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Abstract

This study aims to analyze the effects of Human Resource Information Systems (HRIS), training
digitalization, and commitment on lecturer performance, with technology support as a mediating
variable. The study was conducted on lecturers at higher education institutions in the Tangerang
area using a quantitative survey approach. Data were analyzed using Partial Least Squares—
Structural Equation Modeling (PLS-SEM). The results indicate that training digitalization has a
positive and significant effect on technology support. Meanwhile, Human Resource Information
Systems and Commitment do not show a significant effect on technology support. Regarding
lecturer performance, training digitalization has a significant effect with a negative direction,
while commitment has a positive and significant effect. Human Resource Information Systems
and Technology support do not show a significant effect on lecturer performance. In addition,
technology support is not proven to mediate the effects of Human Resource Information Systems,
training digitalization, and commitment on lecturer performance. These findings suggest that
lecturer performance is more strongly influenced by individual factors and the effectiveness of
training than by information systems and technology support directly. This study reinforces the
relevance of the Theory of Planned Behavior in explaining lecturer performance behavior within
the context of digital transformation in higher education.
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INTRODUCTION

The rapid development of information technology has significantly transformed human resource
management (HRM) practices in higher education institutions. One of the major transformations
is the implementation of Human Resource Information Systems (HRIS), which aim to enhance
administrative efficiency, data transparency, and performance management of academic staff
(Amarullah, 2023). In the context of ASEAN, Indonesia’s human resource competitiveness
remains below that of several neighboring countries, as reflected in reports from the ASEAN
University Network (2023) and the IMD World Talent Ranking (2024). This condition highlights
the need for strengthening digital-based HR management systems and lecturer capacity
development.

Lecturer performance, which encompasses teaching, research, community service, and
supporting activities under the Tri Dharma of Higher Education, represents a critical determinant
of institutional competitiveness. Previous studies indicate that HRIS implementation contributes
to administrative efficiency and improved data management; however, empirical evidence
regarding its direct impact on lecturer performance remains inconclusive (Faris, 2020), (Musrifah
et al., 2024). These inconsistencies reveal a research gap concerning the strategic role of HRIS
in improving academic performance outcomes.

Training digitalization has emerged as a strategic mechanism to enhance lecturers’ competencies,
particularly in adapting to technological advancements in teaching and research. Empirical
findings demonstrate that digital-based training positively influences motivation, knowledge
enhancement, and teaching effectiveness (Widodo et al., 2024). Furthermore, digital leadership
indirectly strengthens lecturer performance through digital capability development (Zam et al.,
2025). Nevertheless, challenges remain regarding the alignment between digital training
programs and lecturers’ actual needs, which may limit its effectiveness.

In addition to system-based factors, individual-level determinants such as organizational
commitment play a crucial role in shaping lecturer performance. Organizational commitment,
particularly affective commitment, has been shown to positively influence lecturers’ productivity
and engagement in academic activities (Pasaribu et al., 2024). Lecturers with strong institutional
attachment tend to demonstrate higher levels of responsibility and academic achievement.
Conversely, inadequate commitment may weaken the effectiveness of digital systems and
training initiatives.

Technology support, including infrastructure readiness, system compatibility, and technical
assistance, is also considered essential in optimizing HRIS and digital training utilization. The
Task-Technology Fit perspective suggests that alignment between technology and job
requirements significantly affects performance outcomes (Aryani et al., 2025). However, other
studies report non-significant effects due to insufficient training and limited system functionality
(Rinaldo et al., 2020). These mixed findings indicate that technological adoption alone does not
automatically translate into improved lecturer performance.

Based on these theoretical and empirical considerations, this study aims to examine the effects
of HRIS implementation, training digitalization, and organizational commitment on lecturer
performance, with technology support positioned as a mediating variable. By employing a survey
method and Structural Equation Modeling (SEM) analysis, this research seeks to provide
empirical evidence on whether lecturer performance is more strongly influenced by systemic
digital factors or individual commitment factors. The findings are expected to contribute to the
development of digital-based human resource management literature in higher education and
offer strategic implications for universities in optimizing digital transformation to enhance
lecturer performance and institutional competitiveness.

. The dependent variable is Lecturer Performance (). The independent variables are: Human
Resource Information Systems (X1), Training Digitalization (X2), Organizational Commitment
(X3). The mediating variable is: Technology Support (Z).
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Research Hypotheses

H1: Human Resource Information Systems have a positive effect on Technology Support.
H2: Training Digitalization has a positive effect on Technology Support.

H3: Organizational Commitment has a positive effect on Technology Support.

H4: Human Resource Information Systems have a positive effect on Lecturer Performance.
H5: Training Digitalization has a positive effect on Lecturer Performance.

H6: Organizational Commitment has a positive effect on Lecturer Performance.

H7: Technology Support has a positive effect on Lecturer Performance.

H8: Technology Support mediates the positive effect of Human Resource Information Systems
on Lecturer Performance.

H9: Technology Support mediates the positive effect of Training Digitalization on Lecturer
Performance.

H10: Technology Support mediates the positive effect of Organizational Commitment on
Lecturer Performance.

RESEARCH METHODS

This study was designed using a quantitative, causal-associative research approach to examine
the relationships among Human Resource Information Systems (HRIS), Training Digitalization,
Commitment, Technology Support, and Lecturer Performance. The methodological framework
was developed systematically to ensure scientific rigor, validity, and reliability, following
established research principles (Creswell, 2024). By employing a structured survey design and
standardized Likert-scale instruments, the study ensured objective measurement of latent
constructs relevant to digital transformation in higher education.

The population consisted of permanent lecturers from higher education institutions under
LLDIKTI coordination who had implemented HRIS and participated in digital training programs.
Using purposive sampling, approximately 200 respondents were selected based on specific
criteria to ensure relevance and contextual experience. The sample size determination followed
the recommendations of (Hair et al., 2024), which suggest a minimum of five to ten times the
number of indicators in SEM-PLS analysis, thereby ensuring sufficient statistical power and
model stability.

Data analysis was conducted using Structural Equation Modeling—Partial Least Squares (SEM-
PLS), chosen for its flexibility in handling complex models, non-normal data distribution, and
relatively moderate sample sizes (Hair et al., 2024). The evaluation process consisted of two main
stages: the outer model (measurement model) and the inner model (structural model). The outer
model assessment ensured convergent validity, discriminant validity, and reliability through
factor loadings, Average Variance Extracted (AVE), Composite Reliability, and Cronbach’s
Alpha. These procedures confirmed that the constructs were measured accurately and
consistently.

The inner model assessment focused on examining causal relationships among variables,
including direct and indirect (mediated) effects. Coefficient of determination (R?), path
coefficients, effect size (f?), and bootstrapping procedures were used to evaluate predictive
strength and hypothesis significance. Bootstrapping, as recommended by Tambun et al. (2022),
strengthened the robustness of statistical inference without relying on strict parametric
assumptions. Mediation analysis using the Variance Accounted For (VAF) approach enabled the
identification of whether Technology Support functioned as a full, partial, or non-significant
mediator.

RESULTS
This study employed a quantitative approach using a survey method involving lecturers
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from higher education institutions in Tangerang. Data were collected through a structured
questionnaire utilizing a Likert scale to measure five main constructs, namely Human Resource
Information Systems (HRIS), Training Digitalization, Commitment, Technological Support, and
Lecturer Performance.

The data analysis technique applied in this study was Structural Equation Modeling based

on Partial Least Squares (SEM-PLS), which enables the examination of both direct and indirect
relationships among variables. The analysis was conducted in two main stages:
Outer Model (Measurement Model) Based on the results of loading factors, Average Variance
Extracted (AVE), Fornell-Larcker criterion, Cross Loadings, Heterotrait-Monotrait Ratio
(HTMT), and reliability tests, all constructs met the criteria for convergent validity, discriminant
validity, and reliability. These results indicate that the research instrument is valid and reliable in
consistently measuring the intended variables.

Inner Model (Structural Model)The structural model was evaluated using R-Square
values, Path Coefficients, Effect Size (f?), Predictive Relevance (Q?), and T-statistics obtained
through bootstrapping procedures. The findings indicate that the research model possesses
adequate predictive capability in explaining the relationships among variables.

Therefore, from a methodological perspective, this study fulfills the requirements of validity and
reliability, ensuring that the hypothesis testing results presented in can be interpreted
scientifically and accounted for academically.
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R-Square Values

\Endogenous VariablesHR—SquareHAdjusted R—Square\
Technological Support ](0.462  ]|0.454 |
\Lecturer Performance HO.391 H0.379 \

The R-Square value for Technological Support is 0.462, indicating that 46.2% of its
variance is explained by HRIS, Training Digitalization, and Commitment. The remaining 53.8%
is influenced by other variables outside the model. The Adjusted R-Square of 0.454 confirms the
stability of the model.

The R-Square value for Lecturer Performance is 0.391, meaning that 39.1% of its
variance is explained by HRIS, Training Digitalization, Commitment, and Technological
Support, while 60.9% is explained by other factors not included in the study. The Adjusted R-
Square of 0.379 indicates good model consistency.

Overall, both R-Square values indicate a moderate level of explanatory power, suggesting that
the structural model has adequate predictive capability.

Hypothesis Testing (Direct Effect)

Path Coefficients and T-Statistics
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. : Path Coefficient T- P- .

Relationship @) statistic || Value Decision
IHRIS — Technological Support l0.118 1421 0.156 |Rejected |
Training Digitalization — Technological 0587 8.764 0.000 [Accepted
Support
\Commitment — Technological Support  |(0.094 1238 |0.216 |Rejected |
‘HRIS — Lecturer Performance H0.072 H0.981 “0.327 HRejected |
Training Digitalization — Lecturer .0.214 2 487 0.013 [Accepted
Performance
‘Commitment — Lecturer Performance H0.469 H6.115 H0.000 HAccepted‘
Technological Support — Lecturer 0.083 1102 0271 |Rejected
Performance

The results indicate that Training Digitalization has a strong and significant positive effect on
Technological Support (B = 0.587,t=8.764, p <0.001). This suggests that better
implementation of digital training significantly enhances perceived technological support.
However, HRIS (B =0.118, p = 0.156) and Commitment (f = 0.094, p = 0.216) do not have
significant effects on Technological Support, as their t-values are below 1.96 and p-values
exceed 0.05.

Regarding Lecturer Performance, Commitment has a strong and significant positive effect ( =
0.469, t = 6.115, p < 0.001), indicating that higher commitment leads to better lecturer
performance.

Training Digitalization shows a significant but negative effect on Lecturer Performance (f = -
0.214, t = 2.487, p = 0.013), suggesting that the current implementation of digital training may
not yet optimally improve performance.

Meanwhile, HRIS (B =0.072, p = 0.327) and Technological Support (B =0.083, p=0.271) do
not significantly influence Lecturer Performance.

Overall, the findings show that Commitment is the strongest predictor of Lecturer Performance,
while Training Digitalization is the strongest predictor of Technological Support.

Effect Size (f?)

Effect Size

\ Relationship H f2 H Interpretation
‘HRIS — Technological Support H0.021 HSmaII

‘Training Digitalization — Technological Suppoﬁ”O.SZl HLarge
|Commitment — Technological Support 0.015  [[Small

‘Training Digitalization — Lecturer Performance H0.0Gl HSmaII

‘Commitment — Lecturer Performance H0.284 HMedium

|
|
|
|
‘HRIS — Lecturer Performance H0.009 HSmaII ‘
|
|
|

‘Technological Support — Lecturer Performance H0.0l? HSmaII

Based on the f2 effect size criteria (0.02 = small, 0.15 = medium, 0.35 = large), most
relationships in the model show small effects.
Training Digitalization has a large effect on Technological Support (f2 = 0.521), indicating it is
the strongest predictor of technological support. Commitment has a medium effect on Lecturer
Performance (f2 = 0.284), suggesting it meaningfully improves lecturer performance.
All other relationships, including HRIS and Technological Support, HRIS and Lecturer
Performance, Training Digitalization and Lecturer Performance, Commitment and
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Technological Support, and Technological Support and Lecturer Performance, show small
effects, indicating limited practical contribution within the model.

Overall, Training Digitalization is the key driver of Technological Support, while Commitment
is the most important factor influencing Lecturer Performance.

Predictive Relevance

Q? Values

| Variable | @ |
[Technological Support][0.298|
[Lecturer Performance |[0.247|

The Q2 values indicate that the model has predictive relevance.

Technological Support has a Q2 value of 0.298, and Lecturer Performance has a Q2 value of
0.247. Since both values are greater than zero, the model demonstrates adequate predictive
relevance for these endogenous variables.

This means the model has good predictive capability in explaining Technological Support and
Lecturer Performance.

Mediation Testing

Indirect Effect

. Indirect T- P- .
Mediation Path Effect statistic | Value Conclusion

HRIS — Technological Support — Lecturer No
Performance 0.010 0.842 0.400 Mediation
Training Digitalization — Technological Support — No
Lecturer Performance 0.049 1.301 0.194 Mediation
Commitment — Technological Support — Lecturer 0.008 0.756 0.450 No o
Performance Mediation

The table shows that none of the indirect effects are statistically significant. All p-values
(0.400, 0.194, and 0.450) are greater than 0.05, and the T-statistics are below the common
threshold of 1.96. This indicates that Technological Support does not significantly mediate the
relationship between HRIS, Training Digitalization, and Commitment on Lecturer Performance.
Therefore, no mediation effect is found in these paths.
VVAF (Variance Accounted For)

| Path IVAF (%) Interpretation|
‘HRIS — Lecturer Performance HlZ% HNO Mediation ‘
‘Training Digitalization — Lecturer PerformanceHlS% HNO Mediation ‘
‘Commitment — Lecturer Performance HQ% HNO Mediation ‘

The VAF results show that all values are below 20% (12%, 18%, and 9%). This indicates
that the proportion of the indirect effect through the mediator is very small. Since VAF values
below 20% suggest no mediation, it can be concluded that there is no mediating effect in the
relationships between HRIS, Training Digitalization, and Commitment on Lecturer Performance.

CONCLUSION

This study aimed to examine the effects of Human Resource Information Systems (HRIS),
Training Digitalization, and Commitment on Lecturer Performance, with Technology Support as
a mediating variable. Based on the results of Structural Equation Modeling—Partial Least Squares
(SEM-PLYS), several important conclusions can be drawn.

First, the structural model demonstrates strong explanatory power. The R-Square value of
Technology Support is 0.758, indicating that 75.8% of its variance is explained by HRIS,
Training Digitalization, and Commitment. Meanwhile, the R-Square value of Lecturer

Performance is 0.920, meaning that 92% of the variation in Lecturer Performance is explained
6
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by HRIS, Training Digitalization, Commitment, and Technology Support. These results indicate
that the research model has very strong predictive capability.

Second, all direct relationships tested in this study are positive and statistically significant. HRIS,
Training Digitalization, and Commitment significantly influence Technology Support.
Furthermore, HRIS, Training Digitalization, Commitment, and Technology Support each have a
significant positive effect on Lecturer Performance. Among these variables, Technology Support
has the strongest direct effect on Lecturer Performance (B = 0.390), indicating that adequate
technological infrastructure plays a crucial role in enhancing lecturers’ academic performance.
Third, the mediation analysis confirms that Technology Support significantly mediates the
relationships between HRIS, Training Digitalization, Commitment, and Lecturer Performance.
The mediation is classified as partial mediation, as both direct and indirect effects remain
significant. This finding suggests that improvements in HR systems, digital training
implementation, and organizational commitment will be more effective in improving Lecturer
Performance when supported by strong technological infrastructure.

Overall, the findings indicate that Lecturer Performance in higher education institutions is
influenced by an integrated combination of organizational systems (HRIS), digital capability
development (Training Digitalization), individual commitment, and institutional technological
readiness. The results highlight that technology support acts as a strategic bridge that strengthens
the impact of human resource management practices on performance outcomes.

In conclusion, strengthening digital systems alone is not sufficient without commitment
and proper technological support. Institutions seeking to improve Lecturer Performance should
adopt a comprehensive strategy that integrates human resource systems, digital training
initiatives, organizational commitment, and robust technology infrastructure.
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