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Abstract: e-HRM is an important strategy for companies to improve organizational performance. The purpose of 
this study is to examine how e-HRM affects organizational performance through mediation of job satisfaction and 
employee performance in several companies in Indonesia. This study uses quantitative methods, the sample 
selection in this study is non probability sampling using purposive sampling technique by collecting data through 
online questionnaires via google form distributed to respondents. The population of this study consisted of certain 
time work agreement employees with more than one year of service in several companies in Indonesia. The data 
analysis method used in this research is the Structural Equation Model (SEM) data analysis method using 
SmartPLS4 software. Empirical evidence that the implementation of an effective e-HRM system can improve 
organizational performance through improved employee performance and job satisfaction is provided by research 
findings showing that employee performance and job satisfaction act as mediators that strengthen the relationship 
between e-HRM and organizational performance. 
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INTRODUCTION 

In essence, performance encompasses 
both the actions taken and the manner in which 
they are executed. (Primasari and Suyadi 2014). 
Performance is defined as the achievement of 
work results by an individual or team within an 
organization, based on their authority and 
responsibilities. These results are achieved in an 
effort to realize organizational goals in a manner 
that is legally sound, ethically sound, and in 
accordance with moral principles (Armstrong 
and Baron 1998). 

The manner in which an organization 
administers human resource management has 

undergone substantial modification. The 
integration of electronic human resource 
management with information technology 
systems is a strategic imperative for 
organizations seeking to enhance their 
operational efficiency and competitive 
advantage in the contemporary business 
landscape. 

The companies under scrutiny 
concentrate on independent assurance in five 
sectors: industry and trade, energy and mineral 
resources, telematics, transportation, 
agriculture, forestry, marine, and the 
environment. The necessity to focus on this 
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company stems from its endeavors to enhance 
operational efficiency through the integration of 
information technology. A pervasive innovation 
is the e-HRM (electronic human resource 
management) system. As a preeminent entity in 
the domain of surveying and inspection, PT 
Surveyor Indonesia has adopted an E-HRM 
system to enhance its human resource 
management practices. Despite the existence of 
the e-HRM system, there is a phenomenon that 
has not yet been fully exploited by the 
organization. 

The observation results in Table 1 of the 
company's internal data studied are grouped into 
two indicators, namely Monitoring, e-HRM 
assessment and Improved human resource 
quality. Monitoring can be interpreted as a 
process of monitoring the activities that take 
place in the e-HRM system to ensure that all 
functions are carried out according to plan. 

The purpose is to ensure and monitor 
whether the e-HRM system is functioning 
optimally without problems, in addition to 
ensuring that users (employees) use the system 
to help their work. For example, monitoring 
employee time and attendance through an 
online time and attendance system. Assessment 
can be defined as the process of evaluating 

systems, data or policies implemented through 
e-HRM to measure their effectiveness. The goal 
is to meet the needs of the organization and 
improve the assessment for continuous 
development. For example, evaluating the 
effectiveness of online recruitment, such as time 
savings or the number of qualified candidates 
successfully recruited. 

Monitoring, assessment of e-HRM is a 
key category to identify the strengths and 
weaknesses of the system, thus providing data 
and recommendations that can be used to 
develop effective strategies to improve the 
quality of HRM. 

Based on the data obtained, the object 
under study shows that the level of use of e-HRM 
is still low, in 2023 the level of satisfaction is not 
good due to lack of adequate training and 
employee dissatisfaction with the existing 
system. Therefore, at the beginning of 2024, the 
object under study increased training and 
understanding of the use of the e-HRM system 
by conducting periodic evaluations which had a 
positive impact so that it increased in 2024 by 
2%. 
 
 
 

 
Table 1. An Evaluation of The Electronic Human Resources Management System in The 

Company Under Scrutiny is Necessary 

Year Indicator Weights 
Satisfaction 

Levels 
Expectations Categories 

2023 

Monitoring, 
assessment e- HRM 

4.0 / 10 4% 7/10 Less Good 

Improved human 
resource quality 

6.0 / 10 
 

6% 7/10 Good 

2024 

Monitoring, assessment 
e- HRM 

6.0 / 10 6% 10/10 Good 

Improved human 
resource quality 

8.0 / 10 8% 10/10 Very Good 
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Based on the background described 
above, this study is entitled “The Influence of E-
HRM on Organizational Performance with 
Mediation of Employee Performance and Job 
Satisfaction Indonesia Multiple Companies”. 
 
E-HRM Use 

Marler and Parry (2016) in Nyathi and 
Kekwaletswe (2024) e-HRM is a networked 
computer system (hardware and software) used 
to carry out HR functions. This system makes it 
easier to collect employee data, generate 
information, and communicate related to HR 
within the company. 

Bondarouk et al. (2007) in Nyathi and 
Kekwaletswe (2024) the application of e-HRM is 
a best practice in HR management to increase 
contributions to organizational success. 

Alrawashdeh et al. (2022) argue that E- 
HRM is a modern solution to improve employee 
well-being while streamlining the management 
of company resources. 

Based on the explanation of several 
definitions of the use of e-HRM, it can be 
concluded that e-HRM is a modern approach to 
managing human resources utilizing technology 
to improve the efficiency, effectiveness, and 
strategic contribution of the HR function in the 
organization. 
 
Employee Performance 

Motowidlo (2003) in Nyathi and 
Kekwaletswe (2024) performance is a prediction 
of the value or benefits that the company expects 
from the actions or behavior of an employee over 
a period of time. There are two interpretations of 
this definition. First, it indicates that employee 
performance is an indexed behavior that affects 
employee performance. 

The second definition is the nature of the 
behavior that is the reference for performance 
and is the expected value for the organization 
Robbins et al. (2018) in Nyathi and Kekwaletswe 
(2024). 

Conceptually, employee performance is 
the measurable output of work behavior 

expected by the company, where the 
contribution directly or indirectly advances the 
organization. 
 
Job Satisfaction 

Armstrong's research (2008) in Nyathi 
and Kekwaletswe (2024) job satisfaction refers 
to recognition, income, promotion, and 
achievement of other goals, which results in 
satisfaction about the attitudes, beliefs, and 
feelings that an employee has about their job. 
Daft (2022) job satisfaction is a measure of how 
satisfied a person is with their job. 

Based on the description of the 
definition of job satisfaction, the conclusion is a 
positive emotional response that is complex and 
includes various aspects of work. Internal and 
environmental factors influence it, which then 
has an impact on employee attitudes, actions, 
productivity, and their contribution to 
organizational success. 
 
Organizational Performance 

Bethke et al. (2011) in Nyathi and 
Kekwaletswe (2024) organizational performance 
includes financial results, such as profit and 
market value, and organizational results, such 
as employee satisfaction and commitment. 

Organizational performance is the result 
of all company activities or activities that become 
the benchmark for the success of the company 
Daft et al. (2016). 

Based on the explanation of several 
definitions of organizational performance, it can 
be concluded that organizational performance is 
Organizational performance is a measure of the 
company's overall success, including financial 
and non-financial aspects, which results from all 
business activities and becomes a reference for 
achieving goals. 
 
E-HRM towards Employee Performance 

Umar et al. (2020) electronic human 
resource management improves employee 
performance, through easier access to 
information, skill development, more effective 
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communication. 
Nurlina et al. (2020) electronic human 

resource management contributes to employee 
performance through the provision of more 
effective and transparent systems such as 
electronic performance management. 

Sumaryono (2024) electronic human 
resource management significantly affects 
employee performance, such as electronic 
compensation management and electronic 
career management which improve the 
performance of employees' additional roles. 
H1:  E-HRM has an influence on Employee 

Performance. 
 
E-HRM towards Job Satisfaction 

Masum et al. (2020) e-HRM practices 
increase employee job satisfaction because they 
enable automation of routine tasks, reduce 
administrative responsibilities, and provide 
accurate and timely HR information. 

Al Haziazi et al. (2020) e-HRM affects 
job satisfaction; for example, e-HRM 
components that affect e-Compensation and e- 
Performance Appraisal significantly affect job 
satisfaction. 

Modi (2024) argues that e-HRM can 
increase job satisfaction through more efficient 
processes, more access to information, better 
communication, and career development. 
H2: E-HRM has an influence on Job 

Satisfaction. 
 
E-HRM towards Organizational Performance  

Masum et al.(2020) argue that 
organizational performance is influenced by e- 
HRM because e-HRM increases the 
effectiveness and efficiency of human resource 
management, which in turn contributes to overall 
organizational performance. 

Al Haziazi et al. (2020) e-HRM allows 
the HR department to contribute more 
strategically to the organization. By providing 
insight into workforce analysis, HR can align its 
strategy with overall business goals, improving 
organizational performance. 

Shamaileh et al. (2022) e-HRM greatly 
benefits organizational performance. 
Organizations can increase productivity, 
efficiency, and employee satisfaction by 
assisting with strategic decision making.  
H3:  E-HRM has an influence on 

organizational performance. 
 
Job Satisfaction on Organizational 
Performance 

Ateeq et al. (2023) at Zain company in 
Bahrain showed that job satisfaction and work 
performance. This study found that there is a 
significant relationship between job satisfaction 
and job performance, which means that 
employees who feel satisfied with their jobs tend 
to do more. 

Suryaputra (2023) also supports this 
hypothesis by showing that a good work 
environment can make employees happier in 
their workplace, which in turn results in better 
performance. 

Manik et al. (2023) this study shows that 
factors such as work environment and employee 
competence affect employee performance 
through job satisfaction as a mediating variable.  
H4: Job Satisfaction has an influence on 

Organizational Performance. 
 
Employee Performance to Organizational 
Performance 

Sarumpaet et al. (2023) employee 
performance is an important component that can 
affect the success of an organization as a whole. 
High-performing employees can contribute to 
achieving organizational goals. 

Herawati et al. (2021) employee 
performance has no effect on organizational 
performance because employee performance is 
not reflected in organizational performance if the 
organization does not provide resources such as 
technology, tools, or financial support, to support 
employee efforts. 

Azzizah and Gulo (2023) employee 
performance affects organizational performance 
productive employee performance can 
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contribute to improving organizational 
performance. 
H5:  Employee performance has an influence 

on organizational performance. 
 
Employee performance mediates the effect 
of E-HRM usage and organizational 
performance 

Moussa et al. (2020) the effect of 
employee performance on the use of e-HRM can 
increase the efficiency and effectiveness of the 
human resource management process. With a 
functioning system, perform their tasks better, 
which improves performance. 

Herawati et al. (2021) employee 
performance mediates the effect of using e-HRM 
with the incorporation of an e-HRM system that 
supports contemporary information technology 
facilities to improve overall organizational 
performance. 

González et al. (2017) employee 
performance mediates the effect of e-HRM 
usage on organizational performance with 
routine tasks that tend to be automated while 
non-routine work is more difficult to do. 
H6: Employee performance mediates the 

effect of using E-HRM on Organizational 
Performance 

Job Satisfaction mediates E-HRM Use and 
Organizational Performance 

Chen et al. (2023) the positive effect of 
job satisfaction can be increased by the use of 
information technology that increases job 
satisfaction and improves job characteristics 
such as skills, feedback by using information 
technology. 

Moussa et al. (2020) by making HR 
processes clearer, providing easier access to 
information (such as payroll and career 
development), and improving internal 
communication, e-HRM can increase employee 
job satisfaction. 

Salsabila et al. (2024) by using e-HRM, 
employees can easily access important 
information and resources, and a more efficient 
system allows them to focus more on key tasks, 
which in turn can increase work productivity. If 
employees are satisfied with the conveniences 
offered by e-HRM, their relationship with the 
organization can be strengthened and overall 
performance can be improved. 
H7: Job Satisfaction mediates the Use of E- 

HRM on Organizational Performance. 
 
 
 

 
RESEARCH METHODS 

 
Figure 1. Research Model 
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Table 2. Variables and Indicators 

Variables Indicators Scale 

E-HRM Use (X) Perceived ease of use 
System usability 

Likert 

Employee 
Performance (Z1) 

Contextual performance 
Task performance 

Mindfulness 
Likert 

Job Satisfaction 
(Z2) 

Intrinsic job satisfaction 
Extrinsic job satisfaction 

Likert 

Organizational 
Performance 
(Y) 

Operational consequences 
Relational 

Transformational 
Likert 

Source: (Nyathi and Kekwaletswe 2024) 
 

The research method according to 
(Sekaran and Roger 2016) states that a 
research design is a blueprint or plan for data 
collection, measurement, and analysis, which is 
made to answer your research questions. The 
form of research used in this study is causality or 
causal relationship. Causality research is 
research to test whether a variable will cause 
changes in other variables (Sekaran and Roger 
2016). Causality research will test whether there 
is an influence of the independent variable on the 
dependent variable. This study aims to 
determine the effect of e-HRM on organizational 
performance with mediation of employee 
performance and job satisfaction. 
 
RESULT AND ANALYSIS 

Based on table 3, the characteristics of 
more male respondents were 33 people or 
52.4% and female respondents were 30 people 
or 47.6%. 

Characteristics of respondents based 
on age 18-30 years were 17 people or 27.0%, 
respondents aged 31-40 years were 23 people 
or 36.5%, respondents aged 41-50 years were 
22 people or 34.9%, and respondents over 60 

years were 1 person or 1.6%. 
The number of respondents with more 

than 20 years of work experience was 1 person 
or 1.6%, respondents with 11-15 years of work 
experience were 18 people or 28.6%, 
respondents with 16-20 years of work 
experience were 10 people or 15.9%, 
respondents with 2-5 years of work experience 
were 17 people or 27.0%, respondents with 6-10 
years of work experience were 17 people or 
27.0%. 

The number of respondents with 
investment sectors or projects undertaken was 
13 people or 20.6%, respondents with sectors or 
non-projects were 23 people or 36.5%, 
respondents with automotive sectors or projects 
were 12 people or 19.0%, respondents with 
transportation sectors or projects were 15 
people or 23.8%. The number of respondents 
with finance division is 25 people or 39.7%, 
respondents with human resource and general 
affair division is 3 people or 4.8%, respondents 
with logistics division is 6 people or 9.5%, 
respondents with marketing and sales division is 
7 people or 11.1%, respondents with operational 
division is 22 people or 34.9%.
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Figure 2. SmartPLS Measurement Model 
 
 

 
Figure 3. SmartPLS Measurement Model 
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Table 3. Characteristics of Respondents 

Characteristics Frequency Percent 

Gender  
Male 33 5,.4 
Female 30 47,6 
Total 63 100,0 

Age  
18-30 17 27,0 
31-40 23 36,5 
41-50 22 34,9 
Diatas 60 1 1,6 
Total 63 100,0 

Experienced  
> 20 tahun 1 1,6 
11-15 tahun 18 28,6 
16-20 tahun 10 15,9 
2-5 tahun 17 27,0 
6-10 tahun 17 27,0 
Total 63 100,0 

Sector or project worked on  
Investation 13 20,6 
Non-Project 23 36,5 
Automotive 12 19,0 
Transportation 15 23,8 
Total 63 100,0 

Division   
Finance 25 39,7 
Human Resource and General Affair 3 4,8 
Logistic 6 9,5 
Marketing and Sales 7 11,1 
Operasional 22 34,9 
Total 63 100,0 

 Source: Results of statistical data processing 
 

Based on table 4, it shows that each 
construct indicator meets the Convergent 
Validity requirements as seen from the Loading 
Factor value which is > 0.70 (valid). Thus from 
the AVE analysis, it can be concluded that each 
variable used has met the criteria for convergent 
validity. 

Based on table 5, compared to other 
groups of variable indicators, each variable 

indicator of each latent variable has better 
performance. The results of the Cross Loadings 
analysis can be considered valid because the 
value for each variable > 0.70. 

Based on table 6 Fornell-Larcker 
correlation between other latent variables, so all 
Criterion shows that each latent variable > 
variables are declared discriminant valid. 
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Table 4. Convergent Validity 

Variable Items Outer Loading AVE 

e-HRM Use (X) 

X1 0,835 

0,800 X2 0,933 
X3 0,913 

Employee Performance 
(Z1) 

Z1 0,852 

0,889 Z2 0,766 
Z3 0,763 

Job Satisfaction (Z2) 

Z2.1 0,927 

0,631 Z2.2 0,954 
Z2.3 0,947 

Organizational 
Performance (Z3) 

Y1 0,971 
0,869 Y2 0,898 

Y3 0,926 
Source: Data Processing Results with SmartPLS 4.0 

Based on table 7 Cronbach's Alpha and 
Composite Reliability shows that each variable 
meets the reliability requirements, because the 
Composite Reliability value for each variable is > 
0.70. The employee performance variable (Z1) 
has the lowest value of 0.706 and the 
organizational performance variable (Y) has the 
highest value of 0.924. 

Based on table 8 Inner Model with 
Average Variance Extracted Reliability (R- 
Square) analysis shows that the employee 
performance variable (Z1) has a value of 0.519 
or 51.9%, which means that the model has a 

moderate or moderate influence. The job 
satisfaction variable has a value of 0.565 or 
56.5%, which means that the model has a 
moderate or moderate influence, and the 
organizational performance variable has a value 
of 0.648 or 64.8%, which means that the model 
has a moderate or moderate influence. In 
addition, in the Prediction Relevance Test (Q- 
Square) column, the Employee Performance 
variable is 0.474, the Job Satisfaction variable is 
0.556, the Organizational Performance variable 
is 0.630. In conclusion, all indicator models have 
good relevance to endogenous variables.

Table 5. Cross Loading 

 
e-HRM Employee Performance Job satisfaction 

Organizational 
Performance 

X1 0,835 0,652 0,620 0,605 
X2 0,933 0.691 0,642 0,619 
X3 0,913 0,671 0,670 0,573 
Z1.1 0,632 0,852 0,573 0,665 
Z1.2 0,456 0,766 0,321 0,718 
Z1.3 0,700 0,763 0,862 0,506 
Z2.1 0,694 0,683 0,927 0,569 
Z2.2 0,642 0,668 0,954 0,637 
Z2.3 0,701 0,734 0,947 0,680 
Y1 0,693 0,819 0,728 0,971 
Y2 0,582 0,657 0,568 0,898 
Y3 0,590 0,726 0,556 0,926 

Source: Data Processing Results with SmartPLS 4.0 
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Table 6. Fornell-Larcker Criterion 

 
e-HRM 

Employee 
Performance 

Job Satisfaction 
Organizational 
performance 

e-HRM 0,894    

Employee 
Performance 

0,720 0,943   

Job Satisfaction 0,751 0,738 0,794  

Organizational 
Performance 

0,670 0,668 0,792 0,932 

Source: Data Processing Results with SmartPLS 4.0 
 

Table 7. Cronbach’s Alpha dan Composite Reliability 

Variable Cronbach’s alpha Composite reliability 

e-HRM (X) 0,874 0,875 
Employee Performance (Z1) 0,938 0,940 
Job Satisfaction (Z2) 0,706 0,710 

Organizational Performance (Y) 0,924 0,939 

Source: Data Processing Results with SmartPLS 4.0 
 

Table 8. Inner Mode 

Variable R-Square Q2 Predict 

Employee Performance (Z1) 0,519 0,474 
Job Satisfaction (Z2) 0,565 0,556 

Organizational Performance (Y) 0,648 0,630 

From table 9 above, it can be concluded 
that: 

1. (H1) T value (5,947) and P value (0.000) 
means that there is an influence of e-HRM on 
Employee Performance on the object of 
research. 

2. (H2) T value (10,869) and P value 
(0.000) means that there is an influence of e-
HRM on Job Satisfaction on the object of 
research. 

3. (H3) T value (0.449) and P value (0.654) 
means that there is no influence between e-HRM 
on the Organizational Performance on the object 
of research. 

4. (H4) T value (0.484) and P value (0.629) 
means that there is no influence between Job 

Satisfaction on the Organizational Performance 
on the object of research. 

5. (H5) T value (2.613) and P value (0.009) 
means that there is an influence between 
Employee Performance on the Organizational 
Performance on the object of research. 

6. (H6) T value (2,302) and P value (0.021) 
means that Employee Performance mediates 
the use of e-HRM on the Organizational 
Performance on the object of research. 

7. (H7) T value (0.468) and P value (0.640) 
means that Job Satisfaction does not mediate 
the use of e-HRM on the Organizational 
Performance on the object of research. 
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Table 9. Summary of The Structural Model 

Hipotesis Coeffcients T-Value P-Value Description 

e-HRM  > Employee Performance 0,720 5,947 0,000 Diterima 

e-HRM > Job Satisfaction 0,751 10,869 0,000 Diterima 

e-HRM > Organizational 
Performance 

0,118 0,449 0,654 Ditolak 

Job Satisfaction > Employee 
Performance 

0,139 0,484 0,629 Ditolak 

Employee Performance > 
Organizational Performance 

0,601 2,613 0,009 Diterima 

e-HRM > Employee Performance 
> Organizational Performance 

0,451 2,302 0,021 Diterima 

e-HRM > Employee Performance 
> Organizational Performance 

0,100 0,468 0,640 Ditolak 

Source: Data Processing Results with SmartPLS 4.0 
 
CONCLUSION 

1. e-HRM affects the performance of 
employees on the object of research. The results 
of this study are in line with research conducted 
by Umar et al. (2020). 

2. e-HRM affects Job Satisfaction on the 
object of research. The results of this study are 
in line with research conducted by Modi (2024). 

3.e-HRM cannot affect the 
Organizational Performance on the object of the 
research. The results of this study are in line with 
the research conducted by Zhou et al. (2022). 

4 Job Satisfaction has no effect on the 
Organizational Performance on the object of the 
research. The results of this study are in line with 
research conducted by Alrazehi et al. (2021). 

5. Employee Performance affects the 
Organizational Performance on the object of the 
research. The results of this study are in line with 
research conducted by Yusnita et al. (2023). 

6. Employee Performance can mediate 
the effect of using e-HRM on Organizational 
Performance with the mediation of Employee 
Performance on the object of the research. The 
results of this study are in line with Nyathi and 
Kekwaletswe's research (2024). 

7. Job Satisfaction does not mediate the 

effect of using e-HRM on the Organizational 
Performance of on the object of the research. 
The results of this study differ from the research 
of Nyathi and Kekwaletswe (2024) which states 
that Job Satisfaction does not mediate the Use 
of E-HRM and the Organizational Performance 
of on the object of the research. 

The researcher realizes that this study is 
far from perfect.the researchers faced limitations 
in conducting this study, including: 

1. The time limitation in data collection 
resulted in the researcher being unable to 
conduct a thorough analysis. 

2. The limitation of the data used 
because the data cannot be freely accessed by 
the researchers due to its confidential nature. 

3. There are limitations on the mediation 
variable used in this study, namely the Job 
Satisfaction variable that mediates the use of e-
HRM on Organizational Performance.Employee 
Performance variable as a mediator in the use of 
e-HRM on Organizational Performance. 

4. The researcher used the SmartPLS 
software for the first time when processing the 
data from the questionnaire distribution. 

From the existing limitations, the 
recommendations that can be made for future 
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researchers are:  
1. Ensure that the information obtained 

remains relevant, conduct data collection 
periodically if possible.This is important because 
this research examines rapidly changing fields 
such as policy and technology. 

2. Subsequent research can use 
research subjects from different industrial 
sectors to broaden perspectives and enrich 
research outcomes. 

Meanwhile, for the company, the 
recommendations that can be proposed are: 

1. The research object is advised to pay 
attention to the use of e-HRM, which can support 
organizational performance if used wisely.This 
step is expected to enhance job satisfaction and 
employee performance towards companies that 
use e-HRM by increasing productivity and 
efficiency. 

2. The research object is advised to pay 
attention to various factors related to job 
satisfaction, such as intrinsic factors that consist 
of organizational commitment, responsibility, 
achievement, and recognition.There are also 
extrinsic factors such as leadership style, 
organizational culture, salary, and employee 
relationships. 

3. The Research Object is advised to 
pay attention to various factors related to 
organizational performance, such as operational 
and transformational activities to drive 
organizational change and progress. Research 
objects are advised to pay attention to various 
factors related to organizational performance, 
such as operational and transformational 
activities, to drive organizational change and 
progress 
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