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Abstract:

This research examines the implementation and effectiveness of Human Resource Information
Systems (HRIS) in Indonesian organizations. Through a comprehensive study of 150 companies
utilizing HRIS, the research investigates the impact of these systems on HR efficiency, employee
management, and organizational performance. Data collection combined quantitative surveys,
system performance analysis, and interviews with HR professionals and IT specialists. Results
demonstrate that effective HRIS implementation significantly improves HR process efficiency, data
accuracy, and decision-making capabilities. The study also identifies critical success factors for
HRIS implementation and provides practical guidelines for organizations planning to adopt or
upgrade their HR information systems.
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1. Introduction

The digital transformation of human resource management through Human Resource
Information Systems (HRIS) has become essential for modern organizations. While the
adoption of HRIS has increased globally, Indonesian organizations face unique challenges
and opportunities in implementing these systems effectively (Bondarouk et al., 2021).

Previous research has established the importance of information systems in HR management,
but limited studies have examined the specific context of Indonesian organizations. This study
addresses this gap by investigating how HRIS implementation affects organizational
performance and HR processes in Indonesian companies.

The research aims to evaluate the effectiveness of HRIS implementation and identify factors
contributing to successful digital transformation in HR management. It specifically examines
the impact of HRIS on operational efficiency, decision-making processes, and employee
satisfaction.
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2. Research Method

This study employed a mixed-method research design from January 2024 to June 2024,
involving:

1. Quantitative approach:
—  Surveys with 300 HR professionals and system users
—  System performance metrics analysis
—  User satisfaction measurements
2. Qualitative approach:
—  Semi-structured interviews with 30 HR managers and IT specialists
—  Document analysis of implementation reports
—  Case studies of successful implementations

Variables examined included HRIS implementation effectiveness, system usage rates, process
efficiency improvements, user satisfaction levels, and data accuracy. Data analysis used both
descriptive and inferential statistics.

Results and Discussion
Results

Table 1. Characteristics of Participating Organizations (n=150)

Characteristic Frequency (n) Percentage (%)
Organization Size

- Large (>500 employees) 45 30.0
- Medium (100-500) 68 45.3
- Small (<100) 37 24.7
Industry Sector

- Manufacturing 42 28.0
- Services 56 37.3
- Technology 32 21.3
- Others 20 134
HRIS Implementation Stage

- Full Implementation 89 59.3
- Partial Implementation 61 40.7

Note: Data collected January-June 2024
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Table 2. HRIS Performance Metrics Pre and Post Implementation

Performance Indicator Pre-Implementation Post-Implementation Mean Difference p-value

Processing Time (hours) 245+5.2 8.6+23 -15.9 <0.001*
Data Accuracy (%) 85.3+6.7 97.8+21 125 <0.001*
User Satisfaction Score 6.4+1.8 8.7+1.2 2.3 <0.001*
Process Automation (%) 35.2+89 785174 43.3 <0.001*

Note: Values presented as mean + SD; significant at p<0.05*

Table 3. Bivariate Analysis of HRIS Implementation Factors and System Success

Implementation Factor ~ System Success Score

r
User Training 0.724
Management Support 0.685
Technical Infrastructure  0.643
Change Management 0.612

95% ClI

0.584-0.832
0.542-0.795
0.498-0.756
0.465-0.732

p-value
<0.001*
<0.001*
<0.001*
0.002*

Note: r = Pearson correlation coefficient; significant at p<0.05*

Table 4. Multivariate Analysis of HRIS Implementation Success Factors

Variable Adjusted OR  95% ClI p-value
Comprehensive User Training 3.85 2.34-6.32 <0.001*
Strong Management Support 2.96 1.85-4.73 <0.001*
Adequate Technical Infrastructure 2.45 1.56-3.84 0.002*
Effective Change Management 212 1.34-3.35 0.001*

Note: OR = Odds Ratio; CI = Confidence Interval; significant at p<0.05*
The results demonstrate significant improvements in HR process efficiency following HRIS

implementation. Key findings include:

1. Significant reduction in processing time for routine HR tasks
2. Substantial improvement in data accuracy

3. High correlation between user training and system success

4.  Strong influence of management support on implementation success
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Discussion

The findings show that successful HRIS implementation requires a balanced approach
combining technological and organizational factors. This aligns with research by Chen &
Ibrahim (2023) on HRIS implementation in developing economies.

Bivariate analysis reveals strong correlations between implementation factors and system
success, with user training showing the strongest correlation (r=0.724, p<0.001). This supports
findings from Widodo et al. (2022) on technology adoption in HR practices.

Multivariate analysis identifies comprehensive user training as the strongest predictor of
implementation success (OR=3.85, 95% CI: 2.34-6.32), followed by strong management
support and adequate technical infrastructure.

5. Conclusion

This research provides valuable insights into effective HRIS implementation in Indonesian
organizations. The findings suggest that successful implementation requires attention to both
technical and organizational factors, with particular emphasis on user training and
management support.

The study contributes practical guidelines for organizations planning HRIS implementation
while highlighting the importance of change management and user support. Future research
could explore the long-term impact of HRIS on organizational innovation and competitive
advantage.
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