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Abstract

Public sector performance remains a critical concern as governments strive to enhance efficiency,
transparency, and service quality in increasingly complex administrative environments. This
study aims to examine the influence of workforce allocation effectiveness and individual
capability on employee performance, with information systems as a mediating variable in the
Jember Transportation Agency. A quantitative approach with an explanatory design was
employed, involving 202 respondents selected from a population of 406 employees using the
Slovin formula. Data were collected through a structured questionnaire using a five-point Likert
scale and analyzed using Structural Equation Modeling with the Partial Least Squares approach.
The results indicate that workforce allocation effectiveness and individual capability have positive
and significant effects on employee performance, both directly and indirectly. Information
systems were found to play a dominant role, not only directly influencing performance but also
strengthening the relationship between workforce-related factors and performance outcomes. The
findings suggest that the integration of effective workforce management practices and well-
utilized information systems is essential for improving organizational performance. This study
contributes by providing a more comprehensive understanding of the interplay between workforce
dynamics and digital systems in the public sector. The practical implication highlights the need
for organizations to align workforce allocation effectiveness, individual capability development,
and information system implementation to achieve optimal performance outcomes.

Keywords: Individual Capability, Employee Performance, Workforce Allocation Effectiveness,
Information System, Public Sector.

INTRODUCTION

The performance of the public sector has become an important issue in the context of modern
governance, as the governments are increasingly being asked to improve efficiency, transparency
and accountability in the delivery of public services. With the increasing complexity of
administrative environments and demands from society, public organizations have been
compelled to continuously adapt and enhance their operational effectiveness [1]. In the era of
digital transformation, the integration of technology into governance processes has become a key
driver in improving institutional performance and service delivery [2]. Furthermore, digital
transformation enables organizations to enhance decision-making, collaboration, and efficiency,
thereby strengthening overall public sector outcomes [3]. However, the success of these
transformations is not solely dependent on technology but also on organizational readiness and
individual capabilities [4]. In this context, workforce allocation effectiveness and governance
mechanisms play a fundamental role in shaping performance outcomes in public institutions [5].
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Workforce dynamics are widely recognized as a fundamental asset in determining the
effectiveness and sustainability of public sector organizations [6]. The ability of organizations to
achieve high performance is closely linked to how well they manage, develop, and utilize their
workforce in alignment with institutional goals [7]. In public sector contexts, ensuring that
workforce capacity is appropriately structured and aligned with service demands is essential for
responding to dynamic operational challenges [8]. Moreover, effective workforce management,
including appropriate task allocation and role distribution, has been shown to significantly
influence organizational outcomes and service quality [9]. The importance of workforce
management is further emphasized in the context of digital transformation, where employees are
required to adapt to new technologies and evolving work processes [10]. Additionally,
organizational commitment and employee engagement are critical factors that contribute to
improved individual performance within public institutions [11]. Therefore, strengthening
workforce management practices is essential for enhancing performance and achieving effective
public service delivery [12].

Workforce allocation effectiveness plays a strategic role in ensuring that public organizations
are equipped with the right number of employees and the appropriate competencies to achieve
their objectives effectively [13]. Effective workforce allocation enables organizations to
anticipate workforce needs and align workforce distribution with organizational goals in a
dynamic environment [14]. In the public sector, ineffective workforce allocation often leads to
inefficiencies, skill mismatches, and suboptimal service delivery outcomes [15]. Furthermore,
aligning workforce allocation with technological advancements is essential, as digital
transformation increasingly influences how public services are designed and delivered [16].
Effective workforce allocation also supports organizational adaptability by ensuring that
institutions can respond effectively to environmental changes and emerging challenges [17].
Consequently, well-managed workforce allocation is essential for improving organizational
efficiency and strengthening overall performance in public sector institutions [18].

Individual capability is a crucial determinant of performance quality in public sector
organizations, particularly in environments undergoing rapid transformation [19]. Individual
capability reflects the ability of employees to effectively utilize knowledge, skills, and
professional attitudes in achieving organizational goals [2]. In public institutions, higher levels of
individual capability contribute directly to improved service quality, efficiency, and
responsiveness to public needs [3]. Furthermore, the development of individual capability
increasingly important in the context of digital transformation, where new skills are required to
operate advanced systems and technologies [4]. Individual capability also enhances employees’
ability to adapt to organizational changes and contributes to sustained performance improvement
[7]. Therefore, strengthening individual capability is essential for ensuring that public
organizations can achieve optimal performance in increasingly complex and technology-driven
environments [17].

Despite their theoretical importance, the empirical evidence of the effects of workforce
allocation and individual capability on organizational performance is inconsistent in the literature.
The results of several studies confirm that the effective allocation of the workforce has a positive
and significant effect on the performance of the organization by adjusting the distribution of the
workforce according to the needs of the institution [20], [21]. However, other findings indicate
that workforce-related practices may have limited or indirect effects, as they do not necessarily
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translate into improved individual capability or performance outcomes [22]. In addition, some
studies reveal that individual capability does not always have a direct significant effect on
performance, although it may influence performance through mediating mechanisms such as
capability development [23]. Such variances suggest that the link between the effectiveness of
workforce allocation, individual capability and performance is not necessarily linear and may be
contingent upon contextual and supporting variables. Therefore, further study is required to
explore the role of information systems as a mediating variable that can explain and enhance the
relationship between workforce allocation effectiveness, individual capability and performance
in public sector organizations.

Information systems play a crucial role in enhancing organizational performance by
facilitating data integration, improving decision-making, and supporting efficient administrative
processes in public sector institutions [16]. The adoption of digital systems enables organizations
to optimize resource utilization by providing accurate and real-time information for planning and
evaluation [3]. Furthermore, information systems have been shown to strengthen the relationship
between organizational factors and performance by acting as a mediating mechanism that
enhances coordination and operational efficiency [19]. In addition, digital governance systems
contribute to improved transparency, accountability, and service delivery outcomes in public
organizations [10]. However, the effectiveness of information systems depends on how well they
are integrated with workforce allocation effectiveness and individual capabilities [2]. Therefore,
information systems can serve as a key mediating variable that bridges workforce allocation
effectiveness and individual capability with performance outcomes in public sector organizations.

Such variances suggest that the link between the effectiveness of workforce allocation,
individual capability and performance is not necessarily linear and may be contingent upon
contextual and supporting variables. Therefore, further study is required to explore the role of
information systems as a mediating variable that can explain and enhance the relationship between
workforce allocation effectiveness, individual capability and performance in public sector
organizations. Performance gaps across the organization also derive from differences in
individual capability and the inconsistent use of information systems. This situation points to the
importance of understanding how the effectiveness of workforce allocation and individual
capability can be better aligned and supported by information systems to improve overall
performance. Thus, this research is to analyze the effect of effectiveness of workforce allocation
and individual capability on employee performance with government information systems as
mediating variable in the Jember Transportation Agency.

METHOD

The study adopted a quantitative approach with an explanatory research design to examine
the relationship between workforce allocation effectiveness, individual capability, information
systems and employee performance. The population of the study is individual employees of
Jember Transportation Agency as much as 406 employees. The sample size was determined using
Slovin formula with 5% margin of error, which was 202 respondents. Data were collected by
structured questionnaire using 5 point Likert scale from strongly disagree to strongly agree. The
instrument was developed to measure employees’ perceptions of internal organizational
conditions.
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Table 1. Operational Variables and Indicators

Variable Indicators

Workforce Allocation Effectiveness 1. Internal workforce allocation alignment
X1) 2. Staffing adequacy based on workload
[20] 3. Job placement accuracy

4. Clarity of workforce allocation procedures
Individual Capability (X2) 1. Job-related knowledge
[23] 2. Task-relevant skills

3.  Work attitude consistency
Information Systems (Z) 1. System accessibility
[16] 2. Internal data integration

3. Information accuracy

4. Ease of system use

5. System support for tasks

6. Frequency of system usage
Employee Performance (Y) 1. Work quality
[6] 2. Timeliness

3. Effectiveness

4.

Consistency with work standards

Source: Adapted from [6], [16], [20], [23] (2026)

Data were analyzed using Structural Equation Modeling (SEM) with the Partial Least Squares
(PLS) approach via SmartPLS software, which is suitable for testing complex relationships and
mediating effects while ensuring construct validity and reliability [24]. The analysis consists of
outer model evaluation and inner model evaluation. The outer model was assessed to examine the
validity and reliability of the constructs, including convergent validity with loading factor values
> 0.70, Average Variance Extracted (AVE) > 0.40, and reliability measured using Composite
Reliability and Cronbach’s Alpha > 0.70 [24]. Meanwhile, the inner model was evaluated by
examining the coefficient of determination (R?) and adjusted R?, where values of 0.75, 0.50, and
0.25 indicate strong, moderate, and weak explanatory power, respectively [24]. Hypothesis testing
was conducted by analyzing direct and indirect effects using path coefficients and t-statistics, with
a significance level of 0.05 (t-value > 1.96) [24]. The mediating effect of information systems
was assessed through indirect effect analysis to determine its role in strengthening the relationship
between workforce allocation effectiveness, individual capability, and employee performance
[24].

RESULTS AND DISCUSSION

The results of this study are discussed based on the analysis of SEM-PLS to investigate the
relationship between workforce allocation effectiveness, individual capability, information
systems and employee performance. The analysis starts with the evaluation of the measurement
model to ensure the validity and reliability of the constructs, followed by the evaluation of the
structural model (inner model) to determine the explanatory power and the relationship between
variables. Moreover, the direct and indirect effects are examined to ascertain the mediating role
of information systems, which are then discussed in the light of relevant theories and previous
empirical evidence.
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Table 2. Outer Loading Result

Original ~ Sample  Standard o ..

Sa(r(r)q))le l\zll\ella)n ?S?E/]l)ag{)/gl ((O/STDEV]) P Values
X1.1 <- Workforce Allocation Effectiveness (X1) 0.813 0.813 0.028 29.315 0.000
X1.2 <- Workforce Allocation Effectiveness (X1) 0.797 0.794 0.038 20.903 0.000
X1.3 <- Workforce Allocation Effectiveness (X1) 0.888 0.888 0.016 55.581 0.000
X1.4 <- Workforce Allocation Effectiveness (X1) 0.837 0.837 0.026 32.826 0.000
X2.1 <- Individual Capability (X2) 0.726 0.623 0.075 8.346 0.000
X2.2 <- Individual Capability (X2) 0.842 0.842 0.029 28.792 0.000
X2.3 <- Individual Capability (X2) 0.871 0.870 0.025 34.475 0.000
Y1.1 <- Employee Performance (Y) 0.861 0.860 0.021 41.391 0.000
Y1.2 <- Employee Performance (Y) 0.796 0.694 0.056 12.427 0.000
Y1.3 <- Employee Performance (Y) 0.878 0.878 0.018 48.591 0.000
Y1.4 <- Employee Performance (Y) 0.862 0.862 0.019 45.356 0.000
Z1.1 <- Information System (Z) 0.764 0.765 0.030 25.720 0.000
Z1.2 <- Information System (Z) 0.747 0.643 0.060 10.740 0.000
Z1.3 <- Information System (Z) 0.720 0.715 0.049 14.702 0.000
Z1.4 <- Information System (Z) 0.818 0.819 0.026 31.676 0.000
Z1.5 <- Information System (Z) 0.805 0.805 0.025 31.604 0.000
71.6 <- Information System (Z) 0.722 0.723 0.029 25.047 0.000

Source: Author’s analysis (2026)

The outer loading results show that all measurement indicators meet the required standard,
with loading factor values above the minimum threshold of 0.70. This indicates that the constructs
have good convergent validity. The loading values range from 0.720 to 0.888, meaning that each
indicator is strongly related to its respective latent variable. In addition, all indicators have t-
statistic values greater than 1.96 and p-values of 0.000, which confirms that they are statistically
significant. Among all indicators, X1.3 has the highest loading value at 0.888, showing that it is
the strongest indicator in representing workforce allocation effectiveness. Based on these results,
all indicators are considered valid and reliable, so none of the items need to be removed from the
model for the next stage of analysis.

Table 3. Validity & Reliability Result

AVE rho A CR CA
Individual Capability (X2) 0.620 0.790 0.827 0.778
Employee Performance (Y) 0.685 0.865 0.896 0.845
Workforce Allocation Effectiveness (X1) 0.696 0.860 0.902 0.854
Information System (Z) 0.560 0.850 0.884 0.842

Source: Author’s analysis (2026)

The validity and reliability test results show that all constructs have met the required criteria.
The Average Variance Extracted (AVE) values for all variables are above the minimum threshold
of 0.40, ranging from 0.560 to 0.696. This indicates that the constructs have adequate convergent
validity. In terms of reliability, all constructs also show rho A, Composite Reliability (CR), and
Cronbach’s Alpha (CA) values above 0.70, which reflects strong internal consistency. Workforce
Allocation Effectiveness (X 1) and Employee Performance (Y) show the highest reliability levels,
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with CR values of 0.902 and 0.896, respectively. Overall, these findings indicate that all
measurement constructs are valid and reliable, making them appropriate for further analysis in
the structural model.
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Figure 1. Inner Model Result
Source: Author’s analysis (2026)

The inner model results show the structural relationships among the variables in this study,
especially the direct and indirect effects of workforce allocation effectiveness, individual
capability, information systems, and employee performance. Based on the model, workforce
allocation effectiveness and individual capability directly influence employee performance.
Meanwhile, information systems act as a mediating variable that helps strengthen these
relationships. The significant path coefficients indicate that the proposed model is empirically
supported. In addition, the mediating role of information systems shows that technology can
enhance the influence of human-related factors on performance outcomes. These findings suggest
that integrating information systems into organizational processes is important for maximizing
the contribution of workforce allocation effectiveness and individual capability toward improving
employee performance.

Table 4. Fit Model Result

R2 R2 Adjusted
Employee Performance (Y) 0.677 0.672
Information System (Z) 0.616 0.612

Source: Author’s analysis (2026)

The model fit results indicate that the structural model has substantial explanatory power. The
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R? value for Employee Performance (0.677) suggests that approximately 67.7% of the variance
in employee performance is explained by workforce allocation effectiveness, individual
capability, and information systems, indicating a moderate to strong model. Similarly, the R?
value for Information Systems (0.616) shows that 61.6% of its variance is explained by workforce
allocation effectiveness and individual capability, which also reflects a moderate explanatory
level. The adjusted R? values, which are slightly lower but consistent, confirm the stability and
robustness of the model. Overall, these results demonstrate that the model has good predictive
relevance and is adequate in explaining the relationships among the variables.

Table 5. Path Coefficient Result

Sample  Memn  Dovion T Sutistos P

() (M) (STDEV) (JO/STDEV]|)  Values
Individual Capability (X2) -> Employee Performance 0.121 0.124 0.056 2.169 0.030
(Y)
Individual Capability (X2) -> Information System (Z) 0.512 0.510 0.055 9.292 0.000
Workforce Allocation Effectiveness (X1) -> Employee 0.250 0.250 0.058 4.317 0.000
Performance (Y)
Workforce Allocation Effectiveness (X1) -> Information 0.386 0.388 0.050 7.753 0.000
System (Z)
Information System (Z) -> Employee Performance (Y) 0.545 0.542 0.061 8.876 0.000
Individual Capability (X2) -> Information System (Z) -> 0.279 0.277 0.044 6.381 0.000
Employee Performance (Y)
Workforce Allocation Effectiveness (X1) -> Information 0.210 0.210 0.035 6.063 0.000

System (Z) -> Employee Performance (Y)

Source: Author’s analysis (2026)

The model fit results show that the structural model has strong explanatory ability. The R?
value for Employee Performance is 0.677, meaning that 67.7% of the variation in employee
performance can be explained by workforce allocation effectiveness, individual capability, and
information systems. This indicates that the model has a moderate to strong level of explanation.
Similarly, the R? value for Information Systems is 0.616, showing that 61.6% of its variation is
explained by workforce allocation effectiveness and individual capability. This also reflects a
moderate level of explanatory power. The adjusted R? values are slightly lower but still consistent,
which supports the stability and reliability of the model. Overall, these results indicate that the
model has good predictive relevance and is suitable for explaining the relationships among the
variables in this study.

The indirect effect results further support the mediating role of Information Systems in the
relationship between the independent variables and Employee Performance. Individual Capability
has a significant indirect effect on Employee Performance through Information Systems (f =
0.279; p=0.000). Similarly, Workforce Allocation Effectiveness also shows a significant indirect
effect through the same mediating variable (B = 0.210; p = 0.000). Since both the direct and
indirect effects are significant, Information Systems can be considered a partial mediator in the
model. These findings indicate that Workforce Allocation Effectiveness and Individual Capability
influence Employee Performance not only directly, but also indirectly through the effective
implementation of Information Systems. In other words, the use of Information Systems helps
strengthen the contribution of human-related factors to employee performance, which may
ultimately support better organizational outcomes.

Workforce Allocation Effectiveness also plays an important role in improving Employee
Performance by ensuring that workforce capacity is aligned with organizational needs. Proper
workforce allocation enables organizations to assign employees more appropriately, minimize

7

Copyright © 2026, Iva Wahyu Iriandini, Dwi Cahyono.



BIM

Proceedings Bali International Meeting on Business, Advanced engineering, and

Leadership sustainability Impact
BIM University
DOI: 10.XXXXXXXXXXXXXXXXXXXX/

inefficiencies, and improve the effectiveness of service delivery. This result is in line with
previous studies which emphasize that effective workforce allocation can contribute significantly
to organizational performance, particularly in dynamic public sector environments [13], [14],
[21]. At the same time, the results indicate that the contribution of allocation extends beyond
direct influence, as its effectiveness becomes more pronounced when supported by technological
systems, reflecting the growing integration between workforce management practices and digital
governance systems [16], [17].

In addition to workforce allocation effectiveness, individual capability also contributes to
employee performance, although its influence appears less dominant when examined directly.
This suggests that individual capabilities such as knowledge, skills, and attitudes are important
but may not automatically translate into higher performance without adequate organizational
support. Previous studies similarly highlight that individual capability enhances adaptability and
service quality, especially in environments undergoing rapid technological change [5], [19].
However, the findings also align with research showing that individual capability may have
limited or indirect effects, depending on the presence of supporting mechanisms [22], [23]. This
indicates that individual capability requires integration with broader organizational systems to
fully realize its potential [4], [7].

A stronger pattern emerges when examining the role of information systems, which appear
to have the most substantial influence on employee performance. This reflects the increasing
importance of digital transformation in public sector organizations, where information systems
enhance efficiency, improve decision-making, and facilitate coordination. Such findings are
consistent with previous research demonstrating that digital systems significantly improve
organizational outcomes and service delivery [2], [3]. In this context, information systems are no
longer merely supportive tools but have become central elements in achieving organizational
effectiveness [10], [19].

The central role of Information Systems is closely connected to how workforce capacity is
structured and managed within the organization. The results show that both Workforce Allocation
Effectiveness and Individual Capability significantly influence the effectiveness of Information
Systems. This suggests that the successful implementation and use of technology depend not only
on the system itself, but also on the quality of human-related factors that support it. Organizations
that are able to allocate their workforce effectively and develop individual capability are more
likely to utilize digital systems in an optimal way. In this context, Information Systems function
more effectively when employees are placed according to organizational needs and have the
necessary skills to use technology properly. This finding is consistent with the socio-technical
perspective, which highlights the interdependence between human and technological elements in
organizational performance [7], [16]. Similar conclusions have been drawn in previous studies,
where employee readiness and organizational support were identified as key determinants of
successful digital transformation [4], [10].

These relationships become more evident when considering the mediating role of
information systems. The results show that information systems strengthen the influence of both
workforce allocation effectiveness and individual capability on employee performance, acting as
an important connecting mechanism. This supports earlier findings that digital systems enhance
organizational processes and amplify the effectiveness of management practices [2], [19]. At the
same time, the study provides additional insight by clarifying how these relationships operate
within a public sector context, where previous findings have often been inconsistent [22], [23].

Another important aspect is the presence of both direct and indirect effects, indicating that
the relationship between variables is not linear. Workforce allocation effectiveness and individual
capability influence performance not only directly but also through information systems,
highlighting the complexity of organizational performance dynamics. This finding is in line with
contingency theory, which suggests that organizational effectiveness depends on the interaction
of multiple factors rather than a single determinant [1], [2]. Compared to earlier studies that
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reported mixed or inconclusive results, this study offers a more comprehensive explanation by
incorporating a mediating variable [15], [22].

Overall, these findings emphasize the importance of integrating workforce management
practices and information systems to improve performance in public sector organizations.
Focusing solely on workforce allocation or individual capability is not sufficient without
considering the role of digital systems that support and enhance these factors. This highlights a
practical implication for organizations to adopt a more integrated approach that combines
workforce allocation effectiveness, individual capability development, and technological
utilization. Such an approach is essential for achieving efficiency, responsiveness, and high-
quality public services in the context of ongoing digital transformation [6], [12].

CONCLUSION

Workforce Allocation Effectiveness and Individual Capability are confirmed as important
determinants of Employee Performance, both directly and indirectly through the mediating role
of Information Systems. The findings show that effective workforce allocation helps align
workforce capacity with organizational needs, while individual capability supports employees in
carrying out their tasks more effectively. However, the influence of these two factors becomes
stronger when they are supported by well-integrated Information Systems. This indicates that
performance in public sector organizations is shaped not only by workforce-related factors, but
also by how well these factors are connected to digital systems.

This study contributes to the literature by providing empirical evidence that helps clarify
previous inconsistent findings on the relationship between organizational capability factors and
performance. By including Information Systems as a mediating variable, this study offers a more
comprehensive explanation of how employee performance is developed in a public sector context.
It also highlights the importance of a socio-technical approach, where human and technological
elements work together to support organizational performance. From a practical perspective, the
findings suggest that public organizations should prioritize the alignment between workforce
allocation, individual capability development, and information system implementation.
Strengthening these three aspects can help organizations achieve better and more sustainable
performance outcomes. Future research is encouraged to examine additional variables, such as
leadership, organizational culture, or digital readiness, which may further influence performance
dynamics. Expanding the research scope across different sectors or regions may also provide
deeper insights into the generalizability of the findings. Overall, this study emphasizes the need
for an integrated strategy that combines effective workforce management and digital
transformation to improve the effectiveness and sustainability of public sector performance.

REFERENCES

[1] C. Negri and G. Dinca, “Public sector’s efficiency as a reflection of governance quality, an
European Union study,” PLOS ONE, vol. 18, 2023, doi: 10.1371/journal.pone.0291048.

[2] H. Saragih, “The role of digital transformation in enhancing performance and security of
technology infrastructure in public institutions,” FEdelweiss Applied Science and
Technology, 2025, doi: 10.55214/25768484.v916.7865.

[3] U. F. Ikwuanusi, O. Onunka, S. Owoade, and A. Uzoka, “Digital transformation in public
sector services: Enhancing productivity and accountability through scalable software
solutions,” International Journal of Applied Research in Social Sciences, 2024, doi:
10.51594/ijarss.v6il1.1724.

[4] N.S.A.Wahiand L. Berényi, “Soft TQM Elements for Digital Transformation in the Public

9

Copyright © 2026, Iva Wahyu Iriandini, Dwi Cahyono.



BIM

Proceedings Bali International Meeting on Business, Advanced engineering, and

Leadership sustainability Impact
BIM University
DOI: 10.XXXXXXXXXXXXXXXXXXXX/

[11]

[12]

[13]

[16]

[17]

[18]

[19]

[20]

Sector,” Pro Publico Bono — Magyar Kézigazgatas, 2023, doi: 10.32575/ppb.2023.3.2.

S. Erten and I. Tiirkmen, “The Effect of Human and Social Capital on Employee
Performance in Public Sector,” Celal Bayar Universitesi Sosyal Bilimler Dergisi, 2022, doi:
10.18026/cbayarsos.1034365.

T. M. Alsobaey and F. Q. Alkhateeb, “A Contextual Analysis of Factors Influencing
Employee Performance in the Public Sector,” International Journal of Public
Administration in the Digital Age, 2025, doi: 10.4018/ijpada.376011.

Z. Xu, “Exploring the Integrated Transformation of Intelligence and Efficiency in Public
Sector Human Resource Management from a Big Data Perspective,” Journal of Social
Science Humanities and Literature, 2025, doi: 10.53469/jssh1.2025.08(04).05.

X. Liu and Y. Xu, “Transformation and Strategic Development of Human Resource
Management in Public Sector Under Digital Economy,” Proceedings of the 2021 6th
International Conference on Social Sciences and Economic Development (ICSSED 2021),
2021, doi: 10.2991/aecbmr.k.210319.106.

S. Noviana Utami Ratmawati, “Transformation Digital and Development Capability
Employees: The Impact to Performance Organization through Improving Public Services
(Studies Case on Badan Pendapatan Daerah Semarang),” Saudi Journal of Business and
Management Studies, 2025, doi: 10.36348/sjbms.2025.v10i101.005.

B. Gunawan, B. M. Ratmono, and P. I. Setyoko, “Digital Transformation in Public
Management Functions for Public Information Disclosure,” Journal of Governance, 2023,
doi: 10.31506/jog.v8i3.20451.

B. Ly, “Transforming commitment into performance: a study of digital transformation in
the Cambodian public sector amidst a pandemic,” Cogent Business & Management, vol. 11,
2024, doi: 10.1080/23311975.2024.2333609.

A. Frinaldi, N. Putri, and M. A. Embi, “Public Sector Performance and Digital-Governance
Effectiveness Predicted by Community Happiness as a Representation of Culture,” Journal
of Ethnic and Cultural Studies, 2023, doi: 10.29333/ejecs/1398.

N. Lastanti and M. Djasuli, “Managing Financial Flows In The Public Sector Through
Digital Transformation,” Eduvest - Journal of Universal Studies, 2024, doi:
10.59188/eduvest.v4i7.1246.

L. G. de M. Santos, “Dynamic capabilities in the public sector: Research agenda in the
context of digital transformation,” JeDEM - eJournal of eDemocracy and Open
Government, 2024, doi: 10.29379/jedem.v16i2.883.

A. Milukutu and M. Siachisa, “Assessing the Impact of Digital Transformation on
Employee Performance in the Public Sector: A Case Study of Zambia’s Ministry of Health
Headquarters (2017-2022),” International Journal of Humanities, Social Sciences and
Education, 2023, doi: 10.20431/2349-0381.1009013.

M. L. Sarwar, Q. Abbas, T. Alyas, A. Alzahrani, T. M. Alghamdi, and Y. Alsaawy, “Digital
Transformation of Public Sector Governance With IT Service Management—A Pilot Study,”
IEEE Access, vol. 11, pp. 6490—6512, 2023, doi: 10.1109/access.2023.3237550.

A. Nurfadilah and H. Haliah, “Public Sector Transformation: Increased Efficiency and
Innovation in the Digital Economy,” International Journal of Humanities, Education, and
Social Sciences, 2024, doi: 10.58578/ijhess.v2i2.2870.

D. C. Oprea (Birla), C.-E. Voicu, and K. Kaur, “Improving public sector performance: the
power of implementing corporate governance ,” Journal of Financial Studies, 2023, doi:
10.55654/js.2023.8.14.7.

M. Yusuf, H. M. R. Satia, R. B. Bernardianto, N. Nurhasanah, 1. Irwani, and P. 1. Setyoko,
“Exploring the role of digital leadership and digital transformation on the performance of
the public sector organizations,” International Journal of Data and Network Science, 2023,
doi: 10.5267/j.ijdns.2023.6.014.

C. Ubah and U. Ibrahim, “Examining the effect of human resource planning on the

10

Copyright © 2026, Iva Wahyu Iriandini, Dwi Cahyono.



BIM

Proceed ings Bali International Meeting on Business, Advanced engineering, and

Leadership sustainability Impact
BIM University
DOI: 10.XXXXXXXXXXXXXXXXXXXX/

[21]

[22]

[23]

[24]

performance of public sector organizations,” International Journal of Research in Business
and Social Science (2147- 4478), 2021, doi: 10.20525/ijrbs.v10i5.1289.

N. Aryal and G. K. Singh, “Human Resource Planning on Organization Performance in
Cooperatives Sector,” Journal of Development Review, 2023, doi: 10.3126/jdr.v8i2.59208.
M. K. Kafarudin, “The Influence of Human Resource Management Practices on Service
Organization Performance Public Through Involvement and Development Competence of
Government Employees Southeast Sulawesi Province,” International Journal of Membrane
Science and Technology, 2023, doi: 10.15379/ijmst.v10i1.2859.

T. M. M. Liana, E. W. Soekatendel, and M. Aryanti, “Enhancing Personnel Performance
Through Competence and Leadership: The Mediating Role of HR Development as a
Catalyst for Economic Advancement in the North Sumatra Regional Police,” International
Journal  of  Economics  Development  Research  (IJEDR), 2024, doi:
10.37385/ijedr.v6i1.6839.

J. F. Hair, J. J. Risher, M. Sarstedt, and C. Ringle, “When to use and how to report the results
of PLS-SEM,” European Business Review, 2019, doi: 10.1108/EBR-11-2018-0203.

11

Copyright © 2026, Iva Wahyu Iriandini, Dwi Cahyono.



	INTRODUCTION
	The performance of the public sector has become an important issue in the context of modern governance, as the governments are increasingly being asked to improve efficiency, transparency and accountability in the delivery of public services. With the...
	Workforce dynamics are widely recognized as a fundamental asset in determining the effectiveness and sustainability of public sector organizations [6]. The ability of organizations to achieve high performance is closely linked to how well they manage,...
	Workforce allocation effectiveness plays a strategic role in ensuring that public organizations are equipped with the right number of employees and the appropriate competencies to achieve their objectives effectively [13]. Effective workforce allocati...
	Individual capability is a crucial determinant of performance quality in public sector organizations, particularly in environments undergoing rapid transformation [19]. Individual capability reflects the ability of employees to effectively utilize kno...
	Despite their theoretical importance, the empirical evidence of the effects of workforce allocation and individual capability on organizational performance is inconsistent in the literature. The results of several studies confirm that the effective al...
	Information systems play a crucial role in enhancing organizational performance by facilitating data integration, improving decision-making, and supporting efficient administrative processes in public sector institutions [16]. The adoption of digital ...
	Such variances suggest that the link between the effectiveness of workforce allocation, individual capability and performance is not necessarily linear and may be contingent upon contextual and supporting variables. Therefore, further study is require...
	METHOD
	RESULTS AND DISCUSSION
	The results of this study are discussed based on the analysis of SEM-PLS to investigate the relationship between workforce allocation effectiveness, individual capability, information systems and employee performance. The analysis starts with the eval...

	CONCLUSION
	Workforce Allocation Effectiveness and Individual Capability are confirmed as important determinants of Employee Performance, both directly and indirectly through the mediating role of Information Systems. The findings show that effective workforce al...
	This study contributes to the literature by providing empirical evidence that helps clarify previous inconsistent findings on the relationship between organizational capability factors and performance. By including Information Systems as a mediating v...

	REFERENCES

