@ J p B INTERNATIONAL JOURNAL OF PROFESSIONAL Than aror aare
) JF BUSINESS REVIEW ™5

THE INFLUENCE OF INFORMATION QUALITY ON HUMAN RESOURCE
PERFORMANCE THROUGH THE HUMAN RESOURCE INFORMATION SYSTEM (HRIS)
AND USER SATISFACTION IN THE REGIONAL GOVERNMENT OF KENDAL REGENCY

Agustinus Bagus Widiatmo 4, Sih Dharmi Astuti B, Dwi Eko Waluyo ¢

ARTICLE INFO ABSTRACT
Avrticle history: Objective: To analyze how information quality affects HRIS in the Kendal Regency
. Government.
Received: Dec, 6" 2024
Accepted: Feb, 672025 Theoretical Framework: Information quality is defined by the outputs produced by

an operational information system. It encompasses the characteristics of the output,
such as comprehensibility, accuracy, completeness, and timeliness (DeLone &
Keywords: McLean, 2003). Information quality is defined by how thoroughly and clearly
information is presented, enabling it to educate users effectively. For instance, when
purchasing a product, the completeness of information serves as a critical foundation
for consumers to make informed purchasing decisions (Amarin & Wijaksana, 2021).

Information Quality;

HRIS;
Performa_mce; ) Method: This study employs a quantitative research method to examine phenomena and
User Satisfaction. causal relationships by collecting and analyzing quantifiable data, this study's population

encompassed all civil servants (PNS) working in Regional Government Organizations
(OPD) in Kendal Regency, totaling 6,504 employees as of November 4, 2024. These
employees are distributed across 49 OPDs, including The Regional Secretariat, VVarious
Agencies, Departments, Hospitals, Civil Service Police Unit (Satpol PP), Regional House
of Representatives Secretariat (DPRD Secretariat), Inspectorate, and Sub-district OPDs
and a sample of 400 civil servants is required for this research. The sampling technique
used in this study is proportional random sampling.

PREREGISTERED

OPEN DATA OPEN MATERIALS

Results and Discussion: High-quality information significantly and positively
impacts HRIS, even though it does not directly affect performance. In addition,
superior information quality notably enhances user satisfaction. HRIS, on the other
hand, has a strong positive effect on both performance and user satisfaction, while
elevated user satisfaction also contributes significantly to improved performance.
Moreover, the effect of information quality on performance is realized indirectly
through its influence on both HRIS and user satisfaction.

Research Implications: The results and limitations of this study can serve as a source
of ideas and input for developing further research.

Originality/Value: This study contributes to To contribute to the body of research
and studies on management, particularly those related to personnel management
information systems. To provide insights that can be utilized by the Kendal Regency
Government regarding personnel management information systems.

Doi: https://doi.org/10.26668/businessreview/2025.v10i3.5347

A Master in Management. Dian Nuswantoro University. Semarang, Central Java, Indonesia.
E-mail: che.bagus@gmail.com

B PhD in Economic Science. Dian Nuswantoro University. Semarang, Central Java, Indonesia.
E-mail: astuti_sda@dsn.dinus.ac.id

€ PhD in Economic Science. Dian Nuswantoro University. Semarang, Central Java, Indonesia.
E-mail: dwi.eko.waluyo@dsn.dinus.ac.id

Intern. Journal of Profess. Bus. Review. |[Miami, v. 10 | n. 3| p. 01-21 | e05347 | 2025.



mailto:che.bagus@gmail.com
mailto:astuti_sda@dsn.dinus.ac.id
mailto:dwi.eko.waluyo@dsn.dinus.ac.id

Widiatmo, A. B., Astuti, S. D., & Waluyo, D. E. (2025)

THE INFLUENCE OF INFORMATION QUALITY ON HUMAN RESOURCE PERFORMANCE THROUGH THE HUMAN RESOURCE
INFORMATION SYSTEM (HRIS) AND USER SATISFACTION IN THE REGIONAL GOVERNMENT OF KENDAL REGENCY

A INFLUENCIA DA QUALIDADE DA INFORMACAO NO DESEMPENHO DOS RECURSOS
HUMANOS POR MEIO DO SISTEMA DE INFORMACAO DE RECURSOS HUMANOS (HRIS) E A
SATISFAGAO DO USUARIO NO GOVERNO REGIONAL DE KENDAL REGENCY

RESUMO

Obijetivo: Analisar como a qualidade da informacéo afeta 0 HRIS no governo de Kendal Regency.

Estrutura Tedrica: A qualidade da informacao é definida pelos resultados produzidos por um sistema de
informagdo operacional. Ela engloba as caracteristicas do resultado, como compreensibilidade, precisao,
integridade e pontualidade (DeLone & McLean, 2003). A qualidade da informac&o é definida pela forma como a
informacdo é apresentada de forma completa e clara, permitindo que ela instrua os usuérios de forma eficaz. Por
exemplo, ao comprar um produto, a completude das informagdes serve como base fundamental para que os
consumidores tomem decises de compra informadas (Amarin & Wijaksana, 2021).

Meétodo: Este estudo emprega um método de pesquisa quantitativa para examinar fendmenos e relagbes causais
por meio da coleta e analise de dados quantificaveis. A populacdo deste estudo abrangeu todos os funcionarios
publicos (PNS) que trabalham em OrganizagBes Governamentais Regionais (OPD) em Kendal Regency,
totalizando 6.504 funcionarios em 4 de novembro de 2024. Esses funcionarios estdo distribuidos em 49 OPDs,
incluindo a Secretaria Regional, varias agéncias, departamentos, hospitais, Unidade de Policia do Servigo Civil
(Satpol PP), Secretaria da Camara Regional de Representantes (Secretaria do DPRD), Inspetoria e OPDs de
subdistrito, e uma amostra de 400 funcionarios publicos é necessaria para esta pesquisa. A técnica de amostragem
usada neste estudo é a amostragem aleatdria proporcional.

Resultados e Discussdo: As informagdes de alta qualidade tém um impacto significativo e positivo no HRIS,
embora ndo afetem diretamente o desempenho. Além disso, a qualidade superior das informages aumenta
consideravelmente a satisfagdo do usuario. O HRIS, por outro lado, tem um forte efeito positivo sobre o
desempenho e a satisfagdo do usudrio, enquanto a satisfacdo elevada do usuéario também contribui
significativamente para melhorar o desempenho. Além disso, o efeito da qualidade das informagdes sobre o
desempenho é percebido indiretamente por meio de sua influéncia sobre o HRIS e a satisfacéo do usuario.
ImplicacGes da Pesquisa: Os resultados e as limitagdes deste estudo podem servir como fonte de ideias e insumos
para o desenvolvimento de outras pesquisas.

Originalidade/Valor: Este estudo contribui para contribuir para o conjunto de pesquisas e estudos sobre gestéo,
especialmente aqueles relacionados aos sistemas de informacéo de gestdo de pessoal. Fornecer percepcdes que
possam ser utilizadas pelo governo de Kendal Regency com relacgéo aos sistemas de informacdes de gerenciamento
de pessoal.

Palavras-chave: Qualidade da Informacdo, HRIS, Desempenho, Satisfacdo do Usuario.

LA INFLUENCIA DE LA CALIDAD DE LA INFORMACION EN EL RENDIMIENTO DE LOS
RECURSOS HUMANOS A TRAVES DEL SISTEMA DE INFORMACION DE RECURSOS
HUMANOS (HRIS) Y LA SATISFACCION DEL USUARIO EN EL GOBIERNO REGIONAL DE LA
REGENCIA DE KENDAL

RESUMEN

Objetivo: Analizar como afecta la calidad de la informacion al SIRH en el Gobierno de la Regencia de Kendal.
Marco Tedrico: La calidad de la informacion se define por los resultados obtenidos por un sistema de informacion
operativo. Abarca las caracteristicas de los resultados, como la comprensibilidad, la precision, la integridad y la
puntualidad (DeLone & McLean, 2003). La calidad de la informacion se define por el grado de exhaustividad y
claridad con que se presenta la informacion, lo que permite educar a los usuarios de forma eficaz. Por ejemplo, a
la hora de comprar un producto, la exhaustividad de la informacién sirve de base fundamental para que los
consumidores tomen decisiones de compra informadas (Amarin & Wijaksana, 2021).

Método: Este estudio emplea un método de investigacion cuantitativo para examinar fenémenos y relaciones
causales mediante la recopilacion y el analisis de datos cuantificables, la poblacién de este estudio abarco a todos
los funcionarios (PNS) que trabajan en Organizaciones del Gobierno Regional (OPD) en Kendal Regency, con un
total de 6.504 empleados a fecha de 4 de noviembre de 2024. Estos empleados estan distribuidos en 49 OPD,
incluida la Secretaria Regional, diversas agencias, departamentos, hospitales, la Unidad de Policia de la
Administracion Puablica (Satpol PP), la Secretaria de la Camara de Representantes Regional (Secretaria DPRD),
la Inspeccion y las OPD de subdistrito, y se requiere una muestra de 400 funcionarios para esta investigacion. La
técnica de muestreo utilizada en este estudio es el muestreo aleatorio proporcional.

Resultados y Discusion: La informacion de alta calidad influye significativa y positivamente en el SIRH, aunque
no afecte directamente al rendimiento. Ademas, la calidad superior de la informacion aumenta notablemente la
satisfaccion de los usuarios. Por otra parte, el SIRH tiene un fuerte efecto positivo tanto en el rendimiento como
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en la satisfaccién de los usuarios, mientras que una mayor satisfaccion de los usuarios también contribuye
significativamente a mejorar el rendimiento. Ademas, el efecto de la calidad de la informacion sobre el rendimiento
se realiza indirectamente a través de su influencia tanto sobre el SIRH como sobre la satisfaccion de los usuarios.
Implicaciones de la investigacion: Los resultados y limitaciones de este estudio pueden servir como fuente de ideas
y aportaciones para el desarrollo de futuras investigaciones.

Originalidad/Valor: Este estudio contribuye a Contribuir al corpus de investigaciones y estudios sobre gestién,
en particular los relacionados con los sistemas de informacion de gestion de personal. Aportar ideas que puedan
ser utilizadas por el Gobierno de la Regencia de Kendal en relacion con los sistemas de informacién para la gestion
del personal.

Palabras clave: Calidad de la Informacion, SIRH, Rendimiento, Satisfaccion de los Usuarios.

1 INTRODUCTION

The increasing exchange of knowledge in the modern digital age has profoundly
transformed the information technology sector, extending its influence into diverse domains.
One area significantly impacted by this technological advancement is human resource (HR)
management within organizations. In the corporate sector, through efficient HR administration,
the HR department is essential to maintaining the organization’s operations. This encompasses
the entire employee lifecycle, from recruitment and data management to employee retention,
workforce reduction, and resolving workplace related challenges (Wibowo, B. A., & Indiyati,
D., 2023).

The HR department is responsible for managing all employee-related activities,
including personnel data management. This involves tasks such as generating attendance
reports, tracking employee income, and managing leave and sick leave records (Wibowo, B.
A., & Indiyati, D., 2023). In this context, HRIS (Human Resource Information System) has
emerged as an effective and innovative solution for human resource management
(Tareamansyah, A., & Isnawijayani, I., 2021).

HRIS technology refers to a method or approach that integrates human resource-related
data into a single computerized system, transforming the data into a digital format that can be
easily accessed by all employees. HRIS enables companies to manage employee biodata,
employee activities, recruitment, employee guidance and training, promotions, and other
human resource management functions in an integrated manner. The implementation of HRIS
involves the use of databases and computer systems (hardware and software) that function to
back up, execute, print, record, distribute, and manage data to support human resource activities
(Sribarokah, P., & Adji, W. H., 2024). The successful use of HRIS by companies can enhance

activities effectively and efficiently, as well as maximize data-driven decision-making in
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human resource management (Hijrasil, et al., 2023) and for leaders, the successful use of HRIS
allows them to access all necessary information for decisions related to recruitment,
promotions, payroll, or development (Liu, P., et al., 2021). Thus, it can be inferred that the
effective use of HRIS will improve employee performance quality (Wibowo, B. A., & Indiyati,
D., 2023).

The performance of human resources within a company can be improved by effective
and efficient human resource management, which is a critical factor in the company's success
in the face of increasingly intense global competition (Tareamansyah, A., & Isnawijayani, 1.,
2021). Employee performance serves as an indicator of how well activities are carried out,
ensuring that the company's goals are achieved (Hakim, M., & Fanani, M. R., 2019). The
direction or strategy in making decisions related to human resources can be derived from the
company's interpretation of employee performance evaluations (Akbar, S., 2018).

In October 2017, the Kendal Regency Regional Government introduced the Sistem
Informasi Manajemen Kepegawaian (SIMPEG) as a strategic initiative to develop an efficient
employee administration system that not only enhances employee performance but also keeps
pace with the swift progress of information technology. According to Minister of Home Affairs
Regulation No. 125 of 2017, which revokes Minister of Home Affairs Regulation No. 17 of
2000, the Sistem Informasi Manajemen Kepegawaian (SIMPEG) is defined as a collection of
employee records and information organized in a structured, comprehensive, and integrated
manner using technology to carry out business processes and produce useful reports. SIMPEG,
which has been implemented since October 2017 until 2024, has undergone several changes
and modifications. Some of the functions that have been updated or modified in SIMPEG
include e-personal (employee biodata), e-kgb (periodic salary increases), e-mutation, e-leave,
e-retirement, silangkat (promotion services), study leave/task leave, and si macan de bezz
(Human Resource Planning Information System for Civil Servants in Kendal Regency).
SIMPEG is a multi-user operating system, meaning it can be used simultaneously by many
users. SIMPEG is designed to be flexible and accessible from anywhere, allowing all civil
servants of the Kendal Regency Government to access it online via a website or personal mobile
devices for data input, management, and presentation. Therefore, computer systems (software
and hardware) are required to ensure the system operates effectively. With SIMPEG, the
administration of periodic salary increases (KGB), promotions (KP), leave, and permits for
active employees has become easier, faster, and smoother without obstacles or issues, thereby
automatically improving employee performance. SIMPEG has proven to be an effective
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instrument for enhancing the performance of the Kendal Regency Government, as
demonstrated by the rise in the Sistem Akuntabilitas Kinerja Instansi Pemerintah (SAKIP)
score from 67.83 in 2022 to 68.97 in 2023. Based on this, SIMPEG, owned by the Kendal
Regency Regional Government, has generally succeeded in assisting HR activities in improving
employee performance. However, there remain several challenges that prevent SIMPEG from
being fully utilized. These challenges include the lack of knowledge among many employees
regarding the use of SIMPEG, the types of HR information, and specific cases of employees in
certain sub-units where HRM regulations and policies have not been effectively implemented,
thus potentially hindering employee performance (interview with the Head of the
Transportation Office of Kendal Regency, September 17, 2024).

To examine the factors driving employee adoption of SIMPEG, the researcher utilizes the
Human Organization Technology Net Benefit (HOT FIT) model, originally developed by Yusof
et al. (2006). This model offers a comprehensive framework for evaluating the effectiveness of
information system implementations. It not only emphasizes technical features but also examines
the interplay between humans, organizations, and technology. Organizations must be equipped
with the appropriate technology and infrastructure to align with their goals, and they should also
be capable of training their staff to adapt to technological changes or advancements. This can be
accomplished through effective strategies and management practices, including strong leadership
support, team collaboration, and clear, efficient communication among employees. The HOT-Fit
model comprises three main components, each with specific dimensions. The technology aspect
includes key elements such as system quality, information quality, and service quality. The
human component includes system usage and user satisfaction. Lastly, the organizational
component consists of structure and environment. These dimensions collectively help evaluate
the overall net benefit. (Yusof, et al., 2006).

2 LITERATURE REVIEW
2.1 INFORMATION QUALITY

Information quality is defined as the output produced by an operating information
system. This concept includes various attributes of the output, such as its clarity, accuracy,

completeness, and timeliness (Delone & McLean, 2003). Information quality is defined by how

thoroughly and clearly information is presented, enabling it to educate users effectively. For
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instance, when purchasing a product, the completeness of information serves as a critical
foundation for consumers to make informed purchasing decisions (Amarin, S., & Wijaksana,
T.1.,2021).

Information quality is primarily concerned with the data and outputs generated by
information systems (Franki & Sari, 2022. Metrics used to evaluate information quality include
accuracy, integrity, availability, timeliness, and compatibility (Setiorini, A., et al., 2021).

2.2 HUMAN RESOURCE INFORMATION SYSTEM (HRIS)

The Human Resource Information System (HRIS) is a system designed with integrated
technology to collect, store, and analyze information related to employees within an
organization. The implementation of HRIS involves the use of databases, computer
applications, hardware, and software that play a role in storing, managing, recording,
transmitting, and manipulating data to support human resource functions (Fatinah, H. N., 2022).
The HR division uses data extracted from HRIS to make policy decisions and involve various
stakeholders in preparing current HR activities. The HRIS system offers various options,
ranging from centralized, decentralized, segregated, to comprehensive in its scope of activities
(Nirwana, N. K. A, etal., 2023).

The benefits of implementing HRIS include increasing response speed and providing
easier access to information. Additionally, this system can enhance the efficiency of
administrative processes, reporting, better decision-making, and substantially reduce paper
usage, thereby influencing cost-effectiveness (Hapsari, I. G., et al., 2023). The successful use
of HRIS in an organization can improve activities effectively and efficiently, as well as
maximize data-driven decision-making in human resource management (Hijrasil, et al., 2023)
and for leaders, the successful use of HRIS allows them to access all necessary information for

decisions related to recruitment, promotion, payroll, or development (Liu, P., et al., 2021).

2.3 USER SATISFACTION

Satisfaction can be understood as the state of experiencing contentment, pleasure, and
relief experienced by an individual after using a product or service to obtain a service.
Satisfaction represents the stage where the perceived performance of a product aligns with the
customer's expectations. If the product's performance falls short of expectations, the customer
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will be disappointed. When performance aligns with what is expected, customers tend to feel
content, whereas exceeding these expectations results in a higher degree of customer
satisfaction (Kotler in Maulidiah, E. P., et al., 2023).

User satisfaction reflects the response and feedback demonstrated by users after using
an information system. The user's attitude toward the information system is an individual
criterion regarding how much the user likes the system being used (Suranto, 2022).

User satisfaction is used to evaluate all activities related to the use of an application. All
activities performed by an application are assessed based on user satisfaction (Tawar, et al.,
2022). This includes user satisfaction (User Satisfaction) and perceived usefulness (Perceived
Usefulness) (Setiorini, A., et al., 2021).User satisfaction is assessed by evaluating the level of
contentment users experience when interacting with the information system. Additionally, this
satisfaction may stem from the various functionalities and features that the system offers. The
satisfaction felt by users indicates that the information system has successfully met their
expectations or needs (Suranto, 2022).

2.4 PERFORMANCE

Performance can be defined as an individual's contribution to achieving the overall goals
of the organization to enhance final outcomes. Furthermore, performance can be improved
through effective work planning, regular monitoring, and evaluation of individual involvement
in achieving organizational objectives (Wickramaaratchi, D. R., & Perera, G. D. N., 2020).
Performance refers to the level of success an individual achieves in completing their tasks,
utilizing their skills through job implementation, and the outputs achieved through the
execution of various activities assigned by the organization (Sumardjo & Priansa in Wibowo,
B. A., & Indiyati, D., 2023).

Employee performance reflects the effectiveness with which an individual carries out
tasks and activities within an organization. This performance is shaped by a variety of factors
that work together to achieve the organization's objectives within a specified timeframe.
(Sinaga, T. S., & Hidayat, R., 2020). Therefore, performance can be described as the output of
work processes and reflects how the work is carried out. If the work process meets the criteria,
the output will align with the targets. Performance that does not align with targets may indicate

errors in the work process. An employee must understand performance metrics as part of their

Intern. Journal of Profess. Bus. Review. | Miami, v. 10 | n. 3 | p. 01-21 | e05347 | 2025




Widiatmo, A. B., Astuti, S. D., & Waluyo, D. E. (2025)

THE INFLUENCE OF INFORMATION QUALITY ON HUMAN RESOURCE PERFORMANCE THROUGH THE HUMAN RESOURCE
INFORMATION SYSTEM (HRIS) AND USER SATISFACTION IN THE REGIONAL GOVERNMENT OF KENDAL REGENCY

knowledge of work outcomes. Performance metrics are dimensions used to assess an

individual's performance (Hartini, R., 2020).

Figure 1
Figure of frame work

Kualitas

Informasi Kinega

(X1) (Y3)

Source: authors, 2024

2.5 INFORMATION QUALITY AND HRIS

Information quality is a critical factor in the effective implementation and utilization of
the Human Resource Information System (HRIS). High-quality information facilitates accurate
decision-making, enhances the efficiency of human resource management processes, and
contributes to overall organizational performance. Therefore, data and information collected
through HRIS must be accurate and reliable (Hijrasil, et al., 2023). Drawing on the insights
provided above, the following hypothesis is put forward:

H1. Information quality has a significant positive impact on HRIS.

2.6 INFORMATION QUALITY AND PERFORMANCE

Information quality is defined by the extent to which the outputs generated by an
information system are precision, pertinence, and thoroughness (Rai, A., et al., 2002).
Research by (Kankam, G., et al., 2023) indicates that manufacturing companies can enhance
their overall profitability by ensuring that their performance is aligned with high-quality
information. Research by (Rai, A., et al., 2002) further highlight that information systems
positively influence individual performance. Higher information quality leads to greater
improvements in individual productivity. Drawing on the insights provided above, the
following hypothesis is put forward:
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H2. Information quality has a significant positive impact on performance.

2.7 INFORMATION QUALITY AND USER SATISFACTION

A study by (Soraya, I., et al., 2019) found that poor information quality in the Drug
Management Information System at the Pharmacy Installation of RSGMP UNSOED
Purwokerto resulted in low customer satisfaction. Consequently, high-quality information is
associated with higher customer satisfaction, particularly when the information is relevant,
useful, and complete. Research by (Angraeni, N. L. P. N., & Amanda, C., 2024) further
confirms that information quality significantly affects user satisfaction. Similarly, (Utomo, L.
T., et al.,, 2017) provide empirical evidence supporting the positive relationship between
information quality and user satisfaction.Drawing on the insights provided above, the following
hypothesis is put forward:

H3. Information quality has a significant positive impact on user satisfaction.

2.8 HRIS AND PERFORMANCE

Research by (Manunggal, N., et al., 2022) found that HRIS is significantly correlated
with employee performance. The more accurate, timely, and comprehensive the HRIS
application, the greater its impact on employee performance. The ease of using HRIS minimizes
errors in employee attendance tracking, leave requests, and overtime management, thereby
improving overall performance (Hartini, R., 2020). Drawing on the insights provided above,
the following hypothesis is put forward:

H4. HRIS has a significant positive impact on performance.

2.9 HRIS AND USER SATISFACTION

Research by (Trisilo, R. G., 2017) HRIS improves transparency and facilitates better
access to information, helping HR management make informed decisions regarding human
resources. Additionally, HRIS enhances information control, which promotes fairness and job
satisfaction. Research also demonstrates a significant positive impact of HRIS on user
satisfaction. Drawing on the insights provided above, the following hypothesis is put forward:

H5. HRIS has a significant positive impact on user satisfaction.
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2.10 USER SATISFACTION AND PERFORMANCE

High user satisfaction with an information system is associated with improved
individual performance, which in turn enhances overall organizational performance (Suhud, S.
P., & Rohman, A., 2015). Research by (Kristy, R. D., & Kusuma, W. A., 2018) emphasize that
user satisfaction is achieved when an information system meets user expectations and
requirements. Drawing on the insights provided above, the following hypothesis is put forward:

H6. User satisfaction has a significant positive impact on performance.

2.11 INFORMATION QUALITY, HRIS, AND PERFORMANCE

A study by (Wixom, B. H., & Todd, P. A., 2005) found that information quality
significantly affects performance through HRIS. The quality of HRIS-generated information
ensures the delivery of relevant, up-to-date, and comprehensible data, which directly influences
user satisfaction (Alshibly, H. H., 2011).

Research by (Trisilo, R. G., 2017) argues that information systems supporting HR
management play a pivotal role in shaping strategic decisions and enhancing organizational
performance. Based on this discussion, we put forward the following hypothesis:

H7. Information quality has a significant positive impact on performance through HRIS.

2.12 INFORMATION QUALITY, USER SATISFACTION, AND PERFORMANCE

A study by (Rai, A., et al., 2002) found that the benefits of using information systems
positively impact individual performance. High information quality improves both user
satisfaction and performance. A study by (Al Amin, M., 2014) also found that information
quality significantly influences user satisfaction and performance. If user performance is low,
the impact of information quality and user satisfaction is also diminished, and vice versa.

Research by (Aini, H., et al., 2021) that the quality of information produced by financial
management systems directly improves performance, as users who are satisfied with the
information quality tend to be more productive. Based on this discussion, the following
hypothesis is proposed:

H8. Information quality has a significant positive impact on performance through user

satisfaction..
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3 METHODOLOGY

This study employs a quantitative research method to examine phenomena and causal
relationships through the collection and analysis of measurable data The population in this study
consists of all civil servants (PNS) working in Regional Government Organizations (OPD) in
Kendal Regency, totaling 6,504 employees as of November 4, 2024. These employees are
distributed across 49 OPDs, including The Regional Secretariat, Various Agencies,
Departments, Hospitals, Civil Service Police Unit (Satpol PP), Regional House of
Representatives Secretariat (DPRD Secretariat), Inspectorate, and Sub-district OPDs and a
sample of 400 civil servants is required for this research. In this research, proportional random

sampling was utilized as the method for sample selection.

4 RESULTS AND DISCUSSIONS

4.1 THE MODEL BEFORE ELIMINATION

Figure 2

Picture of model before elimination

Kinerja 850 ~

Kualitas
Informasi

Source: Processed primary data, SmartPLS 2024
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Tabel 1
Table of CR before elimination
Cronbach'’s ho A Composite Average Variance
Alpha = Reliability Extracted (AVE)
HRIS (H) ,866 872 ,903 ,653
User Satisfaction (KP) ,888 ,891 ,923 ,749
Performance (K) ,961 ,962 ,966 ,719
Information Quality (KI) ,928 ,930 ,938 ,581

Source: processed primary data, SmartPLS2024

The table above demonstrates that For each variable, both the Cronbach’s alpha and
composite reliability scores are above the acceptable threshold of 0.7, indicating that all
constructs meet the criteria for internal consistency reliability. An alternative approach to

assessing internal consistency reliability is to examine the model’s outer loadings.

Tabel 2

Table of loading factor before elimination

HRIS User Satisfaction Performance | Information Quality
H1 776
H2 ,860
H3 ,736
H4 ,861
H5 ,799
K1 871
K10 871
K11 ,848
K2 ,885
K3 ,859
K4 ,817
K5 792
K6 ,862
K7 ,850
K8 ,833
K9 ,838
Kl1 731
K110 754
Kl11 ,704
Kl2 751
KI3 764
K14 792
KI5 817
K16 791
Kl7 ,692
KI8 792
K19 ,788
KP1 ,832

KP2 ,890

KP3 ,880

KP4 ,859

Source: processed primary data, SmartPLS 2024
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The table above indicates that the outer loading value for indicator K17 is below the
predetermined threshold of 0.7, suggesting that this indicator should be removed from the

model Model after Elimination.

Figure 3

Figure model after elimination

H1 H2 H3 H4 H5

\ N ‘?Ia / /

775 860

KI10 .|
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K11 735 Dl
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KI5 i 783 Kualitas Kinerja BSI:II\H"'l
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/ JPengguna& \‘
KP1 kP2 KP3 KP4
Source: processed primary data, SmartPLS 2024
5 ASSESSMENT OF MODEL MEASUREMENTS
5.1 INTERNAL CONSISTENCY RELIABILITY
Table 3
Table of CR after Elimination
Cronbach's o A Composite Average Variance
Alpha = Reliability Extracted (AVE)
HRIS ,866 873 ,903 ,653
User Satisfaction ,888 ,891 ,923 ,749
Performance ,961 ,962 ,966 ,719
Information Quality ,924 ,926 ,936 ,595

Source: Processed primary data, SmartPLS 2024
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The table above demonstrates that the Cronbach’s alpha and composite reliability values
for each variable exceed the established threshold of 0.7, indicating that all constructs meet the

criteria for internal consistency reliability.

6 STRUKTURAL MODEL ASSESMENT

Table 4
Table of Adjusted R-Square Test Table
R Square R Square Adjusted
HRIS ,626 ,625
User Satisfaction ,636 ,634
Performance ,693 ,690

Source: Processed Primary data, SmartPLS 2024

Based on these findings, 62.5% of the variance in HRIS is explained by the variable
Information Quality (this single predictor demonstrates moderate predictive power), 63.4% of
the variance in User Satisfaction is explained by the variables Information Quality and HRIS
(these two predictors demonstrate moderate predictive power), 69% of the variance in
Performance is explained by the variables Information Quality, HRIS, and User Satisfaction

(these three predictors demonstrate moderate predictive power).

6.1 PATH COEFFICIENT

Table 5
Table of Path Coefficient Bootstrapping

Original | Sample | Standard T Statistics

Sample | Mean Deviation (I0/STDEV)) P Values

(®)) (M) (STDEV)
HRIS -> User Satisfaction ,256 ,263 ,076 3,369 ,000
HRIS -> Performance ,438 ,439 ,097 4,500 ,000
User Satisfaction -> 455 | 448 | 070 6,526 000
Performance
Information Quality -> HRIS 791 791 ,022 35,308 ,000
Infgrmat!on Quality -> User 579 576 068 8,541 000
Satisfaction
Information Quality -> 007 015 066 111 456
Performance

Source: Processed Primary Data, SmartPLS 2024

Results from the Table: HRIS — User Satisfaction: p-value = 0.000 (Ho rejected;
significant at the 0.1% level), HRIS — Performance: p-value = 0.000 (Ho rejected; significant
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at the 0.1% level), User Satisfaction — Performance: p-value = 0.000 (Ho rejected; significant
at the 0.1% level), Information Quality — HRIS: p-value = 0.000 (Ho rejected; significant at
the 0.1% level), Information Quality — User Satisfaction: p-value = 0.000 (Ho rejected;
significant at the 0.1% level), Information Quality — Performance: p-value = 0.456 (Ho

accepted; not significant).

6.2 SPECIFIC INDIRECT EFFECT

For the intervening variable analysis, the specific indirect effects obtained through the
bootstrapping procedure were examined using the SEM-PLS method. The results are presented

in the following table:

Tabel 6
Tabel Specifict Indirect effect

Original | Sample | Standard T Statistics
Sample | Mean Deviation ((0/STDEV)) P Values
(0) (M) (STDEV)
Information Quality -> HRIS -> Performance ,346 ,348 ,080 4,330 ,000
Information Quality -> User Satisfaction -> Performance ,263 ,259 ,055 4,755 ,000

Source: Processed Primary data, SmartPLS 2024

From the table above, the following results were obtained: Information Quality — HRIS
— Performance: p-value = 0.000 (Ho rejected; significant at the 0.1% level), Information
Quality — User Satisfaction — Performance: p-value = 0.000 (Ho rejected; significant at the
0.1% level).

7 DISCUSSION & RESULT

This study was undertaken with the purpose of gaining insights into and uncovering the
effect of Information Quality on Performance through HRIS and User Satisfaction as
intervening variables. In this discussion, the researcher examines the findings and conclusions
regarding the proposed hypotheses.

The analysis indicates that Information Quality has a significant effect on HRIS, as
evidenced by a p-value of 0.000 (less than 0.05). This result supports the research by (Hijrasil,
et al., 2023), which posits that Information Quality influences HRIS. The analysis of the

relationship between Information Quality and Performance in this study indicates no significant
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effect, as shown by a p-value of 0.456 (greater than 0.05). This finding contradicts the research
by (Agustina, R., et al., 2022), which states that Information Quality has a significant positive
effect on Performance. It also contrasts with the study by (Rai, A., et al., 2002), which found
that the benefits or impacts of information system usage affect individual Performance. The
analysis shows that Information Quality has a significant effect on User Satisfaction, as
indicated by a p-value of 0.000 (less than 0.05). This result supports the research by (Angraeni,
N. L. P.N., & Amanda, C., 2024), which states that Information Quality positively affects User
Satisfaction. The analysis of the relationship between HRIS and Performance indicates a
significant effect, as evidenced by a p-value of 0.000 (less than 0.05). This finding supports the
research by (Nirwana, N. K. A., et al., 2023), which demonstrates that HRIS positively affects
Performance. HRIS has proven to be a significant factor in determining Performance. The
accuracy, appropriateness, and completeness in the use of HRIS directly affect the level of
Performance in completing various work tasks. With the current use of SIMPEG, tasks related
to personnel management such as processing periodic salary increments, promotions, and leave
management have become more efficient, thereby enhancing employee Performance in the
Kendal Regency Government. This result is also in line with the findings of (Manunggal, N.,
et al., 2022), which showed that HRIS is significantly correlated with employee Performance.
The more accurate, precise, and complete the HRIS, the higher the Performance of employees
in completing their tasks. The analysis of the relationship between HRIS and User Satisfaction
in this study shows a significant effect, with a p-value of 0.000 (less than 0.05). This finding
supports the research by (Hapsari, I. G., et al., 2023), which posits that HRIS has a positive
effect on User Satisfaction. The analysis of the relationship between User Satisfaction and
Performance indicates a significant effect, as shown by a p-value of 0.000 (less than 0.05). This
result supports the research by (Suhud, S. P., & Rohman, A., 2015), which suggests that User
Satisfaction positively influences Performance. The analysis of the mediating effect shows that
Information Quality significantly impacts Performance through HRIS, as indicated by a p-value
of 0.000 (less than 0.05). This result supports the research by penelitian (Wixom, B. H., &
Todd, P. A., 2005), which demonstrates that Information Quality has a significant positive
effect on Performance through HRIS. The analysis of the mediating effect indicates that
information Quality has a significant impact on Performance mediated by User Satisfaction, as
demonstrated by a p-value of 0.000 (less than 0.05). This finding supports the research by (Aini,
H., et al., 2021), which shows that Information Quality positively and significantly affects
Performance through User Satisfaction.
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8 CONCLUSION

Drawing on the findings of the conducted research regarding the influence of
Information Quality on Human Resource Performance through HRIS and User Satisfaction as
intervening variables, From these findings, the following conclusions can be derived:

1. Information Quality has a positive and significant influence on HRIS. This is evidenced
by the fact that information that meets the needs and up-to-date information (the highest
indicator of Information Quality) influences the ability to make changes according to
user needs (the highest indicator of HRIS).

2. Information Quality does not influence Performance. This means that information that
meets the needs, is up-to-date, complete, aligns with user access rights, and is accessible
whenever needed (the highest indicators of Information Quality) does not affect quality,
quantity, adaptability, accountability, and timeliness (the highest indicators of
Performance).

3. Information Quality has a positive and significant influence on User Satisfaction. This
is evidenced by the fact that information that meets the needs (the highest indicator of
Information Quality) influences the user's ability to reduce errors in their work (the
highest indicator of User Satisfaction).

4. HRIS has a positive and significant influence on Performance. This is evidenced by the
ability to make changes according to user needs (the highest indicator of HRIS)
influencing quality (the highest indicator of Performance).

5. HRIS has a positive and significant influence on User Satisfaction. This is evidenced by
the ability to make changes according to user needs (the highest indicator of HRIS)
influencing the user's ability to reduce errors in their work (the highest indicator of User
Satisfaction).

6. User Satisfaction has a positive and significant influence on Performance. This is
evidenced by the user's ability to reduce errors in their work (the highest indicator of
User Satisfaction) influencing quality (the highest indicator of Performance).

7. Information Quality has a positive and significant influence on Performance through
HRIS. This represents the fastest pathway to improving Performance and can be realized
in SIMPEG (Human Resource Management Information System), which produces
information that meets the needs, is up-to-date, complete, aligns with user access rights,
and is accessible whenever needed (five high indicators of Information Quality). This
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influences the improvement of SIMPEG, enabling it to make changes according to user
needs and increasing the speed of accessing the system when used (two high indicators
of HRIS), thereby enhancing quality, quantity, adaptability, accountability, and
timeliness (five high indicators of Performance).

8. Information Quality has a positive and significant influence on Performance through
User Satisfaction. This represents the second fastest pathway to improving Performance
and can be realized in SIMPEG, which produces information that meets the needs, is
up-to-date, complete, aligns with user access rights, and is accessible whenever needed
(five high indicators of Information Quality). This influences the satisfaction with
SIMPEG, which reduces errors in work and increases satisfaction when using SIMPEG
(two high indicators of User Satisfaction), thereby enhancing quality, quantity,

adaptability, accountability, and timeliness (high indicators of Performance).

9 LIMITATION & FUTURE RESEARCH SCOPE

9.1 LIMITATION

In this study, several limitations have been identified that should be addressed in future
research, including:
1. The research object is limited to civil servants (PNS) working in all Regional Apparatus
Organizations (OPD) within the Kendal Regency Government.
2. The distribution of questionnaires using Google Forms may lead to data bias, as it is
challenging to ensure that all collected data is fully relevant to the objectives of this

study.

10 FUTURE RESEARCH SCOPE

The findings and limitations of this study offer valuable insights and can serve as a
foundation for guiding future research endeavors. Therefore, the researcher provides the
following suggestions for future studies:

1. Expanding the research object to include Government Employees with Work

Agreements (PPPK), as they also use SIMPEG.
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Adding one independent variable, such as training and leadership, to acquire a more
comprehensive insight into the elements affecting employee performance.

REFERENCES

Agustina, R., Gustiana, R., & Hestiawati, R. (2022). Pengaruh Kualitas Sistem Dan Kualitas
Informasi Terhadap Kinerja Karyawan Pada Universitas Muhammadiyah Banjarmasin.
Jurnal Ekonomi Dan Bisnis, 15(2). https://doi.org/https://doi.org/10.53651/jdeb.v15i2.395

Aini, H., Irwan, M., & Surasni, N. K. (2021). Kepuasan Memediasi Pengaruh Kualitas Sistem,
Kualitas Informasi Dan Pelatihan Terhadap Kinerja Individual Pengguna Siskeudes. E-
Jurnal Akuntansi, 31(9), 2340-2354. https://doi.org/10.24843/eja.2021.v31.i09.p15

Akbar, S. (2018). Analisa Faktor-Faktor Yang Mempengaruhi Kinerja Karyawan. Jiaganis,
3(2), 1-17.

Al Amin, M. (2014). Kualitas Sistem Informasi Dan Kualitas InformasiTerhadap Kinerja
Karyawan Dengan Mediasi Sistem Kepuasan Pengguna. Jurnal Analisis Bisnis Ekonomi,
12(1), 97-1009.

Alshibly, H. H. (2011). Human Resources Information Systems Success Assessment: An
Integrative Model. Australian Journal Of Basic And Applied Sciences, 5(5), 157-1609.
https://www.researchgate.net/publication/264699074

Amarin, S., & Wijaksana, T. I. (2021). Pengaruh Kualitas Sistem, Kualitas Informasi, Dan
Pengguna Aplikasi Berrybenka di Kota Bandung). Business Management Analysis Journal
(BMAJ), 4(1), 37-52. https://doi.org/10.24176/bmaj.v4i1.6001

Angraeni, N. L. P. N., & Amanda, C. (2024). Keberhasilan Aplikasi E-Presensi Melalui
Kepuasan Pengguna Beserta Faktor Yang Mempengaruhinya. Syntax Literate: Jurnal
limiah Indonesia, 9(5). https://doi.org/10.36418/syntax-literate.v9i5

Delone, W. H., & McLean, E. R. (2003). The DeLone And McLean Model Of Information
Systems Success: A Ten Year Update. Journal of Management Information Systems, 19(4),
9-30. https://doi.org/10.1080/07421222.2003.11045748

Fatinah, H. N. (2022). Human Resource Information System : Fungsi, Peran, Manfaat, Dan
Penerapan Pada Wordpress. Applied Business and Administration Journal, 1(2).

Franki, & Sari, I. (2022). Evaluasi Rekam Medis Elektronik Dengan Metode HOT-fit Di Klinik
Saraf RS Mitra Plumbon. Jurnal Penelitian Kesehatan Suara Forikes, 13(1).
https://doi.org/10.33846/sf13108

Hakim, M., & Fanani, M. R. (2019). Analisis Kinerja Karyawan Studi Kasus PT. Reycom
Dokumen Solusi. Jurnal Dinamika Ekonomi Dan Bisnis, 16(1).

Hapsari, I. G., Fatmawati, R., & Prihatiningtyas, S. (2023). Strategi Pengaruh Human Resource
Information System Terhadap Kinerja Karyawan Melalui Kepuasan Kerja Sebagai
Variabel Intervening Pada Divisi HRD & GA PT. Sumi Rubber Indonesia. Jurnal Aplikasi
Administrasi, 26(1).

Intern. Journal of Profess. Bus. Review. | Miami, v. 10 | n. 3 | p. 01-21 | e05347 | 2025



https://doi.org/https:/doi.org/10.53651/jdeb.v15i2.395
https://doi.org/10.24843/eja.2021.v31.i09.p15
https://www.researchgate.net/publication/264699074
https://doi.org/10.24176/bmaj.v4i1.6001
https://doi.org/10.36418/syntax-literate.v9i5
https://doi.org/10.1080/07421222.2003.11045748
https://doi.org/10.33846/sf13108

Widiatmo, A. B., Astuti, S. D., & Waluyo, D. E. (2025)

THE INFLUENCE OF INFORMATION QUALITY ON HUMAN RESOURCE PERFORMANCE THROUGH THE HUMAN RESOURCE
INFORMATION SYSTEM (HRIS) AND USER SATISFACTION IN THE REGIONAL GOVERNMENT OF KENDAL REGENCY

Hartini, R. (2020). Pengaruh Aplikasi Human Resource Information System Terhadap Kinerja
Karyawan Di PT Mandom Indonesia TBK. Conference on Innovation and Application of
Science and Technology (CIASTECH), 39-46.

Hijrasil, Septin, M., Darsono, & Zandra, D. W. (2023). Penerapan Teknologi HRIS (Human
Resource Information System) Dalam Meningkatkan Efisiensi Dan Efektivitas Manajemen
SDM. Jurnal Pendidikan Tambusai, 7(2), 7074—7085.

Kankam, G., Kyeremeh, E., Som, G. N. K., & Charnor, I. T. (2023). Information quality And
Supply Chain Performance: The Mediating Role Of Information Sharing. Supply Chain
Analytics, 2, 100005. https://doi.org/10.1016/j.sca.2023.100005

Kristy, R. D., & Kusuma, W. A. (2018). Analisis Tingkat Kepuasan Dan Tingkat Kepentingan
Penerapan Sistem Informasi Universitas Muhammadiyah Malang. Teknika: Engineering
and Sains Journal, 2(1), 17-24.

Liu, P., Qingging, W., & Liu, W. (2021). Enterprise human resource management platform
based on FPGA and data mining. Microprocessors and Microsystems, 80.
https://doi.org/10.1016/j.micpro.2020.103330

Manunggal, N., Santoso, I. T., & Wicaksana, S. (2022). Pengaruh Sistem Informasi Sumber
Daya Manusia (HRIS) Dan Kecerdasan Buatan Terhadap Kinerja Industri Pertahanan.
Journal  of Industrial Engineering &  Management Research,  3(6).
https://doi.org/10.7777/jiemar

Maulidiah, E. P., Survival, & Budiantono, B. (2023). Pengaruh Fasilitas Terhadap Kualitas
Pelayanan Serta Implikasinya Pada Kepuasan Pelanggan. Jurnal Economina, 2(3), 727—
737. https://doi.org/10.55681/economina.v2i3.375

Nirwana, N. K. A., Makduani, R., Marhum, U., Rahmayanti, R., & Widaningsih, R. R. A.
(2023). Dampak Implementasi HRIS (Human Resource Information System) Terhadap
Kinerja Karyawan. Jurnal Darma Agung, 31(6), 393-400. https://doi.org/10.46930/0jsuda.
v31i6.3685

Rai, A., Lang, S. S., & Welker, R. B. (2002). Assessing the validity Of IS Success Models: An
Empirical Test And Theoretic Analysis. Information Systems Research, 13(1).
https://doi.org/https://doi.org/10.1287/isre.13.1.50.96

Setiorini, A., Natasia, S. R., Wiranti, Y. T., & Ramadhan, D. A. (2021). Evaluation of the
Application of Hospital Management Information System (SIMRS) in RSUD Dr.
Kanujoso Djatiwibowo Using the HOT-Fit Method. Journal of Physics: Conference Series,
1726(1), 012011. https://doi.org/10.1088/1742-6596/1726/1/012011

Sinaga, T. S., & Hidayat, R. (2020). Pengaruh Motivasi Dan Kompensasi Terhadap Kinerja
Karyawan Pada PT. Kereta Api Indonesia. Jurnal Ilman: Jurnal limu Manajemen, 8(1),
15-22.

Soraya, I., Adawiyah, W. R., & Sutrisna, E. (2019). Pengujian Model HOT FIT Pada Sistem
Manajemen Obat Di Instalasi Farmasi RSGMP UNSOED Purwokerto. Jurnal Ekonomi,
Bisnis Dan Akuntansi, 21(1).

Intern. Journal of Profess. Bus. Review. | Miami, v. 10 | n. 3 | p. 01-21 | e05347 | 2025



https://doi.org/10.1016/j.sca.2023.100005
https://doi.org/10.1016/j.micpro.2020.103330
https://doi.org/10.7777/jiemar
https://doi.org/10.55681/economina.v2i3.375
https://doi.org/10.46930/ojsuda.v31i6.3685
https://doi.org/10.46930/ojsuda.v31i6.3685
https://doi.org/https:/doi.org/10.1287/isre.13.1.50.96
https://doi.org/10.1088/1742-6596/1726/1/012011

Widiatmo, A. B., Astuti, S. D., & Waluyo, D. E. (2025)

THE INFLUENCE OF INFORMATION QUALITY ON HUMAN RESOURCE PERFORMANCE THROUGH THE HUMAN RESOURCE
INFORMATION SYSTEM (HRIS) AND USER SATISFACTION IN THE REGIONAL GOVERNMENT OF KENDAL REGENCY

Sribarokah, P., & Adji, W. H. (2024). Pengaruh Teknologi Human Resource Information
System (HRIS) Terhadap Kinerja Karyawan Pada Kantor Cabang Utama Pos Bandung.
Ekonomis: Journal of Economics and Business, 8(2), 1324. https://doi.org/10.33087/
ekonomis.v8i2.1762

Suhud, S. P., & Rohman, A. (2015). Pengaruh Penerapan Sistem Informasi Akuntansi Terhadap
Kinerja Individu Pegawai Distro Di Kota Bandung. Diponegoro Journal of Accounting,
4(3), 1-11.

Suranto. (2022). Pengaruh Kualitas Sistem, Kualitas Informasi Dan Kualitas Layanan Terhadap
Kepuasan Pengguna Sakti Pada KPPN Gorontalo. Journal Of Comprehensive Science
(JCS), 1(5), 1044-1055. https://doi.org/https://doi.org/10.59188/jcs.v1i5.136

Tareamansyah, A., & Isnawijayani. (2021). Optimalisasi Strategi Manajemen Sumber Daya
Manusia Dalam Mendukung Implementasi HRIS eUnite Employee Self Service Di PT
Asphalt Bangun Sarana Regional Sumatera. Jurnal Nasional Manajemen Pemasaran &
SDM, 1(3), 172-192. https://doi.org/10.47747/jnmpsdm.v2i3.413

Tawar, Santoso, A. F., & Salma, Y. S. (2022). Model HOT FIT dalam Manajemen Sistem
Informasi. Bincang Sains Dan Teknologi, 1(02), 76-82. https://doi.org/10.56741/bst.v
1i02.144

Trisilo, R. G. (2017). Penerapan Sistem Informasi Sumber Daya Manusia Terhadap
Peningkatan Kepuasan Karyawan. Kiat Bisnis, 6(5), 418-425.

Utomo, L. T., Ardianto, Y. T., & Sisharini, N. (2017). Pengaruh Kualitas Sistem, Kualitas
Informasi, Kualitas Layanan Terhadap Kepuasan Pengguna Sistem Informasi Akademik
Universitas Merdeka Malang. Jurnal Teknologi Dan Manajemen Informatika, 3(2).
https://doi.org/https://doi.org/10.26905/jtmi.v3i2.1425

Wibowo, B. A., & Indiyati, D. (2023). Peran Human Resource Information System (HRIS)
Terhadap Kinerja Karyawan Pada PT. Kereta Api Indonesia (Persero) Daop Vi
Yogyakarta. E-Proceeding of Management, 10(2), 1026.

Wickramaaratchi, D. R., & Perera, G. D. N. (2020). The Impact Of Talent Management On
Employee Performance: The Mediating Role Of Job Satisfaction Of Generation Y
Management Trainees In The Selected Public Banks in Sri Lanka. Sri Lankan Journal of
Human Resource Management, 10(1), 21. https://doi.org/10.4038/sljhrm.v10i1.5648

Wixom, B. H., & Todd, P. A. (2005). A Theoretical Integration Of User Satisfaction And
Technology  Acceptance. Information  Systems  Research, 16(1), 85-102.
https://doi.org/10.1287/isre.1050.0042

Yusof, M. M., Paul, R. J., & Stergioulas, L. K. (2006). Towards a Framework for Health
Information Systems Evaluation. Proceedings of the 39th Hawaii International Conference
on System Sciences, 5, 95a—95a. https://doi.org/10.1109/HICSS.2006.491

Intern. Journal of Profess. Bus. Review. | Miami, v. 10 | n. 3 | p. 01-21 | e05347 | 2025



https://doi.org/10.33087/ekonomis.v8i2.1762
https://doi.org/10.33087/ekonomis.v8i2.1762
https://doi.org/https:/doi.org/10.59188/jcs.v1i5.136
https://doi.org/10.47747/jnmpsdm.v2i3.413
https://doi.org/10.56741/bst.v1i02.144
https://doi.org/10.56741/bst.v1i02.144
https://doi.org/https:/doi.org/10.26905/jtmi.v3i2.1425
https://doi.org/10.4038/sljhrm.v10i1.5648
https://doi.org/10.1287/isre.1050.0042
https://doi.org/10.1109/HICSS.2006.491

