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ABSTRACT: The current study aims to evaluate the influence of utilizing Human Resources Information Systems (HRIS) in the 

human resource (HR) departments on the innovation capacity of employees who are working in Malaysian companies. The 

research model and related hypotheses were examined on over 186 HR employees in Malaysian companies. The findings of this 

study have been assessed through Smart PLS software, which revealed that utilizing HRIS has a significant impact on the HR 

innovation capacity. Besides, Malaysian HR employees have shown that there is a positive correlation between implementing HRIS 

and employee innovation capacity, which can be moderated by affective commitment. Effectively speaking, the HRIS is more 

noteworthy and has a significant impact on HR employees’ innovation while they engage more with the organization. This study 

tries to introduce factors that are effective to enhance employees’ innovation. 
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1. INTRODUCTION 

The rapid growth of globalization leads to a competitive international environment and in order to survive in this area, companies 

should equip themselves with consistent and reliable information systems to monitor all their activities. It is very difficult to 

manage a huge amount of information in a company that comes from different sources through traditional (non-integrated) 

information systems. Therefore, companies are pushed to adopt updated and developed information systems to share data and 

provide a knowledge platform to integrate all information from various parts of the company as finance, manufacturing, human 

resources, etc. (Liang et al., 2007; Ngai et al., 2008). This information helps the company stave in making decisions as it produces 

knowledge that leads to competitive advantages for the organization (Camisón-Haba et al., 2019). Malaysian companies like other 

international companies started to make an effort to change their working methods and adjust themselves to this uncertain and 

competitive environment from January, 1996 (Shahreki et al., 2019). Malaysian SMEs are keen on implementing new information 

systems such as Enterprise Resource Planning (ERP) to endure in this competitive environment.  

In other words, human capital plays a significant role in a company’s success and development (Angrist et al., 2021; Manuelli & 

Seshadri, 2014). According to Wright and McMahan (2011), human capital represents the creativity, skill, knowledge, and health 

of the employees. Accordingly, higher human capital enhances the employees’ learning capacity which leads to improvement of 

employees’ innovative capacity (McGuirk et al., 2015). Hence, to develop this valuable human capital, the companies’ 

managements ought to consider the HR management function such as training, recruitment, remunerations, etc., that can be 

facilitated through the HRIS acquisition. Through the reviews of the literature, the HR collection of technological innovations is 

categorized as virtual human resources groups (VHR), HRIS, and electronic human resources (e-HR) (Marler & Fisher, 2013; 

Shahreki, 2019a). Developing the HR function leads to various services enhancement as it is offered to share implied information 

throughout the organization and accompanies with the whole functionality of relatively a strategic dimension (Farndale et al., 

2010; Ibrahim et al., 2020; Shahreki et al., 2022). 
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Moreover, HR functions are being developed and updated through the HRIS contribution. Strohmeier (2020) proposes that the 

triple influence of using information and communication technology (ICT) on the HR task and findings revealed that HRIS has an 

impact on the HR function in relational and operational ways. Bondarouk et al. (2017) and Shahreki, Jamaluddin, et al. (2020) also 

support this result and reported that the functional influences can be added to enhance HR employees’ productivity. HRIS plays 

an essential role in the HR function's success and leads to accurate and precise employee performance (Maamari & Osta, 2021; 

Marler & Parry, 2016; Shahreki, 2019b).  

According to Strohmeier (2007), the HRIS benefits are facilitating access to information, increased speed of response, 

administrative efficiency, and improved decision-making and reporting. HRIS also influences the HR operational and strategic 

management (Stone & Dulebohn, 2013). Companies should utilize the most complicated technological equipment and systems to 

enhance the performance of employees. For more confirmation, there are many research shows the role of HRIS in enhancing 

employee performance and productivity (Bondarouk & Ruel, 2009; Marler & Fisher, 2013; Shahreki, 2024b; Shahreki et al., 2023; 

Shahreki et al., 2021; Stone et al., 2015; Stone & Dulebohn, 2013; Strohmeier, 2007). Commitment can be categorized as continuity 

commitment, affective commitment, and normative commitment (Meyer & Herscovitch, 2001).  

According to Meyer et al. (2002), normative commitment means staying in the organization. Continuity commitment is related to 

the activity interruption and is a psychological state. It can be a result of a shortage of employees’ comparison if they leave the 

organization. Finally, the employee’s positive feeling toward the organization is affective commitment, which is determined by 

the necessity of the employees’ contribution or sacrifice themselves to benefit the organization. In the current paper, only 

affective commitment is considered as it is the foundation of the other two dimensions. Affective commitment is the heart of 

organizational commitment (Pierro et al., 2013), and it plays an important role in the ERP project success and the HRIS module. 

Effectively speaking, it enables the adoption and especially the use of IS that increases the employees’ innovative capacity and it 

gives a fairly ERP high failure rate  (Bai & Sarkis, 2013; Roglinger et al., 2012). Therefore, HRIS usage should be being go together 

with an employee’s affective engagement to guarantee a greater chance of improving innovation capacity. This research aims to  

evaluate the influence of HRIS on employee attitudes to reveal numerous advantages that an organization can produce. Although 

HRIS has a positive effect on employees, it increases their performance and enhances their creativity (Ruel et al., 2007), which is 

the first step in innovation development (Forsman, 2011). All in all, HRIS is considered a useful tool in many research (Maamari & 

Osta, 2021; Parry, 2011; Troshani et al., 2011).  

These researchers also emphasized on all benefits, such as deduced time to complete tasks, easy access to HRIS, and improved 

planning programs (Marler & Fisher, 2013; Marler & Parry, 2016; Shahreki, 2024a; Strohmeier, 2007). Though, there is limited 

studies have been carried out to investigate the usage of HRIS and employee innovation capacity development. This research aims 

to evaluate the moderating impact of affective commitment on the relationship between the employees’ innovation capacity and 

HRIS usage. Even though Chin et al. (2003) and Ramírez-Correa et al. (2019) carried out some studies on information system and 

used some models with moderators, this study elaborates this line of research more and facilitate the management.  

In summary, there is limited research focused on the relationship between HRIS implementation and the innovation capacity of 

HR employees by moderating effect of “affective commitment”. Therefore, the current research objectives are evaluating the HRIS 

utilization effect on increasing the employees’ innovation capacity by moderating effect of “affective commitment”. To do this, in 

the next section, the reviews of literature on HRIS and other research disciplines will be discussed. The research model will be 

developed and examined over a practical study on a sample of Malaysian companies, which will be followed by findings, results, 

and limitations of this research. 

 

2. LITERATURE REVIEW 

2.1 HRIS 

Human resource information system (HRIS) is comprised of software, staff, materials, data, and proceedings (Bondarouk et al., 

2017; Shahreki & Lee, 2024; Stone & Dulebohn, 2013). Using HRIS in the HR section revealed many advantages as deducing client 

request time performance, industrializing HR function tasks and routine functions, developing HR quality service, and developing 

operations efficiency (Bondarouk & Ruel, 2009; Shahreki & Lee, 2024; Strohmeier, 2007)  enhancing employee knowledge and 

productivity (Parry, 2011; Troshani et al., 2011). There are several studies have shown the advantages of HRIS usage and adoption 

for employees and organizations (Ibrahim et al., 2022; Marler & Fisher, 2013; Shahreki et al., 2019; Shahreki & Nakanishi, 2016; 

Shahreki, Nakanishi, et al., 2020; Stone & Dulebohn, 2013).  

HRIS adoption facilitates and develops organizational routine, and creates strong communication between employees and top 

management; it provides applicable data and information that is considered as a foundation of organizational decisions making 

(Florkowski & Olivas-Lujan, 2006; Marler & Parry, 2016; Stone et al., 2015). Implementing of HRIS, supports the HR department to 

decrease their daily performance that leads to their organizational strategic decisions (Johnson et al., 2016; Ruel et al., 2007; 
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Strohmeier, 2020). The reviews of literature point out the role of information technology (IT) and information systems (IS) in the 

improvement of employees’ performances (Holden & Karsh, 2010; Parry, 2011), and enhancing their innovation capacity 

(Forsman, 2011; McGuirk et al., 2015).  

2.2 HRIS implementation and innovation capacity  

Nowadays, creativity is a key factor in companies’ success (Escrig-Tena et al., 2018; McGuirk et al., 2015) and helps to increase the 

company’s functions (Camisón-Haba et al., 2019). According to resources theory, each employee represents a sacred source of a 

company so he/she plays an important role in the formation of innovation (Abdullah et al., 2016). In the innovation process, the 

employees’ creativity is the first step (Florkowski & Olivas-Lujan, 2006) to ensure the transmission of innovation throughout the 

organization (Forsman, 2011). Ferreira et al. (2020) defined innovation capacity as “an emotional and a cognitive process relative 

to creativity.” Hughes et al. (2018) proposed that individual innovation or creativity as “Novel and useful ideas, processes or 

products offered by an employee, as judged by relevant others.” Effectively speaking, individual innovation or general innovation 

requires a well-determined prerequisite and should be suitable. In other words, innovation can be a process of ideas deviation to 

find a suitable solution (Amabile & Pratt, 2016). The reviews of literature revealed that the innovation capacity of each person 

under different viewpoints. There are some research has been conducted on the creativity and introduced it as an important 

factor in innovation (Lee et al., 2020; Oman et al., 2013; Sarooghi et al., 2015; Squalli & Wilson, 2014). Therefore, companies 

should persuade their employees to be more innovative by implementing suitable systems (Auernhammer & Hall, 2013). On 

another hand, they should make an effort to make this individual innovation capacity enhancement as a permanent process (Cerne 

et al., 2013) that requires the contribution of managers in the learning process, and planning suitable policies such as the 

implementing of available resources. 

The majority of studies that have been done before, focus on influential factors to increase individual creativity such as 

transformational leadership with front-line that has an important influence on the creativity of employees (Hughes et al., 2018). 

According to Mekler et al. (2017), motivation as an intrinsic motivation is the most influential factor on creativity and the 

dimension of ‘opening up to experience’ that has a positive and direct impact on it. Zhang et al. (2020) proposed that self-

leadership as another influential factor on creativity that results to individual innovation. All in all, creativity and self-leadership 

are requirements of innovation. The implementation of HRIS significantly boosts the innovation capacity of HR employees, 

transforming HR into a strategic partner within the organization. By automating routine tasks, HRIS allows HR employees to focus 

on high-value activities, fostering a culture of continuous improvement and innovation. The data-driven insights provided by HRIS 

empower HR professionals to make informed decisions, predict future trends, and develop proactive strategies that align with 

organizational goals (Noutsa et al., 2017; Shahreki, 2024c; Shahreki & Lee, 2024). Improved communication and collaboration 

tools within HRIS facilitate the sharing of ideas and collective problem-solving, which are crucial for driving innovation. Enhanced 

employee experiences through self-service options and streamlined processes not only boost employee satisfaction but also allow 

HR employees to concentrate on developing innovative programs that enhance workplace culture and engagement (Jiakui et al., 

2023; Klimovskikh et al., 2023; Shahreki, 2024b; Shahreki et al., 2023).  

Effective talent management and development enabled by HRIS ensure that high-potential employees are identified and nurtured, 

fostering a culture of continuous learning and innovation. The system’s ability to ensure compliance and manage risks efficiently 

further allows HR employees to focus on strategic initiatives rather than administrative burdens (Shahreki, 2024a; Shahreki et al., 

2024; Shin et al., 2022; Zhang et al., 2022). Strategic workforce planning supported by HRIS provides valuable insights into 

workforce demographics and skills gaps, allowing HR professionals to develop innovative strategies for workforce development. 

Continuous improvement and feedback mechanisms within HRIS enable HR employees to identify areas for improvement and 

implement solutions that enhance performance and satisfaction (Shahreki et al., 2019; Shahreki & Ghanad, 2023; Xie et al., 2021; 

Zweifel, 2021).  

Integration with other business systems ensures a seamless flow of information across the organization, enabling HR employees 

to develop innovative cross-functional initiatives that drive organizational success. Additionally, the ability to leverage advanced 

technologies such as artificial intelligence and machine learning within HRIS further enhances the capacity for innovation by 

providing predictive analytics and personalized employee experiences (Chege et al., 2020; Heidenreich & Talke, 2020; Lee et al., 

2020; Shahreki & Lee, 2024). HRIS transforms the role of HR employees from administrative support to strategic partners, enabling 

them to drive innovation and contribute significantly to the organization’s overall success. By leveraging the capabilities of HRIS, 

HR professionals can develop and implement innovative HR practices that align with the dynamic needs of the business, ultimately 

fostering a more agile, responsive, and competitive organization (Camisón-Haba et al., 2019; Galanaki et al., 2019; Min et al., 2019; 

Park et al., 2019; Shahreki, 2024c; Shahreki & Lee, 2024).  

On the other hand, there are many research that pointed out the nature of the relationship between individual innovation capacity 
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and HRIS usage (Francis et al., 2014; Gurusinghe et al., 2021; Schalk et al., 2013; Xie et al., 2021). Information technology (IT) is a 

significant tool to develop and increase operational efficiency since it helps to share and transfer knowledge to produce creative 

ideas (Lei et al., 2021; Zweifel, 2021). Besides, according to Chege et al. (2020), using IT provides conditions to enhance and 

promote individuals’ innovation to do their jobs perfectly and generate creative ideas. The current study aims to examine the  

decisive role of various tools, IT, and their functions in the formation of new ideas and the use of them in an innovative product. 

In summary, this access to new information equip the employees with new methods and planning (Sahay & Walsham, 2017), and 

using computer promote this individual creativity. According to all the above discussions, the following hypothesis are being 

formulated: 

H1. Implementation of HRIS enhance innovation capacity of HR employee. 

2.3      Affective commitment as a moderate 

Affective commitment can be defined as an employee relationship with the organization (Matzler & Renzl, 2007) that is considered 

to what extend they want to be engaged in the organization. Effectively speaking, the employees’ identification and their 

engagement degree to the organization can be empowered by the consistent relationship between the organization’s values and 

the employee’s values. Therefore, affective commitment decreases the employees’ absence from work and enhance their 

organizational performance and citizenship behavior (Ernsting et al., 2013; Gellatly & Withey, 2012).  

In general, there are three influential factors in organizational commitment as organizational characteristics, work experience, 

and employee demographics (Alqudah et al., 2022). The complete employees’ commitment is needed to digitalize the HR 

management function (Tang & Vandenberghe, 2020), which is very crucial, although, its successfulness depends on the employees’ 

accessibility and their tendency to implement it (Lin et al., 2018). On the other hand, this degree of commitment has a positive 

effect on employees’ innovation capacity (Zhang et al., 2022). In other words, higher employees’ commitment leads to more 

implementation of new technologies in organizations (García-Cruz et al., 2018). However, the employees’ resistance to change 

can lead to the failure of implementing new technologies (Haepp, 2021).  

This study assumes that an employee’s innovation capacity is related to his/her involvement and commitment to the organization 

and being creative only accrued when the employee feels comfortable in the organization. Thus, engaging employees in the 

organization's vision pursue them to adopt the new strategies and be active in decision-making processes (Lee et al., 2020). 

Effectively speaking, the role of commitment in employees’ motivation and enhancing their performance has been discussed in 

many studies (E-vahdati et al., 2023; Hashemi et al., 2023; Ibrahim et al., 2020; Loor-Zambrano et al., 2022; Mgammal & Al-Matari, 

2021; Nguyen et al., 2021; Nha Trang et al., 2022; Shahreki, Ganesan, et al., 2020), while this motivation improving the creativity 

(Amabile & Pratt, 2016; Oman et al., 2013). Commitment can be considered as an influential factor in enhancing the employees’ 

creativity and employee and organizational innovation (Matzler & Renzl, 2007). Affective commitment helps organizational 

citizenship behavior, which enhances organizational effectiveness, innovation, and efficiency (Gellatly & Withey, 2012). The 

commitment of staff to the organization also effects on innovation capacity improvement (García-Cruz et al., 2018; Tang & 

Vandenberghe, 2020). Affective commitment significantly enhances the impact of HRIS implementation on HR employee 

innovation capacity. This emotional bond between employees and their organization acts as a powerful catalyst, amplifying the 

advantages of HRIS by fostering greater creativity, engagement, and strategic alignment within the HR department (Alqudah et 

al., 2022; Shahreki & Lee, 2024; Shahreki et al., 2024; Tang & Vandenberghe, 2020). When employees are emotionally committed 

to their organization, they are more likely to embrace and effectively use new technologies, such as HRIS. This positive attitude 

and willingness to adapt to technological advancements result in more innovative practices within HR. For instance, HR 

professionals can leverage HRIS to analyze employee data more comprehensively, leading to better talent management, improved 

performance evaluations, and the development of personalized training programs. These innovations not only enhance HR 

functions but also contribute to overall organizational success (García-Cruz et al., 2018; Lin et al., 2018; Shahreki, 2024a).  

Organizations that cultivate affective commitment among their employees can fully exploit the potential of HRIS to drive 

innovation. Employees who feel a strong emotional connection to their organization are more motivated to use HRIS tools to their 

fullest potential. This motivation translates into higher levels of engagement, where employees actively seek out new ways to 

improve processes, solve problems, and implement creative solutions. Such an environment encourages continuous improvement 

and fosters a culture of innovation (Ernsting et al., 2013; Gellatly & Withey, 2012; Sanders et al., 2008). Furthermore, affective 

commitment ensures that HR professionals are aligned with the strategic goals of the organization. This alignment is crucial for 

developing and executing strategies that support long-term success. HRIS provides the necessary data and tools for strategic 

workforce planning, enabling HR professionals to make informed decisions about recruitment, retention, and development. By 

integrating HRIS into their strategic planning, organizations can better anticipate future needs, address skill gaps, and ensure that 

their workforce is prepared to meet emerging challenges (Matzler & Renzl, 2007; Meyer et al., 2002; Shahreki, 2024b; Shahreki & 
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Ghanad, 2023).  

Improving the employee experience is another significant benefit of combining HRIS implementation with affective commitment. 

HRIS offers self-service options and streamlined processes that enhance efficiency and reduce administrative burdens. This 

efficiency allows HR employees to focus on more strategic and innovative tasks, such as developing programs to boost employee 

engagement and satisfaction. A positive employee experience, in turn, reinforces affective commitment, creating a virtuous cycle 

that further enhances innovation capacity (Alqudah et al., 2022; Shahreki et al., 2019; Shahreki & Lee, 2024; Tang & Vandenberghe, 

2020). Moreover, the integration of HRIS with other business systems facilitates seamless information flow across the 

organization. This integration enables HR professionals to collaborate more effectively with other departments, leading to the 

development of cross-functional initiatives that drive organizational success. For example, HR can work closely with finance to 

develop compensation strategies that attract and retain top talent, or with IT to implement technologies that support remote 

work and flexible scheduling (García-Cruz et al., 2018; Lin et al., 2018; Shahreki et al., 2023; Shahreki et al., 2019).  

The adoption of advanced technologies, such as artificial intelligence and machine learning, within HRIS further enhances the 

capacity for innovation. These technologies provide predictive analytics that can forecast workforce trends, identify potential 

issues before they arise, and offer personalized recommendations for employee development. By leveraging these capabilities, 

HR professionals can create more targeted and effective strategies, ensuring that the organization remains agile and competitive 

in a rapidly evolving business environment (Jiakui et al., 2023; Klimovskikh et al., 2023; Shahreki & Lee, 2024; Zhang et al., 2022). 

Affective commitment plays a crucial role in enhancing the relationship between HRIS implementation and HR employee 

innovation capacity. It serves as a catalyst, amplifying the benefits of HRIS and driving greater creativity, engagement, and strategic 

alignment within the HR function. Organizations that nurture a culture of emotional commitment and invest in advanced HR 

technologies are well-positioned to thrive. By fully leveraging the capabilities of HRIS, these organizations can develop and 

implement innovative HR practices that align with the dynamic needs of the business, ultimately fostering a more agile, responsive, 

and competitive organization (Lin et al., 2018; Shahreki et al., 2019; Shin et al., 2022; Tang & Vandenberghe, 2020; Zweifel, 2021).  

Effectively speaking, according to Meyer and Herscovitch (2001), the greater commitment of employees to the organization results 

in emotional affection for a company and continue to be members of the organization contributing to the company’s achievement. 

Accordingly, the effective commitment of employees to the organization is developed by HRIS implementation which can be 

considered as an opportunity to enhance the organizational function. As a result, the researcher can propose that the employees’ 

affective commitment leads to their innovation capacity enhancement so that the following hypothesis is reformulated. We 

propose (also see Figure 1): 

H2. Affective commitment exerts a stronger effect on the relation of HRIS implementation and HR employee innovation capacity. 

                                
FIGURE. 1. Conceptual model 

 

 

3. METHODOLOGY 

In this section, the usage methodology is discussed which contains administering SMEs questionnaires that use HRIS in the HR 

department of Malaysian companies. These Malaysian companies are active in different sectors and can be categorized into 

service and industry. In the current study, a convenience sampling method is adopted from other studies. A number of 300 

questionnaires were sent to 75 Malaysian SMEs, where the HR department uses HRIS such as HR management, human resource 

development, recruitment manager, training officers, HR team, and the performance evaluation manager and all are located in 

Malaysia. Based on the findings, only 66 SMEs out of 195 respondents replied. Nine questionnaires were omitted during data 

processing so only 186 questionnaires were remained with a 62% return rate. In the current study, implementation of HRIS was 

measured through usage frequency on a 7-item scale (Ruel & Van der Kaap, 2012; Shahreki et al., 2019; Straub et al., 1995), and 
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innovation capacity was measured through 3 items scale, which was adopted from (Hussain et al., 2007), (Appendix 1). Lastly, 

Allen and Meyer (1990)’s edited version of the scale was modified with 4 items to measure “affective commitment”. A 5-point 

Likert scale was used to measure the three constructs of our study model, which range from very low to very strong. Besides, the 

PLS was used for testing the hypotheses and SPSS software was used to validate our scales (Ringle et al., 2020). 

3.1. The descriptive statistics of sample  

Analysis of respondents’ demographics revealed that 68.8% of respondents were male (31.2% female), 64% were bachelor’s 

degree, and 45.2% were 30-40 years old. Moreover, 81.2% were managers, and 66.1% more than four years used HRIS (see Table 

1). 

 

Table 1. Respondents’ Demographic 

Variables Category Frequency Percent 

Gender Male 128 68.8 

Female 58 31.2 

Education 

  

Certificate/diploma 32 17.2 

Bachelor degree 119 64.0 

Master degree 28 15.1 

PhD 7 3.8 

Age Under 30 36 19.4 

30-40 84 45.2 

41-50 54 29.0 

Above 51 12 6.5 

 Job    

Manager 151 81.2 

Executive 28 15.1 

Others 7 3.8 

HRIS utilization    

“Less than two years” 8 4.3 

“Between two and four years” 48 25.8 

“More than four years” 123 66.1 

Others 7 3.8 

 

Table 2 shows the descriptive statistics and differences in the HRIS implementation. The Malaysian SMEs employees utilize the 7 

HRIS functionalities in different grades.  

 

Table 2. Descriptive statistics in the HRIS implementation 

HRIS Implementation Minimum  Maximum Mean S.D 

1 Core HR 3 5 4.28 0.811 

2 Payroll 3 5 4.11 0.933 

3 Employee Benefits 3 5 3.89 0.934 

4 Training 3 5 3.62 1.122 

5 Performance Management 3 5 3.37 1.361 

6 Time Tracking and Leave 3 5 3.42 1.213 

7 Onboarding 3 5 3.01 0.912 

 

These Malaysian sample companies implement the HRIS module in Core HR (mean = 4.28), payroll (mean = 4.11), Employee 

Benefits (mean = 3.89), Training (mean = 3.62), Performance Management (mean = 3.37), and Time Tracking and Leave (mean = 

3.42). In contrast, the Malaysian SMEs employees rarely used Onboarding (mean = 3.01). In addition, the results of PLS reveal that 

the items are homogeneous. Cronbach’s alpha and composite reliability for all constructs were more than 0.7, and the average 

variance extracted is more than 0.5. In addition, loading was more than 0.5, also the Skewness and Kurtosis test shows that data 
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are normally distributed (Hair et al., 2019), (see Table 3). Based on the results of Table 4, the Constructs’ discriminant validity 

shows that it supports the validity of the measurement model (Fornell & Larcker, 1981; Hair et al., 2019). 

 

Table 3. Construct Reliability and Validity 

Constructs and Items Loading>0.5 CR>0.7 AVE>0.5 α >0.7 S K 

Implementation of HRIS  0.960 0.777 0.951   

IM1 0.924    0.232 0.426 

IM2 0.915    −0.238 −0.911 

IM3 0.813    −0.432 −0.302 

IM4 0.757    −0.152 −0.441 

IM5 0.947    −0.343 −0.611 

IM6 0.878    −0.482 −0.783 

IM7 0.922    −0.275 1.954 

       

HR Staff Innovation Capacity  0.954 0.873 0.927   

IC1 0.899    −0.336 −0.647 

IC2 0.971    0.347 −0.915 

IC3 0.931    −0.752 −0.939 

       

Affective Commitment  0.953 0.837 0.934   

AC1 0.843    0.812 1.545 

AC2 0.962    −0.634 −0.246 

AC3 0.944    −0.265 0.946 

AC4 0.905     −0.287 −0.752 

       

Note: α = “Cronbach’s alpha”; AVE = “average variance extracted”; CR = “composite reliability”; S = Skewness; K = Kurtosis. 

 

Table 4. Constructs’ discriminant validity 

 1 2 3 

1 Implementation of HRIS 0.853   

2 HR Staff Innovation Capacity 0.677 0.856  

3 Affective Commitment  0.552 0.623 0.816 

Notes: N=186; Diagonal measures (bold) are the square root of the “average variance extracted” (AVE) for every construct. 

 

Table 5. Test with PLS (direct relation without moderator) 

Path t-Statistics R2 Coefficient (β) 

HRIS Implementation -> Innovation Capacity 8.015 0.375 0.581 

 

Table 6. Test with PLS after including Moderator 

Path t-Statistics R2 

HRIS Implementation -> Innovation Capacity 5.271 0.521 

HRIS Implementation -> Affective Commitment -> Innovation Capacity 3.265 

  

4. DISCUSSIONS  

This study measured the nature of the relationship between HR staff innovation capacity and HRIS implementation and examined 

the moderating effect of this relationship. The findings of our research revealed that applying various HRIS features tends to foster 

the improvement of the innovation capacity of HR employees. This result has been achieved through the interviews that have 

been conducted by HR employees, which is in line with the results of Hughes et al. (2018), Kleis et al. (2012), Shahreki et al. (2019) 

and Lee et al. (2020) studies. On the other hand, according to the data collection, the relationship between the innovation capacity 

of HR employees and HRIS implementation moderated by affective commitment is supported by Khan et al. (2011) results. He 

proposed that the commitment of employees leads to increasing their satisfaction and creativity. Effectively speaking, affective 

http://www.ijmra.in/


The Effect of HRIS on Innovation Capability of HR Employee and the Moderating Role of Affective Commitment 

IJMRA, Volume 08 Issue 01 January 2025                        www.ijmra.in                                                                        Page 17 

commitment of employees encourages each employee’s creativity to bring new ideas and knowledge to the organization’s 

performance. 

The findings of current research support other related studies that surveyed information systems with the use of moderating 

factors. Besides, these findings are beneficial for SMEs of Malaysian companies to do investment in ICT to develop. In other words, 

applying HRIS in Malaysian companies facilitates HR department performance and improves their innovation capacity. Affective 

commitment is another factor to optimize the creativity of employees that carries new strategies and enhances their performance. 

The integration of HRIS implementation and affective commitment increases the employees’ creativity. 

 Managers should encourage HR employees to apply HRIS and use affective commitment as moderator. The findings of the current 

study help HR managers to envision the advantages of applying HRIS to enhance their company’s performance. The usage of HRIS 

also helps HR employees’ innovation capacity improvement and develop service quality. Effectively speaking, careful employment 

of HRIS should be planned and followed by the HR department and HR management to achieve the goals of the organization. HRIS 

industrializes administrative tasks, facilitates the HR function, reduces costs, abolishes duplicate tasks, and enhances service 

quality. 

The findings of this study are a good resource to encourage managers to apply HRIS and implement it in the company which is 

supported by Troshani et al. (2011) results. Its compatibility and adoption enhance the employees’ productivity, their innovation 

capacity, and service quality. On the other hand, the help of management was a crucial factor that errand the enhancement of 

employees’ commitment and the improvement of their organizational skills and helped us to achieve the results of the current 

study. Effectively speaking, the innovation capacity is enhanced while the implementation of HRIS is combined with employees’ 

affective commitment. However, the affective commitment decreases employees’ resistance to change, while in ERP projects, this 

resistance is mostly considered as a failure source. 

Although the results of the current study are useful for consultants, managers, and for employees who are interested in gathering 

information for enhancing their performance, it has some limitations. The first limitation of this study was the sample size, which 

was quite small (186 participants). Another limitation was related to some items in this study questionnaire such as position, age, 

and level of study. The last limitation was on the data collection that only used the exploratory analysis. In summary, there are 

some suggestions for further research. Further studies should consider these standard data to examine if they affect the 

respondents’ contribution. Besides, the relationship between employee productivity and HRIS implementation, the relationship 

between the HR service quality and HRIS implementation, or the relationship between HRIS implementation and other variables 

simultaneously can be discussed in further research. The relationship between the innovation capacity of employees and HRIS 

implementation can be affected by organizational citizenship behavior (OCB) also can be an interesting topic for future work. 

Finally, the findings of current research also can be duplicated as a comprehensive qualitative case study where HRIS will be 

thoroughly used. 

 

5. CONCLUSION 

This study attempts to examine HRIS implementation's impact on increasing the employees’ innovation capacity and examine the 

moderating influence of affective commitment on this relationship. To do this, the first hypothesis testing revealed that coefficient 

= 0.581, P<0.01, and R2 is 0.375. Moreover, the Smart PLS software Bootstrap was applied to measure the importance of their 

relationship.  

Based on Table 5, the t-statistic is 8.015>1.96, that shows the relationship was significant. It also explains that 37.5% of the 

discrepancy in the HR staff innovation capacity was improved. Therefore, while more HR employees implement HRIS in their 

workplace performance leads to their innovation capacity improvement so hypothesis 1 is accepted. 

As a matter of fact, the HRIS implementation reduces costs by reducing task performance time besides reducing paperwork and 

HR employees. HRIS implementation enhances planning and programming development, stimulates employee interaction, and 

improves employees’ knowledge by the knowledge management circulate that flows all over the organization and provender all 

departments. All in all, it enhances organizational performance, improves communication between top employees and 

management, and provides applicable information and data as a foundation for making decisions throughout the company 

(Johnson et al., 2016; Maamari & Osta, 2021; Shahreki et al., 2019). In conclusion, the HRIS adoption helps HR employees to work 

effectively and facilitates the general company’s development. HRIS adoption also persuades top management to keep the 

operational staff and plan for all upcoming projects. It generated a dashboard that is followed up automatically in specific 

applications and observing the growth and safety in work situations. It detected the repetitive absences in the department to 

identify their causes and find solutions for that quickly. This information helps employees and managers to reply to changes more 

quickly. 

Table 6 shows the hypothesis number result. This table revealed the relationship between HR staff innovation capacity and HRIS 
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implementation is significant with the existence of the “affective commitment” as a moderator variable. The T-value of hypothesis 

1 is 5.271 in the moderator so the first hypothesis is accepted. The coefficient of hypothesis 1 determination before (R2= 0.375) 

and after (R2= 0.521) presence of the “affective commitment” as a moderator has shown that R2 has improved. 

All in all, the Bootstrap procedure results with a t-statistic of (3.265 > 1.96) shows that there is a relationship. Effectively speaking, 

the affective commitment moderates the relationship between HR staff innovation capacity and HRIS implementation and when 

affective commitment is strong, this relationship is strong. Accordingly, the second hypothesis also is accepted.  In an HRIS 

implementation, affective commitment improves the employees’ innovation capacity since they pursue to apply new creative 

ideas to their company. 
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