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Abstract: Today employee performance is a 

fundamental element for the progress of the institution. 

Along with the changing times demanded in increasing 

employee performance in order to achieve the 

objectives to be achieved. The discussion of this study 

regarding the decline in employee performance is 

characterized by a decrease in the percentage of 

achievement of work program targets. In this study, 

there are two variables, namely human resources 

information system variable (X) and employee 

performance variable (Y). This study aims to 

determine the effectiveness of human resources 

information system and the level of employee 

performance. This research method uses descriptive 

method using the type of explanatory survey research. 

Data collection techniques used were interviews and 

questionnaires that used a rating scale measurement 

scale. Data analysis techniques using simple regression 

analysis. The population in this study is employees. 

Based on the results of the study, showed that the 

respondents' perceptions of performance appraisal in 

the effective category were in the very high category. 

Hypothesis testing shows that human resources 

information system has a positive and significant 

influence on employee performance 

 

Keywords: Information System, Employee 

Performance 

 

INTRODUCTION 

With the increasingly rapid process of information exchange in the current digital era 

the information technology sector has penetrated into various aspects. One that is affected by 

the role of information technology is the aspect of human resources. The current digital era 

offers to improve the performance of human resources in the organization. The success of an 
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organization in the technology field depends on the support of the availability of information. 

Technology provides a variety of benefits that can be used to make decisions for users more 

interestingly (Hikmawan, Sutarni, & Hufad, 2019). The main factors of the success of 

information in supporting organizational activities are data harmony and quality, data 

organization and procedures for their use (Turban, 2008). The low performance of human 

resources in the competitive era is now a major problem in an organization. Employee 

performance is still a concern, because performance is the core of the problems and 

challenges in the management of human resources of all organizations (Khan, Khan, & Khan, 

2011). 

One of the services provided by implementing the human resource information 

system (HRIS). Human resource information system is “System used to acquire, store, 

manipulate, analyze, retrieve, and distribute information regarding an organization’s human 

resources. An HRIS is not simply computer hardware and associated HR-related software. 

Although an HRIS includes hardware and software, it also includes people, forms, policies 

and procedures, and data (Michael J Kavanagh, Gueutal, & Tannenbaum, 1990). Human 

resource information system (HRIS) is gigantic information system related literature 

including its implementation (Ball, 2001) and allows the entering, storage and manipulation 

of data regarding employees of a company (Khera, 2012).  HRIS can support long range 

planning with information for labor force planning and supply and demand forecasts, staffing 

with information on equal employment, separations and applicant qualifications, and 

development with information on training program costs and trainee work performance and 

to manage employee database (Kadhim, Taqi, & Shuaibu, 2012) (Bourini & Bourini, 2011). 

Human Resource Information System (HRIS) implementation success has emerged as a 

significant challenge for organizations (Lippert & Swiercz, 2005). The developed HRIS will 

help the organization to effectively store employee data more securely and accurately (Gupta, 

2013). Therefore, the author has conducted research to show that there is a role for human 

resources information system on employee performance. 

 

LITERATURE REVIEW 

Human Resources Information System 

Human Resource Information System (HRIS) is a Human Resource Management 

(HRM) tool that enables an organization to design and manage a comprehensive human 

resources strategy through information technology (Alam., 2017) (Dery, Grant, & Wiblen, 

2007). Human resources information system can be briefly defined as integrated systems 

used to gather, store and analyze information regarding an organization’s human resources 

(Hendrickson, 2003). Human Resource Information System (HRIS) is a systematic way of 

storing data and information for each individual employee to aid planning, decision making, 

distribute information and submitting of returns and reports to the external agencies (Sabrina 

Jahan, 2014) (M J Kavanagh, Guetal, & Tannenbaum, 1990). HRIS outline the integration 

between Human Resource Management (HRM) and Information Technology (Gerardine 

deSanctis, 1986).  

 In its application, HRIS can support the organization's long-term planning by utilizing 

staffing information (Kovach & Cathcart, 1999). HRIS has major three quality components 

(Delone & McLean, 2003) as shown in Picture 1. 
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Picture 1. Quality HRIS 

Source: (Delone & McLean, 2003) 

 

1. Flexibility 

The flexibility of an information system shows that the information system applied is 

of good quality. The flexibility in question is the ability of information systems to 

make changes in relation to meeting user needs. 

2. Ease of use 

An information system can be said to be of quality if the system is designed to meet 

user satisfaction through the ease of using the information system. 

3. System Reliability 

Quality information systems are reliable information systems. If the system is reliable 

the information system is feasible to use. The reliability of information systems in this 

context is the resilience of information systems from damage and errors. 

 

Employee Performance 

Performance is the result of a process carried out to achieve the results achieved 

according to applicable measures, within a certain period of time, regarding the work and 

behavior and actions. Performance has a broad meaning, not only as a result of work, but also 

how the work process takes place (Nur, 2013). Employee performance is how much 

employees contribute to the company including the quantity of output, the quality of output¸ 

the time period, workplace attendance and cooperative attitude (Murti & Srimulyani, 2013). 

People is one factor that cannot be duplicated or imitated by the competitors and is 

considered the most valuable asset if managed and engaged properly (Anitha, 2014). 

Employee performance is higher in happy and satisfied workers and the management find it 

easy to motivate high performers to attain firm targets (Kreitner, Kinicki, & Buelens, 1999).  

Performance indicators is Quality of work, Promptness, Initiative, Capability, and 

Communication (Sedarmayanti, 2001).  

From the overall description above, a causality model and research hypothesis can be 

made: 

  

  

HRIS 

Reliability 

Flexibility 

Ease of use 
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Picture 2. Variable Causality Relations Model 
Description : 

X : Human Resources Information System Variable 

Y : Employee Performance Variable 

ε : Another factor that influences Y 

Hypotheses 

H0   = means that there was no positive influence of human resources information 

      system on employee performance. 

H1   = means that there was a positive influence of human resources information 

   system on employee performance. 

 

 

RESEARCH METHODS 

The research method in conducting a research is needed to direct and serve as a 

guideline in research activities so that with the use of appropriate methods, research 

objectives can be achieved (Gibson et al., 1996). The steps in a study are called research 

procedures or research methods. In this research method will be contained several tools and 

certain techniques that are used to test a research hypothesis. This research employed the 

explanatory survey method. The respondents were 40 employees. This research aims at 

seeing the picture and the influence of the role of human resources information system on 

employee performance. The resulting data were collected using questionnaire methods and 

data collection techniques through questionnaires with Likert scale. Statistical analysis 

techniques used for processing data were descriptive analysis techniques and inferential 

analysis techniques. 

 

FINDINGS AND DISCUSSION 

An information system is very influential for an agency. Because the information 

system is used as a pathway to get important communication as a basis for information in 

decision making by superiors on the work of their employees. Human resources information 

system aims to provide answers to overcome the problems faced by the company in 

improving the performance of its employees so that the performance set by the company can 

be achieved. The relationship between Human Resource Software Human System (X) 

variables and employee performance variables (Y) refers to the opinions of (Aston II Beadles, 

M.Lowery, & Johns, 2005) which say that: "The result concerning Impact of Human 

Resource Information System is not much benefit to performance in a company due to lack of 

knowledge and training in the use of Human Resource Information System to its employees". 

X Y 
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Human Resources Information System 

Indicators that exist in human resources information system were adapted to the 

application conditions that existed in the object of research. The human resources information 

system average score was 3.01. This showed that according to respondents' perceptions, 

human resources information system was at a moderate level. Table 1 presents the average 

score of each indicator that was used as a measure of human resources information system.  

 

Table 1. Respondents' Responses Recapitulation of 

Human Resources Information System Variable in Average Score (X) 

Indicator Average Score 

Flexibility 2.89 

Ease of Use 3.01 

Reliability 3.11 

Average 3.01 

Source: Processed Data 

When viewed from table 1, shows that the average score of respondents' answers to 

the human resources information system variable is 3.00. 

 

Employee Performance 

The description of employee performance was obtained by calculating indicator of 

employee performance that is quality of work, promptness, initiative, capability, and 

communication. The results of the data processing obtained the details as shown in the 

following table: 

 

Table 2. Respondents' Responses Recapitulation 

Employee Performance Variable in Average Score (Y) 

Indicator Average Score 

Quality of Work 3.05 

Promptness 3.35 

Initiative 3.16 

Capability 2.81 

Communication 3.04 

Average 3.08 

Source: Attached Processed Data 

Seen from Table 2, the average score of the respondents’ answer to the employee 

performance variable was 3.08. 
 

CONCLUSION AND SUGESTION  

Based on the identification of the problem to be studied, the research objectives to be 

achieved, the hypothesis to be investigated, and the results of data processing and analysis, 

the researchers reach several conclusions as follows is the implementation of the Human 

Resource Information System (HRIS) has an impact on improving the performance of 

employees state civil apparatus. This can be seen in the recapitulation of the respondents' 

answers to the questionnaire distributed in general, the dominant respondents gave sufficient 
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answers, agreed and strongly agreed on the ease of implementing the Human Resource 

Information System (HRIS), but due to lack of training for their employees, employee 

performance was still not optimal. So that the expected performance achievement has not 

reached the target set from the annual target. 

Successfully confirmed the impact of the implementation of the Human Resource 

Information System (HRIS) on employee performance, it is recommended that the use of the 

Human Resource Information System (HRIS) Software be further improved and optimized so 

that employee performance can be further increased in accordance with performance 

standards. 
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