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Abstract: This study examines the impact of digital transformation in HRM and change management
on employee performance in the Asian tourism sector. Based on data from 287 employees in five
countries, results indicate digital transformation positively affects both digital HRM and performance.
Digital HRM also significantly mediates the transformation-performance link, while change manage-
ment strengthens this relationship. The SEM model shows good fit with the data. These findings un-
derscore the importance of integrating digital HRM systems and proactive change strategies in digital

transformation efforts to boost employee performance in tourism enterprises.
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1. Introduction

The digital transformation era has fundamentally reshaped the global business landscape, with
the tourism sector emerging as one of the industries most affected by the technological rev-
olution [1]. Digitalization has become a strategic imperative in responding to rapidly evolving
market dynamics, particulatly in the aftermath of the COVID-19 pandemic, which forced
organizations to adopt digital technologies in an accelerated manner [2]. The tourism industry
in Asia faces substantial challenges in digital adaptation, with varying levels of readiness across
countries [3]. According to the World Economic Forum (2023), there exists a significant dig-
ital divide between large tourism enterprises and small and medium-sized enterprises (SMEs)
in Southeast Asia. While 78% of large firms have comprehensively implemented digital trans-
formation, only 34% of SMEs have achieved comparable levels of adoption [4].

Digital transformation extends beyond technological change; it necessitates fundamental
shifts in human resource management (HRM) practices and organizational culture [5]. This
poses unique challenges for the tourism industry, which heavily relies on human interaction
in service delivery [6]. HRM is required to rapidly adapt, enhance employees’ digital capabili-
ties, and manage resistance to change that often arises during transformation processes [7]. A
study by [8] revealed that 67% of employees in Asia’s hospitality sector struggled to adapt to
digital work systems, leading to a 23% decline in performance during the initial phase of
implementation.

The urgency of this study is driven by the evident gap between the demand for digital trans-
formation and the preparedness of human resources in the tourism sector. [9] found that
tourism firms in Asia that successfully integrated change management into their digital trans-
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formation strategies experienced a 35% increase in productivity compared to firms that fo-
cused solely on technological aspects. This highlights the necessity of adopting a holistic ap-
proach to digital transformation that includes the human dimension of organizational change

[10].

There exists a significant research gap in the current literature. First, the majority of digital
transformation research has centered on manufacturing and financial industries, with limited
attention to the tourism sector, which has unique characteristics related to human interaction
[11]. Second, although numerous studies address the technological aspects of digital transfor-
mation, few have explored the interplay between HRM, change management, and employee
performance in this context [7]. Third, there is a scarcity of quantitative studies that examine
integrative models of change management within digital transformation initiatives in the
Asian tourism sector [12].

In response to these gaps, this study aims to address the following research questions: (1)
How does digital transformation influence HRM practices in the Asian tourism sector? (2)
What is the impact of digital HRM on employee performance in the tourism industry? (3)
How does change management moderate the relationship between digital transformation and
employee performance?

The research focuses on tourism enterprises across five Asian countries—Indonesia, Malay-
sia, Thailand, Vietnam, and the Philippines—that have initiated or implemented digital trans-
formation programs within the past three years. The study covers various sub-sectors, includ-
ing hotels, restaurants, transportation services, and tour operators, involving a total of 215
participating companies. Prior studies on similar topics have primarily employed qualitative
case studies [13] or quantitative surveys with limited sample sizes and narrow geographical
coverage [14].

This study adopts a quantitative, cross-sectional survey approach, employing Structural Equa-
tion Modeling (SEM) to examine causal relationships among variables and evaluate the pro-
posed conceptual model [15]. SEM was chosen for its robustness in analyzing large-sample
data and its capacity to test complex interrelationships among multiple variables simultane-
ously [16].

Nevertheless, quantitative approaches present certain limitations. Prior studies suggest that
such methods often struggle to capture contextual and cultural nuances across countries [17].
Additionally, cross-sectional surveys are constrained in their ability to reflect the dynamic
processes of digital transformation over time [18]. To address these challenges, this study
employs a stratified random sampling approach to ensure representative coverage across
countries with diverse cultural and technological adoption contexts. The research instrument
was also adapted for cultural sensitivity and local relevance.

A key research challenge lies in measuring the impact of digital transformation on employee
performance, given the presence of mediating and moderating factors such as organizational
culture, leadership, and technological readiness [19]. Furthermore, the Asian tourism context
exhibits unique features—including cultural diversity, varying levels of digital maturity, and
organizational structures distinct from those in Western settings, where most existing theo-
retical frameworks were developed [20].

To overcome these challenges, this study proposes an integrative conceptual model combin-
ing three theoretical frameworks: the Technology Acceptance Model (TAM), the Ability-Mo-
tivation-Opportunity (AMO) framework, and Kotter's Change Management Model. This in-
tegration enables a comprehensive analysis of the interactions among digital transformation,
HRM, and change management [21]. The conceptual model will be tested using SEM with a
multi-group approach to identify cross-country and sub-sectoral variations.

The study employs validated survey instruments adapted from prior research and tailored to
the Asian tourism context. Validity and reliability will be assessed through confirmatory factor
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analysis (CFA) and Cronbach’s alpha. Stratified random sampling ensures adequate represen-
tation of different sub-sectors and firm sizes [22].

For data analysis, the study utilizes SEM to simultaneously test latent variable relationships
and overall model fit. Hypotheses will be tested using bootstrapping procedures to enhance
the robustness of statistical estimates [23]. A multi-group analysis will also be conducted to
compare structural models across countries and identify contextual variations.

This study’s primary contribution lies in the empirical development and validation of a quan-
titative model linking digital transformation, HRM, change management, and employee pet-
formance in the Asian tourism sector. The proposed model offers practical guidance for man-
agers seeking to implement digital transformation strategies with a human-centered focus.
Theoretically, this study advances the literature by addressing the underexplored dynamics of
digital transformation in human-intensive service industries [24].

2. Preliminaries or Related Work or Literature Review
2.1. Digital Transformation in the Tourism Sector

Digital transformation in the tourism sector has garnered increasing scholatly attention in
recent years. [1] define digital transformation in tourism as the comprehensive integration of
digital technologies into business processes, leading to fundamental changes in operations
and the value delivered to customers. According to [6], digital transformation in the hospitality
industry has evolved from the simple adoption of online booking systems into fully integrated
digital ecosystems that encompass customer experience management, data analytics, and
process automation.

[3] identify four key dimensions of digital transformation in tourism: digital infrastructure,
employees' digital capabilities, digital customer expetience, and digital business models. Their
study in Thailand revealed that companies implementing all four dimensions in a balanced
manner outperformed those focusing solely on technological aspects. The present study seeks
to expand this framework by examining the interaction between digital transformation and
human resource management (HRM)—an area that has received limited attention in current
literature.

2.2 Digital Human Resource Management (Digital HRM)

Digital HRM, as defined by [5], refers to the integration of digital technologies into traditional
HR practices such as recruitment, training, performance management, and compensation.
The digitalization of HRM enables data-driven decision-making, personalized employee
experiences, and enhanced process efficiency [25]. [7], in a study involving 400 young
employees in Indonesia’s hospitality industry, found that digital HRM practices significantly
influenced employee retention and performance, with digital training emerging as the most
impactful factor.

[9] identified digital competency gaps as a major challenge in implementing digital HRM in
Asia’s hospitality sector. Their study showed that 67% of HR managers struggled to integrate
digital tools into HRM practices. Similarly, [26] found that middle managers’ lack of
preparedness in adopting digital technologies was a key barrier to digital transformation in
the tourism sector. This research aims to further investigate these challenges through
quantitative analysis based on a larger, geographically diverse sample.

2.3 Change Management in the Digital Context

Change management is critical to the success of digital transformation. Kotter’s change
management theory, as adapted by [16] for digital contexts, outlines eight stages of effective
transformation: establishing urgency, forming a guiding coalition, developing a vision,
communicating the vision, empowering employees, generating short-term wins, consolidating
gains, and institutionalizing new approaches.
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[22] emphasized that transformational leadership significantly influences the success of digital
change management by shaping employees’ attitudes and behaviors toward new technologies.
This aligns with findings by [23], who reported a positive correlation between
transformational leadership and employee creativity in adopting digital tools.

[24] further revealed that an inclusive and innovation-friendly organizational culture
moderates the relationship between change management and digital transformation success.
Building on these insights, the present study will examine the moderating effect of change
management in the relationship between digital transformation and employee performance
across diverse Asian cultural settings.

2.4 Employee Performance in the Digital Era

[12] conceptualize employee performance in the digital age through three key dimensions:
digital task performance, digital citizenship behavior, and digital adaptability. [20] expand this
view by emphasizing that digital-era employee performance encompasses not only
productivity but also the ability to innovate and adapt to rapid technological changes.

[21] found a positive relationship between employee digital literacy and organizational
performance across multiple sectors, including tourism, with employee engagement acting as
a mediating factor. Supporting this, a longitudinal study by [19] reported that investments in
employee digital competency development led to a 27% improvement in organizational
performance over three years.

Despite the growing body of research on digital transformation and employee performance,
there remains a gap in understanding how digital HRM and change management moderate
this relationship, particularly in the Asian tourism context [8]. This study aims to fill this gap
by analyzing the interrelationships between digital transformation, HRM, change
management, and employee performance through an integrative model using Structural
Equation Modeling (SEM).

3. Proposed Method

This study adopts a quantitative research approach using a cross-sectional design to ex-
amine the impact of digital transformation in human resource management (HRM) and
change management on employee performance in the tourism sector across Asia. The re-
search methodology follows the guidelines recommended by [27] for studies employing
Structural Equation Modeling (SEM), and consists of the following systematic steps.

The conceptual model is developed based on the integration of the Technology Acceptance
Model (TAM) and the Ability-Motivation-Opportunity (AMO) framework, as proposed
by [5]. The variables include digital transformation (X;) as the independent variable, em-
ployee performance (Y) as the dependent variable, digital HRM (X;) as the mediating
variable, and change management (Z) as the moderating variable. The relationships be-
tween vatiables are expressed through the following equations:

X2 = o1 + lel + €1

Y= oy + BZXl + B?}XZ + B‘l—(XlXZ) + e,

Where a\alpha denotes the intercept, B\beta the path coefficients, and e\vatepsilon the error
terms.

Based on the conceptual model, the hypotheses tested ate:
H;: Digital transformation has a positive effect on digital HRM

H;: Digital HRM has a positive effect on employee performance
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Hj: Digital transformation has a positive effect on employee performance

H,: Change management moderates the relationship between digital transformation and em-
ployee performance

Hypothesis Description:

H:: Digital transformation positively affects digital HRM

H:: Digital HRM positively affects employee-performance:

Hs: Digital transformation positively affects employee performance

H.«. Change management moderates the relationship between digital transformation and employee performance

Figure 1. The Conceptual Model

The study population consists of employees from tourism companies in five Asian coun-
tries—Indonesia, Malaysia, Thailand, Vietnam, and the Philippines—that have imple-
mented digital transformation initiatives. The sampling technique employed is stratified ran-
dom sampling, as recommended by [106], to ensure adequate representation across tourism
sub-sectors and organizational levels.

The sample size was determined based on the formula proposed by Kline (2016):
n 2 max[200, 10p]

Where n is the sample size and p is the number of parameters estimated in the model. With
23 estimated parameters, the minimum required sample is 230 respondents. Accounting for
potential non-response and incomplete data, this study targeted 300 respondents, propot-
tionally distributed across countries.

The research instrument is a structured questionnaire developed using validated measurement
scales from prior studies and adapted to the Asian tourism context. Variables were measured
using a 7-point Likert scale (1 = strongly disagree, 7 = strongly agree), following the rec-
ommendations of [28] to enhance response variability.

*Digital Transformation was measured using 12 items adapted from [6], covering dimen-
sions of digital infrastructure, digital literacy, digital strategy, and digital culture.

*Digital HRM was assessed using 15 items from [25], including digital recruitment, training,
and performance evaluation.

*Change Management was measured using 10 items based on [22], covering change lead-
ership, change communication, and employee participation.

*Employee Performance was evaluated using 9 items from [12], comprising task perfor-
mance, organizational citizenship behavior, and adaptability.

Content validity was assessed through expert review involving five academics and practi-
tioners in tourism and HRM. The review was analyzed using the Content Validity Index
(CVI) with a minimum threshold of 0.80, as recommended by [29].
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Data were collected through an online survey using the Qualtrics platform over a three-
month period. The data collection procedure followed protocols proposed by [7] to optimize
response rates and reduce non-response bias. The questionnaire was translated into local lan-
guages using the back-translation method by Brislin (1970) to ensure conceptual equiva-
lence across countries.

Data analysis was conducted in five stages, following the procedures outlined by Hair et al.
(2019):

1.  Data Screening: Examination of missing data, outliers, and multivariate assumptions
using SPSS 27.0

2. Confirmatory Factor Analysis (CFA): Assessment of the measurement model to en-
sure construct validity and reliability using AMOS 26.0

3. Structural Equation Modeling (SEM): Testing of the structural model and hypothe-
ses using Maximum Likelihood Estimation

4. Mediation Analysis: Testing the mediating effect of digital HRM using the bootstrap-
ping approach recommended by [24]

5. Moderation Analysis: Testing the moderating effect of change management using the
product-indicator approach proposed by [3]

Model fit was evaluated using the following fit indices, as recommended by [30]:
*  Chi-square/df < 3.0

e CFI20.95

e TLIZ=0.95

* RMSEA <0.06

. SRMR < 0.08

1. Problem Identification and Hypothesis Formulation

2. Conceptual Framework Development

3. Instrument Development and Validation

4. Data Collection (Online Survey)

5. Data Analysis
Data Screening CFA Analysis SEM Analysis

Mediation Analysis Moderation Analysis

6. Results Interpretation, Conclusion and Implications

Figure 2. Research Process Flowchart

4. Results and Discussion
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4.1 Research Findings

This study examined the effects of digital transformation in HRM and change management
on employee performance in the Asian tourism sector. A total of 287 respondents from five
countries participated in the survey, yielding a response rate of 95.7% from the targeted 300
respondents. The distribution of participants by country was as follows: Indonesia (23.7%),
Malaysia (21.3%), Thailand (19.5%), Vietnam (18.1%), and the Philippines (17.4%).

4.1.1 Descriptive Analysis

Table 1 presents the descriptive statistics of the key study variables. All constructs were meas-
ured using a 7-point Likert scale.

Table 1. Descriptive Statistics of Study Variables

Variable Mean SD Min Max Skewness Kurtosis
Digital Transformation (X;) 5.23 1.14 2.17 7.00 -0.79 0.45
Digital HRM (X3) 4.87 1.26 1.87 7.00 -0.68 0.31
Change Management (Z) 493 1.19 1.70 7.00 -0.72 0.28
Employee Performance (Y) 5.11 1.08 2.33 7.00 -0.83 0.52

Respondents generally exhibited positive perceptions toward all research variables, with
mean values above the midpoint (4). Digital transformation recorded the highest mean (5.23),
indicating a relatively high level of adoption across the Asian tourism sector.

4.1.2 Measurement Model Assessment

Table 2 reports the results of the convergent validity and construct reliability assessment.

Table 2. Convergent Validity and Construct Reliability

Construct Item Loading  t-value CR AVE  Cronbach’s «
Digital Transformation (X;) TD1-TD5 0.79-0.87 >17.00%*  0.92 0.67 0.91
Digital HRM (X3) MSDM1-MSDM5  0.83-0.88 >19.00*  0.94 0.72 0.93
Change Management (Z) MP1-MP4 0.80-0.85 >18.00*  0.91 0.68 0.90
Employee Performance (Y) KK1-KK5 0.80-0.87 >18.00*  0.93 0.70 0.92

*p < 0.001; CR = Composite Reliability; AVE = Average Variance Extracted

All item loadings exceeded 0.70 and were significant at p < 0.001, satisfying the criteria for
convergent validity (Hair et al., 2019). All constructs demonstrated strong reliability, with
CR > 0.70 and AVE > 0.50, as recommended by [28].

4.1.3 Discriminant Validity

Discriminant validity was assessed using the Fornell-Larcker criterion (Table 3) and the
Heterotrait-Monotrait ratio (HTMT) (Table 4).

Table 3. Discriminant Validity — Fornell-Larcker Criterion

Construct 1 2 3 4
1. Digital Transformation (X) 0.82
2. Digital HRM (X3) 0.04 0.85
3. Change Management (Z) 0.58 0.61 0.82

4. Employee Performance (Y) 0.67 0.72 0.59 0.84
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Table 4. Discriminant Validity - HTMT Ratios

Construct 1 2 3 4
1. Digital Transformation (X)
2. Digital HRM (X,) 0.72
3. Change Management (Z) 0.65 0.68
4. Employee Performance (Y) 0.74 0.79 0.67

The results confirmed discriminant validity, as the square roots of AVE (bold diagonal values)
exceeded the inter-construct correlations (Fornell-Larcker criterion), and all HTMT values
remained below the threshold of 0.85 [31].

4.1.4 Structural Model and Hypothesis Testing
The structural model demonstrated a good fit with the data: y2/df = 2.37, CFI = 0.96, TLI
= 0.95, RMSEA = 0.048 (90% CI: 0.041-0.055), SRMR = 0.035. Table 5 presents the hy-

pothesis testing results.

Table 5. Hypothesis Testing Results

Hypothesis Path Coefficient (8)  t-value p-value Conclusion
Hi X; - X, 0.64 12.83 <0.001 Supported
H, X, —>Y 0.48 9.72 <0.001 Supported
Hs X;—Y 0.34 7.45 <0.001 Supported
H, Xy XZ—>Y 0.17 3.86 <0.001 Supported

All hypotheses were supported. Digital transformation had a significant positive effect on
digital HRM (8 = 0.64), supporting Hy. Digital HRM significantly enhanced employee per-
formance (8 = 0.48), confirming Hj. A direct effect of digital transformation on employee
performance was also observed (8 = 0.34), supporting Hg. Finally, change management sig-
nificantly moderated the relationship between digital transformation and employee perfor-
mance (8 = 0.17), validating H.

4.1.5 Mediation Analysis
The results of the mediation test are summarized in Table 6.

Table 6. Mediation Analysis Results

Effect Coefficient (8)  t-value p-value 95% CI
Direct Effect (X; — Y) 0.34 7.45 <0.001 [0.25, 0.43]
Indirect Effect (X3 — Xz —Y) 0.31 8.29 <0.001 [0.23, 0.38]
Total Effect 0.65 14.37 <0.001 [0.56, 0.73]

The indirect effect of digital transformation on employee performance via digital HRM was
significant (8 = 0.31, p < 0.001), and the 95% bootstrap confidence interval did not include
zero, confirming partial mediation.

4.1.6 Moderation Analysis

Moderation analysis confirmed that change management strengthens the effect of digital
transformation on employee performance. The interaction effect was statistically significant
(8 =0.17, p <0.001). A graphical depiction of the moderation effect (Figure 2) illustrates
that the positive relationship between digital transformation and employee performance is
stronger at higher levels of change management.

4.2 Discussion
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4.2.1 The Effect of Digital Transformation on Digital HRM

The results demonstrate that digital transformation has a positive and significant effect on
digital HRM (8 = 0.64, p < 0.001), supporting the notion that digital transformation drives
fundamental changes in HRM practices. This finding aligns with [5], who emphasized that
digital transformation necessitates systemic shifts across organizational functions, including
HRM.

The strong effect size (8 = 0.64) indicates that the tourism sector in Asia is undergoing sub-
stantial changes in HRM practices in response to digitalization trends. This is consistent with
[32], who found that tourism firms adopting digital technologies tend to integrate these tech-
nologies into HR processes to enhance efficiency and effectiveness. Similarly, [33] highlighted
that digital transformation in the hospitality industry increasingly influences recruitment,
training, and performance evaluation systems.

The digitization of HRM processes in Asia's tourism sector is largely driven by the need to
adapt to the expectations of younger, tech-savvy employees. [7] reported that 72% of young
employees in Indonesia's hospitality industry expect digitally integrated HR practices. This
finding echoes the work of [34], who noted that digital transformation in tourism necessitates
a fundamental shift in how organizations attract, develop, and retain digital talent.

4.2.2 The Effect of Digital HRM on Employee Performance

This study found that digital HRM has a positive and significant effect on employee perfor-
mance ( = 0.48, p < 0.001). This supports the findings of [35], who concluded that digitized
HRM practices enhance employee performance through greater process efficiency, improved
access to information, and better competency development.

Digital HRM systems facilitate real-time performance evaluation and continuous feedback,
which have been shown to improve employee outcomes. This finding is in line with [36], who
demonstrated that digital performance appraisal systems boosted employee performance by
23% in service industries, including tourism. Likewise, [25] reported that personalized digital
training platforms significantly improved the competencies and performance of hospitality
employees.

These results are also consistent with the Ability-Motivation-Opportunity (AMO) frame-
work proposed by [37], wherein digital HRM enhances employees’ abilities through more
effective training, boosts motivation through transparent feedback and reward systems, and
provides opportunities for contribution via collaborative digital platforms. This holistic ap-
proach contributes meaningfully to overall performance enhancement.

4.2.3 The Effect of Digital Transformation on Employee Petformance

The findings reveal that digital transformation positively and significantly affects employee
performance (3 = 0.34, p < 0.001), corroborating prior research that links digitalization with
performance improvement. These results are aligned with [6], who found that digital trans-
formation improves employee outcomes through task automation, enhanced information ac-
cess, and improved collaboration tools.

However, the lower coefficient compared to the path from digital HRM to employee perfor-
mance (8 = 0.48) indicates that the impact of digital transformation on performance is more
effective when mediated by digital HRM. This supports the argument by [38] that digital
transformation in tourism should be managed through a human-centered approach to max-
imize performance benefits.

This observation also resonates with [39], who emphasized the importance of integrating dig-
ital transformation with talent management strategies to improve performance in the hospi-
tality industry. Their study found that hotels adopting digital technologies without addressing
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human factors achieved lower performance improvements compared to those that incorpo-
rated HR strategies alongside technological initiatives.

4.2.4 The Moderating Role of Change Management

The results confirm that change management significantly moderates the relationship be-
tween digital transformation and employee performance (3 = 0.17, p < 0.001). The positive
interaction effect suggests that effective change management enhances the impact of digital
transformation on employee performance. This finding is consistent with [40], who empha-
sized the importance of managing organizational resistance to new technologies through
structured change management practices.

[22] also found that organizations with strong change management capabilities were more
successful in digital transformation efforts, demonstrating higher levels of technology adop-
tion and improved performance outcomes. [24] further highlighted the role of inclusive lead-
ership in digital change contexts, showing that such leadership styles significantly influence
employees' acceptance of new digital initiatives.

These findings are aligned with Kotter’s change management model as adapted by [16] for
digital contexts. The framework emphasizes creating a sense of urgency, building strong co-
alitions, and empowering employees as critical elements of successful digital transformation.
This study confirms that tourism firms applying these principles achieved higher employee
performance during digital transformation processes.

4.2.5 The Mediating Role of Digital HRM

The mediation analysis (see Table 6) confirms that digital HRM partially mediates the rela-
tionship between digital transformation and employee performance (indirect effect: § = 0.31,
p < 0.001). This partial mediation indicates that digital transformation influences performance
both directly and indirectly through changes in HRM practices.

This finding supports the Digital Human Resource Management (DHRM) model pro-
posed by [41], which posits that digital transformation affects organizational performance by
altering HRM systems. It also aligns with the empirical evidence presented by [42], who found
that digitized HRM mediates the relationship between digital transformation and organiza-
tional outcomes across various service industries.

Furthermore, the results are consistent with the strategic fit theory articulated by [43], which
asserts that alignment between business strategies (e.g., digital transformation) and functional
practices (e.g., HRM) is critical for achieving optimal organizational outcomes. This study
confirms that Asian tourism firms that achieve strategic alignhment between digital transfor-
mation initiatives and HRM practices attain higher employee performance levels.

5. Comparison

This study provides significant contributions to the understanding of the interplay among
digital transformation, human resource management (HRM), change management, and em-
ployee performance within the Asian tourism sector. To assess the scholatly value of these
contributions, this section presents a comprehensive comparison with recent state-of-the-art
research.

5.1 Comparison of Conceptual Models
The conceptual model developed in this study introduces an integrative framework that links
digital transformation, digital HRM, change management, and employee performance. Table

7 compares this model with leading frameworks in the current literature.

Table 7. Comparison of Conceptual Models with State-of-the-Art Studies
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Verhoef et al. Tandon et al. Zhuang et

Aspect This Study Li et al. (2021)

(2021) (2023) al. (2023)
Primary Fo- Integration of digi- Multidisciplinary re- Digital transfor- GHRM in the =~ DHRM
cus tal transformation, flection on digital mation in tour- tourism context — model
HRM, change man- transformation ism
agement
Mediating Digital HRM None None Pro-environ- ~ DHRM
Variable mental behavior practices
Moderating Change Manage- None None None None
Variable ment
Industry Asian tourism Cross-industry ~ Global tourism ~ Tourism  Cross-indus-
Context try
Theoretical Integration of TAM Resource-based  Socio-technical —Institutional =~ Resource
Framework and AMO view systems theory orchestra-
tion
Perfor-  Multi-dimensional Financial and oper- Innovation and Environmental Operational
mance Di-  (task, contextual, ational efficiency and financial
mensions adaptive)

Compared to existing models, this study offers three distinct advantages. First, it is the first
to introduce change management as a moderating variable in the digital transfor-
mation—performance relationship, an area yet to be explored. Second, the study provides a
comprehensive examination of digital HRM as a mediating mechanism, unlike prior
research which mainly focused on direct effects. Third, its geographic focus on five Asian
countries offers a unique cross-cultural perspective often lacking in Western-dominated lit-
erature.

The theoretical advantage also lies in its integrated theoretical approach. Whereas [5] ap-
plied the resource-based view and [6] used socio-technical systems theory, this study inte-
grates the Technology Acceptance Model (TAM) and Ability-Motivation-Opportunity
(AMO) framework, offering a more holistic perspective on how digital transformation in-
fluences employee performance.

5.2 Methodological Comparison

This study employed a rigorous methodological design with multilevel SEM analysis. Table 8
presents a comparison with other leading empirical studies.

Table 8. Comparison of Methodological Approaches with State-of-the-Art Studies

Methodological This Study Pham etal. Cheng & Chen Oh & Park Khatri et al.

Aspect (2019) (2021) (2022) (2023)
Research Design  Cross-sec- Mixed-methods Cross-sectional Longitudinal — Cross-sec-
tional quan- quantitative quantitative tional quanti-
titative tative
Sample Size 287 120 356 188 412
Geographic Scope 5 Asian Vietnam Taiwan South Korea India
countries
Analysis Tech- ~ SEM with PLS-SEM Hierarchical re- Latent growth PLS-SEM
nique mediation & gression modeling
moderation
Model Validation CFA, For- PLS algorithm Cronbach's alpha  CFI, TLI, PLS algorithm
nell-Larcker, RMSEA
HTMT
Bias Testing CMB, non- CMB CMB CMB, attrition CMB
response, bias

social desit-
ability
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This study offers several methodological strengths. First, the cross-national sample across
five Asian countries provides broader contextual diversity compared to single-country studies.
Second, the simultaneous testing of mediation and moderation in SEM enhances causal
understanding, while others such as [35] are limited to hierarchical regression. Third, the
model validation employs multiple criteria, ensuring higher reliability than studies relying
solely on limited indicators (e.g., [30]).

Nonetheless, this study has limitations. The cross-sectional design cannot capture temporal
dynamics, as achieved in longitudinal designs [39]. Also, the absence of a qualitative compo-
nent limits the depth of contextual interpretation, contrasting with the mixed-methods ap-
proach of [13].

5.3 Comparison of Empirical Findings

The empirical results of this study deepen the understanding of the digital transformation—
employee performance linkage in tourism. Table 9 compares key findings.

Table 9. Comparison of Empirical Findings with State-of-the-Art Studies

Hypothesis This Study Relevant Literature Comparative Insight
H;: Digital transfor- B =0.64 (sig.) Molinillo et al. (2022): 3 =  Stronger effect in Asian
mation — Digital HRM 0.53Moreno-Gomez et al. context
(2022): B = 0.58
H;: Digital HRM — B =0.48 (sig.) Kim et al. (2023): § = Confirms critical role of
Employee performance 0.42Khatri et al. (2023): 8 HRM in tourism
=0.39
Hj: Digital transfor- B =0.34 (sig) Lietal (2021): 8 = 0.370h Consistent effect across
mation — Employee & Park (2022): § = 0.31 studies
performance
H,: Change manage- B =0.17 (sig.) No existing studies testing Novel finding on the mod-
ment moderation this explicitly erating mechanism
Digital HRM mediation Indirect 3 = 0.31  Zhuang et al. (2023): Full =~ Partial mediation with
(sig.) mediationParviainen et al.  stronger indirect effect

(2021): B = 0.28

The moderating role of change management emerges as a key empirical contribution,
offering novel insights where no prior studies have empirically tested this relationship. Like-
wise, the partial mediation of digital HRM complements [41], suggesting that digital trans-
formation still has direct performance effects, particularly in the dynamic Asian tourism
context.

5.4 Theotetical and Practical Implications

This study offers new insights for both theory and practice. Table 10 summarizes the com-
parative implications.

Table 10. Comparative Theoretical and Practical Implications

Aspect This Study Related Literature Comparative Insight
Theoretical ~ Integrative TD—HRM-CM— Verhoef et al. (2021); More specific to tourism;

Performance model Zhuang et al. (2023) introduces moderation

Mediation & moderation  Li et al. (2021); Tandon et al. Adds novel moderation

mechanisms (2023) component
AMO theory in digital context Jiang et al. (2018); Kim et al. Extends AMO to digital
(2023) HRM

Practical Holistic digital change man- Moreno-Goémez et al. (2022); More comprehensive and

agement strategies Oh & Park (2022) human-centered
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Tourism-specific digital HRM ~ Tussyadiah & Li (2020); ~ Regionally contextualized

guidelines Khatri et al. (2023) implementation strategies
Multi-dimensional perfor- Cheng & Chen (2021); Pham Adds digital adaptability di-
mance framework et al. (2019) mension

In sum, this study contributes:

1. An integrative conceptual model combining digital transformation, digital HRM,
change management, and employee performance—previously untested in combination.

2. Empirical evidence of moderation by change management—providing new insights
into boundary conditions affecting digital transformation success.

3. Wider geographical coverage, offering a rich cross-cultural perspective from five
Asian countties.

4. Comprehensive practical implications through the integration of digital transfor-
mation, HRM, and change management strategies—providing holistic guidance for tourism
practitioners.

Limitations include its cross-sectional design, which restricts temporal interpretation, and
the lack of qualitative insights. Future studies should consider longitudinal or mixed-
methods designs to explore the dynamics of digital transformation in HRM more deeply,
and extend the model by incorporating contextual variables such as organizational culture and
leadership.

6. Conclusions

This study aimed to analyze the effects of digital transformation in HRM and change man-
agement on employee performance in the Asian tourism sector. Based on data from 287 re-
spondents across five countries, the SEM analysis confirmed all four hypotheses. Digital
transformation significantly affected digital HRM (B = 0.64) and employee performance (8 =
0.34). Digital HRM significantly influenced employee performance (8 = 0.48), and change
management moderated the relationship between digital transformation and performance (3
= 0.17). Mediation analysis confirmed that digital HRM partially mediates the transfor-
mation—performance link (indirect effect § = 0.31).

These findings align with the research objective to uncover mechanisms linking digital trans-
formation to performance via HRM and the moderating role of change management. Results
indicate that digital transformation affects performance both directly and indirectly through
changes in HR practices, with amplified impact under effective change management.

Theoretically, this study contributes a novel integrative model and identifies a previously
unexplored moderating role of change management. Practically, it offers a comprehen-
sive framework for tourism managers to implement digital transformation initiatives by in-
corporating HRM and change management components.

Limitations include the cross-sectional design and potential common method bias. Future
research should adopt longitudinal or mixed-methods approaches to capture evolving
dynamics and deepen understanding. The model can also be expanded by integrating contex-
tual factors such as organizational culture and leadership, to better understand what
shapes the success of digital transformation in enhancing employee performance.
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