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Abstract: - Digital transformation has brought significant changes in HRM, one of which is through the 
implementation of Electronic Human Resource Management (E-HRM). This investigation is conducted to 
evaluate the influence of technology, motivation, and employee competency on the organizational performance 
of Rural Banks (BPR) in Bali. Using a quantitative survey-based approach, the entire population of 131 BPRs 
was sampled using a saturated sampling method. A 5-points Likert scale questionnaire served as the primary 
instrument for data collection, and the gathered responses were examined through Structural Equation 
Modeling with the Partial Least Squares (SEM-PLS) technique. The results show that technology has a 
significant and positive impact on employee competency and organizational performance. Motivation was also 
proved to contribute positively and meaningfully to enhancing employee competence as well as organizational 
performance. Furthermore, employee competency has a significant positive effect on organizational 
performance. These findings confirm that E-HRM is not merely an administrative tool, but rather an important 
strategy in developing employee competency and driving organizational performance. Effective E-HRM 
implementation requires organizational support in the form of continuous training and integrated knowledge 
management. This study provides a practical contribution to BPRs in encountering intensifying competitive 
pressures in the financial industry by utilizing digital technology to create sustainable competitive advantage. 
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1 Introduction 
Rural Banks (BPR) hold a vital position within the 
Indonesian economy, particularly in facilitating 
financial support for Micro, Small, and Medium 
Enterprises (MSMEs). Digital transformation is 
essential for business operations, not only involving 
the adoption of new tools and systems but also 
influencing existing organizational culture and 
practices. As technology usage increases, it is 
crucial for BPRs to have competent and motivated 

human resources to maximize the potential of 
technology to improve organizational performance, 
[1], [2]. 

Technology has become a key driver in various 
aspects of life, including HRM. Among the most 
notable innovations is the integration of technology 
in the implementation of Electronic Human 
Resource Management (E-HRM) systems, which 
enable high-performance organizations to manage 
HR processes more efficiently and effectively. E-
HRM not only facilitates the automation of 
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administrative tasks but also enhances interaction 
between employees and management and supports 
employee competency development through 
technology-based training and development. Thus, 
the use of E-HRM possesses the capability to 
enhance employee competency and, in turn, impact 
overall organizational performance. 

Progress in the realm of communication 
technology and information has significantly 
transformed the workplace landscape in recent 
decades. Modern enterprises struggle to ensure that 
their employees possess the ability to respond and 
adapt to technological shifts effectively but also 
leverage them to increase productivity and 
innovation. E-HRM offers solutions to address this 
challenge through various technology-based 
information systems. One of the most tangible 
impacts of this digital revolution is the 
transformation of E-HRM implementation. E-HRM 
is a strategic approach to managing human 
resources that utilizes information technology and 
web-based systems. In the context of modern 
organizations, E-HRM has become an integral tool 
for improving company efficiency, effectiveness, 
and competitiveness. 

As a strategic instrument, E-HRM enables 
organizations to make informed, data-driven 
decisions. The application of data analytics allows 
them to pinpoint specific training requirements, 
monitor performance, and plan employee career 
development more effectively, [3]. This 
demonstrates that E-HRM focuses not only on 
administrative management but also on the 
continuous development of employee competencies 
to improve organizational efficiency. 

The development of information and 
communication technology has transformed the way 
organizations operate, including in HR management 
practices. E-HRM, as a form of digitalization in HR 
management, offers various benefits, such as 
reduced operational costs, increased data accuracy, 
and better information accessibility. According to 
[4], information-based technology plays an essential 
role in HR management, especially in the context of 
digitalization, where many organizations must adapt 
rapidly to technological changes. Furthermore, 
research by [5] shows that use of algorithms in 
HRM practices is increasing, leading to more data-
driven decision-making. This creates new 
challenges and opportunities in HR management, 
where employee competency development must be 
aligned with evolving technological demands. [6] 
asserts that human-machine interaction in the 
context of E-HRM can dynamically enhance the 
value of HR management, demonstrating the 

importance of adapting employee competencies in 
the digital era. Furthermore, [7] emphasizes that E-
HRM can help organizations create sustainable 
value through innovation and organizational agility. 
By utilizing e-HRM, organizations can motivate 
employees to participate in sustainability practices, 
which are increasingly important in today's business 
context. Research by [8] also shows how 
organizations adopt and incorporate e-HRM 
solutions into their human resource operations is 
influenced by factors such as employee trust and 
satisfaction, which contribute to overall 
organizational performance. 

Although research in recent years has 
demonstrated that information technology despite 
the strong impact of E-HRM on the processes and 
practices of HR management, few empirical 
investigations have analyzed the extent to which 
technology-enabled systems support organizational 
success through HR competencies, [9]. Empirical 
research is also limited, linking these three elements 
and their impact on overall organizational 
performance. [10] examined influence of motivation 
on employee performance. [11] and [12] focused on 
employee motivation. However, these studies did 
not explore how e-HRM can facilitate employee 
motivation in the context of evolving technology 
that impacts organizational performance. 

On the one hand, many businesses still struggle 
to fully adopt technology, including the banking 
sector, particularly Rural Credit Banks (BPR) in 
Indonesia. BPRs, as institutions serving the 
financing needs of communities in rural areas, still 
largely use manual systems for their daily 
operations, leading to inefficiencies and difficulties 
in data processing and customer service. In their 
research, [13] demonstrated that integration of 
information technology with technologically 
enhanced accounting solutions in BPRs can improve 
employee performance. 

Through digital and integrated systems, BPRs 
can provide faster and more accurate services, 
helping to increase customer satisfaction and 
strengthen customer loyalty, [14], [15]. This 
requires employee competence and motivation to 
operate a technology-based business. [16] stated that 
technological advancements require greater user 
competence to achieve effective information 
systems. This presents another challenge for BPRs 
facing competition with other financial institutions, 
including fintech companies that offer fast and 
accessible solutions. The emergence of technology-
based financial services has transformed the banking 
industry landscape, requiring rural banks (BPRs) to 
innovate and improve their services [17], making 
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HR competency a crucial challenge. The ever-
evolving technological landscape requires 
employees to possess adequate skills in using e-
HRM software and other information technologies. 
However, many employees do not receive adequate 
training to prepare them to adapt to these changes. 

Based on research limitations and the challenges 
faced by rural banks (BPRs) in the field, additional 
studies are required to explore the mechanisms 
through which E-HRM can serve as a bridge 
between technology and business performance, 
given the importance of technology adaptation for 
current business performance, [18]. Therefore, this 
study examines how technological tools, specifically 
e-HRM and employee motivation, on employee 
competency in improving the performance of 
modern organizations. By investigating 
technological applications, the research aims to 
reveal insights into their potential for developing 
workforce competencies and driving organizational 
performance in a digital environment. 
 

 

2 Literature Review and Hypotheses 
Today, every business must understand how 
technology, particularly e-HRM, impacts employee 
competency and organizational performance in the 
digital age. As technology adoption in the 
workplace increases, demands on employee skills 
and knowledge are also changing. E-HRM 
technology, applied in Human Resource Information 
Systems (HRIS), has become an integral part of 
HRM in modern organizations. E-HRM can be 
defined as the strategic use of IT tools to manage 
HR processes efficiently while ensuring effective 
outcomes. According to [19], the implementation of 
e-HRM enables organizations to automate HR 
processes, increase information accessibility, and 
facilitate better communication between 
management and employees. This digital 
transformation not only improves operational 
efficiency but also has potential enhance employee 
engagement and overall organizational performance. 

One of the key advantages of E-HRM lies in its 
ability to improve workforce planning efficiency 
and effectiveness, facilitated by HRIS functions 
such as Workforce Needs, Supply Analysis, Skills 
Inventory, Succession Planning, and Training Needs 
Analysis [19],  In addition, it handles information on 
employee training, misconduct, payroll, business 
acquisitions, and performance evaluations, which 
can be leveraged for informed decision-making and 
the development of innovative HR practices, [20]. 

According to [21] HR assumes a critical 
position in organizational success amid the fast-

paced digital transformation era, especially 
regarding Business Information Systems. 
Organizations are required to integrate and 
capitalize on advanced information technologies to 
sustain their competitive edge. Effective 
management of these changes relies on strategic 
HRD, which entails planning, cultivating, and 
executing strategies to develop HR competencies 
suitable for navigating digital transformation. 

Employee competency is defined as the 
combination of, skills, knowledge and attitudes 
required to carry out job duties and responsibilities, 
[22]. This competency is crucial for improving 
individual and organizational performance. 
Research by [23] shows that high competency 
contributes to increased productivity and 
organizational effectiveness. In the context of e-
HRM, technology can be used to identify and 
develop the competencies needed by employees, 
enabling them to respond effectively to the dynamic 
and rapidly evolving business landscape. 
Furthermore, research by [24] shows that 
competency can be influenced by the training 
provided by the organization. By utilizing e-HRM, 
organizations can design more targeted training 
programs tailored to employee competency needs, 
thereby increasing the effectiveness of training and 
development. 

Motivation is a psychological process that 
inspires individuals to act or behave toward 
achieving specific goals. In an organizational 
context, employee motivation plays a essential role 
in improving performance and productivity. 
According to Maslow's theory of needs, individuals 
are motivated to fulfill their basic needs before 
striving to fulfill higher-level needs, such as esteem 
and self-actualization. This suggests a close 
relationship between motivation levels and 
individual performance within an organization. 
Technology integration in HRM functions can 
facilitate employee competency development 
through online training and easier access to 
information to motivate them. The application of 
technology in customer service has been shown to 
motivate employees and increase customer loyalty, 
indicating better performance quality, [25]. 

Modern business performance is heavily 
influenced by an organization's ability to adapt to 
technological changes and market demands. The 
strategic use of E-HRM plays an essential role in 
boosting organizational performance outcomes by 
providing the resources and tools necessary to 
manage employees more effectively. According to 
[26], implementing e-HRM can improve employee 
effectiveness, which in turn contributes to the 
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organization's overall performance. Furthermore, 
research by [27] shows that organizational 
performance benefits significantly from the 
effective implementation of E-HRM practices, with 
organizational agility acting as a mediator in this 
relationship. This suggests that organizations that 
adopt e-HRM not only improve operational 
efficiency but are also able to adapt quickly to 
developments and modifications in organizational 
and market settings. 

The relationship between technology, 
competencies, and business performance can be 
understood through the lens of e-HRM. E-HRM not 
only improves efficiency in HR management but 
also contributes to the development of employee 
competencies necessary for optimal business 
performance. Research [3] emphasizes HRM 
technology has been shown to optimize the 
efficiency and effectiveness of HR operations, 
thereby contributing positively to organizational 
performance. Technology integration in e-HRM 
serves as an enabler that supports employee 
competency development and improves business 
performance. Organizations that effectively utilize 
e-HRM will have a competitive advantage in 
addressing the complexities and possibilities 
inherent in today’s dynamic market. 
 
The Influence of Technology on Employee 

Competencies 
The relationship between technology and improving 
employee competencies has been widely found to be 
significant, [28]. For businesses undergoing digital 
transformation, the HR development strategy is a 
critical and irreplaceable factor. Organizations are 
advised to implement HR programs that target 
digital innovation while promoting a culture 
supportive of competency changes, [29]. Although 
technology integration in HR processes boosts 
efficiency and productivity, it also creates 
challenges in safeguarding employee privacy, 
protecting data, and adapting to new work 
dynamics, [30]. This digital transformation not only 
improves operational efficiency but also 
significantly increases employee engagement and 
overall organizational performance, [31]. 
H1: Technology has a positive and significant effect 
on competencies. 
 
The Influence of Technology on Business 

Performance 
[32] and [33] in their research found a significantlu 
influence of technology on organizational 
performance by increasing the efficiency and 

effectiveness of talent management processes. 
Utilizing technology to streamline recruitment and 
selection procedures, develop employee 
competencies, enhance engagement, and manage 
workforce data provides numerous benefits for 
organizational efficiency and performance. [27] also 
demonstrated that the implementation of e-HRM 
contributes significantly to organizational 
performance outcomes. [34] in their research noted 
that analyzing and calculating the underlying 
conditions behind each MSME and start-up's 
development and utilization of technology impacts 
business opportunities and business development. 
The study results of [35] offer proof that mastery of 
information technology among employees yields 
substantial benefits for organizations focused on 
profitability. Moreover, the present business 
environment is characterized by rapid technological 
disruption and increasing dynamism. 
 
H2: Technology has a positive and significant 
impact on business performance 
 
The Influence of Motivation on Employee 

Competencies 
[36] in their research found a significant influence 
between competence and motivation on employee 
performance. Similar findings also found that 
motivation plays a significantly role in influencing 
performance of government employees in Indonesia. 
These findings emphasize that strong motivation can 
improve employee competence and performance, 
[37]. Research by [38], researchers at the Pematang 
Siantar Tax Office (KPP Pratama) analyzed the 
combined influence of e-learning implementation, 
motivational factors, and work discipline on 
employees’ competency development, found that 
motivation contributed significantly to improving 
employee competence, having the highest influence 
of the three variables studied. Findings by [10] 
indicate that high motivation is positively related to 
employee competence, which in turn improves their 
performance. [39] also supports the argument that 
motivation is a key factor in developing employee 
competence; high motivation can strengthen the 
relationship between compensation and 
performance. 
 
H3: Motivation has a positive and significant effect 
on employee competencies 
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The Influence of Motivation on Business 

Performance 
Research by [40] shows that work motivation plays 
a crucial role in improving employee performance, 
which directly impacts the company's business 
performance. [41] who conducted research in 
different hospital sectors, produced similar results: 
motivation improves employee performance, 
significantly contributing to overall hospital 
business performance. [2] found that leadership 
style, organizational culture, and work motivation 
have a direct effect on employee job satisfaction and 
performance. This research demonstrates that high 
work motivation can improve employee 
performance, which contributes to organizational 
performance. [42], who conducted research at 
community health centers, demonstrated that 
motivation influences employee performance, which 
in turn impacts the performance of community 
health services. 
 
H4: Motivation has a positive and significant effect 
on business performance 
 
Employee Competencies' Effect on Business 

Performance 
A study by [43] found that employee competency 
has a positive impact on employee performance at 
an electronics company in the Bekasi industrial area. 
This study confirms that higher employee 
competency leads to better work results, which 
positively impacts the company's overall business 
performance. [44] found that high employee 
engagement, influenced by employee competency, 
has a positive impact on business performance in the 
education sector. [45] found in their study that 
employee competency impacts business 
performance through competitive advantage. This 
study’s outcomes demonstrate increasing employee 
competency significantly improves business 
performance by creating competitive advantage. 
[46], [47], [48] found in their studies that high 
employee competency can improve overall business 
performance. 
 
H5: Competencies have a positive and significant 
effect on business performance. 
 

 
Fig. 1: Research Model 
Source: created by the authors 

As shown in Figure 1, the conceptual 
framework of this research illustrates that 
technology and motivation influence modern 
business performance, where competence acts as an 
intermediary. 
 
 
3 Research Methods 
This research is a quantitative study using a survey 
approach. It aims to analyze the influence of 
technology utilization, employee competency, and 
motivation on organizational performance at rural 
banks (BPR) in Bali. This method was chosen to 
understand the relationships between variables more 
deeply and to explore the factors contributing to 
BPR performance. 

The research location was all Rural Banks 
(BPR) operating in Bali. The population was 131 
BPRs (Financial Services Authority/OJK data, 
2024). Sampling was conducted using saturation 
sampling, with the entire population being sampled. 
This technique involves collecting data from all 
members of the population, ensuring full population 
coverage, [49]. Respondents were the leaders and 
president directors of BPRs in Bali. These leaders 
were chosen because they are decision-makers with 
a deeper understanding of policy direction, 
organizational performance, technology utilization, 
and employee competency in their respective units. 

This research instrument is designed as a 
questionnaire that measures four main variables: 
technology, motivation, competence, and business 
performance. It comprises 13 items adapted from 
previous studies, including, [50], [51], [52], and 
[53], which have been adapted to the BPR context. 
A structured questionnaire utilizing a five-point 
Likert scale was used to obtain the research data. 
The questionnaire items shown in Table 1 in 
Appendix. The questionnaire was distributed online 
using a survey platform to ensure accessibility and 
efficiency in data collection. Structural Equation 
Modeling (SEM) using Partial Least Squares (PLS) 
was utilized to examine the data. This method was 
chosen because of its ability to analyze complex 
relationships between variables and identify direct 
and indirect influences between variables in the 
research model, [54]. 

This study uses the Partial Least Squares 
Structural Equation Modeling (PLS-SEM) approach 
with an estimation procedure that includes two main 
stages, namely the evaluation of the measurement 
model (outer model) through convergent validity, 
discriminant validity, and construct reliability tests, 
and the evaluation of the structural model (inner 
model) through testing the coefficient of 

Technology

Modern Business 
Performance

Motivation

Employee 
Competencies
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determination R², predictive relevance Q², Goodness 
of Fit (GoF), and path coefficients, the significance 
of which is tested using bootstrapping techniques. 
PLS-SEM was chosen because it has more flexible 
assumptions than covariance-based SEM, such as 
not requiring multivariate normal data distribution, 
can be used on relatively small sample sizes, and is 
more suitable for predictive and exploratory 
research, thus in accordance with the objectives of 
this study in examining the relationship between 
variables and their influence on modern business 
performance. 
 

 

4 Results and Discussion 
 
4.1  Outer Model Evaluation 
All indicators in this study were found to meet the 
validity criteria based on the convergent validity 
evaluation, as seen from the outer loading values > 
0.7 [50], t-statistic values > t-table 1.96 and p-values 
< 0.05 (Table 2 in Appendix). The discriminant 
validity test resulted in all variables being declared 
valid because the square root of the AVE value > 
correlation between latent constructs, this criterion 
is called the Fornell-Larcker criterion (Table 3 in 
Appendix). The AVE value of all variables has also 
met the validity requirements, namely >0.5 (Table 4 
in Appendix). Meanwhile, since both the composite 
reliability and Cronbach’s Alpha > 0.7, it can be 
inferred that every variable in this study 
demonstrates a strong level of reliability (Table 4 in 
Appendix). 
 
4.2  Inner Model Evaluation 
The research model was examined through three 
criteria: R² to measure explanatory power, Q² to 
evaluate predictive relevance, and GoF for overall 
model adequacy. Based on Table 5 in Appendix, the 
competencies determination coefficient is 0.493, 
meaning 49.3% of the competencies variable is 
influenced by technology and motivation, leaving 
50.7% of the variance explained by variables 
beyond the scope of the model. Similarly, the 
business performance determination coefficient R2 
of 0.386 (38.6%) is influenced by technology, 
motivation, and competencies, the other 61.4% is 
influenced by factors beyond the scope of the 
current model. 

The Q2 calculation results show a value of 
0.728, indicating the research model has a high 
predictive level as the value is getting closer to one. 
The GoF calculation results show a value of 0.530, 
indicating that the research model is robust as the 

value is getting closer to one. The Q² results 
indicating that the research model has a high 
predictive relevance, as values closer to one reflect 
stronger predictive capability; this also suggests that 
the model is able to explain and predict the observed 
data well. Furthermore, the GoF result indicates that 
the model has a strong overall fit, as values above 
0.36 are generally considered large, implying that 
the combination of measurement and structural 
models demonstrates good explanatory power and 
model adequacy. Since the outer and inner model 
tests have met the requirements, we can proceed to 
hypothesis testing stage. 

Equation (1) shows the calculation of the Q² 
(predictive relevance) value used to evaluate the 
predictive ability of this research model by 
measuring the R² value of each endogenous 
variable. Equation (2) shows the calculation of 
Goodness of Fit (GoF) used to assess the suitability 
of the model based on the average R² value and the 
average value of Average Variance Extracted. 
 

Q2=1-(1-R21)(1-R22)   (1) 
 

GoF=√average R2×average AVE (2) 

 

4.3  Hypothesis Testing 
As shown in Figure 2 in the Appendix, the results of 
the SEM-PLS analysis (both algorithm and 
bootstrap) show the strength of the relationship 
between variables and the significance of their 
influence in the research model. Results displayed in 
Figure 2 and Table 6 in Appendix confirm that 
Technology contributes positive and significantly to 
the development of employee competencies 
(coefficient 0.296, t-statistic 4.750>t-table 1.96, p-
value 0.000<0.05) and business performance 
(coefficient 0.306, t-statistic 3.659>t-table 1.96, p-
value 0.000<0.05), which means H1 and H2 are 
accepted. Motivation contributes positively and 
significantly on employee competencies (coefficient 
0.516, t-statistic 6.750>t-table 1.96, p-value 
0.000<0.05) and business performance (coefficient 
0.277, t-statistic 3.764>t-table 1.96, p-value 
0.000<0.05), which means H3 & H4 are accepted. 
And lastly, employee competency has a positive and 
significant impact on business performance 
(coefficient 0.162, t-statistic 2.376>t-table 1.96, p-
value 0.018<0.05), which means H5 is accepted. 
 
4.4  Discussion 
The research results show that technology has a 
positive and significant impact on employee 
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competency. This finding by [24] and [55], which 
confirmed that the use of e-HRM can improve 
competency through technology-based training. The 
use of digital systems facilitates employee 
acquisition of new skills, accelerates the learning 
process, and enhances their ability to perform their 
duties. Thus, technology serves not only as an 
administrative tool but also as a learning medium 
that directly contributes to competency 
improvement. 

In the context of rural banks (BPR), the 
implementation of e-HRM enables more systematic, 
transparent, and efficient human resource 
management. This impacts employee competency, 
particularly in the face of developments in digital 
financial technology, [56]. Employees can access 
information and training more quickly, ensuring 
their skills remain relevant to the needs of the 
banking industry. This means that technology plays 
a crucial role as a catalyst in improving the 
competency of BPR HR in the digital era. 

This study also found that technology has a 
significant and positive impact on business 
performance. These results align with [57] and [58], 
which emphasized that the application of 
information technology boosts work effectiveness 
and demands improved digital skills. In rural banks 
(BPR), the use of e-HRM has been proven to 
increase operational efficiency, improve service 
quality, and accelerate data-driven decision-making. 
Thus, technology makes a significant contribution to 
improving business performance, [11]. 

Furthermore, the use of e-HRM enables BPRs 
to respond more quickly to market needs, maintain 
customer satisfaction, and strengthen 
competitiveness amidst the rapid development of 
fintech, [59]. The application of technology in HRM 
also results in reduced operational costs and 
increased productivity. Therefore, the results of this 
study confirm that e-HRM functions not only as an 
administrative support system but also as a strategic 
factor in improving BPR business performance, 
[60]. 

Analysis reveals that employee motivation 
positively and significantly affects competence, 
which corroborates previous studies conducted by 
[10] and [38], which shows that high work 
motivation can drive improvements in employee 
skills and knowledge. Motivation is a key driving 
factor that encourages employees to adapt to 
change, participate in training, and develop 
competencies relevant to organizational demands. 

BPR employee motivation can grow from career 
development opportunities, rewards, and a 
supportive work environment. High motivation 

encourages employees to utilize technology, 
improve their skills, and deliver their best 
performance, [61]. This means that motivation not 
only strengthens individual competencies but also 
serves as a crucial foundation for creating high-
quality human resources that are adaptive to digital 
developments, [62]. 

Research findings also demonstrate that 
motivation has a positive and significant impact on 
business performance. These results support 
research by [2] and [37], which confirm that high 
motivation can improve individual performance, 
directly affecting organizational performance, 
motivated employees are more likely to be 
productive, creative, and fully committed to meeting 
the organization’s objectives, [63]. 

Motivation is a crucial asset for facing the 
challenges of competition with technology-based 
financial institutions such as fintech, [64]. Strong 
motivation drives employees to provide quality 
service, strengthen customer loyalty, and increase 
organizational competitiveness, [65]. Thus, 
motivation not only impacts beyond affecting 
employees individually, it serves as a key driver for 
improving rural banks’ overall performance, [66]. 

This study also found that employee 
competence has a significant and positive impact on 
business performance. These results align with 
research by [44] and [45], which confirm that high 
competence can create competitive advantage and 
improve organizational performance, [67]. 
Employees with strong competence are able to carry 
out their duties effectively, provide appropriate 
solutions, and increase customer satisfaction. 

In the context of BPR, employee competency 
plays a crucial role in maintaining service quality, 
operational effectiveness, and business 
sustainability. High competency makes employees 
more adaptable to developments in financial 
technology, thereby providing added value to the 
organization, [68]. Therefore, this study emphasizes 
the importance of competency development as a key 
strategy for improving BPR business performance, 
[69]. 

This study offers an original contribution by 
integrating technology (e-HRM), motivation, and 
employee competency within a single empirical 
model to explain business performance in the 
context of rural banks (BPR), which remains 
relatively underexplored in the existing literature. 
Furthermore, this research enriches the human 
resource management and digital transformation 
discourse by providing empirical evidence from the 
BPR sector in Indonesia, particularly in rapid 
fintech development.  
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In addition, this study presents a novel empirical 
perspective by positioning employee competency as 
a mediating mechanism linking technology and 
motivation to business performance, thereby 
extending prior studies that have mostly examined 
these relationships in isolation. It is also important 
to emphasize that the analysis and findings 
presented in this paper have not been published 
previously and are not under consideration for 
publication elsewhere, ensuring the authenticity and 
originality of this work. 

 
 

5 Conclusion 
This study demonstrates that technology and 
motivation have a significant and positive impact on 
employee competency and the business performance 
of rural banks (BPRs). Furthermore, employee 
competency has also been shown to positively 
contribute to improved business performance. These 
findings emphasize that the implementation of e-
HRM is not merely an administrative system, but 
rather an HR development strategy capable of 
increasing motivation, strengthening competency, 
and ultimately driving organizational performance. 
Therefore, the success of rural banks in facing 
digital challenges depends heavily on technology 
integration, motivation management, and employee 
competency development. 

Rural banks need to strengthen their 
comprehensive e-HRM implementation by 
optimizing digital training features, performance 
monitoring, and reward systems to enhance 
employee motivation and competency. Furthermore, 
a management strategy focused on HR development 
through continuous training, increasing digital 
literacy, and creating a work culture that adapts to 
technological change is needed.  

The limitation of this study lies in the fact that 
respondents were exclusively from rural banks, so 
the results cannot necessarily be generalized to all 
types of financial institutions. The variables in this 
study are still limited to technology, motivation, and 
competency. Therefore, future research could 
include other variables such as organizational 
culture, leadership style, and organizational support 
to provide a more comprehensive understanding of 
the factors influencing organizational performance. 

The results of this study support modern human 
resource management theory, which emphasizes the 
importance of technology and motivation as drivers 
of increased competence and organizational 
performance. For BPR management, this study 
illustrates that investment in e-HRM and employee 
motivation strategies can be strategic factors for 

increasing competitiveness. E-HRM should not only 
be used for administrative purposes, but also as a 
strategic tool in developing employee competence 
and improving business performance. 
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APPENDIX 

 
Table 1. Questionnaire items 

Variable Items Source 
Technology 1. The use of Human Resources technology at the rural bank I lead 

can improve employee competency. 
2. The use of Human Resources technology at the rural bank I lead 

facilitates access to employee-related information. 
3. I believe that the use of Human Resources technology can improve 

operational efficiency at the rural bank I lead. 

[50] 

Motivation 1. Employees feel motivated to achieve work goals at the BPR I lead. 
2. Employees have equal opportunities to develop their skills and 

knowledge at the BPR I lead. 
3. Employees feel that their work has meaning and a clear purpose at 

the BPR I lead. 

[51] 

Employee 
Competencies 

1. The current competencies of employees are sufficient to meet the 
job demands at the BPR I lead. 

2. Employees feel they possess the necessary skills to perform their 
duties effectively at the BPR I lead. 

3. The competencies of employees contribute to the overall 
performance of the team and the organization at the BPR I lead. 

[52] 

Business 
Performance 

1. The business performance of the rural bank I lead has improved 
compared to previous years. 

2. The rural bank I lead has achieved its established performance 
targets. 

3. The rural bank I lead has been able to adapt to market changes and 
customer needs. 

4. I believe the rural bank I lead has an effective strategy to achieve 
its long-term goals. 

[53] 

Source: [50]; [51]; [52]; [53]. 

 

 

Table 2. Convergent Validity Test 
Indicator Outer Loading T Statistics P Values Note 

X1.1 <- Technology 0.860 44.327 0.000 Valid 
X1.2 <- Technology 0.790 30.342 0.000 Valid 
X1.3 <- Technology 0.765 22.277 0.000 Valid 
X2.1 <- Motivation 0.901 44.566 0.000 Valid 
X2.2 <- Motivation 0.933 85.129 0.000 Valid 
X2.3 <- Motivation 0.695 10.886 0.000 Valid 
Y.1 <- Business_Performance 0.918 62.607 0.000 Valid 
Y.2 <- Business_Performance 0.828 21.943 0.000 Valid 
Y.3 <- Business_Performance 0.802 17.901 0.000 Valid 
Y.4 <- Business_Performance 0.782 26.312 0.000 Valid 
Z.1 <- Competencies 0.833 22.578 0.000 Valid 
Z.2 <- Competencies 0.945 66.992 0.000 Valid 
Z.3 <- Competencies 0.945 64.755 0.000 Valid 

Source: data processed 
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Table 3. Discriminant Validity Test 
Variable Business 

Performance 

Competencies Motivation Technology 

BusinessPerformance 0.834    
Competencies 0.506 0.909   
Motivation 0.523 0.651 0.850  
Technology 0.519 0.531 0.457 0.806 

Source: data processed 

 
 

Table 4. AVE and Reliability Test 
Variabel AVE Cronbach's 

Alpha 

rho_A Composite 

Reliability 

Note 

Business_Performance 0.696 0.856 0.885 0.901 Reliable 
Competencies 0.826 0.893 0.893 0.934 Reliable 

Motivation 0.722 0.801 0.840 0.885 Reliable 
Technology 0.650 0.729 0.736 0.847 Reliable 

Source: data processed 

 
 

Table 5. R-Square 
Variabel R Square R Square Adjusted 

Business_Performance 0.386 0.375 
Competencies 0.493 0.487 

Source: data processed 

 

Table 6. Hypothesis Testing 
Path Analysis Path 

Coefficient 

T Statistics P Values Note 

Technology -> Competencies 0.296 4.750 0.000 H1 accepted 
Technology -> Business_Performance 0.306 3.659 0.000 H2 accepted 
Motivation -> Competencies 0.516 6.750 0.000 H3 accepted 
Motivation -> Business_Performance 0.277 3.764 0.000 H4 accepted 
Competencies -> Business_Performance 0.162 2.376 0.018 H5 accepted 

Source: data processed 
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Fig. 2: PLS Output (Algorithm and Bootstrap) 

Source: data processed 
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