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Abstract: This research has purpose to find out and investigated the role of HRIS 

implementation, motivation and competence to improve the employees performance at PT. 

Artamulia Tatapratama. The research method used quantitative methods with causality 

approach. The population and sample were amounted to 190 employees. Data were analyzed 

using structural equation modeling (SEM). And This research was revealed that 1) HRIS 

implementation had significant beneficial impact towards employee performance, 2) 

Motivation had significant positive effect on employee performance, 3) Competence had a 

remarkable reaction over employee performance, 4) HRIS implementation had significant 

beneficial influence towards motivation and 5) HRIS implementation had significant positive 

reaction to competence. 
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INTRODUCTION 

Management and development of human resources is an investment for organization or 

company because it takes money to support it, but in line with it, the benefits which obtained 

by organization or company were also huge because workers and employees who were owned 

would become professional and reliable in doing all the work in organization or company, 

therefore implemented of appropriate technology is needed to support the development of 

human resources in company, one of them is by implementing HRIS.  

HRIS is an integration system that aims to collect, keep and analyze information about an 

organization's human resources department which consists of computer hardware and 

applications as well as the people, policies, procedures and data needed to manage the 

functions of human resources. Now managers are beginning to realize that the important and 

usefulness of sophisticated information management to monitor HR management information 

systems which based on information just like HRIS implementation. In United States its 
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illustrated that 70% of large companies use HRIS, 80% use online recruitment, 67% open job 

vacancy through online and 40% use web-based portals as way to communicate company 

policy. 

PT. Artamulia Tatapratama is one of coal mining contractor companies in Indonesia 

which implemented HRIS in company. Based on interviews with the company's management, 

within the first six months of implemented HRIS PT. Artamulia Tatapratama has recorded the 

mistakes which occured in company. Furthermore, by this implementation way the company 

has experienced an increase in production results, it was due to more efficient employees on 

working at field and have a good coordinated with management at Jakarta Head Office, as it 

shown in Table 1 below. 

 

Table 1. Production Reports of PT. Artamulia Tatapratama 

Source: PT.Artamulia Tatapratama Production Department (2019) 

 

With help of HRIS technology, all surveillance could be done remotely from different 

sites with HR Department Head Office Jakarta team so they could anticipate if there has a lack 

of HR support in production. From these interviews result which conducted by author over 20 

employees that conveyed positive response to HRIS implementation at company, which is 38% 

agree, 21% strongly agree, 18% said they do not know / hesitate, 14% stated that they do not 

agree and 9% stated strongly disagree.  

According to background and phenomena that occur, the authors were interested and 

decide to conduct research on companies which used Human Resource Information System to 

improve motivation, competence and employees performance at PT. Artamulia Tatapratama. 

 

THEORETICAL REVIEW 

Human Resources Information System (HRIS) 

According to Budiyanto in Yogatama, et. al.  (2015) HRIS is a system that combines 

between human resource and technology management activities into one common database 

through ERP. Furthermore, Jain in Yogatama, et. al. (2015) stated that HRIS is a management 

system specifically designed to provide information for managers for decision making healthy 
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HR decisions, one of which is based on the availability of good and quality HR information. 

Acquisition and information retrieval is very necessary to achieve company goals because the 

information as a source of evaluation of the development of organizations, institutions, 

companies and departments. (Rivai in Lasmaya, 2016). 

 

Motivation 

According to Robbins and Timothy in Thamrin and Riyanto (2020), motivation was 

defined as a process that explains the intensity, direction, and confidence of individuals 

towards achieving their goals. Furthermore, Jason A., et. al. in Thamrin and Riyanto 

(2020)described that motivation coming from within or outside employees to start related 

business, find out direction, intensity and persistence of work. Motivation is critical 

consideration because the effective employee performance will require an ability and 

motivation. 

 

Competence 

According to Wibowo in Mardiyah and Purba (2019) competence is an ability to carry 

out or done a job or task based on skills and knowledge also supported by work attitude that 

required on job. While Dessler in Aima, et. al. (2017) defines that competency as one of 

characteristics which could be show up including knowledge, skills and attitudes that generated 

those work performance and achievement. Furthermore, Spencer and Spancer in Jailani and 

Nawangsari (2020) explained that competence is characteristic which underlies on behavior, 

motives, personal characteristics, self-concept, values, knowledge or expertise from person in 

workplace. 

 

Employee Performance 

According to Rivai and Jauvani in Aima, et. al. (2017) employee performance is an 

achievement that reached by someone in accomplished their duties or work according to 

standards and criteria which set on job. While Wibowo in Mardiyah and Purba (2019) 

explained that employee performance is a process of how work takes place to achieve work 

results. Furthermore, Mangkunegara in Mardiyah and Purba (2019) said that to measure 

employee performance, companies needs to consider about work quality, work quantity, 

timeliness, effectiveness and independence of an employee at work.  

 

Prior Research 

Research which conducted by Jonni and Husain (2016) shows that HRIS implementation 

will improve employee performance. By good HRIS implementation at company it could 

provide employees and HRD to carry out their duties therefore the data collected and written 

employee and company needs will be more detailed and will support an improve employee 

performance and HRD support in decisions making. 

Research whom conducted by Aima, et. al. (2017) at Thamrin and Riyanto (2020) 

explained that work motivation had beneficial and remarkable reaction over employee 

performance. By high motivation which shown by employees it will drives on employee to 

disclosed their best performance to company. 
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Research whom conducted by Jailani and Nawangsari (2020)Mardiyah and Purba (2019) 

shows that competency has positive and direct influence against employee performance. 

Employees who have this competence would be easier to do work so it would help company to 

achieve targets and improve employee performance. 

Research whom conducted by Yogatama, et. al. (2015) shows that HRIS implementation 

at company would have pragmatic and strong impact to work motivation. If an employee is 

able to utilize HRIS very well, so it would make it easier for them to work therefore it will give 

more highly motivated. 

Research that conducted from Lasmaya (2016) shows that HRIS implementation has 

direct impact over competence. By HRIS implementation according to the needs of employees 

and it would make easier for company to developing employee who has that competencies, 

therefore it would improve the performance of these employees. 

 

Theoretical Framework 

According to background, phenomena and theoretical research which stated above Those 

theoretical framework could be drawn as its follows: 

 
Figure 1. Theoretical Framework 

 

Hypothesis 

Hypothesis from this research could be drawn as its follows: 

H1: HRIS implementation has an impact against employee performance. 

H2: Motivation has an influences to employee performance. 

H3: Competence has an affects over employee performance. 

H4: HRIS implementation has an effect to motivation. 
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H5: HRIS implementation has an reaction against employee competence.  

 

METHODOLOGY 

The research design used causality analysis to investigate those causality relationship 

between research variables according to hypothesis prepared through survey methods and 

interviews with respondents and sized through Likert scale. Exogenous variables in this 

research are HRIS implementation while endogenous variables are employee performance, 

motivation and competence. Target population was amounted to 190 employees of PT. 

Artamulia Tatapratama. The sampling method used Nonprobability Convenience based on 

availability of elements and ease of getting them. While research sample amounted to 190 

respondents and obtained from multiplication from total number of indicators has multiplied by 

five (38 indicators x 5). This research uses Structural Equation Modeling (SEM) while data 

analysis using Partial Least Square (PLS) analysis tool to carry out those sized model test 

likewise with structural model test. 

 

RESULTS AND DISCUSSION 

Outer Model Test 

The examine which carry out by outer model by Confirmatory Factor Analysis (CFA) 

technique. The construct confirmatory factor analysis used to discovering validity of each 

indicator and examine the reliability from construct. According to Ghozali (2014: 48)an 

indicator was considered to be validate if it has a loading factor which greater than 0.70, 

meanwhile a construct said to be reliable if cronbach’s alpha > 0.6 and composite reliability> 

0.7. 
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Figure 2. Outer Loading Value of HRIS Implementation, Employee Performance, 

Motivation and Competence 

 

According to convergent validity results shown in Figure 2, it could be describe that 

indicators for all variables in this research has loading factor > 0.7, therefore all indicators were 

declared valid and not excluded from the model.  

 

Table 2. Cronbach's Alpha Value and Composite Reliability 

 
 

Based on reliability test results, it could be seen that all research variables has Cronbach's 

alpha value > 0.6 and composite reliability > 0.7, so it could be said that all variables were 

reliable.  

 

Inner Model Test  

This model is a specification of the relationship between latent variables which also called 

inner relations. From examination results using bootstrapping path coefficient results that could 

describe as strength of the link between constructs. These structural equations which obtained 

from research could be describe as its follows: 

Y1 = 0.433 X + 0.445 Y2 + 0.160 Y3 + e, R2 = 0.880; 

Y2 = 0.787 X + e, R2 = 0.619; 

Y3 = 0.568 X + e, R2 = 0.323; 
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For bootstrapping test results it could be seen in Table 3 below.  

 

Table 3. Path Coefficient and P-Values  (Direct and Indirect Influences) 

 
 

According to Table 3 above, it could be stated that: 

1) HRIS implementation has crucial impact towards employee performance with coefficient 

of 0.433, T-Statistic value of 9,232 and P-Values of 0,000 (significance less than 0.05). 

The coefficient value is positive, which equal to 0.433 meaning that HRIS implementation 

has positive influence over employee performance variables. 

2) Work motivation has strong reaction against employee performance with coefficient of 

0.445, T-Statistic value of 8.867 and P-Values of 0.000 (significance less than 0.05). The 

coefficient value is positive, which equal to 0.445 meaning that work motivation variable 

has positive influence over employee performance variables. 

3) Competence has remarkable affect to employee performance with coefficient of 0.160, T-

Statistic value of 3.444 and P-Values of 0.001 (significance less than 0.05). The coefficient 

value is positive, which equal to 0.160 meaning that competency variable has beneficial 

reaction towards employee performance variables.  

4) HRIS implementation has strong impact towards motivation with coefficient of 0.787, T-

Statistic value of 26,917 and P-Values of 0,000 (significance less than 0.05). The 

coefficient value is positive, which equal to 0.787 meaning that HRIS implementation has 

positive affect on motivation variable. 

5) HRIS implementation has crucial influence over competence with coefficient of 0.568, T-

Statistic value of 8.383 and P-Values of 0.000 (significance less than 0.05). The coefficient 

value is positive, which equal to 0.568 meaning that HRIS implementation variable has 

positive impact on competency variable.  
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6) There has an indirect impact of HRIS implementation to employee performance which 

mediated by motivation with coefficient of 0.350, T-Statistic value of 8.281 and P-Values 

of 0.000 (significance less than 0.05). The coefficient value is positive, which means there 

has an increase in motivation and it will increase the influence HRIS implementation 

variable to employee performance variables and if the decrease in motivation it would do 

conversely. 

7) There has an indirect reaction over HRIS implementation variable to employee 

performance which mediated by competence with coefficient of 0.091, T-Statistic value of 

2,700 and P-Values of 0.007 (significance less than 0.05). The coefficient value is positive, 

which means if there has an increase in competence will increase those influence over 

HRIS implementation on employee performance variables aswell and it would do 

conversely. 

 

Determination Coefficient Test (R
2
) and Goodness of Fit Index (GoF) 

The coefficient of determination test has purpose to sizing how far the model's ability to 

explain those variance of dependent variable. From the results of these determination 

coefficient test it could be describe that the link between constructs based on the R-square 

value of competency variable is 0.323, this shows that 32.3% of competency variable could be 

influenced by HRIS implementation. The R-square value of motivational variable is 0.619, this 

shows that 61.9% of motivational variable could be influenced by HRIS implementation 

variable. R-square value of employee performance variable is 0.880, this shows that 88.0% 

motivation variable could be influenced by HRIS implementation variables.  

Goodness of Fit Index (GoF) test used to validate those combined performance from 

outer model and inner model that obtained through these following calculations: 

GoF = √         = √              = 0.727 

GoF estimation results show that the value of 0.727, this shows that the overall combined 

performance is good because the value of Goodness of Fit Index (GoF) is more than 0.36. 

 

Correlation Among Dimensions Analysis 

Dimension correlation analysis used to find out those link between HR implementation, 

motivation and competence dimensions against performance. Based on correlation test between 

dimensions, there has outcomes that could be interpreted as in belows: 

1) The greatest correlation value between HRIS implementation variable towards employee 

performance variable is on "utilize" dimension in HRIS implementation variable with the 

dimension of work quality on employee performance variable with 0.850 and falls into 

very strong relationship catagory. 

2) The greatest correlation value between the dimensions which exist on motivation variable 

towards employee performance is between the dimensions of" affiliation needs " on 

motivation variable with dimension of work quality on employee performance variable 

with 0.872 and falls into the category of very strong relationship. 

3) The greatest correlation value between the dimensions on competency variable and 

employee performance variable is the motivational dimension in the competency variable 
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and dimension of work quality on employee performance variable which is 0.669 and 

belongs to category of strong relationship level. 

 

Table 4. Test Results of Correlation Among Dimensions 

 
 

Discussion 

The test outcome shows that HRIS implementation has an impact to employee 

performance. HRIS implementation has a strong role in improving or influencing employee 

performance. Thats is in line with statements from (Jonni and Husein, 2016) which state that 

HRIS implementation helps tracking employee attendance at work, knowing these regularities 

which apply and the quality of employee work. With implementation a good of HRIS at 

company could provide an employees and HRD to carry out their duties therefore data 

collected and reports of employee and company needs will be more detailed so it will given 

support to improve employee performance and support HRD in decisions making. 

The test result shows that motivation has an influences towards employee performance. 

The results were in line with the training conducted by Aima, et. al. (2017) Thamrin and 

Riyanto (2020) explained that work motivation had positive and significant impact towards 

employee performance. This could happen because of high motivation that employees have in 

terms of motivation related to affiliation which consists of the need work together and create a 

good work environment. With the high motivation shown by employees will make employees 

to show the best performance for the company. 

The test results show that competence has an affects to employee performance. The 

results of were in line with training that conducted by Jailani and Nawangsari (2020), Mardiyah 

and Purba (2019) it showing that competence has a positive direct influence over employee 

performance. Employees who have enthusiasm and willingness to achieve work targets will be 

easier to do work so it helps company to achieve targets and improve the employee 

performance. 

The test results show that HRIS implementation has an impact towards motivation. These 

results were in line with research from Yogatama, et. al. (2015) shows that HRIS 

implementation at company has beneficial and strong reaction over work motivation. 

Implementation of Human Resource Information System (HRIS) in company has strong 
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positive impact whereas the impact would affects not only the company itself but also for users 

of system and system itself. If an employee is able to utilize HRIS well, it will make it easier 

for them to work so they would be more motivated to do their jobs.  

The test results show that HRIS implementation has an effection towards competence. 

The results were in line with research by Lasmaya (2016) showing that HRIS implementation 

has direct influence towards competence. With the proper use of HRIS technology, human 

resource management will become easier where the use of technology will create several 

advantages such as ease of verification, trust in the use of technology, ease of data 

management, increased work speed, and ease of understanding performance, thus it could 

increasing competency of employees. Beside that, the implementation of HRIS according to 

the needs of employees and company. It would provide company in developing competence of 

its employees, thereby it could increasing employee's performance aswell. 

 

CONCLUSION AND SUGGESTION  

Conclusion 

According to research outcome and discussion of several conclusions that could be 

raised: 1) HRIS implementation has positive and strong impact over employee performance. 2) 

Motivation has remarkable positive impact towards employee performance. 3) Competence has 

positive and strong influence against employee performance. 4) HRIS implementation has 

positive and strong reaction towards motivation. 5) HRIS implementation has positive and 

strong impact on competence. 

 

Suggestion 

Based on the analysis results of the discussion and some of conclusions above, those 

suggestions could be given as in belows: 

1) To improve employee performance through HRIS implementation by providing training 

regarding information systems and information technology development. 

2) Motivation variables which has greatest influence and connection over employee 

performance, therefore indicators and dimensions on motivation variables, especially 

dimensions of needs will be able to improve work quality which in turn will have positive 

impact towards employee performance. Team work, a good work environment and job 

challenges need to be maintained to support the improvement of performance of its 

employees. 

3) The need for attention and training to the results of the quality of HRIS implementation so 

as to improve work competence which could supports in an effort to improve employee 

performance. 

4) To increase motivation through the HRIS implementation, employees need to utilize HRIS 

to respond to work tasks more quickly, its necessary to provide information in HRIS which 

more accurate, more efficient so as to increase work motivation. 

5) To improve competence through HRIS implementation, leaders need to build an 

improvements in employee recruitment system based on competencies which design from 

knowledge or education and expertise which in line with requirement. Also, periodically 

training needs to be done in anticipating technological change. 
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