THE ROLE OF INFORMATION SYSTEMS IN HUMAN RESOURCE
MANAGEMENT: PERFORMANCE EVALUATION AND TRAINING
NEEDS ASSESSMENT THE CASE OF PUBLIC ENTERPRISES
IN KOSOVO (KEK, POST TELECOM AND KUR - PRISHTINA)

Blerta Berisha', Naim Ismajli’
"University of Library Studies and Information Technologies,
*AAB College Prishtina, Kosovo

Abstract: This study explores the impact of Human Resource Information Systems
(HRIS) on performance evaluation and training needs assessment in three public en-
terprises in Kosovo: KEK, PTK, and KUR Pristina. As Human Resource Manage-
ment (HRM) shifts towards a strategic role, HRIS adoption is essential for promoting
transparency, efficiency, and data-driven decision-making in the public sector. Using a
mixed-methods approach, the research integrates survey responses from 120 employees
with qualitative data from nine HR managers. Results reveal a strong positive correlation
between HRIS usage and improved performance evaluation processes, while the effect
on training needs assessment is evident but more limited. Main barriers to full imple-
mentation include low digital literacy, weak IT infrastructure, and institutional resist-
ance to change. Nonetheless, HR professionals see HRIS as strategic enablers, not just
administrative tools. Drawing on comparisons with countries like Greece and Morocco,
the study highlights HRIS potential to improve planning, communication, and organ-
izational performance. It recommends investments in digital skills, leadership support,
and cross-platform integration. Within Kosovo’s ongoing public sector reform and EU
alignment, HRIS adoption represents a key step toward institutional modernization and
better service delivery.
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INTRODUCTION

In today’s economy, where knowledge is a key asset, human capital is recog-
nized as the most valuable organizational asset more important than technology or
infrastructure. As Human Resource Management (HRM) shifts from an adminis-
trative to a strategic role, digital tools like Human Resource Information Systems
(HRIS) have become essential (Kavanagh et al., 2015). HRIS are software systems
that automate core HR functions such as recruitment, payroll, performance evalu-
ation (Ball, 2001), training, and employee development. These tools improve data
accuracy, enable real-time tracking, and align HR activities with organizational
goals. In the public sector, where transparency and accountability are critical, HRIS
can help overcome administrative and structural inefliciencies. However, in devel-
oping countries like Kosovo, implementation faces major challenges such as limited
financial resources, low digital literacy, and resistance to change (Demi, 2024). De-
spite this, the modernization of public enterprises makes HRIS adoption a strategic
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necessity. This study examines how HRIS affect two essential HR functions perfor-
mance evaluation and training needs assessment (Ngai & Wat, 2006) focusing on
three public enterprises in Kosovo.

Research Aim and Objectives

The primary aim of this research is to investigate the impact of Information Sys-
tems on the effectiveness of performance evaluation and training needs assessment
in public enterprises.

1. To analyze the current practices of HRIS usage in performance evaluation
across selected public enterprises.

2. To examine how HRIS supports the identification and management of em-
ployee training needs.

3. To identify organizational, technical, and institutional challenges that hinder
effective HRIS implementation.

Research Questions and Hypothesis

Research questions:

1. To what extent are HRIS integrated into performance appraisal processes in
public enterprises?

2. How do HRIS contribute to identifying and addressing training needs?

3. What are the key barriers and enablers to effective HRIS implementation in
the public sector?

Hypotheses

>H1: The use of Human Resource Information Systems (HRIS) (Kavanagh et
al,, 2015) is positively associated with the effectiveness of employee performance
evaluation (Ball, 2001) in public enterprises.

>H2: The use of HRIS significantly improves the identification and manage-
ment of employee training needs in public enterprises.

>H3: Resistance to change and lack of digital skills negatively affect the strate-
gic use of HRIS in public sector institutions.

Significance of the Study

This study holds both theoretical and practical value. Theoretically, it contrib-
utes to the literature on digital HRM and public sector reform (OECD, 2020) by
offering insights from Kosovo a post-transition economy where digitalization is still
evolving. By examining HRIS in relation to performance evaluation (Ball, 2001)
and training needs assessment (Ngai & Wat, 2006), it deepens understanding of
how digital tools support strategic HR functions beyond administrative tasks. Prac-
tically, the findings offer guidance for HR professionals, IT managers, and policy-
makers working to modernize public sector HR practices.

Conceptual Framework
This study adopts the Unified Theory of Acceptance and Use of Technology
(UTAUT) developed by Venkatesh et al. (2003) as a theoretical foundation for ex-
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amining HRIS implementation in Kosovo’s public sector. The model includes four
key determinants: performance expectancy, effort expectancy, social influence, and
facilitating conditions, which influence the behavioural intention and actual use of
technology. These dimensions are particularly relevant for understanding the adop-
tion and effective utilisation of HRIS in performance evaluation and training needs
management. In this study, the effectiveness of HRIS usage is conceptualised as be-
ing influenced by users’ beliefs about its utility (PE), ease of use (EE), the influence
of colleagues and leaders (SI), and the availability of technical and organisational
support (FC). The proposed conceptual framework thus provides a systematic lens
to analyse the empirical findings and test the stated hypotheses.

LITERATURE REVIEW

Human Resource Information Systems (HRIS) have become vital for enhanc-
ing efficiency, accuracy, and transparency in HR operations (Strohmeier, 2007;
Kavanagh et al., 2015). In the public sector, they support standardization, digital
transformation, and data-driven decisions (European Court of Auditors, 2021).
The UTAUT model (Venkatesh et al., 2003) explains HRIS adoption through fac-
tors like performance expectancy and institutional support. Research confirms the
importance of system usability and leadership commitment in public institutions
(Rana et al, 2017). HRIS improve performance evaluations through real-time
tracking and structured feedback (Marler & Fisher, 2013), and assist in identifying
training needs and skill gaps (Stone et al.,, 2015). However, challenges such as re-
sistance to change, low digital literacy, and infrastructure limitations remain (Dery
et al,, 2009; Ball, 2001). Comparative studies from Greece and Morocco stress
the need for strategic alignment and institutional readiness (UNESCO, 2020). In
Kosovo, literature on HRIS in public enterprises is scarce. This study aims to fill that
gap by examining the role of HRIS in performance evaluation and training within
local governance.

RESEARCH METHODOLOGY

Research Approach and Design

This study employed a mixed-methods design using an explanatory sequential
approach (Creswell and Plano Clark, 2017), combining quantitative and qualitative
phases to provide both measurable data and contextual understanding of HRIS im-
plementation in the public sector. The research was conducted in three large pub-
lic enterprises in Kosovo the Kosovo Energy Corporation (KEK), Post-Telecom
of Kosovo (PTK), and the Regional Water Company of Pristina (KUR Pristina).
These organizations were selected due to their strategic importance and different
stages of HR digitalization (Rexha, 2024).

Sampling Strategy

>Quantitative phase: A stratified random sampling technique was used to ensure
proportional representation across roles and enterprises. A total of 120 respondents
were selected out of approximately 420 HR-related employees (Bryman, 2016).
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>Qualitative phase: A purposive sampling method was applied to select 9 sen-
ior HR professionals with hands-on experience in HRIS use and implementation
(Palinkas et al., 2015).

Data Collection Methods

>Quantitative data were collected using a structured online questionnaire dis-
tributed via official emails, based on validated HRIS instruments (Ngai and Wat,
2006).

>>Qualitative data were obtained through semi-structured interviews, audio-re-
corded and transcribed verbatim, ensuring ethical standards and participant ano-
nymity (Braun and Clarke, 2006).

Data Analysis Techniques

>Quantitative analysis involved descriptive statistics, reliability testing using
Cronbach’s Alpha, exploratory factor analysis (EFA) to confirm construct validity,
correlation analysis, and structural equation modelling (SEM) using SPSS v29 and
AMOS v24 (Hair et al,, 2019; Byrne, 2013).

>Qualitative analysis followed thematic analysis according to Braun and Clarke’s
(2006) six-phase framework, allowing for the identification of key themes and tri-
angulation with quantitative findings (Patton, 1999).

Qualitative Results on HRIS Impact

Theme Intensity (1-5)

vé‘““p@ e

Identified Themes

Graphic 1: Qualitative Themes on HRIS Impact

This graphic shows key themes from interview data on HRIS in public enter-
prises. HR professionals highlighted process standardization and appraisal objec-
tivity as the most positive impacts. Lower scores for system usability and training
module use indicate underutilization. Leadership engagement is seen as essential,
while resistance to change remains a major barrier. Findings reflect both technical
and human factors in digital transformation.
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Empirical analysis
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Graphic 2: Comparison of Correlation and Regression Coefficients
for HRIS Impact.

This figure shows that HRIS have a stronger impact on performance evaluation
(r=0.62; B = 0.64) than on training needs assessment (r = 0.55; p = 0.57). While
HRIS support both functions, their influence is greater on structured appraisals.
The similarity between correlation and regression confirms the reliability of these

results.

Table 1: A Pearson correlation analysis on relationships between the key variables.

Variables HRIS Usage Perform?flnce Training Needs Assessment
Evaluation
HRIS Usage 1 0.62 (p <0.01) 0.55 (p<0.01)
Performance Evaluation 1 0.48 (p<0.01)
Training Needs Assessment 1

This table shows Pearson correlation results linking HRIS usage with perfor-
mance evaluation and training needs assessment. Strong, significant correlations
were found between HRIS and performance evaluation (r = 0.62, p < 0.01) and
HRIS and training needs assessment (r = 0.55, p < 0.01), supporting the hypothesis
that digital systems enhance HR functions. The correlation between performance
evaluation and training needs (r = 0.48) suggests these functions are interrelated.

Regression Analysis

Model 1: Predicting Performance Evaluation

>R?=0.41

>F (1,118) = 82.3,p < 0.001
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>HRIS Usage ( = 0.64, p < 0.001)

Model 2: Predicting Training Needs Assessment

>R%2=0.32

>F (1, 118) = 55.7,p < 0.001

>HRIS Usage (B =0.57, p < 0.001)

Both models suggest a significant and substantial effect of HRIS usage on the
effectiveness of HRM processes in the public sector.

Table 2: Summary of Hypotheses Testing

Hypothesis Result Interpretation

H1: HRIS — Performance Evaluation Supported Strong pOSIFlve
relationship
H2: HRIS — Training Needs Assessment Supported St'atls.tlcally
significant
H3: Resistance to Change weakens impact Supported St.a‘us.tlcally
significant

The table shows that all three hypotheses are supported. HRIS have a strong
positive impact on performance evaluation and a statistically significant effect on
training needs assessment. Additionally, resistance to change significantly weakens
the impact of HRIS, confirming it as an important factor.

RESULTS

Descriptive Results

Descriptive statistics show that HRIS usage across HR departments in the three
surveyed public enterprises in Kosovo is relatively high. The mean score was 3.76
(SD = 0.84) on a S-point Likert scale, suggesting that employees generally perceive
HRIS as moderately to highly used. In terms of specific HR functions, performance
evaluation was rated with an average score of 3.52, while training needs assessment
scored slightly lower, indicating room for improvement in utilizing HRIS for train-
ing-related decisions. Participants had an average of 11.5 years of work experience,
and 62% reported that they had participated in at least one training activity within
their institutions. This reflects a relatively experienced workforce that has had some
exposure to professional development initiatives.

Correlation Results

Pearson analysis shows significant positive correlations between HRIS usage
and both variables:

i>Performance evaluation (r = 0.62, p < 0.01)

>>Training needs assessment (r = 0.55, p < 0.01)
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These results suggest that greater HRIS usage leads to more effective appraisals
and better identification of training needs, with a stronger impact observed in per-
formance evaluation.

Regression Results

To further investigate these relationships, two linear regression models were
tested.

Model 1: HRIS usage > Performance Evaluation
>R%=0.41,F(1, 118) = 82.3, p < 0.001
> = 0.64,t=9.07,p < 0.001

Model 2: HRIS usage > Training Needs Assessment

>R2=0.32,F(1,118) = 55.7, p < 0.001

> =0.57, t="7.46, p < 0.001

Both models are statistically significant and explain a substantial portion of the
variance in the effectiveness of HRM processes. Notably, 41% of the variation in
performance evaluation effectiveness can be explained by HRIS usage, compared to
32% for training needs assessment.

Table 3: Hypothesis Testing Summary

Hypothesis Statement Outcome
H1 HRIS usage positively affects performance evaluation. Supported
H2 HRIS usage improves training needs assessment. Supported
H3 Resistance to change negatively impacts HRIS impact. Undz;gizlsgative

H1 and H2 are fully supported, confirming that HRIS significantly improve perfor-
mance evaluation and training needs assessment in public enterprises. H3, related
to resistance to change, is still being explored through qualitative analysis. Overall,
the findings highlight HRIS as strategic tools in HRM while emphasizing the role of
institutional factors in their effective implementation.

DISCUSSION

The study confirms that HRIS significantly improve performance evaluation
and, to a lesser extent, training needs assessment in Kosovo’s public enterprises.
Strong correlations and regression results indicate that HRIS enhance objectivity,
consistency, and timeliness in appraisals (Ball, 2001; Kavanagh et al., 2015). How-
ever, the training function remains underutilized, as many HR staft still use manual
methods despite access to digital systems (Ngai & Wat, 2006). This highlights a
gap in exploiting the full potential of HRIS. The effectiveness of HRIS is strongly
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influenced by employee training and leadership support, aligning with the UTAUT
model (Venkatesh et al., 2003). In Kosovo’s context of limited resources and insti-
tutional resistance, these human factors are especially critical. The study contributes
to digital HRM literature in post-transition settings and offers practical guidance for
improving HRIS use through capacity building and strategic alignment.

CONCLUSION

This study confirms that HRIS improve performance evaluations by increasing
standardization, fairness, and efficiency. Their impact on training needs assessment
is moderate but strengthened by staff training and leadership support. Challenges
such as resistance to change, poor integration, and limited use persist. The findings
offer insight into digital HRM in developing contexts and suggest improving HRIS
use through capacity building and strategic alignment.
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POASITA HA MHOOPMAIIMOHHUTE CUCTEMM B YIIPABAEHUETO
HAYO0BEIIKUTE PECYPCH: OEHKA HA UBITbAHEHHUETO
N HA HYXXAUTE OT OBYYEHUE: AbPJ)KABHUTE ITPEAITPUATHUA
B KOCOBO (KEK, POST TELECOM U KUR - IIPUIIIUHA)

Pestome: Tosa uscaedsane paserencda 6p30eticmsueno Ha UHPOPMAYUOHHUME CUCTNEMU
3a ynpasaenue na wosewku pecypcu (HRIS) vpxy oyenxama na usnsamenuemo u oyen-
kama na uymoume om obyuenue 8 mpu dvpucastu npednpusmus 6 Kocoso: KEK, PTK
u KUR Ilpuwuna. Coc cManama Ha poAsma Ha ynpasieHueno Ha 4oseuikurme pecypcu
(HRM) kom cmpamezusecka npuemaremo na HRIS e coujecmeeno 3a Hacopuasame na
Npo3pauHoCmma, ePeKmusHOCMMa U 63eMaHerno Ha peulerus, OCHOBAHY HA 0aHHU 6 nyo-
AuuHus cekmop. Hanoassaiixu kombuHupar nodxod, uscAed8arermo uHmezpupa omeosopu
om ankema Ha 120 cayxcumeAu ¢ Kauecmeer 0anHu om desem MeHUONCBPU HA HOBEUUKU
pecypcu. Pesyamamume nokaseam cuAHAa NOAOIKUMEAHA KOPEAAYUS. MeX0y U3NO0A3BAHE-
mo Ha HRIS u nodobpenume npoyecu 3a oyeHka Ha usneiHeruemo, 0okamo edekmasim
B8BPXY OYeHKAMA Ha Hyxume om oby4enue e ouesudeH, Ho no-ozparuter. OcHosHu bapu-
epu 3a NbAHOMO BHEOPSBAHE BKAIOUBAM HUCKA yupposa epamommocm, caaba T undpa-
CMPYKMypa U UHCMUMyyUoHAAHA Conpomusa Kem npomenume. Benpexu mosa npoge-
cuoHarucmume no yosewiku pecypcu paseaexcdam HRIS kamo cmpamezuuecku dsuzame-
AU, 4 He Camo Kamo admurucmpamusHu uncmpymenmu. Ipes cpasrenus c doponasu kamo
T'spyus u Mapoxo uscaedsanemo noduepmasa nomenyuara va HRIS da nodobpu naamu-
paHemo, KOMyHUKAYUIMa u opeanusayuorHomo npedcmassre. IIpenopsusam ce uneec-
muyuu 8 yudposu ymenus, nooKpena Ha Audepume u unmezpayus Mexcoy nAamPopmu.
B pamkume na mexywama pegopma é nybauunus cekmop Ha Kocoso u corwncasaremo c
EC npuemanemo na HRIS npedcmasasiea ka0408a cmpnika Kom UHCMUmMyyuoHaiHama
ModepHusayus u no-0obpo npedocmassme Ha ycAy2i.

Karouoeu dymu: undopmayuonnu cucmemu 3a ynpasaenue na vosewcu pecypcu (hris);
OUEHKA HA USHDAHEHUEMO; OYeHKA HA Hy#Oume om 06yueHue; nybAuter ceKmop;
ynpasaenue na vosewixume pecypcu (HRM)
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