business intelligence cannot be replicated in a resource-poor 
environment, is how a firm gains a competitive advantage and is sustained by entrepreneurial action (Tsiu et al., 2025). This 
idea forms the base position in studying business intelligence that business intelligence is a resource with significant value, 
one that is worthy of investigation. But, with project management, Christofi et al. (2023) and Ahmad (2025) expressed 
potential as a firm's dynamic capability to sense (Business Intelligence) and capture (Digital Transformation) opportunity. In 
the context of business, knowing the DCV helps in apprehending the reaction of the businesses in a dynamic environment in 
which Business Intelligence is the “sensing” and “Digital Transformation” is the “seizing” (and “reconfiguring” (Siddiqui et 
al., 2024). Lastly, the DCV helps to assert Digital Transformation as the implementing routines and processes (Chatterjee et 
al., 2022). Based on a set of multiple theoretical positions, the framework then goes beyond mere correlation research, in order 
to offer a rich, processual description of the configuration of strategic resources geared for Dynamic Capabilities. These gaps 
in theoretical and contextual understanding are aimed at filling by providing strong empirical evidence on the understanding 
of the entrepreneurial firms and the drawing of these leverages for data and human resources to maintain a competitive 
advantage. The findings included in the study are the empirical validation of the full mediation model as illustrated in Fig. 1 
with Digital Transformation as one of the strategic factors of the business intelligence and project management context. 
 

  H4   
     

Business Intelligence  Digital Transformation of HRM   
. Intensity 
. Extent 
. Embeddedness 

H2  H3  
   Project Management 
 H1   

Fig. 1. Theoretical Framework 

The independent variable is business intelligence, as specified in Fig. 1, it comprises three dimensions: intensity, extent and 
embeddedness. Such dimensions of business intelligence were already included in previous research of (Grublješič & Jaklič, 
2014). The mediator in the model is Digital Transformation and the dependent variable is Project management. 

2.   Research Methodology 

The research design that is applied in this research is a cross sectional research with quantitative approach that surveys are 
provided to see the relations provided in the research: business intelligence & Digital Transformation & project management. 
Following that, the researcher could determine the predictive relationships as well as a mediated relationship between the two 
variables at that time in the population. The application of this research is the Jordanian entrepreneurial companies. Based on 
the data from StartupsJo, a company from Ministry of Digital Economy and Management and ISSF (2025), there are about 
498 such companies with 5,947 skilful employees who are adept at Business Intelligence and Digital HR Systems. The unit 
of analysis is an employee with some level of tactical / strategic direction being one of; HR Manager, IT Manager, Head of 
unit or senior employee as an emphasis is placed on tactical and operational elements. The sample size required to achieve 
the desired level of representativeness and statistical power can be determined (Krejcie & Morgan, 1970) for a population of 
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5,947 with a 95% level of confidence; the required sample size for a 5% margin of error is at least 361 respondents. Stratified 
Random sampling technique is used. 

The data were picked from a particular group of individuals and were acquired through a self-reported survey that was 
distributed and returned electronically. There were a few questions on the questionnaire which were answered by the 
individuals on a 5-point likert scale. The technique of Partial Least Squares Structural Equation Modelling (PLS-SEM) was 
more appropriate in social sciences to test the complex mediation models, and to develop the theories. 

2.1      Data Instruments 

The use of structured questionnaires is simple in the creation of its data collection instrument in this study and uses 
predispositions in the manufacture of latent variables. The operationalization of the variable business intelligence was carried 
out using a three-dimensional scale (Grublješič & Jaklič, 2014). There are 3 dimensions to the scale: intensity (3 items), extent 
(4 items), and embeddedness (3 items). For BI, there are 10 items which represent the general scale. 6 items were used to 
measure the variable project management from (Arabiun, Tajpour, & Zahedi, 2024). Finally, the Digital Transformation was 
measured on 8 items of a scale adapted from Tariq et al., (2025). 

2.2     Data Analysis and Findings 

In total, 400 questionnaires were sent out to which 361 questionnaires were later analyzed because of incomplete responses 
and low factor loadings. The results of the model analysis are presented in Fig. (2) and Table 1 showing that all the constructs 
are highly reliable and have high convergent validity. Cronbach's alpha and composite reliability exceeded 0.70 for the 
measurement of business intelligence and Digital Transformation measurement and 0.60 for project management indicating 
the strong reliability and internally consistent. 

Moreover, the analysis results showed that the average variance extracted showed more than 0.507 - 0.545 exceeding the 
acceptable level of 0.50, which proves the convergent validity, and thus, the result of measurement model analysis shows that 
the measurement model is valid enough to use for structural model analysis. 

 

Fig. 2. Evaluation of Measurement Model 
Table 1  
Construct Reliability and Validity  

 Cronbach's alpha 
Composite reliability 

(rho_a) 
Composite reliability 

(rho_c) 
Average variance extracted 

(AVE) 

Business Intelligence  0.863 0.869 0.893 0.512 
Digital Transformation  0.803 0.809 0.859 0.507 
Project management  0.834 0.856 0.877 0.545 

 

The results obtained from the Discriminant validity test (Fornell-Larcker test) is shown in table (2). From this it can be seen 
that the square roots of the AVEs of individual constructs business intelligence (0.716), Digital Transformation (0.712), and 
project management (0.738) are bigger as compared to the corresponding cells of the inter-construct correlation matrix in the 
column and row positions. This means that the variance on the construct investigated with its indicators is higher than the 
variance of the constructs reported, thus evidence of discriminant validity. This shows or proves that the constructs are not 
only different in the empirical level, but also the ad equity of the further developed structural model. 
 
Table 2  
Discriminant Validity (Fornell–Larcker Criterion) 

 Business Intelligence Digital Transformation Project management 
Business Intelligence  0.716   

Digital Transformation  0.697 0.712  

Project management  0.848 0.676 0.738 

While the obtained metrics in Table 3 show that the measuring model is appropriate to be moved to the structural model 
analysis (AlRaggad et al.,  2025). The standard root mean square (SRMR) value equal to 0.093 which is in a possible 
acceptable range for model fit in PLS-SEM. The value of 1.802 for the d_ULS is not alarming as there is no 'rule of thumb' 
as to how high this measure of discrepancy should be, and does not indicate that the model is seriously mis-specified. Both 
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chi-square and NFI values are ∞ or “not available” (N/A), suggesting that they are covariance-based values, and cannot be 
properly evaluated within the context of this variance-based PLS-SEM. The indicators in the aggregate show that the model 
fit is “good enough” to consider the structural model. 
 

Table 3  
Model of Fit 

 

As mentioned in the previous section, the study focused on the following hypotheses; effect of business intelligence in project 
management (H1), effect of business intelligence in Digital Transformation (H2), effect of Digital Transformation in project 
management (H3) and effect and extent to which Digital Transformation is a mediator and influences the relationship between 
business intelligence and project management (H4). The path coefficients reflected strong positive impacts for both H1 (β = 
0.735, t = 25.360, p < 0.001) and H2 (β = 0.697, t = 25.462, p < 0.001). Support was also found for H3, "Digital Transformation 
has a positive impact on entrepreneurial orientation" with the relationship coefficient: β = 0.163, t = 4,269, p < 0.001). The 
values of all these relationships are less than the critical value of P.05 and thus the relationships are significant. The results 
showed that all of the relationships of the model were statistically significant, therefore, the presented model was accepted 
and the hypothesis (H4) that Digital Transformation functions as a partial mediator between BI's effect on Project Management 
was supported. 
 
Table 4  
Hypothesis testing 

 Original sample 
(O) 

Sample mean 
(M) 

Standard deviation 
(STDEV) 

T statistics 
(|O/STDEV|) 

P values 

Business Intelligence → Digital Transformation  0.697 0.699 0.027 25.462 0.000 
Business Intelligence → Project management  0.735 0.736 0.029 25.360 0.000 
Digital Transformation → Project management  0.163 0.162 0.038 4.269 0.000 

 
Fig. 3. Hypothesis Testing  

2. Research Discussion 

In this study, the relationship between business intelligence and the digitization of HRM and project management in the 
Jordanian entrepreneurial projects are explored, and the results of the empirical study conducted in this study confirm this 
case model. The business intelligence-project management hypothesis (H1: beta = 0.735, p < 0.001) supported the current 
idea of the necessity of BI in the project management field (Alharthi, 2025). The understanding of transformation from data 
to information determines the project management where this is a concept, it concerns the proactive, innovative and risk-
taking project management (Corrêa et al., 2022). Furthermore, the results confirmed H2 as the digital transformation of human 
resource management (HRM) is heavily influenced by business intelligence (BI) (beta = 0.697 and p < 0.001), thereby 
supporting the claim that the digitalization of HRM activities is virtually a prerequisite of the different functionalities provided 
by business intelligence (Musaigwa & Swanepoel, 2025). This is also in line with the strategically shaped argument that the 
use of cloud technology, artificial intelligence, and predictive analytics in human resource management is of paramount 
importance to contemporary projects (Fenwick, Molnar, & Frangos, 2024). The most singularly unique discovery is about the 
digital transformation of human resource management, i.e., the use of technology tools in the workplace, as mentioned in H4, 
since it reveals that business intelligence (BI) affects the project management (PM), but this influence is mediated by the 
digital transformation of the human resource management (HRM) function that helps maintain it. The positive relationship 
between digital transformation of human resource management and project management (β = 0.163, p < 0.001), confirms the 
fact that human capital is in need of strategic orientation and digital transformation of management in the realm of project 
management (Vardarlier & Ozsahin, 2021). From a fundamental perspective, digital transformation of Human Resource 

 Saturated model Estimated model 
SRMR  0.093 0.093 
d_ULS  1.802 1.802 
d_G  n/a n/a 
Chi-square  ∞ ∞ 
NFI  n/a n/a 
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Management builds the micro foundation essential for the project to translate business insights gleaned from business 
intelligence to entrepreneurial action (Ben Ghrbeia & Alzubi, 2024). Without this framework, entrepreneurial strategies aimed 
at influencing talent acquisition, development, and motivation, informed by business intelligence, would languish on reports 
and dashboards (Alawneh et al., 2025). The partial-mediation result therefore shows that the full strategic potential of business 
intelligence for the development of project management can only be realized when a project has a digitally mature human 
resource management, which can implement the talent strategies based on data. 

3. Theoretical Implication 

The results of the study contribute to the theoretical groundings of the association between information technology, HRM and 
entrepreneurial strategic outcomes, with a specific focus on the developing economies. The study finds that in the human 
resource management (HRM) function, technology does have a presence and technology has an impact on the resource based 
view of the firm. When projects can act with the exclusive competitiveness that it has, expressed in business intelligence, then 
in the context of the digital transformation (Barney, 1991; Jian, Orlina-Ursula, & Regua, 2024), this is the same B 3 that 
becomes a critical factor in the maintenance of competitiveness. 

The findings reveal that digitalisation is not merely “just an admin work to make HR manageable more efficient”, but it is an 
instrument that Jian et al. (2024) write is able to influence the entrepreneurial orientation of a company. Increasing the 
sophistication of the theoretical framework with human management factors and contexts (digital transformation human 
resource management) as a framework capable of exploiting strategic value from business intelligence (BI) is so as to achieve 
the desired businessman's characteristics of aggressiveness, innovativeness and risk-taking (Purwanto et al., 2023; Zhang & 
Chen, 2024). 

Moreover, this study also contributes to the literature of digital transformation and digital management by commenting on the 
empirical evidence obtained from the Jordanian entrepreneurial companies from a theory building perspective, from which a 
comprehensive model of digital transformation is proposed, based on the company's context. This evidence further enhances 
and expands the empirical study findings on technology and project theory to the developing world (Alalwan et al., 2024). In 
part mediation history, however, a further expansion of the conceptualization of digital transformation of HRM results: a 
velotronic hub that translates the vision of the business intelligence towards the entrepreneurial action of the firm. The study's 
primary research finding can serve as a foundation for creating more comprehensive theories regarding the other potential 
micro-foundations and project capabilities that can help explain the link between technological resources and the 
entrepreneurial performance and further development of theories of strategic alignment in the digital era (Abaddi & AL-
Shboul, 2024). 

4. Practical Implication 

This study has implications for human resource managers and policymakers for realizing entrepreneurial behavior on the 
project by integrating technology and HRM as suggested by Albi (2024). The correlation between business intelligence and 
project management results is extremely significant and positive that business intelligence should not be considered only as a 
project tool for reporting purposes, but as a capital to be invested and developed for the opportunity to invent and innovate 
within Jordan's entrepreneurial firms. At this stage, important mediated roles of digital transformation of HRM indicates that 
the investments in B1 must be in parallel with the digital transformation of HRM. This implies that work with human resources 
in all aspects (recruitment, performance management, digital training) requires a digital transformation process in order to 
make the most of the information gained from the BI system, thereby improving the return on investment in BI, and having a 
team ready to make the most out of that information and turn it into opportunities (Albi, 2024). 

In order to become aligned, it is crucial for HRM practitioners to focus on such capabilities as “data literacy” and analytical 
skills to help facilitate human resource management practitioners to become more of operational and strategic HRM partners, 
understand, and convert business intelligence into tactical programs in HRM (Al-Shaikh et al., 2025; Collins & Martinez‐
Moreno, 2022; Pereira et al., 2023). Hence, it is important for this research to highlight the need for a facilitative atmosphere 
for both decision makers and the government of Jordan to support the embedding of BI and HRM management thinking in 
SMEs in the context of a business environment given the digital transformation era. Over-all, tailored subsidies, specific 
training and enabling regulation frameworks like enabling flows of data and policy for adaptation and encouragement of 
digitization can improve the entrepreneurial environment and stimulate a competitive and innovative economy of the country 
(Al-Momani et al., 2023). 

5. Limitations and Future Research 

The findings of this research were very satisfying, though it has many drawbacks that could prove to be the areas in which 
more research can take place. One main limitation was that it used a cross sectional approach, which is only capable of 
analyzing data that has been collected at one time. The conducted structural model does not represent any relation in terms of 
causal relationships, merely a potential one, and a longitudinal study is required to define the causal relationship of the studied 
factors over time, and to determine the consequences of digitalization of BI and HRM on entrepreneurial behavior of 
companies in the future. A future researcher would consequently be able to see how these variables vary over time and the 
ultimate implications of it. Moreover, the data gathered using questionnaires are self-reported, which has the potential for 
common method variance. Future research could involve multi-source data collection from the performances and the 
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information technology system and via employee surveys to test the nominated relationships and establish a more 
comprehensive and elaborate model of triangulation. 

The second important issue for future research is partial mediation effect, that is, there are variables that explain a large part 
of the business intelligence on management but have not been studied so far. For future studies, other mediators and/or 
moderators should be analyzed to gain a better understanding of the impact of BI on project management as a whole, such as 
project adaptability, top management endorsement of information technology and/or project culture of the firm. Besides, the 
fact that the study was conducted in the context of Jordanian entrepreneurial companies, in the future, it is recommended to 
test this model on other national, cultural and industrial contexts, e.g., large multi-national companies or the non-
entrepreneurial context, in order to support the present results with some empirical evidence to establish external validity and 
generalize the outcomes. Finally, qualitative one-on-qualitative type of research (case study or unstructured interview) could 
be extended to identify the areas of problems or best practices for the application of business intelligence and digital 
transformation in HRM and demystify the observed statistical relationships. 
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