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ABSTRACT 

 

Today, the applying information technology has become popular in most offices, 

businesses, especially the application of information technology solutions in 

management. In there, human resource management, payroll management is a required 

and important field for all businesses. 

Information technology to reduce the burden of human resource management - the 

salary of each business, minimizing personnel in the management structure, improve 

labor productivity of each individual in the business. 

As we all know, information technology is further developed and widely applied. 

The application of information technology in human resource management is no 

exception. Therefore, research purpose of this thesis is applying information technology 

to improve on human resource management.  

This study uses IS Success Model (DeLone & McLean, 1992, 2003) as a basis 

theories for building model from which to consider and evaluate factors such as system 

quality, information quality and service quality affects human resources management. 

We use convenience sampling questionnaire to execute the samples and regression 

analysis apply to confirm the relationships of hypothesis. 110 questionnaires were sent 

by email to the leaders and employees work on human resource management, of which 

100 feedback is useful to record, achieving a response rate 90.9%. 
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This study has contributed to research on the impact of information technology to 

human resource management in Vietnam Petroleum Institute and from there to effective 

application of information technology in human resource management in the Vietnam 

petroleum institute in particular and all the businesses in Vietnam in general. Research 

shows that the degree of influence of the factors of information quality, system quality 

and service quality to human resource management. 

 

Keywords : Information technology, human resource management, IS success 

model. 
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Chapter 1 Introduction 

The introduction of this study details in four parts. It starts with research background 

to introduce the applying information technology in HRM. The next part reveals 

research motive and research purposes which help to set direction for the study. The 

fourth part is research procedure. 

1.1 Research Background  

In the recent years, Vietnam Petroleum Industry has developed rapidly, playing an 

important role in the national energy security and contributing significantly to the 

annual GDP (22-26%). The key to this success can be attributed to the good 

combination of science - technology, production - business, administration - 

management, the first of which is brilliantly performed by Vietnam Petroleum Institute 

(VPI). 

The findings and science – technology services of VPI have effectively contributed 

to the process of planning strategy, seeking solutions to the whole range of activities of 

Petro vietnam, from upstream to downstream. VPI is proud to be the place where many 

leading expert and manager generations of the Vietnam Oil and Gas Group, the 

government as well as petroleum joint ventures and companies grew up. 

At present, VPI is striving to become a comprehensively- developed and modern 

National Petroleum Academy – the complete geo- and petro-scientific center, gradually 

to be on a par with regional and international standards in order to meet long-term and 

sustainable development demands of the Vietnam Petroleum Industry. 

Main Functions of Vietnam Petroleum Institute: 

1. Carry out scientific and technological studies, basic surveys in fields of 

petroleum  exploration, production, transportation, storage, distribution, 

processing, safety, environment, economics and management;  

2. Produce, trade, directly export and import technologies and products in the 

above fields;  

3. Formulate, consult, and appraise petroleum investment and construction projects;  
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4. Formulate, appraise, and consult economic-technology reports; conduct 

assessments on safety and environment issues of petroleum projects and 

construction works;  

5. Inspect and verify quality of laboratory equipment and apparatus, petroleum 

products, certify chemicals, apparatus and equipment;  

6. Advise to construct, inspect and verify to certify quality management systems;  

7. Provide information and data for research and business activities of the Vietnam 

Oil and Gas Group; Consult on science and technology application; Provide 

professional training for the above fields;  

8. Organize oil and gas conferences, seminars, exhibitions, advertisements, and 

museum. 

 

Figure 1. Organization Chart of Vietnam Petroleum Institute
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At present, Human Resource of Vietnam Petroleum Institute: 

Postgraduates 128 21% 

Bachelors 386 62% 

Technicians 109 17% 

Total 623 100% 

Technicians

17%

Postgraduates

21%
Bachelors

62%

 

Figure 2. Human Resource of Vietnam Petroleum Institute 

In the market economy today, with the strong fluctuations of the business 

environment, fierce nature of competition and demand is increasing to meet the staff, all 

of these problems has been a great pressure for enterprises. In particular, issues of 

human resource management is one of the factors that bring vital. 

Since demand - a business can increase their competitive advantage by organizing a 

comprehensive human resource management system: building a clear organizational 

chart, with modern inspection system, exactly, using the employees effectively, resolve 

policy regime in time, criteria for evaluating the work is standardized, fair salary policy, 

human resource planning to ensure the right person, right jobs. 

Today, the applying information technology has become popular in most offices, 

businesses, especially the application of information technology solutions in 

management. In there, human resource management, payroll management is a required 

and important field for all businesses. 
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Information technology to reduce the burden of human resource management - the 

salary of each business, minimizing personnel in the management structure, improve 

labor productivity of each individual in the business. 

For the applying information technology in HR management, the Vietnam Petroleum 

Institute undertook to buy and deploy application Histaff software of TinhVan company. 

The product is built on technology platforms “dot NET 2003”, “Crystal Report 11” 

reporting tool, and operating on either system administration database platform is 

Oracle 9i and Microsoft SQL Server 2000. HiStaff includes four modules, each module 

array to solve a problem of work in HR management of enterprises. 

  HUMAX modules used to manage the location information identifying the 

hierarchy of employees in companies such as labor contracts, subsidiary 

companies, function, department, division, title, region ... The main policy which 

the employee is entitled from companies such as equipment, grants, information 

about the working process, the process of reward and discipline of employees, ... 

In addition, this module allows storage personal information, emergency 

communications address when needed, the knowledge and special skills of 

employees. 

  COLEX module contains information on working day management, to allow the 

registration of holiday, maternity leave, overtime for each employee. Depending 

on the type of holidays that the company pay wages to employees respectively. 

The amount paid depends on the respective policies and labor laws that 

managers flexibility into the program. In particular, it allows for updates on the 

holiday in years of employees. 

  PAROX module are automatically calculated process and the output-payroll 

based input information from COLEX and HUMAX modules. Not only 

calculated automatically account but also the program allows users to enter 

adjustments to the payroll shall be balanced and appropriate. In particular, the 

system also supports transactions Ebanking for monthly payroll and tax 

settlement by the end of the year. 
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  TRUSTEE module manage user information. Decentralized system to each 

feature and the data directory, create convenience when assigning work. The 

system also records all the changes in the process of using HiStaff. In addition, 

also many other useful functions. 

  Besides the introduced features in each of the main module, all four modules has 

reporting system is available form or by self-managers. Report path can set 

arbitrary by user. The utility supports usability user-generated during use is also 

incorporated in the HiStaff system design. Data on the wage (tariff wage, 13th 

monthly salary ...) on working day, the benefits ... are put into the system 

parameters, creating convenience for managers flexibility when editing the 

changes during use. 

1.2 Research Motive  

The research has chosen this topic because: 

 There is not much research about applying information technology in human 

resources management, Vietnam. 

 Human resources management are very important in research institutes. 

 Examine certain effects of information technology on human resources 

management in Vietnam Petroleum Institute. 

Based on the above descriptions, this study intended to examine factors that affect 

human resources management in Vietnam Petroleum Institute. This study aims to 

answer these following questions: 

(1)  What are the key factors that influence human resources management in 

Vietnam Petroleum Institute? 

(2)  What is the intention model that can be applied to improve on human resource 

management? 

1.3 Research Purpose  

Today, the good management of human resource is an issue vital to the business 

because it directly affects to business performance and the sustainable development of 

the organization. It is not only required for large enterprises, corporations or 
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multinational companies but also for small and medium enterprises are becoming more 

and more professional basically. Applying information technology in human resource 

management in Vietnam is not a new problem. Businesses can select a specific system 

or integrated, famous or anonymous, prepackaged or self-construction, depending on 

budgets and their particular requirements. Therefore there will not be a solution that is 

optimal for all businesses. 

Therefore, research purpose of this thesis is applying information technology to 

improve on human resource management.  

1.4 Research Procedure  

Figure 1 indicates the progress and structure of this study. Research Structure of this 

thesis is divided into 5 main parts:  

 Chapter I: Introduction 

 Chapter II: Literature Review 

 Chapter III: Research Methodology 

 Chapter IV: Analysis and Results 

 Chapter V: Conclusions 
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Chapter 2 Literature Review 

This chapter include eight parts, research from large to narrow, from in the world to 

Vietnam and in Vietnam Petroleum Institute, and then the theoretical framework relate 

to the aim of this study will be discussed more clearly. 

2.1 Applying IT to improve on human resources management in the world  

In its modern conception, our understanding of management in general and human 

resource management in particular has been heavily influenced by thinking in the 

United States of America. This is perhaps not surprising from a country that has been, 

for decades, the largest economy in the world. It is often assumed that other countries 

wanting to “catch up” will have to adopt US-style management practices. And in HRM, 

as elsewhere, there are signs that this is happening; the spread across continents of 

downsizing, contingent (flexible) working practices, antagonism to trade unions and 

many other examples provide prima facie evidence of the power of the US exemplar 

(Brewster, 2004).  

HRM, like many other aspects of management, was originally conceptualized and 

developed in the United States of America (Brewster, 2004). 

This culture of individualism or entrepreneurialism extends to the legal situation 

when individuals have not been successful. In the USA, they are free to start up another 

business to replace their failed business with far fewer constraints than is the case in 

Europe. It is clearly discernible also in the thinking that underpins North American 

notions of reward systems, with their emphasis on individual performance-based 

rewards; just as a free market differentiates between successful and unsuccessful 

individual enterprises, so should firms make the same distinctions among their 

employees. Given the relative lack of a culture of entrepreneurialism in Europe, we 

should not assume without evidence any ready acceptance of individual performance-

related rewards (Brewster, 2004).  

It would be unwise to generalize too much about HRM in Indonesia because 

conditions, philosophies, and practices vary widely across enterprise types, industries, 
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and regions. However, the challenges in respect to training, equity, labor regulations, 

and the chaotic legal system, as well as coping with the ethnic and religious tensions 

and the coming international free trade provisions, point to the need for incredible 

sophistication. Not surprisingly, recent reports from practitioners in Indonesia have 

indicated the utmost importance of HRM in Indonesia given its particular economic 

circumstances (Supriono,1999). 

A unified data model provides a single, accurate view of HR activities ranging from 

recruitment, employment, training, performance management, compensation 

management and real time management. Oracle human resource leverage workflow and 

internet-based processes optimize various HRM activities. The system maintains global 

HR data in case of Trans-national companies and total organizational human resource 

data in case of national companies in a single location for accurate and easy availability. 

The system of applications of Information Technology (IT) in HRM is referred to as 

Human Resource Module. HRIS merges some of HRM functions with the IT field, 

wherein the planning and programming of data processing systems have evolved into 

standardized routines and packages of Enterprise Resource Planning (ERP) software. 

ERP integrates the human resource module with finance, production, and sales and 

administration modules. 

Generally, traditional HRM functions are common to all organizations. They consist 

of tracking data regarding personal histories, family details, skills, capabilities, 

experiences, pay, benefits and grievances. Performance of these functions are 

increasingly complex, must be performed at the lowest possible cost and also at a fast 

rate, which pose increased challenges for HR professionals. Organizations have started 

to automate these functions by introducing HRIS technology. 

Development of client -server HRIS enables HR executives to assume responsibility 

and ownership of their systems compared to client-server architecture, which came 

largely in the form of mainframe computers and necessitated heavy capital investment 

to purchase program proprietary software. HRIS is developed around six main areas of 

human resource management viz., e-recruitment/applicant tracking, e-training, e- 

payroll, e-benefits, e-self service and e-time and labour management. 
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E-recruitment / Applicant Tracking 

E-recruitment manages job descriptions and job vacancies, search for candidates and 

the interview process. It is also referred to as an applicant-tracking system; this is a 

web-based application that enables the electronic handling of organizational 

employment needs. 

These activities include posting job advertisement on web sites to stimulate and 

attract candidates, known as job boards. Job boards allow candidates to apply on-line 

and the candidates’ data are stored on a database that allows searching, screening and 

filtering of applications. The application tracking system shortlists the candidates and 

arranges for interview and recruitment-related activities. 

E-recruitment maintains profiles, searches for and refers jobs to colleagues and 

follows the recruitment process. It uses event-driven applicant tracking and manages 

positions on multiple external websites. E-recruitment/applicant tracking system reduce 

administrative tasks, cost and time required to perform recruitment activities. 

E-training 

E-training provides a complete, scalable and open infrastructure that allows 

organizations to manage, deliver, and track employee training participation in on-line or 

classroom-based environments. Trainees interact with content and/or trainers at their 

own pace. Managers set the business flow from order processing to delivery and 

performance management to training output automatically. E-training systems deploy 

content to global learners; make use of mixed media and multiple discrete sites on a 

single instance of the application, define competencies attained by trainees, and update 

the trainees’ competency profiles. It aims to ensure that HRM provides the right 

resources, competent and experienced trainers, and consolidate training initiatives on a 

scalable and cost effective basis. In addition, it aims to measure training effectiveness. 

E-training, provides learning opportunities not only to employees, but to customer 

and all other stakeholders by providing one-stop administration, automated catalogue 

distribution and enrollment and collaborative sites with other strategic partners. 
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E-payroll 

E-payroll models automatically collect data regarding employee attendance and work 

record for the purpose of evaluating work performance, they calculate various 

deductions including tax, and generate periodic pay cheques and tax reports. Payroll 

modules in turn send data and accounting information to the general ledger for posting 

and subsequent operations and they frequently integrate e-payroll with e-finance 

management. 

Payroll systems can define standard rules for automatically assigning and changing 

employee salary by using simple formulae. They are able to control processing rules and 

calculations using fast formula and use logic for complex cases. They can manage 

global compensation with one application by implementing a core payroll engine and 

installing local extensions to add the necessary functionality, reporting and process for 

individual countries. 

E-payroll is able to process from data, simultaneously, fully reconciled results and 

multiple employee groups. By preparing paperless online pay slips, the system is able to 

reduce administrative costs and time for the total operations. Employees too can view 

their exclusive data and get personalized reports. 

E-benefits 

E-benefits administration models enable HR professionals to track and administer 

diverse and complex benefit plans, employee benefit programs which may involve 

transpiration medical and health care, insurance, pension, profit-sharing, and stock 

option benefits. Such modules, through internet-based automation, can enable HR to 

improve benefits support and analysis whilst reducing time and costs involved in the 

administration, while increasing the consistency decisions on compliance issues at 

various levels across the organization. 

E-self service human resource 

E-self service HR modules collect process and manage all other kinds of data and 

information. For example, employees’ demography profiles and addresses recruitment, 

selection training, development, promotions, capabilities, skill mapping and 

compensation planning. Such a module would allow individual employees to update and 
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use employee-specific information, personalized to an individual’s role, experience, 

work content, language and information needs. Thus, individual employee and 

managers are empowered to update information in order to streamline business 

processes, reduce costs and errors, increase speed, and enhance service. 

This module helps employees in managing everything from profiles including skills, 

resumes, contact details, self-appraisal data, bank data, learning, benefits and payroll. It 

empowers managers to operate transfers, employee training enrollment, performance 

appraisals, competency mapping, career planning and development and terminations. 

E-time and labour 

E-time and labour automates entire time and attendance records keeping process and 

operations through an automatically generated virtual time card. It provides an intuitive, 

web-based interface. The time and labour management module, by interacting with 

information technology, collects and evaluates time and work information. This module 

provides broad flexibility in data collection methods, human resource distribution 

capabilities and data analysis, and helps in establishing organizational cost accounting 

capabilities. This module allows entering time via web browser, mobile device and time 

card. It defines rotation plans based on shifts and work plans and employee mobility 

among departments or units. It supports policies for holidays, over-time, and rounding. 

It improves reporting, extracting, and processing with a single database of employee 

time-related information. This module is integrated automatically with other modules of 

human resource management like payroll and benefits. 

2.2 Applying IT to improve on human resources management in Vietnam  

The government of Vietnam is accelerating strategy construction to Vietnam soon 

became the strongest nation in IT. Strategy content focused on improving the legal 

environment, modernization of information infrastructure, developing IT industry, 

promoting application and development of IT in socio-economic sectors, particularly 

focus on developing IT human resource numerous and high quality. 

Currently, IT is widely used in all areas of social life in Vietnam. According to Frank 

Donovan, United States Agency for International Development (USAID) Director in 

http://www.usaid.gov/
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Vietnam, there are four key elements in the Vietnam IT policy has done well to target 

economic, society development. That is low price of services and equipment; easy 

access, rich content and ultimately humans. 

People living in the sea of information, in every second, every minute we are all 

exposed to an information voluntarily or not voluntarily. And social development as the 

way people are exposed to news as a positive change. With advances rushing the last 

decade of the twentieth century, information technology has created a new face for 

human life and for humanity opens a new era - the era of information technology. 

We can confirm that IT plays an important role in the development of mankind in 

general and economic, politics, society development of a particular country, Vietnam is 

no exception. The catch is the role and status of IT will help our country have an 

overview of Vietnam's IT and offer solutions and trends of its development for social 

development, to improve, improve the efficiency and quality of IT networks of our 

country. 

Currently, the application of IT in human resource management in Vietnam is no 

stranger. But the massive, widespread of this software is a difficult problem for 

customer selection and use in just how to meet the needs, efficient management of both 

cost savings business. 

Identify human factors is a prerequisite in the process of development and human 

resource management is the important vital in the whole system of business operation, 

especially for businesses with multiple office the numbers of officials and employees to 

hundreds, thousands of people. 

Give a solution of fully and effectively human resources management, supporting a 

strategic people management issues in the enterprise as well as state agencies. Human 

resource management software not only provides timely and accuracy management 

information but also reduce administrative problems, particularly efforts to reduce 

recording and monitoring working time of personnel and workers. 

Allows users to update and exploit newly styled concentrated dispersion medium and 

the ability to operate on the LAN, WAN, in accordance with the number of 

organizations with large staffs and has many branches. 



 

14 

Not only is the software alone for monitoring and statistical indicators of the static 

but also a powerful tool to help managers recognize the individual's activities, the 

development process, expansion of each division or unit, from which to draw out the 

correct policy decisions promptly. 

Roadmap for IT application in enterprises 

(1). Infrastructure investment: Enterprise equipped computers, set up LAN, WAN or 

wide area network. This time Enterprises can set up Internet connections, the 

communications environment between offices, between the company and its partners ... 

This is the construction of "the flesh" for IT applications. 

(2). Primitive period: It is understood that using computers for simple applications. For 

example, word processing applications, Excel spreadsheets, text archives, set up email 

system, work schedule or a higher level is to establish dialogue on the exchange 

network (Forum). This stage the direct impact to the individual member companies. 

(3). Operational level: Start the program included financial accounting, sales 

management, personnel - wages management ... to use in each part of the unit. This 

phase directly affected departments to exploit the application. Features the biggest stage 

of them are discrete critical applications towards operations and statistics. The analysis 

of governance and administration had but few and not instantaneous. This is the most 

common IT application of Vietnam enterprises at present. 

(4). Level strategy IT application: This time out the operational, IT is not merely that 

the application management model solution to help companies change the quality of 

internal management, improve the administration, increase efficiency and 

competitiveness of their. Here's how to apply enterprise IT advanced countries. The 

management model used here is an ERP (Enterprise Resource Planning), SCM (Supply 

Chain Management), CRM (Customer Relationship Management). Features the biggest 

stage of IT is affecting the entire enterprise. The administration is done on the system 

with online data analysis and direction to management. 

(5). E-commerce applications: In this stage, companies have used Internet technology 

to form relationships such as B2B e-commerce, B2C and B2G. E-commerce here is not 

merely a set website, introducing products, taking orders, customer service ... that is the 
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legacy network to promote strength-based data and business processes that form in 

enterprise. 

2.3 Implementation of research and application for Vietnam Petroleum Institute 

2.3.1 Recommended about Vietnam Petroleum Institute 

Vietnam Petroleum Institute was established on may 22, 1978 on the basis of  36B 

Geology Research Union of the General Department of Geology. 

More than 30 years, the Institute alongside the country, the petroleum industry in 

Vietnam overcome innumerable difficulties of post-war period, research enthusiasm, 

positive innovation and active international integration in a extensive, so today is really 

becoming a scientific organization - the leading technology of the petroleum industry in 

Vietnam, with some areas regional level, able to study the development and provision 

scientific services - engineering an efficient way for the entire chain of oil and gas 

activities with seven specialized centers: Search, Exploration and Mining; Laboratory 

Analysis; Applications and Technology Transfer; Processing; Safety, Environment; 

Economics, Management; and Petroleum Storage. 

The results of scientific research of the Institute over the years has contributed to 

building strategic consulting and planning development of the sector, clarify the 

geological structure and evaluate oil and gas potential of Vietnam, applied research 

some advanced technology in exploration, exploitation, increased oil recovery, process 

technology selection petrochemical, gas processing, solving many problems in the field 

of safety and environmental protection as well as economics and management of oil and 

gas. ... 

Next phase is the period of Petroleum Vietnam National Corporation  strives to improve 

the quality of growth, accelerate the development of core areas with a series of 

measures on science - technology, people and management. To implement innovative 

solutions to people, the Institute strives to build a learning organization, people-centered, 

which is considered the most precious capital to invest, develop, based on three price 

guarantee core "Ethics - Professionalism - Wisdom," a source of brainpower for all 

production activities of the core business sector. As the leading unit synchronously 
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implemented innovative solutions in science - technology, Vietnam Petroleum Institute 

will promote research and development, application, renewal and transfer of technology 

and boosting international cooperation and strengthen links science-training-production, 

creating a powerful shift in the quality of research, become the foundation and driving 

force for sustainable development of the industry. 

With confidence in future development, the Institute of commitment and prayer is 

forever worthy of Vietnam Oil and Gas Intelligence. 

2.3.2 Infrastructure of information technology. 

 Has built a Local Area network (LAN) system to share data, resources and Internet 

access 

 Each staff work with PC or laptop, scanner, printer, etc.. 

 Have high-speed Internet connection ADSL service of searching, finding information 

and exchange e-mail. 

 Have built a Video conference system used for weekly online meeting with Vietnam 

Petroleum Institute branch in Ho Chi Minh City. 

 Has built a Website of Vietnam Petroleum Institute (http://www.vpi.pvn.vn) 

2.3.3 Application software 

To initially serve the needs for information research, consulting, management and 

administration, Vietnam Petroleum Institute for deployment within the Institute a 

number of solutions for information systems as follows: 

VPILib 

Vietnam Petroleum Institute Library Information System (VPILib) be built on 

CosLIB, is a comprehensive software solution for manage digital library. Officials and 

staff of the Institute can look up directory information of the state level technology 

research reports, industry level, Institute level, the analysis reports for companies, 

foreign oil & gas contractors working in Vietnam and books, newspapers, magazines of 

domestic and foreign. 
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VPIOffice 

VPIOffice is a office management system and operational support within Vietnam 

Petroleum Institute. Depending on the extent of separation of powers, leaders of the 

senior officials and employees of the Institute can access text search information go, to, 

manage and handle the job profile, exchange and work group, look up travel agencies, 

individual schedule. etc. 

PVGIS 

Petroleum Geographic Information System (PVGIS) is a database lookup service 

geographic information searching research, exploration, mining, transportation, storage 

of petroleum, the industry works petroleum. 

VPIDoc 

Vietnam Petroleum Institute document system (VPIDoc) allows users to search the 

full text of legal documents of the State, the Group and the Institute is governed all 

aspects of research, administration and operations of the Institute. 

VPIRef 

Reference lookup system (VPIRef) includes titles from the source material science 

and technology conference, seminar, training course in the country and other sources. 

VPIHRM 

As Web serve users searching for information about personal profile in Vietnam 

Petroleum Institute. 

Histaff 

As human resource management software of TinhVan company. Used for 

comprehensive human resource management. 

HiStaff is developed by the TinhVan Technology Company  of  TinhVan Group. The 

first version released in 2002. To date HiStaff has confirmed the position and role in the 

management system of large and medium enterprises in Vietnam. It were developed by 

the consultant of corporate governance from the TVE company, HiStaff solution 

constantly develop and integrate technologies and the most practices human resource 

management through advanced version. Current versions is HiStaff 2.0. 
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General information about HiStaff: 

 HiStaff is comprehensive management solution and effective tool for businesses 

in human resource management . 

 HiStaff give a tool for simple, flexible and highly secure human resource 

management. 

 HiStaff fits the business model has many affiliates, many companies, many 

branches, many factories in different fields. These are outstanding features of the 

HiStaff program than other tradition HRM . 

 HiStaff is open system, convenient for system expansion, or integration with other 

systems such as ERP or CRM, especially the solutions of the Oracle. 

 HiStaff provide the tools to produce flexible reporting formats, allows to set the 

conditions for flexible queries. 

 HiStaff for two languages English and Vietnamese. 

 Running the network environment, HiStaff higher priority than the other 

personnel system 

The main modules: 

 Profile Web  

 Human Resource Management – iProfile 

 Absence Management – iTime 

 Payroll Manager – iPayroll 

 System Management - iTrustee 

2.3.4 Strengths 

 Initial construction of certain IT engineering infrastructure 

 Bravely launched a number of IT applications to serve the management and 

administration. 

 Strengthening training and retraining to improve knowledge about IT, past year, 

election officials and public officials involved short-term training courses. 
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2.3.5 Limitations 

 Despite deploying some applications of IT applications, but compared to the need for 

computerization is very limited. 

 Lack of IT manpower in number, weak in quality, not to meet the development 

requirements 

 Integration between software applications currently in use is still restricted. 

 There are not centralized database to serve the administration and consulting. 

2.4 Information System (IS) Success Models 

2.4.1 The DeLone and McLean IS Success Model 

In order to provide a general and comprehensive definition of IS success that covers 

different perspectives of evaluating information systems, DeLone and McLean reviewed 

the existing definitions of IS success and their corresponding measures, and classified 

them into six major categories. Thus, they created a multidimensional measuring model 

with interdependencies between the different success categories (DeLone & McLean 

1992). 

The success model developed by DeLone and McLean provides a robust indicator of 

the success of information systems (DeLone & McLean, 1992). Precursor ally, in their 

seminal article Shannon and Weaver (1949, as cited in DeLone & McLean, 1992) 

described technical, semantic and effectiveness aspects to the evaluation of information 

systems. Later, Mason (1978) reformulated these concepts with a behavioral focus by 

emphasizing the impact of IS on changes in user behavior. Building upon the work of 

Shannon and Weawer (1949) and Mason (1978), DeLone and McLean (1992) yielded 

six distinct aspects of information systems success: ‘System Quality’, ‘Information 

Quality’, ‘Use’, ‘User Satisfaction’, ‘Individual Impact’ and ‘Organizational Impact’ 

(see Figure 1). (Halonen R., Acton T., Golden W. and Conboy K.). 
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Figure 4. D&M IS Success Model (DeLone & McLean, 1992, p. 87) 

2.4.2 Updated DeLone and McLean IS success model 

Motivated by DeLone and McLean’s call for further development and validation of 

their model, many researchers have attempted to extend or respectively the original 

model. Ten years after the publication of their first model and based on the evaluation of 

the many contributions to it, DeLone and McLean proposed an updated IS success 

model (DeLone & McLean 2002, 2003). 

The updated model consists of six interrelated dimensions of IS success: information, 

system and service quality, (intention to) use, user satisfaction, and net benefits. The 

arrows demonstrate proposed associations between the success dimensions. The model 

can be interpreted as follows: A system can be evaluated in terms of information, 

system, and service quality; these characteristics affect the subsequent use or intention 

to use and user satisfaction. As a result of using the system, certain benefits will be 

achieved. The net benefits will (positively or negatively) influence user satisfaction and 

the further use of the information system (DeLone and McLean, 2003). 

Later, DeLone and McLean (2003) introduced an update to their IS success model. 

The main changes concerned quality, and service quality was included in the model. 

Indeed DeLone and McLean (2003, 23) note: “As discussed earlier, quality has three 

major dimensions: information quality, systems quality and service quality”. They also 

added ‘Intention to Use’ to the model. Finally, they removed ‘Individual Impact’ and 
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‘Organizational Impact’ and replaced them with ‘Net Benefits’; further, they added 

feedback loops to ‘Intention to Use’ and ‘User Satisfaction’ (see Figure 2). (Halonen R., 

Acton T., Golden W. and Conboy K.) 

 

Figure 5. Updated D&M IS Success Model (DeLone & McLean, 2003, 24) 

Wishing to examine certain effects of information technology on human resources 

management in Vietnam Petroleum Institute and what are the key factors that influence 

human resources management in Vietnam Petroleum Institute? Therefore we must 

define the factors of information technology is to include what factors? According to 

DeLone & McLean, the factors of information technology that include Information 

Quality, System Quality and Service Quality. The research purpose of this thesis is 

applying information technology to improve on human resource management, the 

factors of information technology will be the dependent variables that is Information 

Quality, System Quality and Service Quality variables as the dependent variables and 

Human Resource Management (HRM) is the independent variable. Due to  Examine 

effects of information technology on human resources management in Vietnam 

Petroleum Institute, so that the intermediate variables is “Use” and “User Satisfaction” 
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and the independent variable is the “Net Benefits” of Updated D & M IS Success Model 

will not be used in research model of this thesis.  

The next section will describe the basis of more detailed research of the dependent 

variables and independent variable as basis for research model of this thesis. 

2.5 Information quality 

Measures of Information System Output. Information quality was measured in terms 

of accuracy, timeliness, completeness, relevance, and consistency.  Individual  impact 

was measured  in  terms decision-making  performance, job effectiveness, and quality of 

work. Information quality captures  the e-commerce content  issue. Web content  should 

be personalized,  complete,  relevant, easy to understand,  and secure if we expect 

prospective  buyers or suppliers  to  initiate  transactions via  the  Internet and  return to 

our site on a regular basis (DeLone & McLean, 2003). 

Ramezan, M. (2009) point out that the measures of information quality focus on the 

output produced by a system and the value, usefulness or relative importance attributed 

to it by the user. Most of the measures, therefore, are perceptual in nature.  Bailey  and  

Pearson  identified  nine  characteristics  of  information quality including: accuracy, 

precision, currency, output timeliness, reliability, completeness, conciseness, format and 

relevance and this began a stream of research in user satisfaction (Bailey and Pearson, 

1983) Other researchers have added criteria such as understandability (Srinivasan, 

1985), report usefulness (Mahmood and Jeanette, 1985), sufficiency, freedom from bias, 

comparability and quantitativeness (King and Barry, 1983). During research on 

executive information systems, Rainer and Watson defined  five  characteristics  of  

information  quality:  accuracy,  timeliness, conciseness, convenience, relevance (Rainer 

and Watson, 1995). Seddon also included accuracy, timeliness, and relevance in his 

definition of information quality (Seddon, 1997). 

2.6 System quality 

Measures of the Information Processing System Itself. System quality was measured 

in terms of ease-of-use, functionality,  reliability, flexibility , data quality , portability, 

integration, and importance. Individual impacts were measured as quality of work 
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environment and job performance. System quality in  the Internet environment, 

measures the desired characteristics of an e-commerce system. Usability, availability, 

reliability, adaptability, and response time (e.g., download time) are examples of 

qualities that are valued by users of an e-commerce system (DeLone & McLean, 2003). 

 Ramezan, M. (2009) point out that the measures of system quality typically focus  

on performance characteristics of the system under study. Some research has looked at 

resource utilization and investment utilization (Kriebel and Raviv, 1980),  accuracy, 

processing  speed,  time of  response, easy access, easy use, friendly working 

environment and latest technology in the hardware and software of system (Panigyrakis 

and Chatzipanagiotou, 2006). Hamilton and Chervany's list of system quality measures 

is probably the most  well  known: data  currency, response  time, turnaround time, data 

accuracy,  reliability, completeness,  system  flexibility and  ease  of  use (Hamilton and 

Chervany, 1981). More recently, Seddon considers system  quality to be concerned  

with "bugs" in  the  system (system reliability), user  interface consistency,  ease of use, 

documentation quality, and quality and maintainability of  the  program  code  (Seddon,   

1997).  

2.7 Service quality 

Service quality, the overall support delivered by the service provider, applies 

regardless of whether  this support  is delivered by  the IS department, a new 

organizational unit, or outsourced to an Internet service provider (ISP).  Its importance 

is most likely greater than previously  since the users are now our customers and poor 

user support will translate into lost customers and lost sales (DeLone & McLean, 2003). 

IS departments act as service units for various users in the organization, and 

organizational success depends on how well the IS services are delivered. The primary 

use of SERVQUAL, as modified for IS service quality, has typically been related to the 

delivery of information services by IS departments (Pitt et al., 1995; Kettinger and Lee, 

2005). IS services delivered on time and with error-free performance by the IS unit (i.e., 

reliability of IS service quality) will result in timely and efficient decision making, 

which in turn leads to better internal organizational efficiency (Gorla, Somers and Wong, 
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2010). The impact of IS service quality can be understood from the impact of a firm’s 

service quality on the firm performance. Delivering quality service is a prerequisite for 

business success that leads to customer loyalty, higher profitability, lower cost (Grant, 

1989), higher revenues (Reicheld and Sasser, 1990), increased customer satisfaction, 

long-term economic returns for the firm (Anderson et al., 1994) and increased 

repurchase intensions (Soteriou and Chase, 2000). 

2.8 Human Resource Management 

It is generally accepted that the concept of Human Resource Management (HRM) 

originated in North America and that it signaled a break with traditional personnel 

administration (Brewster, 1995; Hendry & Pettigrew, 1990; Nordhaug, 1993). Schuler 

and Jackson (2005) date the beginnings of this transformation in the USA from the mid-

1970s and attribute it as a response to a growing professionalism among HRM 

practitioners and a growing recognition of the importance of human resource 

management to organizational success. As a consequence, businesses in the USA began 

to view human resource management professionals as partners “who should be involved 

in the strategic decision making processes of the firm” (Schuler & Jackson, 2005). 

Others have observed that the emergence of HRM in the USA coincided with the end of 

the “Fordist” or “welfare capitalist” stage in labor management as large-scale 

manufacturing gave way to a move to more flexible production arrangements combined 

with the exclusion of trade unions (Gospel & Pendleton, 2005). North American HRM 

is essentially prescriptive in that it comprises sets of practices that are supposed, given 

that they are strategically aligned, to enhance firm performance. Thus, in one of HRM's 

early incarnations Tichy, Fombrun, and Devanna (1984) recommended that human 

resource managers make systematic use of strategically based selection, individual 

performance appraisal, individual performance-related rewards, and outcome-monitored 

training and development as means to enhancing performance. As Sparrow and Hiltrop 

(1994) phrased it, in terms of this HRM paradigm, human resources are “to be obtained 

cheaply, used sparingly, and developed and exploited as fully as possible in accordance 
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with the demands determined by the overall business strategy.” (Gooderham and 

Nordhaug, 2010). 

According to Robert L.Mathis and John H.Jackson (2005), Human Resource 

Management is defined as follows: 

 Human Resource (HR) Management: The design of formal systems in an 

organization to ensure effective and efficient use of human talent to accomplish 

organizational goals. 

 Human Resource (HR) Activities: 

• Strategic HR Management: HR planning, HR measurement, HR technology 

• Equal Employment Opportunity: Compliance, diversity, affirmative action 

• Staffing: Job analysis, recruiting, selection 

• HR Development: Orientation, training, employee development, career 

planning, performance management 

• Compensation and Benefits: Wage/salary administration, incentives, benefits 

• Health, Safety, and Security: Health and wellness, safety, security 

Employee and Labor Relations: Employee rights and privacy, HR policies, 

union/management relations 
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Chapter 3 Methodology 

The purpose of this chapter was to describe the research model, hypotheses of this 

study, explain the sample selection, describe the procedure used in designing the 

instrument and collecting the data, provide an explanation about statistical procedures 

used to analyze the data and development of measurement reliability and validity. 

3.1 Research Model  

With the main objective of this study was to evaluate information technology 

(including information quality, system quality and service quality) affect the human 

resource management based on the content of chapter 2 above should have the four 

following variables: 

(1) Information Quality 

(2) System Quality 

(3) Service Quality 

(4) Human Resource Management 

From above can make research of this topic are as follows: 

 

 

 

 

 

 

 

 

 

 

Figure 6. Research Model-A Revised IS Success Model 
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The research gives out three main hypotheses describing the relationship between 

variables stated in following details. 

3.2.1 The relationship between Information Quality and HRM 

Ramezan, M. (2009) point out that Organizations  today have access  to vast stores of 

data  that come  in a wide variety of forms and may be stored in places ranging from file 

cabinets to databases, and from library shelves to the Internet. The enormous growth in 

the quantity of data, however, has brought with it growing problems with the  quality  of  

information,  further  complicated  by  the  struggles  many organizations  are  

experiencing  as  they  try  to  improve  their  systems  for knowledge  management  and  

organizational  memory.  Failure  to  manage information properly, or inaccurate data, 

costs businesses billions of dollars each year (Wang, 2005, p12). 

Information quality refers to the quality of outputs the information system produces 

(DeLone and McLean, 1992), which can be in the form of reports or online screens. 

Huh et al. (1990) define four dimensions of information quality: accuracy, completeness, 

consistency, and currency. Accuracy is agreement with an attribute about a real world 

entity, a value stored in another database, or the result of an arithmetic computation. 

Completeness is to be defined with respect to some specific application, and it refers to 

whether all of the data relevant to that application are present. While consistency refers 

to an absence of conflict between two datasets, currency refers to up-to-date information. 

Researchers have used a variety of attri-butes for information quality. Nelson et al. 

(2005) have used the constructs of accuracy, completeness, currency, and format for 

information quality; the additional construct used by these authors – format – is related 

to the presentation layout of information outputs. We arrived at the dimensions for 

information quality based on the following. The well-accepted end user computing 

satisfaction (EUCS) instrument (Doll et al., 1994) has five constructs comprising 

information quality: content, accuracy, format, ease of use, and timeliness. In our 

research, ease of use and timeliness are included in system quality because they are 

influenced by the hardware/software system itself. We include information accuracy 



 

28 

item in our ‘content’ construct because it is closely related to information content. Thus, 

we arrive at two broad categories for information quality: information content and 

information format. Information content measures the relevance of the information 

presented to the user in the report/inquiry screens and the accuracy and completeness of 

the information. Information format measures the style of presentation of information 

and whether information is provided in an easy-to-understand format (Gorla, N. et al, 

2010). 

Information quality was measured in terms of accuracy, timeliness, completeness, 

relevance, and consistency.  Individual  impact was measured  in  terms decision-

making  performance, job effectiveness, and quality of work. So, Information quality 

have relationship with HRM. 

H1:  The Information Quality has a positive effect on HRM 

3.2.2 The relationship between System Quality and HRM 

To create business value for a firm through its information systems, the system 

should ensure efficient delivery of IS through system attributes such as availability of 

documentation and ease of use (Salmela, 1997). A system that is well documented will 

carry lower software maintenance costs for the firm. Software must be of high quality to 

achieve a competitive advantage for the firm (Slaughter et al., 1998). A system with 

high sophistication (i.e., one that uses modern technology and provides user-friendly 

interfaces) will lead to high organizational impact in terms of supplier switch/search 

costs because suppliers are comfortable using easy-to-use systems. This system would 

be cost effective for the suppliers handling the firm’s orders due to the firm’s user-

friendly and well-integrated systems and the fast response times. Furthermore, a system 

with high sophistication (due to high integration of functions possible with Enterprise 

Resource Planning (ERP) and Supply Chain Management (SCM) applications) will 

result in increased profitability (Hendricks et al., 2007) and increased internal 

coordination among the functional areas, thus leading to increased internal 

organizational efficiency. A system that utilizes user-friendly and modern technologies 
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(such as GUI – graphical user interfaces) can present information to users in an easy-to-

understand format, enabling them to use information systems effectively. A well-

integrated system provides complete and accurate information so that its information 

outputs will be useful for users’ daily jobs and relevant for decision making purposes. 

The above arguments imply that high system sophistication (i.e., modern technology, 

user-friendly, well integrated) leads to high information format (i.e., easy-to-understand 

and consistent outputs) and high information content (i.e., complete, accurate, relevant 

to decision making) (Gorla, N. et al, 2010).  

System quality was measured in terms of ease-of-use, functionality, reliability, 

flexibility, data quality, portability, integration, and importance. Individual impacts 

were measured as quality of work environment and job performance. So, System quality 

have relationship with HRM. 

H2:  The IT System Quality has a positive effect on HRM 

3.2.3 The relationship between Service Quality and HRM 

 Gorla, N. et al, (2010) poit out that Service quality is defined as the level of service 

delivered by IS service providers to business users (as compared to their expectations) 

in terms of reliability, responsiveness, assurance, and empathy. These concepts of IS 

service quality are reflected through IS meeting user expectations (by satisfying IS users 

by providing services to users at the time promised, building confidence in IS users, and 

being courteous to users when dealing with service requests) and demonstrating IS 

excellence (by having highly knowledgeable IS experts and by ensuring ‘‘error-free” 

performance).  

The construct service quality has been defined as the degree of discrepancy between 

customers’ normative expectations for service and their perceptions of service 

performance. The seminal work on service quality is that of Parasuraman et al. (1988), 

which culminated in the development of the SERVQUAL instrument. Cronin and 

Taylor (1994) presented the SERVPERF instrument, which measures only customer 

perception of quality, as a sufficient measure of value. 
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 Gorla, N. et al, (2010) poit out that the service quality construct was measured by 

four indicators: reliability, responsiveness, assurance, and empathy. Scale items were 

adopted from Pitt et al. We used four constructs for service quality as opposed to the 

five constructs used by Pitt et al. – we dropped the ‘tangibles’ construct. The rationale 

for this approach is that the measure for the ‘tangible’ dimension had low reliability in 

the study of Pitt et al. (1995), and our choice is consistent with the choices of previous 

researchers (Kettinger and Lee, 1997; Carr, 2002) who excluded tangibles dimension in 

IS-adapted service quality measurement. 

Service quality provided the services of information technology to serve human 

resource management as Reliability, Confidence, Empathy and Follow-up service. 

H3:  The IT Service has a positive effect on HRM 

3.3 Measurement of Variables  

Next, after completing the research model, determine variables and their 

measurement items. 

Corresponding to each variable in the model includes several measuring elements, 

each element being measured expressed as a question to the user reviews. The questions 

will be the main content in survey sample sent to leaders and staffs of the Vietnam 

Petroleum Institute. 

With Information Quality variable has 4 measuring elements, IT System Quality 

variable has 5 measuring elements and IT Service variable has 4 measuring elements. 
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Table 1. Variables and their measurement items 

Variables Measures Questionnaire Resource 

Information 

Quality 

Contents variety (inf1) Our IT system has sufficient 

contents which I expect to find. 

Delone & 

McLean, 

1992; 

Delone & 

McLean, 

2003; 

 

Complete information  

(inf2) 

Our IT system provides complete 

information. 

Detail information 

(inf3) 

Our IT system provides detailed 

information. 

Timely information 

(inf4) 

Our IT system provides timely 

information. 

IT System 

Quality 

Design (sys1) Our  IT  system  has  an  

appropriate  style  of  design  for  

business type. 

Delone & 

McLean, 

1992; 

Delone & 

McLean, 

2003; 

 

Navigation (sys2) Our IT system has an easy 

navigation to information. 

Response time (sys3) Our  IT  system  has  fast  

response  and  transaction 

processing. 

System security (sys4) Our IT system keeps transactions 

secure from exposure. 

Error free transaction  

(sys5) 

Our IT system keeps error-free 

transactions. 

IT Service Reliability (serv1) Our IT system can be depended 

on to provide whatever is  

promised. 

Delone & 

McLean, 

1992; 

Delone & 

McLean, 

2003; 

 

Confidence (serv2) Our  IT  system  instills  

confidence  in  users  and  reduces  

uncertainty. 

Empathy (serv3) Our  IT  system  understands  and  

adapts  to  the  user’s specific 
needs. 

Follow-up service 

(serv4) 

Our IT system provides follow-up 

service to users. 

Human 

Resource 

Management 

Information quality 

(hrm1) 

Our IT quality is good helps 

easier HRM 

Gardner, 

Lepak and 

Bartol, 2003; 

Hussain, 

Wallace and 

Cornelius, 

2007 

System quality (hrm2) Our IT quality is good help 

effective HRM 

Service quality (hrm3) Our IT quality is good help timely 

HRM 
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3.4 Data Collection 

 Data Collection method: Mail survey by questionnaire. 

In the framework of this thesis, I suggest using the method of collecting data 

through surveys by email. This method is very popular, fast and efficient because 

all leaders and staffs of the Vietnam Petroleum Institute were providing email and 

check email daily. Thus the survey process will be easy, convenient and will 

achieve best results. 

 Measurement Scale: Five-point Likert scale.  

A Likert scale is a psychometric scale commonly used in questionnaires, and is 

the most widely used scale in survey research, such that the term is often used 

interchangeably with rating scale even though the two are not synonymous. When 

responding to a Likert questionnaire item, respondents specify their level of 

agreement to a statement. The scale is named after its inventor, psychologist 

Rensis Likert. 

The format of a typical five-level Likert item is: 

1 = Strongly disagree,  

2 = Disagree,  

3 = Neither agree nor disagree,  

4 = Agree,  

5 = Strongly agree.  

Other format: ( very effective) (effective) (somewhat effective) (not effective) 

(very not effective). 

 Population: Employee in Vietnam Petroleum Institute. 

Questionnaires will be sent email to the leaders and staffs of personnel division, 

personnel management departments of central in Vietnam Petroleum Institute. 

 

 Sampling method:  

Random sampling of survey answered subjects to ensure objectivity. 

http://en.wikipedia.org/wiki/Psychometrics
http://en.wikipedia.org/wiki/Questionnaire
http://en.wikipedia.org/wiki/Rating_scale
http://en.wikipedia.org/wiki/Psychologist
http://en.wikipedia.org/wiki/Rensis_Likert
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Chapter 4 Data analysis and Results 

This part of research discusses the results of data analysis in order to verify the 

proposed model of applying information technology in HRM. The first section describes 

data collection of this research. The second section illustrates the characteristics of 

sample. The third section evaluates the reliability and validity of the questionnaire items. 

According to construct analysis, the variables were tested. To test hypotheses, SPSS 

was employed to help us analyzing the collected data. 

4.1 Sample Description  

The 110 questionnaires sent to colleagues with 100 feedback of them can be useful to 

record, achieved response rate was 90.9%. And the percentage of male employees, 

approximately the same female (52% male, 48% female). 

Most respondents were interviewed employees have an average age range 36 years 

old. This shows that the structure of the Vietnam Petroleum Institute's relatively young. 

Young human are more favorable for promoting the creation and training of human 

resources. However, most employees accounted for nearly half of the respondents 

realized only as engineer level, achieved level of respondents as Doctor is not limited 

1/7 the total number of respondents (15%). Most employees have work experience of 5 

years in the IT sector there are few people interviewed have less than 1 year of 

experience. This again demonstrates the human resources of the Vietnam Petroleum 

Institute stronger than ever. Addition of 100 staff interviewed largely accounted for 

more than 2/3 is the staff level, leader less than 1/3. 

Table 2 Description of research sample included gender, age, educational level, 

hierarchy, degree of IT experience. 
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Table 2. Characteristics of Research Sample 

 Sample size  n= 100 

Frequency Percent (%) 

Gender  

52 

48 

 

52 

48 

     Male 

     Female  

Age  

7 

38 

42 

13 

 

7 

38 

42 

13 

    Below 25 

    25-35 

    35-45 

   Over 45 

Educational level  

46 

39 

15 

 

 

46 

39 

15 

 

    Engineer 

    Master 

    Doctor 

Hierarchy  

23 

77 

 

 

23 

77 

 

    Leader 

    Staff 

Degree of  IT experience  

3 

40 

57 

 

3 

40 

57 

   Under 1 year 

   1-5 year 

   Over 5 year 

4.2 Verification of the Scale and Extraction of Factors 

4.2.1 Method Analysis 

To assess the internal consistency of the research concepts, methods and factor 

analysis methods Cronbach alpha reliability coefficients are presented in Appendix 3. 
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First, the changes observed correlated variations of less than 0.3 standard will be 

rejected and it can scale reliability alpha of 0.6 or higher. Next, the observed variable is 

weighted less than 0.5 will be rejected. The above requirements are meet observer 

variables see appendix 2. 

Second, the factor analysis variables used to observe acceptable concept research 

(information quality, system quality, service quality) is shown to evidence satisfaction 

and value convergence value regardless of scale. Extract coefficient method is used 

principal component with varimax rotation and stops when the criticism is the factor 

eigenvalue = 1. Scale is acceptable when the total variance equal to or greater than 0.5. 

4.2.2 Extract the main factors of quality and information technology expertise scale 

Three fundamental elements of quality information technology has been extracted, 

explaining 58,508% of the variation. Cronbach alpha were all greater than 0.7 means 

that the observed changes are good to use factor analysis. And from results in Appendix 

3. Shows the results from factor analysis of the value of KMO and Sig testing 

correlation between the observed changes are consistent with the 5% significance level. 

Table 4.2 shows the main factors were extracted from the set of observed variables and 

Cronbach alpha coefficients of them. Three main factors of quality information 

technology include: 

 Information quality formed from the full information, the accuracy and detail of the 

information. 

 System quality included appropriate  style  of  design  for business type, easy 

navigation to information, provides timely information, keeps transactions secure 

from exposure, keeps error-free transactions. 

 Service included  can be depended on to provide whatever is promised, instills  

confidence  in  users  and  reduces uncertainty, understands  and  adapts  to  the  

user’s specific needs. 
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Table 3. EFA analysis of quality information technology 

Observed 

variables 

Factors Loading % of 

Variance 

Cronbach 

Alpha () 

H1 

 

 

 

 

 

 

Information quality 

Our IT system has sufficient contents 

which I expect to find  

Our IT system provides exactly information 

Our IT system provides detailed 

information 

 

.820 

 

0.806 

 

0.465 

15 

 

 

 

 

.7290 

 

 

 

 

 

      H2 

 

 

 

 

 

 

 

System quality 

Our  IT  system  has  an  appropriate  style  

of  design  for business type  

Our IT system has an easy navigation to 

information  

Our IT system provides timely information  

Our IT system keeps transactions secure 

from exposure  

Our IT system keeps error-free transactions 

 

.576 

 

.785 

 

.669 

 

.796 

 

.620 

34.993 

 

0.7613 

H3 Service quality 

Our IT system can be depended on to 

provide whatever is promised  

Our  IT  system  instills  confidence  in  

users  and  reduces uncertainty  

Our  IT  system  understands  and  adapts  

to  the  user’s specific needs  

Our IT system provides follow-up service 

to users 

 

.563 

 

.632 

 

.452 

 

.759 

8.513 

 

 

 

0.7337 
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4.2.3 Extracted factors measure the impact of IT in HRM quality 

Factors affecting measurement of quality of IT in HRM are the units of the observed 

variables. Table 4.3 results and test extract was found to scale the weights are greater 

than 0.5 and Cronbach alpha greater than 0.7. Observations and variables involved is 

57,764% of total explained variance. 

Table 4. Results extracted factors measure the application of IT in HRM 

Observed 

variables 

Factor Loading % of 

Variance 

Cron bach 

Alpha  

Hr1 IT helps easier HRM  

 

.864 

 

57.764 

 

0.8434 

 

 

 

Hr2 IT system have important role in 

human resources management  

.893 

 

 Hr3 Application IT system in human 

resources management is 

necessary 

.861 

 

4.3 Model analysis and multi-group testing  

4.3.1 Model testing 

Looking at Table 5 ANOVA results we found significant at 5%, sig = 0.0000 <0.05, 

so a linear regression model assumptions we have taken as statistically significant. So 

we build our model is appropriate for initial evaluation of the quality of information 

technology affects the work of HRM. We analyzed the influence of each factor to HRM 

like? 
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Table 5. ANOVA Testing 

Model   

Sum of 

Squares Df 

Mean 

Square F Sig. 

1 Regression 42.436 3 14.145 24.008 .000(a) 

  Residual 56.564 96 .589     

  Total 99.000 99       

 

4.3.2 Regression analysis 

To test the influence of the factors of Vietnam Petroleum Institute IT quality to the 

effect of the applying IT in the work of HRM how we use regression model. With the 

dependent variable is measuring the impact of IT quality and independent variables are 

three factors extracted above. 

 

 

 

 

 

 

 

 

 

 

 

Figure 7. Regression models of factors affecting quality to HRM 

INFORMATION 

QUALITY (H1) 

SYSTEM 

QUALITY (H2) 

SERVICE 

QUALITY (H3) 

HUMAN 

RESOURCE 

MANAGEMENT (H) 

0.498 

0.009 

 

0.425 

 

FACTOR 
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Table 6. Results of regression analysis 

 
Unstandardized 

Coefficients 

Standardize

d 

Coefficients 

T Sig. R R^2 

Adjuste

d R 

Square 

Durbi

n-

watso

n 

  

  
B 

Std. 

Error 
Beta       

1 

(Constant) 

 

-

8.76E1

7 

0.077  .000 1.000 .655 .429 0.411 2,173 

Information 

quality 

 

0.498 

 

0.077 0.498 6.455 .000     

System 

quality 

 

.009 

 

0.077 .009 .112 .911     

Service 

quality 
.425 0.077 0.425 5.509 .000     

 

Dependent Variable: human resource management 

Looking at Table 6 we found that information quality factor with standardized beta 

coefficient = 0.655 have the most influence to the performance of information 

technology with the HRM mode, the next factor is the quality of the service, and finally 

the quality of the system, but less than two other factors. And we can see the model we 

have R2 = 42.9% such 42.9% variation of effective information technology in HRM is 

explained by three variables of IT information quality, service quality and of system 

quality. 

Also we should note that our model does not occur Multicollinearity with VIF <5 

and no autocorrelation of the residual noise ratio <2Durbin-waston <3. Thus the 



 

40 

analysis results we can say we build our model is relatively good. Concern is 

considering the 5% significance level, there are changes in quality system does not 

make sense statistically to explain the participation of this variable on the variability of 

factors affecting the quality of IT work HRM needs removed. As analyzed above, these 

factors also explain the relatively small so we should remove it from the model. 

4.3.3 Multi - group testing 

We will use multi-group testing on each factor by gender, hierarchy, experience, age 

and qualifications of current staff to consider between them to consider whether there 

are differences in the level of review value for each factor or not? 

4.3.3.1 Testing the differences by gender: male-female 

a. Method 

We conducted testing on average for two independent samples. Before conducting 

this test we need to consider the overall value of the variances of two samples are equal 

to each other? Then on the basis of the variance we get the results analysis. Variance 

value of this test is available from our panel results with column Levene's test for 

Equality of variances with the hypothesis H0: 2 overall sample variance are equal. 

Conducted compared to 10% level of significance. If sig> 0.1 accept H0: variance or 

two samples containing two populations are equal, and vice versa. Also testing the 

hypothesis of an average of 2 samples (male-female) we also rely on sig value 

compared with alpha = 0.1. If sig> 0.1 to accept H0. 

b. Result 

Looking at table 7 on the test results on gender differences for these factors, we 

found that the only difference between men and women of quality assessment system 

and affect the quality of IT to the application of IT in HRM also all other factors 

between male and female employees are no different. 
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Table 7. Independent Samples Test 

Factors Hypothesis 

(H0) 

The 

value 

of 

varian

ce test 

(sig) 

Value 

test (sig) 

Conclusion 

(with =0.1) 

 

Note 

H1 

 

 

 

 

 

No difference in 

information 

quality 

assessment 

factors to the 

impact of IT on 

the adoption of 

IT in HRM 

between men 

and women 

0.284 .932 No differences in 

assessment of Labor 

division factor to the 

quality of 

information between 

men and women 

The variance 2 

of 2 overall 

sample are 

equal. 

H2 

 

 

 

 

 

No difference in 

quality 

assessment 

system to factors 

affecting the 

application of IT 

to IT in HRM 

between men 

and women   

0.912 .0.091 There are differences 

in quality assessment 

system to factor the 

impact of IT on the 

adoption of IT in 

HRM men and 

women  

Overall 

variance of the 

two windings 2 

are equal, the 

average rating 

of men than in 

women 

H3 

 

 

 

 

 

No differences 

in service quality 

evaluation 

factors to affect 

the application 

of IT to IT in 

HRM between 

men and women  

0.577 0.326 

 

 

No differences in 

service quality 

evaluation factors to 

affect the application 

of IT to IT in HRM 

men and women 

The variance 2 

of 2 overall 

sample are 

equal. 

H No difference in 

overall 

assessment of 

quality IT affects 

the application 

of IT in HRM 

between men 

and women 

0.115 0.074 There are differences 

in evaluating the 

quality of IT affects 

the application of IT 

in HRM between 

men and women 

Overall 

variance of the 

two windings 2 

are equal, the 

average rating 

of men's higher 

than the 

female. 
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4.3.3.2 Testing the differences by hierarchy: 

Looking at table 8 we found no difference in average between leader and staff. 

Table 8. Independent Samples Test 

Factors Hypothesis 

(H0) 

The value 

of 

variance 

test (sig) 

Value test 

(sig) 

Conclusion 

(with =0.05) 

 

Note 

H1 

 

 

 

 

 

No differences in 

average quality 

evaluation factors 

to the impact of 

information 

technology to the 

application of IT 

in HRM between 

leader and staff   

0.948 .980 No differences in 

average quality 

evaluation factors to 

the impact of 

information 

technology to the 

application of IT in 

HRM between leader 

and staff 

Overall 

variance 2 

contains two 

equal samples 

H2 

 

 

 

 

 

No differences in 

average quality 

assessment 

system to factor 

the impact of IT 

on the adoption 

of IT in HRM 

between leader 

and staff  

0.83 .926 No differences in 

average quality 

assessment system to 

factor the impact of IT 

on the adoption of IT 

in HRM between 

leader and staff 

Variance equal 

second overall. 

H3 

 

 

 

 

 

No differences in 

average service 

quality evaluation 

factors to affect 

the application of 

IT to IT in HRM 

between leader 

and staff   

0.367 0.74 No differences in 

average service quality 

evaluation factors to 

affect the application 

of IT to IT in HRM 

between leader and 

staff 

Variance equal 

second overall 

H No differences in 

average overall 

rating of quality 

IT affects the 

application of IT 

in HRM between 

leader and staff   

0.143 0.822  No differences in 

average overall rating 

of quality IT affects 

the application of IT in 

HRM between leader 

and staff 

Variance equal 

second overall. 
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4.3.3.2 Testing the differences by educational level: 

Looking at table 9 we can see whether different degrees, but everyone's attitude about 

the seriousness of the factors do not agree to differ. 

Table 9. ANOVA analysis 

Factors Hypothesis 

(H0) 

Value 

test (sig) 

Conclusion 

(with =0.05) 

H1 

 

 

 

 

 

No differences in 

average quality 

evaluation factors 

to the impact of 

information 

technology to the 

application of IT 

in HRM between 

leader and staff   

.229 No differences in attitudes 

agree with quality 

information to elements of 

the IT impact on the 

adoption of IT in HRM 

between people of different 

degrees 

H2 

 

 

 

 

 

 

No differences in 

average quality 

assessment 

system to factor 

the impact of IT 

on the adoption of 

IT in HRM 

between leader 

and staff 

0.091 No differences in attitudes 

agree with the quality 

system elements to the 

impact of IT on the adoption 

of IT in HRM between 

people of different degrees    

H3 

 

 

 

 

 

No differences in 

average service 

quality evaluation 

factors to affect 

the application of 

IT to IT in HRM 

between leader 

and staff   

.253 No differences in attitudes 

agree with elements of 

service quality to IT impact 

on the adoption of IT in 

HRM between people of 

different degrees 

H No differences in 

average overall 

rating of quality 

IT affects the 

application of IT 

in HRM between 

leader and staff   

.46 No difference in quality IT 

affects the application of IT 

in HRM between people of 

different degrees 
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Chapter 5 Conclusion 

This chapter includes four sections. The first section is to summarize all research 

conclusions. The second section is contributions and implications, and then research 

limitations. The final section present future research suggestion. 

5.1 Research Conclusions  

The purpose of this study is to examine the influence of information quality, IT 

system quality, IT service quality on human resource management. The results of all 

hypotheses are listed below in the Table 8. 

Table 10. Research Hypotheses and Results 

Research Hypotheses Results 

H1: The Information Quality has a positive effect on HRM. Supported 

H2: The IT System Quality has a positive effect on HRM Supported 

H3: The IT Service has a positive effect on HRM Supported 

 

Gardner, Lepak and Bartol (2003) point out that from a theoretical perspective, our 

results build on the Zuboff (1988) and Remenyi et al. (1991) notion that extensive use of 

information technology impacts the HR professional job role through influencing 

informational demands on these employees as well as demands for providing IT support. 

HR has experienced consider-able automation both through a growth in the 

establishment of computerized human resource information systems (LeTart, 1998; 

Tannenbaum, 1990) and the adoption of specific applications in such areas as payroll, 

training, and benefits (Broderick & Boudreau, 1992; Greengard, 1999; Groe & Pyle, 

1996; Hatlevig, 1995; Wilcox, 1997). HR professionals in our study reported being 

enabled to provide increased information responsiveness to the clients that they served 

as well as to act autonomously when handling information. Our results support this 

theorized impact suggesting that with more extensive use of IT, HR tasks are further 

automated making HR professionals more efficient through their responsiveness and 

autonomy. 
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5.2 Implication 

5.2.1 Research Implications 

Subject has contributed knowledge about the impact of IT in quality Vietnam 

Petroleum Institute in particular to the effective application of IT in HRM which opened 

up a study for all enterprises in Vietnam in general. Research has found that the level of 

quality elements in the enterprise IT great influence to the effective application of IT in 

the work of HRM. Factors information quality, system quality, service quality a great 

influence on improving the quality of human resources management based on 

application of IT.  

But to say that in this study have found information quality of the most influential IT 

to the efficiency of application of IT in HRM.  

Methodological research, this study has two basic concepts to measure the factors that 

affect the quality of IT efficiency and application of IT in HRM measure overall 

assessment of the quality of IT affect the effective application of IT in HRM. The scale 

is measured as the concept has been proposed research, design and test a number of 

enterprises in Vietnam. And again one of this scale is adjusted accordingly and will 

meet the reliability and useful value. 

This study also shows researchers can use a series of surveys to find the variable 

concepts underlying research, which increases reliability and value measurement. Using 

factor analysis techniques through which researchers can extract some elements from 

the vast database to collect these observations into a concise factor generalized sense of 

things. 

This study uses several statistical techniques to international standards such as multi-

group testing and regression analysis to cheer for a research trend in Vietnam to achieve 

high reliability and access standards in research academic research world.   

5.2.2 Managerial Implications 

As we all know, information technology is further developed and widely applied. 

Information technology plays an important role in the development of economic, social, 

security, defense and especially the management. The appreciation affecting of factors 
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such as information quality, system quality and service quality to human resource 

management plays an extremely important business activities, help manage strategic 

planning process properly, make timely decisions, quickly. In addition, the application 

of information technology in human resource management provides information timely, 

accurate, sufficient to support the managers make the right decision. 

This research helps leaders, and managers understand the importance of information 

technology (information quality, system quality and service quality) to applying it to 

human resource management in particular and the business management in general is 

better. 

The research also found in three factors (information quality, system quality and 

service quality), the factor are most influential, the most decisive and the level influence 

of each factor to human resource management to help managers better option, better 

evaluate. 

5.3 Limitation 

The work of collecting data with too few samples to represent the generalized 

somewhat limited. The results shown in this study should be confirmed in the study 

follow-up research in a number of other enterprises in Vietnam to have identified more 

objectively assessed. In addition to organizing data collection process by direct 

interviews rather than interviews emailed met many mistakes on the information 

provided. 

This study only focused on studying the factors from the superficial objectivity in 

Vietnam Petroleum Institute on the impact of the quality of IT to effectively apply IT in 

the work of HRM. Besides the effect of applying IT for HRM also many other factors 

that we should further study such as business policy from the application of IT for HRM, 

human factors ... which is not addressed in this study. 

Besides knowledge about the process of research and survey data collection is still 

restricted to the subject not from the deficiencies. 
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5.4 Future Research Suggestions 

In the future, Research Suggestions is the applying information technology to 

improve on  knowledge management.  

We can see a new trend of knowledge management and its importance. The world 

has gone through many stages of socio-economic development. The 50s of the 19th 

century, the economy is mainly based on agricultural production. Production activities 

depend upon natural resources, but most of the resources in agricultural production. 

20th century, the economy switched to industrial economy tesan take the exploitation of 

natural resources, production, processing, distribution and use of products as the 

foundation. Management theories based on theories of human governance. Since the 90s 

of the 20th century, the economy began to develop the shift to a knowledge economy. In 

the knowledge economy, job creation, transmission, storage, development and use of 

knowledge is the dominant activity of all economic activities, science and technology 

direct output. Theory of human governance are gradually replaced by knowledge 

management theory. The practice of knowledge management is done will help to 

businesses and the economy flourished. 

Knowledge governance is a process, an effective management tool to share, capture, 

storage, selection, creativity and knowledge to provide the right person, right place, 

right time to raise the efficiency of decision the effective implementation and 

adaptability of the organization. 
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Appendix 1 Questionnaire in English 

Dear : Sir/Madam ………………………………………………………………… 

My name: Vo Hong Thai 

Work: Center for Technology Application and Transfer – Vietnam Petroleum Institute 

Telephone: 0983030015 

Email: thai_ci_pecc1@yahoo.com; huethuong79@vnn.vn 

 

I’m doing research topic as “Applying Information Technology in Human Resource 
Management - A Case Study of Vietnam Petroleum Institute (VPI)”. Thus to disturb 
Sir/Madam choice to answer the questions and the personal information following: 

 

PART 1: Personal Information 

 

Some required demographic characteristics need to be completed: 

 

1. Gender:             Female                 Male 

2. Age:                  Below 25             25-35                          35-45                   Over 45 

 

3. Educational level:                         Engineer                     Master                  Doctor                          

4. Hierarchy:                                     Leader                        Staff 

5. Degree of experience use IT:        Under 1 year               1-5 year               Over 5 year  

 

 

PART 2: Contents 

 

To answer those questions, circle with the most appropriate on the Scale provided. 

 

5-point Likert Scale: 

1. Strongly disagree 4. Agree    

2. Disagree 5. Strongly agree  

3. Neither agree nor disagree   

 

Example:   1      2               4      5     

 
3 

mailto:thai_ci_pecc1@yahoo.com
mailto:huethuong79@vnn.vn
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Questions 

S
tr

o
n

g
ly

 d
is

a
g
re

e 

D
is

a
g
re

e
 

N
ei

th
er

 a
g
r
ee

 n
o
r 

d
is

a
g
re

e 

A
g
re

e
 

S
tr

o
n

g
ly

 a
g
re

e
 

 Information Quality      

1 
Our IT system has sufficient contents which I 

expect to find 
1 2 3 4 5 

2 Our IT system provides complete information 1 2 3 4 5 

3 Our IT system provides detailed information 1 2 3 4 5 

4 Our IT system provides timely information 1 2 3 4 5 

 IT System Quality      

5 
Our  IT  system  has  an  appropriate  style  of  

design  for business type 
1 2 3 4 5 

6 
Our IT system has an easy navigation to 

information 
1 2 3 4 5 

7 
Our  IT  system  has  slow  response  and  

transaction processing 
1 2 3 4 5 

8 
Our IT system keeps transactions secure from 

exposure 
1 2 3 4 5 

9 Our IT system keeps error-free transactions 1 2 3 4 5 

 IT Service      

10 
Our IT system can be depended on to provide 

whatever is promised 
1 2 3 4 5 

11 
Our  IT  system  instills  confidence  in  users  

and  reduces uncertainty 
1 2 3 4 5 

12 
Our  IT  system  understands  and  adapts  to  

the  user’s specific needs 
1 2 3 4 5 

13 
Our IT system provides follow-up service to 

users 
1 2 3 4 5 

 Human Resource Management 1 2 3 4 5 

14 
Human resources management are very 

important in research institutes 
1 2 3 4 5 

15 
IT system have important role in human 

resources management 
1 2 3 4 5 

16 
Application IT system in human resources 

management is necessary 
1 2 3 4 5 

 

Thank you!  
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Appendix 2 List Observation Variables 
 

Table 1. Collection of Observations Concept Research “IT quality” 

Inf1: Our IT system has sufficient contents 

Inf2 : Our IT system provides exactly information. 

Inf3: Our IT system provides detailed information. 

Sys1: Our  IT  system  has  an  appropriate  style  of  design  for business type 

Sys2: Our IT system has an easy navigation to information 

Sys3: Our IT system provides timely information 

Sys4: Our IT system keeps transactions secure from exposure 

Sys5: Our IT system keeps error-free 

Ser1: Our IT system can be depended on to provide whatever is promised 

Ser2: Our  IT  system  instills  confidence  in  users  and  reduces uncertainty 

Ser3: Our  IT  system  understands  and  adapts  to  the  user’s specific needs 

Ser4. Our IT system provides follow-up service to users 

 

Table 2: Overall assessment of the impact of the IT quality to effectively applying 

IT in HRM 

Hr1: Our IT quality is good helps easier HRM 

Hr2: Our IT quality is good help effective HRM 

Hr3: Our IT quality is good help timely HRM 
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Appendix 3 Results Factors Analysis and Test Scale 
 

1. Factor analysis in IT quality and test Scale 

a. Factor analysis 

  

KMO and Bartlett's Test 

Kaiser-Meyer-Olkin Measure of 

Sampling Adequacy. .788 

Bartlett's Test of 

Sphericity 

Approx. Chi-

Square 
394.836 

Df 66 

Sig. .000 

 

Total Variance Explained 

Comp

onent Initial Eigenvalues 

Extraction Sums of Squared 

Loadings 

Rotation Sums of Squared 

Loadings 

  Total 

% of 

Varianc

e 

Cumulati

ve % Total 

% of 

Variance 

Cumulativ

e % Total 

% of 

Variance 

Cumulative 

% 

1 4.19

9 
34.993 34.993 4.199 34.993 34.993 

2.53

9 
21.155 21.155 

2 1.80

0 
15.002 49.994 1.800 15.002 49.994 

2.45

1 
20.424 41.578 

3 1.02

2 
8.513 58.508 1.022 8.513 58.508 

2.03

1 
16.929 58.508 

4 1.01

2 
8.433 66.941             

5 .863 7.191 74.132             

6 .692 5.764 79.896             

7 .564 4.700 84.596             

8 .485 4.045 88.640             

9 .441 3.672 92.312             

10 .388 3.234 95.546             

11 .315 2.622 98.168             

12 .220 1.832 100.000             

Extraction Method: Principal Component Analysis. 

 

 

 

   



 

58 

Rotated Component Matrix(a) 

  

Component 

1  

(h2) 

2 

(h1) 

3 

 (h3) 

Contents variety   .820   

 Exactly 

information 
  .806   

Detailed 

information 
  .465   

Design .576     

Navigation .785     

Timely 

information 
.669     

System security .796     

Error free 

transaction 
.620    

Reliability     .563 

Confidence     .632 

Empathy    .452 

Follow-up service     .759 

Extraction Method: Principal Component Analysis.  Rotation Method: Varimax with 

Kaiser Normalization. 

A  Rotation converged in 8 iterations. 

 

b. Test scale 

 

Information quality 

 

  1.     INF1              Contents variety 

  2.     INF2               exactly information 

  3.     INF3              Detailed information 

 

                             Mean        Std Dev       Cases 

 

  1.     INF1              3.5500          .8333       100.0 

  2.     INF2              3.8100          .8250       100.0 

  3.     INF3              4.1600          .7208       100.0 

 

                                                   N of 

Statistics for       Mean   Variance    Std Dev  Variables 

      SCALE       11.5200     3.6865     1.9200          3 
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Item-total Statistics 

 

               Scale          Scale      Corrected 

               Mean         Variance       Item-            Alpha 

              If Item        if Item       Total           if Item 

              Deleted        Deleted    Correlation        Deleted 

 

INF1           7.9700         1.6658        .6166           .5589 

INF2           7.7100         1.5413        .7149           .4247 

INF3           7.3600         2.3741        .3569           .8416 

 

Reliability Coefficients 

 

N of Cases =    100.0                    N of Items =  3 

 

Alpha =    .7290 

 

System quality 

  1.     SYS1              Design 

  2.     SYS2              Navigation 

  3.     SYS3              Timely information 

  4.     SYS4              System security 

  5.     SYS5              Error free transaction 

 

                             Mean        Std Dev       Cases 

 

  1.     SYS1              4.4700          .5938       100.0 

  2.     SYS2              4.1700          .7528       100.0 

  3.     SYS3              4.1800          .7704       100.0 

  4.     SYS4              3.9400          .9192       100.0 

  5.     SYS5              3.7500         1.0286       100.0 

                                                  N of 

Statistics for       Mean   Variance    Std Dev  Variables 

      SCALE       20.5100     8.7373     2.9559          5 

 

Item-total Statistics 

 

               Scale          Scale      Corrected 

               Mean         Variance       Item-            Alpha 

              If Item        if Item       Total           if Item 

              Deleted        Deleted    Correlation        Deleted 

 

SYS1          16.0400         7.0287        .4306           .7522 

SYS2          16.3400         5.8630        .6329           .6854 
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SYS3          16.3300         6.1627        .5179           .7227 

SYS4          16.5700         5.3587        .5954           .6936 

SYS5          16.7600         5.2145        .5246           .7305 

 

Reliability Coefficients 

 

N of Cases =    100.0                    N of Items =  5 

 

Alpha =    .7613 

 

 

Service quality 

  1.     SERV1             Reliability 

  2.     SERV2             Confidence 

  3.     SERV3             Empathy 

  4.     SERV4             Follow-up service 

 

                             Mean        Std Dev       Cases 

 

  1.     SERV1             3.9300          .7555       100.0 

  2.     SERV2             3.5100          .7587       100.0 

  3.     SERV3             3.5800          .8063       100.0 

  4.     SERV4             3.8900          .7092       100.0 

                                                  N of 

Statistics for       Mean   Variance    Std Dev  Variables 

      SCALE       14.9100     5.1130     2.2612          4 

 

Item-total Statistics 

 

               Scale          Scale      Corrected 

               Mean         Variance       Item-            Alpha 

              If Item        if Item       Total           if Item 

              Deleted        Deleted    Correlation        Deleted 

 

SERV1         10.9800         3.2319        .4824           .6977 

SERV2         11.4000         3.1919        .4963           .6899 

SERV3         11.3300         2.8900        .5738           .6439 

SERV4         11.0200         3.2117        .5501           .6609 

 

Reliability Coefficients 

N of Cases =    100.0                    N of Items =  4 

 

Alpha =    .7337 
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2. The results of analysis applying IT in HRM and test scale 

A. Factor analysis 

 

  KMO and Bartlett's Test 

 

Kaiser-Meyer-Olkin Measure of 

Sampling Adequacy. .722 

Bartlett's Test of 

Sphericity 

Approx. Chi-

Square 
121.579 

Df 3 

Sig. .000 

 

 

 Total Variance Explained 

 

Componen

t 

Initial Eigenvalues Extraction Sums of Squared Loadings 

Total 

% of 

Variance 

Cumulative 

% Total 

% of 

Variance 

Cumulative 

% 

1 1.733 57.764 57.764 1.733 57.764 57.764 

2 .749 24.973 82.737       

3 .518 17.263 100.000       

Extraction Method: Principal Component Analysis. 

 Component Matrix(a) 

 

  Component 

  

1 

(h) 

IT help easier 

HRM 
.864 

IT system 

important 
.893 

Application .861 

Extraction Method: Principal Component Analysis. 

A  1 components extracted. 
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B. Test scale 

 

The affect the quality of IT to HRM 

  1.     HRM1              IT help easier HRM 

  2.     HRM2              IT system important 

  3.     HRM3              Application 

 

                             Mean        Std Dev       Cases 

 

  1.     HRM1              3.7400          .8241       100.0 

  2.     HRM2              3.9100          .8177       100.0 

  3.     HRM3              3.8300          .7921       100.0 

 

                                                   N of 

Statistics for       Mean   Variance    Std Dev  Variables 

      SCALE       11.4800     4.5147     2.1248          3 

Item-total Statistics 

 

               Scale          Scale      Corrected 

               Mean         Variance       Item-            Alpha 

              If Item        if Item       Total           if Item 

              Deleted        Deleted    Correlation        Deleted 

 

HRM1           7.7400         2.1539        .6952           .7967 

HRM2           7.5700         2.0860        .7452           .7473 

HRM3           7.6500         2.2500        .6891           .8020 

 

Reliability Coefficients 

 

N of Cases =    100.0                    N of Items =  3 

 

Alpha =    .8438 
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Appendix 4 Results Taken From the Regression and Muti – 
Group testing 

 

1. Regression 

 ANOVA(b) 

Model   

Sum of 

Squares Df 

Mean 

Square F Sig. 

1 Regressi

on 
42.436 3 14.145 24.008 .000(a) 

Residual 56.564 96 .589     

Total 99.000 99       

A  Predictors: (Constant), service quality, system quality, information quality 

B  Dependent Variable: IT and HRM 

 

 Model Summary(b) 

Mode

l R 

R 

Square 

Adjuste

d R 

Square 

Std. 

Error of 

the 

Estimate Change Statistics 

Durbin-

Watson 

          

R 

Square 

Change 

F 

Change Df1 

Df

2 

Sig. F 

Chang

e   

1 .655(a) .429 .411 .76760 .429 24.008 3 96 .000 2.173 

A  Predictors: (Constant), service quality, system quality, information quality 

B  Dependent Variable: IT and HRM 

 

 Coefficients(a) 

Model   

Unstandardized 

Coefficients 

Standa

rdized 

Coeffi

cients T Sig. 

Collinearity 

Statistics 

    B Std. Error Beta     Tolerance VIF 

1 (Constant) -8.762E-

17 
.077   .000 1.000     

  Informati

on quality 
.498 .077 .498 6.455 .000 1.000 1.000 

  System 

quality 
.009 .077 .009 .112 .911 1.000 1.000 

  Service 

quality 
.425 .077 .425 5.509 .000 1.000 1.000 

A  Dependent Variable: IT and HRM 

 

2. Multi-group testing 
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a. The difference according to gender criteria 

 

Group Statistics 

  

Member's 

gender N Mean 

Std. 

Deviation 

Std. Error 

Mean 

Information 

quality 

Male 
52 .0082 1.04729 .14523 

  Female 48 -.0089 .95711 .13815 

System quality Male 52 -.1625 1.00805 .13979 

  Female 48 .1761 .97101 .14015 

Service quality Male 52 .0949 .99779 .13837 

  Female 48 -.1028 1.00264 .14472 

IT and HRM Male 52 .1716 1.07699 .14935 

  Female 48 -.1859 .88312 .12747 

 

 Independent Samples Test 

    

Levene's Test for 

Equality of 

Variances T-test for Equality of Means 

    F Sig. T Df 

Sig. 

(2-

tailed) 

Mean 

Differe

nce 

Std. 

Error 

Differenc

e 

95% Confidence 

Interval of the 

Difference 

                  Lower Upper 

Informatio

n quality 

Equal 

variances 

assumed 

1.162 .284 .085 98 .932 .0171 .20117 -.38212 .41631 

  Equal 

variances not 

assumed 

    .085 97.992 .932 .0171 .20044 -.38068 .41487 

System 

quality 

Equal 

variances 

assumed 

.012 .912 

-

1.70

8 

98 .091 -.3386 .19825 -.73201 .05483 

  Equal 

variances not 

assumed 

    

-

1.71

0 

97.815 .090 -.3386 .19795 -.73142 .05425 

Service 

quality 

Equal 

variances 

assumed 

.313 .577 .988 98 .326 .1978 .20018 -.19950 .59502 

  Equal 

variances not 

assumed 

    .988 97.285 .326 .1978 .20022 -.19961 .59514 

IT and 

HRM 

Equal 

variances 

assumed 

2.532 .115 
1.80

6 
98 .074 .3575 .19791 -.03524 .75026 

  Equal 

variances not 

assumed 

    
1.82

1 
96.690 .072 .3575 .19635 -.03221 .74723 
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b. The difference according to hierarchy criteria 

 

 Group Statistics 

  

Member's 

hierarchy N Mean 

Std. 

Deviation 

Std. 

Error 

Mean 

Information 

quality 

Leader 
23 .0046 .98438 .20526 

  Staff 77 -.0014 1.01100 .11521 

System quality Leader 23 .0171 1.00460 .20947 

  Staff 77 -.0051 1.00517 .11455 

Service quality Leader 23 .0611 1.10972 .23139 

  Staff 77 -.0183 .97195 .11076 

IT and HRM Leader 23 -.0414 1.17018 .24400 

  Staff 77 .0124 .95162 .10845 

 

 Independent Samples Test 

    

Levene's Test 

for Equality of 

Variances T-test for Equality of Means 

    F Sig. T Df 

Sig. (2-

tailed) 

Mean 

Differe

nce 

Std. Error 

Differenc

e 

95% Confidence 

Interval of the 

Difference 

                  Lower Upper 

Informa

tion 

quality 

Equal variances 

assumed .004 .948 .025 98 .980 .0060 .23883 -.46793 .47998 

  Equal variances 

not assumed 
    .026 36.984 .980 .0060 .23538 -.47092 .48296 

System 

quality 

Equal variances 

assumed 
.046 .830 .093 98 .926 .0222 .23882 -.45171 .49616 

  Equal variances 

not assumed 
    .093 36.188 .926 .0222 .23875 -.46190 .50634 

Service 

quality 

Equal variances 

assumed 
.821 .367 .332 98 .740 .0794 .23870 -.39434 .55304 

  Equal variances 

not assumed 
    .309 32.740 .759 .0794 .25654 -.44273 .60144 

IT and 

HRM 

Equal variances 

assumed 
2.179 .143 

-

.225 
98 .822 -.0538 .23877 -.52763 .42004 

  Equal variances 

not assumed 
    

-

.201 
31.198 .842 -.0538 .26701 -.59823 .49064 
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c. The difference according to Educational level criteria 

 ANOVA 

    

Sum of 

Squares Df 

Mean 

Square F Sig. 

Information 

quality 

Between 

Groups 
3.240 2 1.620 1.641 .199 

Within Groups 95.760 97 .987     

Total 99.000 99       

System quality Between 

Groups 
.906 2 .453 .448 .640 

Within Groups 98.094 97 1.011     

Total 99.000 99       

Service quality Between 

Groups 
3.309 2 1.655 1.677 .192 

Within Groups 95.691 97 .987     

Total 99.000 99       

IT and HRM Between 

Groups 
1.576 2 .788 .785 .459 

Within Groups 97.424 97 1.004     

Total 99.000 99       

 

d. The difference according to Degree of experience use IT criteria 

 

 Test of Homogeneity of Variances 

  Levene Statistic Df1 Df2 Sig. 

Information 

quality 
2.241 2 97 .112 

System quality 1.505 2 97 .227 

Service quality .282 2 97 .755 

IT and HRM .588 2 97 .557 
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ANOVA 

    

Sum of 

Squares Df 

Mean 

Square F Sig. 

Information 

quality 

Between 

Groups 
.460 2 .230 .226 .798 

Within Groups 98.540 97 1.016     

Total 99.000 99       

System quality Between 

Groups 
1.311 2 .655 .651 .524 

Within Groups 97.689 97 1.007     

Total 99.000 99       

Service quality Between 

Groups 
1.310 2 .655 .650 .524 

Within Groups 97.690 97 1.007     

Total 99.000 99       

IT and HRM Between 

Groups 
7.445 2 3.722 3.944 .023 

Within Groups 91.555 97 .944     

Total 99.000 99       

 

Multiple Comparisons 

Tukey HSD  

Depende

nt 

Variable 

(I) Degree of 

IT experience 

(J) Degree of 

IT experience 

Mean 

Difference 

(I-J) 

Std. 

Error Sig. 

95% Confidence 

Interval 

            

Lower 

Bound 

Upper 

Bound 

IT and 

HRM 

Under 1 year 1-5 year 
-.0716 .58157 .992 -1.4559 1.3126 

    Over 5 year -.5456(*) .57548 .533 -1.9870 .7525 

  1-5 year Under 1 year .0716 .58157 .992 -1.3126 1.4559 

    Over 5 year -.6172 .20039 .021 -1.0226 -.0686 

  Over 5 year Under 1 year 5456(*) .57548 .533 -.7525 1.9870 

    1-5 year .6172 .20039 .021 .0686 1.0226 

*  The mean difference is significant at the .05 level. 
 

e. The difference according to age criteria 

 Test of Homogeneity of Variances 

  Levene Statistic Df1 Df2 Sig. 

Information 

quality 
1.464 3 96 .229 

System quality 2.413 3 96 .071 

Service quality 1.063 3 96 .369 

IT and HRM .427 3 96 .734 
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 ANOVA 

    Sum of Squares Df Mean Square F Sig. 

Information 

quality 

Between Groups 
1.741 3 .580 .573 .634 

  Within Groups 97.259 96 1.013     

  Total 99.000 99       

System 

quality 

Between Groups 
5.765 3 1.922 1.979 .122 

  Within Groups 93.235 96 .971     

  Total 99.000 99       

Service 

quality 

Between Groups 
6.076 3 2.025 2.092 .106 

  Within Groups 92.924 96 .968     

  Total 99.000 99       

IT and 

HRM 

Between Groups 
5.343 3 1.781 1.826 .148 

  Within Groups 93.657 96 .976     

 Total 99.000 99       
 


