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ABSTRACT

ARTICLE INFO

Introduction/Main Objectives: The development of information
technology today has resulted in the acceptance of technology being
strongly influenced by transformational leadership, system quality, and
facilitating conditions, as well as how it can affect employee performance
and job satisfaction. Background Problems: Research on how job
satisfaction mediates the relationship between employee performance and
acceptance still needs to be improved. This research discusses how
transformational leadership, facilitating conditions, and system quality
shape technology acceptance and employee performance, primarily
determined by job satisfaction, especially the mediating effect of job
satisfaction on the relationship between technology acceptance and
employee performance. Novelty: Inconsistencies both in theory and
empirically making it necessary to re-test transformational leadership,
system quality, and conditions that facilitate technology acceptance and
analyze the effect of technology acceptance on employee performance
through job satisfaction, both directly and indirectly, in a study of the
Ternate City Government. Research Method: 117 respondents were
involved in this study. The respondents were determined through
purposive sampling. The data were analyzed using partial least squares
(PLS) version 3. Seven hypotheses were proposed in this study. Findings:
The research findings indicate that system quality and facilitating
conditions can predict technology acceptance and employee performance
can predict job satisfaction. The results of this study confirm the indirect
mediating function of job satisfaction in the relationship between
technology acceptance and employee performance. Conclusion: The
Municipal Government of Ternate must improve system information
management and offer even better facilitating conditions for
implementation to increase the acceptance of the technology.
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INTRODUCTION

Science and technology have experienced
very rapid developments, due to the demand and
the growing needs of humans in all fields. This is
marked by increasingly sophisticated equipment
that supports facilities and infrastructure to meet
all human needs. One of the developments in
technology is the advancement of Information
and Communication Technology (ICT). ICT
advances have had a major and significant impact
on human life.

DeLone & McLean (1992) stated that
measuring an information system’s success is
influenced by the quality of the system and the
information which jointly or separately affects
user satisfaction, and also the system’s use itself,
so that it will affect individual performance
(individual impact) and ultimately affect
organizational performance. This study attempts
to examine the factors that can influence the
successful implementation of a government
management information system (SIMP) based
on the three factors above, but according to
Indrayani & Gatiningsih (2013), the three factors
are transformational leadership, system quality,
and facilitating conditions. These three critical
success factors (CSFs) are different from the
measurement of the success of the information
system developed by DeLone & McLean (1992).
However, this study’s purpose is the same,
namely, to measure the extent to which the factors
for the successful implementation of an
information system will have an effect on
employee performance, and how this will
ultimately affect organizational performance.
Information technology in an organization is used
for improving the employees’ performance and it
is hoped that this will improve the organization’s
performance. Therefore, the application of
information technology in an organization needs
to pay attention to the extent to which the
successful application of the system will improve
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the performance of both individual employees
and the organization as a whole.

System quality is one of the factors
influencing user acceptance and IT satisfaction
(Islam, 2012;Saba, 2012;Tajuddin et al., 2013)
and it is a key factor in the acceptance of an IT
system because of individual experiences. As for
the consistency of the program, it may have a
huge effect on the ability of the customer to adopt
an information system (Park et al., 2012). System
consistency refers to the quality of the
information system component (Cheng, 2012),
and refers to the precision, convenience, perfor-
mance, versatility, durability, and sensitivity of
the information system’s functionality (Salameh,
Ahmad, Zulhumadi, & Abubakar, 2018).

According to Tat-Kei Ho, (2002), the adop-
tion of e-government would trigger a paradigm
change in terms of public services, from the
hierarchical model to the model of e-government
in terms of structure, operational structures,
administration, style of leadership, internal and
external contacts, strategies and the values of its
operations, and the provision of services. The
implementation of e-government requires major
changes in business processes and greater
technical support than other forms of change in
the public sector require (Husin, Loghmani, &
Abidin, 2017).

According to Park & Rainey (2012) for the
application of e-government, leadership that
offers a strong vision and strategy will be an
important success factor for determining and
developing the values and ideas, and achieving
the goals and strategies that will be implemented
and shared with all the stakeholders. In line with
the opinion of Park & Rainey (2012), Kim et al.,
(2009), Prybutok et al., (2008), Luk (2009), Cho
et al., (2011), Arokiasamy et al., (2014) and
Thannimalai & Raman (2018) also argue that
strong leadership and/or management support is
needed for the implementation and application of
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e-government and ICT to be successful. Previous
research  has also  mostly  examined
transformational leadership at the organizational
level, such as a research by Ke & Wei (2008),
Alshamaila et al., (2013), Shao et al., (2016) and
Shao et al., (2017), so this research is specifically
about transformational leadership’s influence on
technology acceptance at the individual level
(Shao, 2019).

Regarding research on the variable facili-
tating conditions, research conducted by
Aggelidis & Chatzoglou, (2009), Gu & Siu
(2009), Laumer et al., (2010), Teo (2010) and
Sambasivan et al., (2010) prove there is a positive
influence between facilitating conditions and
technology acceptance models. Different results
found a trivial relationship between facilitating
conditions and the intention to use technology (Fu
et al., 2006), perceived benefits, and ease of use
of technology on its acceptance (Fathema,
Shannon, & Ross, 2015). One of the facilitating
conditions is the extent to which one trusts that
the organizational and technical infrastructure
provided can support the system (Venkatesh,
Morris, Davis, & Davis, 2003).

Many studies conclude that an investment in
information technology can lead to added value
for the organization, but the consequences are not
very clear for the end-users, in regard to their
personal experience and their workplace
satisfaction, as pointed out by Mariani et al.,
(2013). Furthermore, Mariani et al., (2013)
explained that job satisfaction can also be
influenced by changes in the adoption of new
information systems that result in changes in
business processes, work practices, and also
relationships with colleagues. The inconsis-
tencies in the previous research regarding
technology acceptance and performance have
caused researchers to use job satisfaction as an
intervening variable. According to Rothman &
Coetzer (2002), employee satisfaction with the

aspects of their work can affect their motivation,
which will ultimately affect their performance.
Although the relationship between job satis-
faction and performance is often the subject of
research in the organizational behavior literature
(Barakat, Lorenz, Ramsey, & Cretoiu, 2015), in
this study, the authors will examine the effect of
technology acceptance on job satisfaction, which
will ultimately affect performance.

Based on the results of research by Cheng,
(2019), Mariani et al.,, (2013), Wamba &
Bhattacharya (2015) and Attar & Sweis (2010), it
can be said that a positive relationship between
the application and acceptance of technology and
job satisfaction does exist, but the opposite was
found in research by Lee et al., (1995) who
studied company employees in Nebraska, the
United States. The results show that the direct
effect of receiving information systems on job
satisfaction is not significant, but indirectly, the
role of satisfaction with information systems is
mediated between the two.

One of the goals of the performance
appraisals carried out by local governments is to
increase their employees’ satisfaction, while also
including how effective the employee’s perfor-
mance is. Robbins & Judge (2009) stated that job
satisfaction at work will affect performance. The
research results of Hendri (2019), Maharani et al.,
(2013), Hayati & Caniago (2012), and Barakat et
al., (2015) find that employee performance is
positively and significantly influenced by job
satisfaction, but different things were found by
Pawirosumarto et al., (2017) for hotel and resort
employees, while Kalkavan & Katrinli (2014) and
Fu & Deshpande (2014), in case studies of
insurance companies, found that there is an absent
relationship and influence between job
satisfaction and employee performance.

Based on the results of the descriptions, both
theoretical and empirical, there are still inconsis-
tencies in the results obtained by the previous
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studies, which are an indication of a research gap
in the literature. This is one of the reasons for re-
analyzing the effect of transformational leader-
ship, system quality, and facilitating conditions
on technology acceptance as well as analyzing the
effect of technology acceptance on employee
performance through job satisfaction, either
directly or indirectly, in a case study of the
Ternate City Government.

LITERATURE REVIEW

This study investigates the relationship
between transformational leadership, system
quality, facilitating conditions, acceptance of
information technology, job satisfaction, and
performance. In other words, this study highlights
six basic theoretical concepts that later will be
elaborated on how they influence a few others.

Transformational Leadership

One of the main theoretical concepts of this
research is transformational leadership. Accord-
ing to Korejan & Shahbazi (2016), Ahmad &
Saad (2020) and Kurniawan, Kusnayain,
Aulisaina, & Hakim, (2021), leaders who work to
develop new concepts and viewpoints for their
organization's growth and prosperity are said to
be practicing transformational leadership. The
term "transformational leadership" refers to a
leader's actions, influential qualities, authority,
and the environmental factors that positively
affect employee performance, such as inspiring
staff to put in more effort than is necessary and to
take pleasure in their work, as explained by
Hoxha (2015), Adi & Sukmawati, (2020) and
Bak, Jin, & McDonald 111, (2022).

System Quality

Furthermore, it is also necessary to highlight how
the literature discusses the basic theoretical
concept of system quality (Wang & Teo, 2020).
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Although it seems that this concept is in line with
the concept of product quality, due to the nature
of the final product, this research directly focuses
on a product that builds a system (Apridiyanti,
Suharman, & Ardianto, 2020). System quality
refers to an information system's desired features
(Vijai, 2018). Others add “delivered” system
quality and this refers to the condition of the
product at the moment the consumer purchases it
(Ambrose & Eynon, 1998).

Facilitating Condition

The next theoretical concept in this study is
facilitating condition. The degree to which users
perceive that organizations provide suitable
infrastructure to make using the new technology
easier is referred to as the "facilitating condi-
tions." (To, Lee, & Lam, 2018). It is then obvious
that this concept surfaces in the field of
information systems (Miraz, Hasan, Rekabder, &
Akhter, 2022; Purnamasari, Amran, & Hartanto,
2022). No wonder that the consumer's view of the
tools and assistance at their disposal to carry out
a behavior is referred to as the enabling state
(Rahi, Ghani, Alnaser, & Ngah, 2018).

Technology Acceptance

Moving on to the next concept, this research also
highlights the concept of technology acceptance.
The adoption and usage of technologies in the
manner for which they are intended is seen as
technology acceptance, according to Koral
Gumusoglu & Akay (2017) and Wickramasinghe
& Wickramasekara (2022). In other words, the
willingness of a person to use technology for the
purposes it is intended to be used for is referred to
as technology acceptance (Teo, 2016;Alqudah et
al., 2022).

Job Satisfaction

Numerous studies have discussed job satisfaction.
This study, however, specifies this theoretical
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concept in the area of information systems, where
employees are satisfied with using the product of
the information system. Hence, job satisfaction
still needs to be highlighted briefly, so that its
relevance to other concepts can be hypothesized.
In general, the emotional attitude a worker has
toward his or her job is referred to as job
satisfaction (Negoro & Wibowo, 2021).
According to Huang (2019) and Qing, Asif,
Hussain, & Jameel (2020), job satisfaction is
characterized as a positive emotional state
brought on by an evaluation of one's work or
professional experiences. Another opinion sees
job satisfaction as a multifaceted positive or
negative reaction to the work environment (Dalal
& Credé, 2013;Ingsih, Prayitno, Waluyo, &
Suhana, 2020;Fahri, Alting, Syahdan, Asril
Avrilaha, & Buamonabot, 2021).

Performance

The last theoretical concept in this research is
performance. Similar to job satisfaction,
performance has been frequently discussed over
the last three decades. This research treats this
concept as how performance is influenced by the
use of information technology that is provided by,
and its use mandated by, an institution.
Performance is defined as the likelihood that
future actions will be carried out successfully in
order to meet the goals and targets (Lebas,
1995;Felicio, Samagaio, & Rodrigues, 2021).
Also, performance is the capacity to exhibit a
complicated series of actions that have been
learned through learning processes (Smith &
Shirley, 1978;Huy & Phuc, 2020;Ahyaruddin &
Akbar, 2016).

Transformational leadership and technology
acceptance

Park & Rainey (2012) and Handayani,
Pandansari, Aji, Wahyuni, & Hapsari, (2022)
state that in the application of e-government, a

leader who has a strong vision and strategy will
be an important success factor for determining
and developing values, ideas, achieving goals and
strategies that will be implemented and then
shared with all the stakeholders. Cho et al., (2011)
and Alameri & Alrajawy (2020) assessed that the
success of implementing information systems is
influenced by transformational leadership styles.
Transformational leadership, according to
Robbins & Judge (2009), demands a leader who
inspires his/her subordinates to not prioritize their
interests but rather the good of the organization,
and has a tremendous impact on influencing the
personalities of his/her subordinates. Research by
Schepers et al., (2005), Cho et al., (2011), Elkhani
et al.,, (2014) found a positive relationship
between  transformational leadership  and
technology acceptance models.

Hi: Transformational leadership significantly
influences technology acceptance

System quality and technology acceptance

System quality is one of the factors that influence
user acceptance of, and satisfaction with,
information  technology (Islam, 2012;Saba,
2012;Tajuddin et al., 2013)and is a main factor in
the information system acceptance, because of
individual experiences with regards to system
quality that significantly impact on a user's
willingness to accept the information system
(Park et al., 2012;Stelter, Kaping, Oschinsky, &
Niehaves, 2020). The quality of the system is
perceived to be how smoothly the system
performs tasks which are in line with the job’s
objectives (Venkatesh & Davis, 2000;Hawash,
Mokhtar, & Yusof, 2021). Previous research by
McFarland & Hamilton (2006), Ahn et al.,
(2007), Kim et al., (2008), Cheng (2012), and
Alshibly (2014) found that there is a positive
relationship with the construct on Technology
Acceptance Model ( TAM).
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H2: The system’s quality effect significantly
affects technology acceptance

Facilitating conditions and technology
acceptance

Facilitating condition is the extent to which one
trusts that the organizational and technical
infrastructure provided can support the system
(Venkatesh et al., 2003; Alkhwaldi & Al Eshoush,
2022;Mulugo et al., 2020). Venkatesh et al.,
(2003) used indicators of available resources,
such as the availability of manuals, users’
knowledge of using information systems,
compatibility with other systems, and someone's
assistance if they encountered difficulties in using
information systems. Research by Teo (2010),
Aggelidis & Chatzoglou (2009), Gu et al., (2009),
and Sambasivan et al., (2010) finds a positive
relationship  within the construct of the
technology acceptance model.

H3: Facilitating conditions significantly
influence technology acceptance

Technology Acceptance and Job Satisfaction

Mariani et al., (2013) explain that job satisfaction
can also be affected by changes in the adoption of
new information systems, which can result in
changes to business processes, work practices,
and also relationships with colleagues. This
satisfaction is like any other reaction that can be
impacted by the context of the job’s duties and
also elements of the work environment, with an
equivalence to the information technology’s tools
(Kock & Moqgbel, 2021). Luthans (2012) states
that job satisfaction is a series of rules related to
pleasant and unpleasant feelings related to a
person’s work. Likewise, with changes in the
work processes caused by the application of new
information systems such as state treasury and
budget system SPAN (Kelerey, Djatmika, &
Siswanto, 2020). Mariani et al., (2013), Wamba
& Bhattacharya (2015) and Attar & Sweis (2010)
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find a positive relationship between the
application and acceptance of technology for
individuals’ job satisfaction.

H4: Technology  acceptance  significantly
influences employee Job Satisfaction

Job Satisfaction and Employee Performance

Robbins & Judge (2009) and Holbert,
Madhakomala, Saparuddin, & Timotius (2021)
state that a workplace’s job satisfaction will affect
performance. The same thing is stated by Sutrisno
(2011) and Abdirahman, Najeemdeen, Abidemi,
& Ahmad, (2020) that job satisfaction is an
important thing that must be considered with
regard to performance. Research by Maharani et
al., (2013), Hayati & Caniago (2012), and Barakat
et al., (2015) finds that job satisfaction positively

and significantly relates to  employee
performance.
H5: Job satisfaction significantly influences

employees’ performance

Technology Acceptance and Employee Perfor-
mance

To ensure organizations achieve their goals,
organizational leaders must ensure that their
employees accept the use of technology in the
workplace as a supporting tool for improving
employee performance (Houger, 2006;Yamin,
2020). Goodhue & Thompson (1995) and
Saleem, Malik, Qureshi, Farid, & Qamar (2021)
state that an individual’s performance achieve-
ment is related to the achievement of a series of
tasks with the support of existing information
systems. Ahearne et al., (2008) and Ali & Younes
(2013) find that technology acceptance has a
positive effect on employee performance. The
role of the use and acceptance of information
technology is what will determine employee
performance.

H6: Technology acceptance significantly affects
employees’ performance
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Technology Acceptance, Job Satisfaction, and
Employee Performance

According to Makin et al., (1996), the employees’
satisfaction with aspects of their work can affect
their motivation, which will ultimately affect their
performance. With  the organizations’
development of information systems that can be
accepted by their users, it is hoped that this will
increase employee job satisfaction through
devices that support their work processes, which
in turn will also improve the employees’
performance (Almohtaseb, Almahameed,
Sharari, & Dabbouri, 2021; Alsuwaidi,
Alshurideh, Al Kurdi, & Salloum, 2021). With
greater job satisfaction, employees are expected
to provide greater performance so that the
organizational goals will be achieved (Kelerey et
al., 2020;Qureshi, Thebo, ur Rehman, Shahbaz, &
Sohu, 2020).

H7: There is a significant effect between
technology acceptance and employees’
performance through job satisfaction’s
mediation

METHOD, DATA, AND ANALYSIS

This research was a quantitative study. The
population in this study were employees who
worked for the Ternate City Government.
Determination of the sample was by using a
purposive sampling approach with the condition
that the respondents were civil servants,
specifically in the financial unit section who
operated the regional management information
system (SIMDA) in 33 regional apparatus
organizations (OPD) of the Ternate City Govern-
ment. Respondents in this study gave their
informed consent to be involved in this study.

Research Data

A questionnaire was distributed to 130 potential
respondents, but only 117 replies from the
respondents could be used and processed. The

validation of the data was carried out by looking
at the results of the survey that had been entered
based on the organizational unit, unit/section, and
also the completeness of the data from the
respondents. The profile of the respondents in this
study is shown in Table 1.

Data Collection

The data were classed as primary data, which had
been obtained from the respondents through a
questionnaire survey. This questionnaire was
divided into two sections: The first asked the
respondents to fill out their profile information
and the second requested them to fill in the
guestionnaire. The respondents in this study were
State Civil Servants in the Ternate City Regional
Apparatus Organization (OPD) who worked in
the financial units and units in 33 OPDs. This
population was selected because this city had the
most accessible internet, so the technology they
used was exposed. Using them as the population,
it was expected to demonstrate how receptive
they were to the level of technology that they used
working for a state apparatus in a small urban city.
As civil servants, they were expected to perform
just as well as their counterparts in the big cities
in Java.

Measurements of transformational leader-
ship’s effect on increasing the success of the
information system were achieved through four |
(41), namely (1) ideal influence, transformational
leaders instill confidence, pride, and respect in IS
users by acting well and setting an example, (2)
inspiring motivation, transformational leaders
increase system user confidence in using IS by
articulating an attractive vision and expressing
high levels of hope and optimism about users'
ability to use IS, (3) knowledgeable stimulation,
transformational leaders can train or guide
followers and provide individual support while
listening to the concerns and needs of IS users, (4)
personalized consideration, transformational
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leaders can stimulate creative problem-solving
skills of system users by challenging them to
tackle old problems using new perspectives,
making them take risks, and asking system users
for ideas for better use of IS (Cho et al., 2011).
The measurements for the quality of this system
were its ease of access, along with the system’s
reliability, security, accuracy, and features. The
measurement of these facilitating conditions also
incorporated the availability of a user’s manual,
someone's help, user knowledge, and training.
The measurement of the technology’s acceptance
consisted of its ease of use and perceived benefits.
The factors that affected job satisfaction,
according to Tsai et al., (2007) and SHRM
(2014), were salary/compensation, the nature of
the job and pressure, opportunities for individual
career development, job security and protection,
communication  between  superiors  and
subordinates, co-workers and the work itself. The
employees’ performance indicators (Minister of
Finance Decree on Performance Management
within the Ministry of Finance Number
467/KMK.01 / 2014) consisted of their service
orientation, integrity, discipline, commitment,
and cooperation. All these constructs were
measured on a five-point Likert scale. All the
measurement items were taken from previous
studies after studying the development of the
variables under study.

Convergent validity, discriminant validity, as
well as reliability tests were carried out to
measure both the inner and outer models. A
model had good convergent validity if the outer
loading value was > 0.6 (Chin & Newsted, 1999),
and an average variance extracted (AVE) > 0.5,
according to Hair et al., (2010), and composite
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reliability > 0.7 (Hair et al., 2011). Furthermore,
Cronbach's alpha should be greater than 0.7
(Bougie & Sekaran, 2019) for each variable,
indicating that they would all be sufficiently
reliable and the fittest item for each variable. This
can be seen in Figure 1 and Table 2.

Research Method

The data were analyzed using structural
equation modeling (SEM) through the partial
least squares (PLS) approach using the SmartPLS
3.0 program. SEM is a statistical system for
testing and approximating underlying
relationships by integrating factor analysis and
path analysis (Wright, 1922).

RESULT AND DISCUSSION

Based on Table 2, the respondents in this study
numbered 117 people, with the majority of the
respondents being women, (73 people or 62%).
With regard to their age, the majority of the
respondents were between the ages of 31-35 (50%
or 43 respondents), with most of them being
university graduates in the bachelor category and
most of the respondents have been employed for
between 6 to15 years (72% or 62 respondents).

The test results in Table 3 show that the AVE
variable’s root value was higher than the
correlation value among the variables (Hair et al.,
2016). Hence, it can be claimed that this
measurement model met the discriminant
validity. In several viewpoints of the assessment
carried out on the construct’s validity and
reliability, it was concluded that the entire
indicators could be used as measures of the

variables in this study.
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Table 1. Profile of Respondents

Profile Description Percentage Frequency
Gender Male 44 38
Female 73 62
Age <25y.0. 5 4
26-30 y.0. 23 20
31-35y.0. 50 43
> 36y.0. 39 33
Level of Education S3/Doctor 0 0
S2/Master 6 5
S1/Bachelor 83 71
Diploma 10 9
High School/equals 18 15
Organizational Tenure <5 years 20 17
6-15 years 72 62
> 15 years 25 21
Structural Position Finance Head Unit 25 21
Finance Sub-head Unit 36 31
Planning Sub-head Unit 26 22
Treasury 30 26

Source: Processed Data (2018)

Table 2. Results for Discriminant Validity

Construct FC SQ TL TA Js PE
FC (0.710)
sQ 0.460 (0.770)
TL 0.431 0.345 (0.791)
TA 0.592 0.578 0.459 (0.849)
Js 0.551 0.428 0.368 0.523 (0.747)
PE 0.436 0.339 0.442 0.397 0.644 (0.810)

Abbreviation: FC (Facilitating Conditions), SQ (System Quality), TL (Transformational Leadership), TA
(Technology Acceptance), JS (Job Satisfaction), EP (performance employee)

Figure 1
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Table 3. Convergent and Reliability Test

Transformational Leadership (CA: 0.806;
AVE: 0.626; CR: 0.870)

o Leaders give good examples ¢ 0.802

o | eaders instill confidence in employees o 0.780

o Leaders motivate employees with high ¢ 0.806
optimism

o [ eaders communicate the organization’s e 0.776

vision well, with regard to the importance
of SIMDA

System Quality (CA: 0.830; AVE: 0.593;

CR: 0.879)

¢ SIMDA is sufficiently responsive for data e 0.757
processing.

o SIMDA is reliable for data processing ¢ 0.826

o Satisfied with SIMDA’s performance e 0.772

o SIMDA has a high level of security ¢ 0.815

o SIMDA is accurate when processing data e 0.670

Facilitating Conditions (CA: 0.703; AVE:

0.505; CR: 0.801)

¢ The organization provides a manual about e 0.599
how to use SIMDA

e The organization provides experts to e 0.677
teach how to use SIMDA

e Owning knowledge to use SIMDA e (0.782

¢ The organization has a training program
to study SIMDA e 0.768

Technology Acceptance (CA: 0.622; AVE:

0.721; CR: 0.837)

e Easy to use e 0.793
e Easy to learn e 0.901

Job Satisfaction (CA: 0.840; AVE: 0.558;
CR: 0.883)

e The nature and pressure of work does e 0.770
not affect the quality/quantity of work
o Be satisfied with the career development e 0.640

opportunities provided/offered by the
organization

e Organization provides work protection e 0.757
against risks in the workplace

e There is good communication with ¢ 0.850
superiors at work.

o Co-workers always help to complete e 0.774
tasks

o The work material provided is in e 0.673
accordance with one’s ability

Performance (CA: 0.867; AVE: 0.656;

CR: 0.904)

o Understanding the importance of the * 0.739
role of stakeholders in the organization

¢ Developing good relationships with * 0.862
stakeholders is needed

o Understanding the code of ethics at * 0820
work

e Prioritizing official interests rather than * 0.878
personal and/or group interests

e 0.740

o Attempting to find various ways to
improve the quality of the work

Abridgement: CA=Cronbach’s Alpha, AVE=Average Variance Extracted, CR=Composite Reliability

Source: Processed Data (2018)

The model’s fit was assessed from several
calculations such as the coefficient of the model’s
determination (Rm2), the goodness of fit index
(GoF), and the value of f squared (f2). The
determination coefficient of the model was
calculated employing the entire determination
coefficient (R?) from the model (Table 4). The R?

value for the technology acceptance variable was
0.473. This value showed that the disparity in
technology acceptance could be explained by
transformational leadership, system quality, and
the facilitating conditions at 47.3%, while the
remainder would be explained by other variables.
The R? for the job satisfaction variable was 0.273.
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This value reflected that the difference in job
satisfaction could be explained by technology
acceptance at 27.3%, while the rest would be
explicated by other variables. The R? for the
employee performance was 0.420, indicating that
the variation in employee performance was
explained by technology acceptance and job
satisfaction at 42.0%, while the remaining
variables would be explained by others.

Hair et al., (2014) stated that overall, the
determination coefficient would be considered to
be low if it was 0.20, while the results of this
model found the three coefficients to be more
than 0.20. So that based on these results, the fit of
the model was quite good. Calculating the model
fit was done with the following formula:

m2 = 1 - (1 - R12) (1 - an)

m?=1-(1-0.473)(1 - 0.273)(1-0.420)

m?=1-0.222

m?=0.778

The result showed that the inner model’s Rm?

value was 0.778, meaning that this study’s model
had a high model fit. The model’s accuracy was
77.8%, which meant that the model’s contribution
to explaining those six variables’ structural

relationship was 77.8% and the rest would be
expounded by other unstudied variables.

Table 4. R-Square

RZ
Technology Acceptance 0.473
Job Satisfaction 0.273
Performance 0.420

Source: Processed Data (2018)

The model’s fit was also obtained through the
goodness of fit index. The fitness index (GoF) is
defined as the geometric mean or root of the
communality mean and the mean of R2 for all the
endogenous structures (Tenenhaus, Esposito,
Chatelinc, & Lauro, 2005). The wvalue of
commonality was the same as the value of AVE.

The GoF index showed the predictive power of
the overall model. The GoF value had an interval
from 0 to 1. GoF values that were close to the
number 1 indicated a good path model estimate
(Akter, Ambra, & Ray, 2011). The lowest limit
for providing good fit recommendations was
0.33. The GoF index for this research model was
0.487. Therefore, the structural model explaining
the relationship between these three variables had
good predictive power (fit). The inner model’s
analysis showed a good fit for the model in this
study, which could then proceed to the next step,
the testing of the hypotheses.

To better determine the density of the results
of testing the hypotheses, the t-test was tested
using a significance of 5% or 0.05 and 1% or 0.01.
Each hypothesis would be supported if the t-value
was above the t-table value. The t-table value was
1.96 at a significance level of 0.05, while the t-
table value was 1.96 for a significance of 0.01.
The beta coefficient (0 sample estimate) had a
positive value, explaining the relationship
between the two variables studied. In general, the
results showed that five of the hypotheses
proposed in this study were supported (Hz, Hs, Ha,
Hs, and H7) and two were not supported (H; and
He).

Transformational leadership did not have a
significant effect on technology acceptance,
meaning that higher or stronger transformational
leadership would not guarantee or affect the level
of acceptance of the technology. The success
factor of implementing the Regional Management
Information System (SIMDA), in the form of
transformational leadership, did not provide a
significant increase in technology acceptance in
the Ternate City Government. Transformational
leadership in the environment of the Ternate City
Government was not able to motivate the users of
SIMDA, who were, on average, 35 to 45 years
old, to improve their ability to learn new
information systems. The age factor was an
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intrinsic factor affecting the use of the new
information system. The older a person is when
learning an information system, the more difficult
it is for them to process the complex stimuli and
allocate attention to the information (Plude &
Hoyer, 1986). The failure of the leadership to
motivate the employees also resulted in the
absence of the effect of this transformational
leadership on technology acceptance. Many of the
leaders in the regions feel that they do not quite
understand the direction of policies that will be
taken by the central leadership with the

Jabid, et al

Government of Ternate, have not been able to
provide good examples in the success of SIMDA.
This study’s results are different from research
conducted by Elkhani et al., (2014) which shows
that the role of transformational leadership has a
significant direct effect both on perceived
benefits and on the ease of use of the dimensions
of the Technology Acceptance Model (TAM).
Although there was a difference in the way the
variables were taken, the results supported the
research by Schepers et al., (2005) and Cho et al.,
(2011), which showed that transformational

implementation of SIMDA in the future, so that leadership had no significant impact on
leaders in the regions, especially in the City  technology acceptance.
Table 5 Results of Testing the Path Coefficient on the Inner Model
Relationship Pat h Standa}rd t P
Coefficient Deviation statistic
Direct Influence
Transformational Leadership=» Technology Acceptance 0.072 0.097 0.741 0.409
System Quality=>» Technology Acceptance 0.375 0.084 4.453 0.000
Facilitating Condition=>Technology Acceptance 0.388 0.089 4.381 0.000
Technology Acceptance=>»Job Satisfaction 0.523 0.066 7.911 0.000
Technology Acceptance =»Performance 0.083 0.088 0.946 0.325
Job Satisfaction=»Performance 0.601 0.066 9.159 0.000
Indirect Influence
Technology Acceptance=>»Performance 0.314 0.060 5.195 0.000

Source: Processed Data (2018)

The results showed that system quality
impacted positively and significantly on
technology acceptance. This meant that the higher
and the better the quality of the SIMDA system
was, the higher or better the acceptance of the
technology was. The perception of the
respondents, in terms of the most influential
indicator of the quality of this system’s variables,
was the level of security, with an average value of
4.00. The respondents had a high level of
confidence in the level of security of the SIMDA
system. A high level of security was one of the
most crucial factors for SIMDA’s management,
considering that SIMDA is a State Financial
Management Information System that provides a
database of all the state’s financial transactions,
so it must be safe from all forms of abuse, whether

viruses, spyware, attacks by hackers or abuse
caused by users; all of which could cause losses
to the state’s finances or leakage of information
regarding the existing data that could be misused
and lead to criminal acts. Based on the loading
factor value for the system’s quality, the system’s
reliability indicator had the highest value, of 0.86.
Even though it did not get a high average value
for the respondents' perceptions, this indicator
was important to build influence for the
technology acceptance, so that the Ternate City
Government must further improve the reliability
of the SIMDA system so that it is even better at
processing data. This finding supports the
research conducted by McFarland & Hamilton
(2006), Ahn et al., (2007), Kim et al., (2008),
Cheng (2012) and Alshibly (2014), which showed
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that system quality positively and significantly
affects technology’s acceptance. The finding in
this study was not in line with Park et al., (2012)
who found no influence between the quality of the
system and the ease of use and its perceived
benefits.

This study proved that the facilitating
conditions had a positive and significant effect on
technology acceptance, indicating that the better
the technical and organizational facilitation
conditions provided by the organization were, the
better and higher the acceptance of the technology
would be within the city’s government. To reduce
and problems in SIMDA’s
implementation, the provision of support and a
high organizational role were some of the crucial
factors that supported the  successful
implementation of the new information system.
Organizations must quickly and precisely follow
up on all the problems that occur when using
SIMDA. The respondents’ perceptions, in terms
of the indicator that had an important influence on

the barriers

the facilitating conditions
acceptance was the availability of a manual on
how to use the SIMDA system, with an average
value of 4.26. The respondents considered that the
manual was important as a guide and learning tool
for using SIMDA. The respondents could get
information/knowledge directly from the manual,
which was written using language and
explanations that were easy and understandable
even for laymen and those who were new to the
information system. However, this manual must
always be updated quickly if there is also an
update to the system. As for the loading factor
value of the facilitating conditions, the indicator
of a person's or group’s assistance was important
for building a relationship with technology’s
acceptance, with a value of 0.85. This indicated
that when studying how to use SIMDA, the
assistance of experts who could also provide
solutions to problems that arose was very

for technology’s

important. For this reason, the Ternate City
Government must be able to improve the quality
and number of their experts, to help their
employees learn to operate SIMDA more easily
and quickly.

The results are also in line with the results of
research by Teo (2010), Aggelidis & Chatzoglou
(2009), Gu et al., (2009) and Sambasivan et al.,
(2010), which stated that facilitating conditions
had an influence technology acceptance. This
finding was not in line with research by Fu et al.,
(2006) and Fathema et al., (2015) which found
that the facilitation conditions did not have a
significant relationship with technology accep-
tance.

Any changes in the application of information
systems in the work environment would also
result in changes to the way people work. This
would also impact on the job satisfaction of the
users of the information system itself (Mariani et
al., 2013). DeLone & McLean (1992) also stated
the same thing; using the information system
would also affect individuals’ job satisfaction.
The results also showed that technology’s accep-
tance positively and significantly influenced
employees’ job satisfaction in the Ternate City
Government, meaning that the higher and better
the level of technology acceptance was, the
higher the job satisfaction of employees was. The
perception of the respondents, in terms of the
indicators for the technology acceptance variables
that had the highest average and also the highest
loading factor was the perceived benefit, with a
value of 4.04, which meant that the respondents
believed that using SIMDA would make their
work easier, more useful, increase their
productivity, increase their effectiveness and
could also improve the users’ performance. This
perceived benefit indicator was important for
building a relationship with the employees’ job
satisfaction. The employees believed that using
SIMDA helped to support the smooth running of
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their work. Therefore, this indicator of the
benefits perceived by the users was the most
important factor for technology acceptance,
resulting in the employees’ high job satisfaction.
Although SIMDA is a mandatory information
system (a system that is mandatory to use to
support work), when designing an information
system, the main beneficial role of making the
system is a major concern. If the use of an
information system provides little or no benefit,
the users will be reluctant to use the information
system, but on the other hand, if the users feel that
the perceived benefits of using the information
system are of great use, they will always
use/utilize the information system to support their
work. This study’s results supported research
conducted by Mariani et al., (2013), Wamba &
Bhattacharya (2015) and Attar & Sweis (2010)
which stated that technology acceptance
positively and significantly affected job
satisfaction. However, this study’s results differ
from the results of a study conducted by Lee et
al., (1995) which found that the direct effect of
receiving information systems on job satisfaction
was not significant, but required a mediating role
for satisfaction with the information system
between the two.

DeLone & McLean (1992) state that the use
and utilization of information systems will affect
user satisfaction and ultimately affect individual
performance. Job satisfaction will affect perfor-
mance (Robbins & Judge, 2009), and this is the
most important thing that must be considered
regarding employee performance (Sutrisno,
2011). The Society for Human Resource Mana-
gement (SHRM), which is the largest member
organization for human resources (HR) in the
world, always conducts surveys on which factors
affect employees’ job satisfaction. These factors
are used by the organization as a preference/
reference that must be considered when the
organization develops and enhances initiatives for
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the progress of the organization. Therefore,
employee job satisfaction is the most important
factor and this has always been a major highlight
that demonstrates the success of an organization
in managing its HR, which is an essential asset for
the company in achieving its organizational goals
(SHRM, 2014). The results showed that the level
of job satisfaction of the employees of Ternate
City’s government positively and significantly
impacted on the employees’ performance. This
indicates that the higher the employees’ job
satisfaction was, the higher their performance
was. A satisfied employee will have an impact on
psychological maturity which will lead to passion
and enthusiasm in performing their jobs,
achieving higher performance than an employee
who is not satisfied (As’ad, 2004). The
respondents' perceptions of the indicators for the
job satisfaction variable that had the highest
average values were coworkers and superior
communication with subordinates with values of
4.21 and 4.08 respectively, while for the loading
factor value for job satisfaction, communication
indicators between superiors and subordinates
had the highest scores, amounting to 0.778, which
was important for building a relationship with the
performance of the employees. This meant that in
the implementation and completion of the daily
tasks, colleagues were the most important thing
because cohesiveness and support from them, and
good communication between superiors and
subordinates were also important things in
completing their work. After all, good
communication would minimize the occurrence
of conflicts and support the smooth running of the
work. It would also create a conducive
atmosphere so that employees would feel
comfortable at their work, which would increase
employee performance as well. The results of this
study are in accordance with research conducted
by Maharani et al., (2013), Hayati & Caniago
(2012), and Barakat et al., (2015), who found that
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job satisfaction had a positive and significant
relationship  with  employee  performance,
however Kalkavan & Katrinli (2014) and Fu &
Deshpande (2014) found an absence of any
influencing relationship between job satisfaction
and performance.

To achieve organizational goals, organiza-
tional leaders must ensure that the employees
accept the usage of technology in the workplace,
as a supporting tool for improving employee
performance (Houger, 2006). Goodhue &
Thompson (1995) state that individual perfor-
mance achievement is related to the achievement
of a series of tasks with support from existing
information systems. Therefore, the acceptance of
technology by the employees of the Ternate City
Government is needed to support and improve
their performance. The results showed that
technology's acceptance had not had a significant
impact on the performance of the employees. This
meant that a higher level of technology
acceptance did not improve the performance of
the employees of the Ternate City Government.
The respondents assumed that the system was still
not easy to use, and it was difficult to learn how
to use it because this required more effort spent
studying it, and it was also very different from the
old systems/applications that were previously
used. These constraints interfered with and
hindered the acceptance of the technology, which
resulted in no improvement in the employees’
performance. This study’s results do not support
a study conducted by Ahearne et al., (2008) and
Ali & Younes (2013), which indicated a
significant positive effect between technology’s
acceptance and an individual’s or an employee’s
performance. However, this study is in line with
the research of Lucas Jr & Spitler (1999) who
highlighted that the performance of the
employees is not supported by using TAM.

Employee satisfaction with aspects of their
work can affect their motivation, which in turn

will affect their performance (Makin et al., 1996).
The development of information systems by
organizations that can be accepted by their users
is expected to increase the employees’ job
satisfaction with the devices that support their
work processes, which in turn will also improve
the employees’ performance. Higher employee
job satisfaction is expected to provide higher
employee performance, so that the institutional
goals will be attained. The results indicate that
employees’ job satisfaction mediates between
technology’s acceptance and employees’ perfor-
mance, which is tested through Hypothesis 7.
There is an ancillary effect from technology’s
acceptance on the performance of employees
through job satisfaction. Testing the direct effect
between technology acceptance and employee
performance showed insignificant results, and
indirect testing through the mediation of the job
satisfaction variables showed significant results.
According to Baron & Kennys (1986), there is
full/perfect mediation. Based on the existing
findings, job satisfaction is an important variable
that successfully mediates technology acceptance
and employee performance. This means that
employees who can adopt technology properly
will increase their job satisfaction by using the
technology, so that in the end their performance
will increase. Information system changes will
result in changes in working methods, which will
affect the job satisfaction of the users (Mariani et
al., 2013). The better and happier an employee is
when utilizing an information system, the higher
his/her job satisfaction will be. Conversely, if an
employee is reluctant or not happy to use the
information system, this will decrease his/her
perceived job  satisfaction. Greater job
satisfaction will lead to greater efforts to achieve
a higher performance as well (As’ad, 2004). The
function of job satisfaction is very important in
improving performance and the acceptance of
new technology. The employees of the Ternate
City Government feel that if they were better at
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accepting and using technology, they would be
more satisfied with their work, so that in the end
they would improve their performance, because
greater job satisfaction could improve the
employees’ performance and their acceptance of
the new system that has been implemented and
used by the Ternate City Government. Greater job
satisfaction would also increase the employees’
performance, which could affect the progress of
the organization. This is in line with the opinion
of Mariani et al., (2013), who stated that the
implementation of an information system would
affect job satisfaction.

CONCLUSION AND SUGGESTION
Theoretical Implications

By referring to this study’s findings, the
theoretical implications of this research are first,
this study built a theoretical model regarding the
effect of technology acceptance on employee
performance and the variables that influence it.
This model can explain the variables in the
successful implementation of the Regional
Management Information System (SIMDA),
which has an important effect on technology
acceptance, and it is also found that the job
satisfaction variables have a mediating role in the
variables” acceptance of the technology on
employees’ performance. Second, this study also
built a new model regarding the factors
influencing the triumph of SIMDA’s implemen-
tation, which may apply to other objects. Third,
the results of this study indicate that to improve
the performance of employees in organizations
facing a change in, or the adoption of, information
technology, a high level of job satisfaction is
required to build a relationship between the two.
Fourth, the research results also prove that the
quality of the system and good facilitating
conditions are factors that can increase the
acceptance of a new technology system in an
organization.
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These four highlighted points from the
findings are seen to strengthen the elaboration of
the theoretical concepts of transformational
leadership, the system’s quality, the facilitating
conditions, the acceptance of information
technology, job satisfaction, and performance.
Figure 1 emphasizes the position of facilitating
condition, system quality, and transformation
leadership  for  influencing  performance.
However, this condition should consider the
technological acceptance and job satisfaction of
the employees. In short, while previously these
theoretical concepts have been explained indi-
vidually, this model explains how they interact
with each other.

Practical Implications

Based on the findings, the practical
implications are, first, the quality of the system
and the conditions for facilitating it influence the
acceptance of new technology. This indicates that
the Municipal Government of Ternate must be
able to improve the quality of the system and
provide even better-facilitating conditions for the
implementation, to increase the acceptance of the
technology. Increasing the quality of access to,
and the smoothness of, the network, along with
making the system’s quality more reliable,
improving its features and making an attractive
user interface design, increasing the support
provided by responsive and competent experts
who can provide fast and precise solutions when
problems occur, and also equitable and conti-
nuous training for all the users, it is possible all
this could improve the technology acceptance.
Second, the role of transformational leadership
does not affect technology acceptance. Although
it does not influence directly on technology
acceptance, the role of inspirational motivation
from a transformational leader who has a high and
strong vision of the mission will directly improve
the performance of the employees of the Ternate
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City Government. Each leader must be able to
mobilize each employee so he/she is able to
optimize his/her abilities and motivate him/her to
be able to successfully face any changes that
occur, so that the employees can accept the new
information system properly and smoothly.
Optimism and the role of high levels of support
from all parties will affect the success of the
implementation of the new information system.
Third, the results of this study imply that the job
satisfaction variables are needed to improve
employees’ performance and
acceptance. The higher and better the levels of
acceptance of the technology are, the greater the
employees’ job satisfaction will be, which in turn
will improve their performance. The employees
will feel more satisfied if they can accept the
better technology, which will also improve their
performance. Fourth, the role of its ease of use
and perceived benefits are important factors in the
successful acceptance of information technology.
Making an easy-to-use information system that
also has high-value benefits is very important
when implementing an information system.
Therefore, the developer or application
programmer must create a system that can

technology’s

improve the
simplify their work by also paying attention to the
ease of use of the system. Fifth, the highest
policymakers in the central government must be
able to raise the technology’s acceptance level
when building new information systems, and
raise the level of employee job satisfaction even
higher to improve their performance, so that the
implementation of SIMDA will be successful.

employees’ performance and

Limitations

This research collected data from a survey of the
civil servants (employees) of the Ternate City
Government. The research objective, in general,
was to look at the impact of transformational
leadership, the system’s quality, the facilitating

conditions, technology acceptance, and job
satisfaction on employees’ performance. This
research is inseparable from several limitations
that result in imperfect research. Some of the
limitations of this study are, first, this study is
cross-sectional, meaning that it is only conducted
at one time. It is not longitudinal, in the sense that
comparing the perceptions of the workers over a
continuous period can provide additional
information, or descriptions of the phenomena in
the study. Second, this study only took samples
from Ternate City Government employees. The
study did not take a broader view, so that the
generalization of the results is only specific to the
Ternate City Government. Third, it was necessary
to use various leadership theories, not only
transformational leadership, to  obtain
information on the types of leadership that can
affect the successful acceptance of a technology
system in an organization. Fourth, the absence of
the characteristics of the respondents, including
their income, meant there was no comparison of
the salary/compensation indicators of the job
satisfaction variables, so that the researchers did
not know the effect of the income received by the
respondents on their ability to improve their
performance.

Acknowledgement

The research was funded by a research grant
through the Faculty of Economics and Business,
Universitas Khairun. The authors would also like
to thank the faculty for the support in the research.

REFERENCE

Abdirahman, H. 1. H., Najeemdeen, 1. S,
Abidemi, B. T., & Ahmad, R. (2020). The
relationship between job satisfaction, work-
life balance and organizational commitment
on employee performance. Advances in
Business Research International Journal,
4(1), 42-52. Retrieved from:
https://www.ceeol.com/search/article-



246

detail?id=696047

Adi, M. P. H., & Sukmawati, A. (2020). The
effect of levers of control and leadership
style on creativity. Journal of Indonesian
Economy and Business: JIEB, 35(3), 236—
256. Retrieved from 10.22146/jieb.55466

Aggelidis, V. P., & Chatzoglou, P. D. (2009).
Using a modified technology acceptance
model in hospitals. International Journal of
Medical Informatics, 78(2), 115-126. doi:
10.1016/j.ijmedinf.2008.06.006

Ahearne, M., Jones, E., Rapp, A., & Mathieu, J.
(2008). High touch through high tech: The
impact of salesperson technology usage on
sales performance via mediating mecha-
nisms. Management Science, 54(4), 671-
685. doi: 10.1287/mnsc.1070.0783

Ahmad, R., & Saad, M. (2020). The impact of
Malaysian public sector in the relationship
between transformational leadership styles
and career development. International
Journal of Public Administration, 43(3),
203-212. doi:
10.1080/01900692.2019.1627555

Ahn, T., Ryu, S., & Han, . (2007). The impact of
Web quality and playfulness on user
acceptance of online retailing. Information
and Management, 44(3), 263-275. doi:
10.1016/j.im.2006.12.008

Ahyaruddin, M., & Akbar, R. (2016). The
relationship between the use of a perfor-
mance measurement system, organizational
factors, accountability, and the performance
of public sector organizations. Journal of
Indonesian Economy and Business, 31(1), 1-
22. doi: 10.22146/jieb.10317

Akter, S., Ambra, J. D., & Ray, P. (2011).
Trustworthiness in  mHealth information
services : An assessment of a hierarchical
model with mediating and moderating effects
using partial least squares ( PLS ). Journal of
the American Society for Information
Science and Technology, 62(1), 100-116.
doi: 10.1002/asi.21442

Alameri, F., & Alrajawy, I. (2020). Mediating
effect of organizational citizenship behaviour
on relationship between transformational

Jabid, et al

leadership and employees performance: Role
of green engineering. PalArch’s Journal of
Archaeology of Egypt/ Egyptology, 17(7),
6243-6257. Retrieved from:
https://archives.palarch.nl/index.php/jae/arti
cle/view/2962

Ali, B. M., & Younes, B. (2013). The impact of
information systems on user performance:
An exploratory study. Journal of Knowledge
Management, Economics and Information
Technology, 3(2), 128-154.

Alkhwaldi, A. F., & Al Eshoush, A. S. (2022).
Towards a model for citizens’ acceptance of
e-payment systems for public sector services
in Jordan: Evidence from crisis era.
Information Sciences Letters, 11(3), 657—
663.

Almohtaseb, A., Almahameed, M., Sharari, F., &
Dabbouri, E. (2021). The effect of
transformation leadership on government
employee job satisfaction during Covid-19.
Management Science Letters, 11(4), 1231-
1244. doi: 10.5267/j.msl.2020.11.015

Algudah, H., Al Natour, A. R., Al-Kofahi, M.,
Rahman, M. S. A., Abutaber, T. A., & Al-
Okaily, M. (2022). Determinants of the
cashless payment systems acceptance in
developing Countries: Evidence from
Jordanian public sector employees. Artificial
Intelligence for Sustainable Finance and
Sustainable Technology (ICGER), 593-601.
Springer International Publishing. doi:
10.1007/978-3-030-93464-4_58

Alshamaila, Y., Papagiannidis, S., & Li, F.
(2013). Cloud computing adoption by SMEs
in the north east of England: A multi-
perspective framework. Journal of Enter-
prise Information Management, 26(3), 250-
275. doi: 10.1108/17410391311325225

Alshibly, H. (2014). An Empirical Investigation
into Factors Influencing the Intention to Use
E-learning System: An Extended Techno-
logy Acceptance Model. British Journal of
Applied Science & Technology, 4(17), 2440—
2457. doi: 10.9734/bjast/2014/10033

Alsuwaidi, M., Alshurideh, M., Al Kurdi, B., &



Journal of Indonesian Economy and Business, Vol. 38, No. 3, 2023 247

Salloum, S. A. (2021). Performance apprai-
sal on employees’ motivation: A compre-
hensive analysis. Proceedings of the
International Conference on Advanced
Intelligent Systems and Informatics 2020,
681-693. Springer International Publishing.
doi: 10.1007/978-3-030-58669-0_61

Ambrose, P., & Eynon, J. (1998). A Theoretical
Model for Software Quality Management.
AMCIS 1998 Proceedings., 288. Retrieved
from https://aisel.aisnet.org/amcis1998/288

Apridiyanti, A., Suharman, H., & Ardianto, Z.
(2020).  Successful  Implementation  of
Information Systems in Public Sector
Organizations. Journal of Accounting
Auditing and Business, 3(1), 40-51.

Arokiasamy, A. R. A, Abdullah, A. G. K. bin, &
Ismail, A. B. (2014). Correlation between
cultural perceptions, leadership style and ICT
usage by school principals in Malaysia.
Turkish Online Journal of Educational
Technology, 13(3), 27-40. doi:
10.1016/j.sbspro.2015.01.478

As’ad, M. (2004). Psikologi Industri: Seri Ilmu
Sumber Daya Manusia. Yogyakarta: Liberty
Yogyakarta.

Attar, G. A, & Sweis, R. J. (2010). The
relationship between information technology
adoption and job satisfaction in contracting
companies in Jordan. Journal of Information
Technology in Construction, 15, 44-63.
Retrieved from:
https://www.itcon.org/2010/3

Bak, H., Jin, M. H., & McDonald IlI, B. D.
(2022). Unpacking the transformational
leadership-innovative work behavior
relationship:  The mediating role of
psychological capital. Public Performance &
Management Review, 45(1), 80-105. doi:
10.1080/15309576.2021.1939737

Barakat, L. L., Lorenz, M. P., Ramsey, J. R., &
Cretoiu, S. L. (2015). Global managers: An
analysis of the impact of cultural intelligence
on job satisfaction and performance.
International Journal of Emerging Markets,
10(4), 781-800. doi: 10.1108/1JoEM-01-
2014-0011

Baron, R., & Kenny, D. (1986). The moderator-
mediator variable distinction in social
psychological research. Journal of Perso-
nality and Social Psychology, 51(6), 1173—
1182. doi: 10.1037/0022-3514.51.6.1173

Bougie, R., & Sekaran, U. (2019). Research
Methods For Business: A Skill Building
Approach (8th ed.). Hoboken, New York,
NY: John Wiley & Sons.

Cheng, Y. M. (2012). Effects of quality ante-
cedents on e-learning acceptance. Internet
Research, 22(3), 361-390. doi:
10.1108/10662241211235699

Cheng, Y. M. (2019). A hybrid model for
exploring the antecedents of cloud ERP
continuance: Roles of quality determinants
and task-technology fit. International Jour-
nal of Web Information Systems, 15(2), 215-
235. doi: 10.1108/1IJW1S-07-2018-0056

Chin, W. W., & Newsted, P. R. (1999). Structural
equation modeling analysis with small
samples using partial least squares. In R. H.
Hoyle (Ed.), Statistical strategies for small
sample research. Thousand Oaks: CA: Sage
Publications.

Cho, J., Park, I., & Michel, J. W. (2011). How
does leadership affect information systems
success? the role of transformational
leadership. Information and Management,
48(7), 270-277. doi:
10.1016/j.im.2011.07.003

Dalal, R. S., & Credé, M. (2013). Job satisfaction
and other job attitudes. In APA handbook of
testing and assessment in psychology, Vol. 1:
Test theory and testing and assessment in
industrial and organizational psychology.
(pp. 675-691). doi: 10.1037/14047-037

DeLone, W. H., & McLean, E. R. (1992).
Information systems success: The quest for
the dependent variable. Information Systems
Research, 3(1), 60-95. doi:
10.1287/isre.3.1.60

Elkhani, N., Soltani, S., & Ahmad, M. N. (2014).
The effects of transformational leadership
and ERP system self-efficacy on ERP system
usage. Journal of Enterprise Information
Management, 27(6), 759-785. doi:



248

10.1108/JEIM-06-2013-0031

Fahri, J., Alting, H., Syahdan, R., Asril Arilaha,
M., & Buamonabot, I. (2021). Paternalistic
Leadership, Perceived Organizational Poli-
tics, and Job Satisfaction: Mediation and
Moderation Model. The 11th International
Conference on Information Communication
and Management, 52-58. doi:
10.1145/3484399.3484407

Fathema, N., Shannon, D., & Ross, M. (2015).
Expanding The Technology Acceptance
Model (TAM) to Examine Faculty Use of
Learning Management Systems (LMSs) In
Higher Education Institutions. MERLOT
Journal of Online Learning and Teaching,
11(2), 210-232.

Felicio, T., Samagaio, A., & Rodrigues, R.
(2021). Adoption of management control
systems and performance in public sector
organizations. Journal of Business Research,
124, 593-602. doi:
10.1016/j.jbusres.2020.10.069

Fu, J. R, Farn, C. K., & Chao, W. P. (2006).
Acceptance of electronic tax filing: A study
of taxpayer intentions. Information and
Management, 43(1), 109-126. doi:
10.1016/j.im.2005.04.001

Fu, W., & Deshpande, S. P. (2014). The Impact
of Caring Climate, Job Satisfaction, and
Organizational Commitment on Job
Performance of Employees in a China’s
Insurance Company. Journal of Business
Ethics, 124(2), 339-349. doi:
10.1007/s10551-013-1876-y

Goodhue, D. L., & Thompson, R. L. (1995).
Task-Technology Fit and Individual
Performance. MIS Quarterly, 19(2), 213-
236. doi: 10.2307/249689

Gu, J. C, Lee, S. C.,, & Suh, Y. H. (2009).
Determinants of behavioral intention to
mobile banking. Expert Systems with
Applications, 36(9), 11605-11616. doi:
10.1016/j.eswa.2009.03.024

Gu, Z., & Siu, R. C. Sen. (2009). Drivers of job
satisfaction as related to work performance in
Macao casino hotels: An investigation based
on employee survey. International Journal of

Jabid, et al

Contemporary Hospitality Management,
21(5), 561-578. doi:
10.1108/09596110910967809

Hair, J., Black, W., Babin, B., & Anderson, R.
(2010). Multivariate Data Analysis: A
Global Perspective. Pearson.

Hair, J. F. J, Hult, G. T. M, Ringle, C., &
Sarstedt, M. (2016). A primer on partial least
squares structural equation modeling (PLS-
SEM). Sage publications.

Hair, J. F., Ringle, C. M., & Sarstedt, M. (2011).
PLS-SEM: Indeed a silver bullet. Journal of
Marketing Theory and Practice, 19(2), 139-
152. doi: 10.2753/MTP1069-6679190202

Hair, J. F., Sarstedt, M., Hopkins, L., &
Kuppelwieser, V. G. (2014). Partial least
squares structural equation modeling ( PLS-
SEM) An emerging tool in business research.
26 (2)(September),  106-121.  doi:
10.1108/EBR-10-2013-0128

Handayani, E., Pandansari, T., Aji, M., Wahyuni,
S., & Hapsari, . (2022). Support for
Transformational ~ Leadership  through
Fairness and Accountability in the Imple-
mentation of Performance-Based Budgeting
for Indonesian  Private  Universities.
Proceedings of the 3rd International
Conference of Business, Accounting, and
Economics (ICBAE), 1-7. doi:
10.4108/eai.10-8-2022.2320924

Hawash, B., Mokhtar, U. A., & Yusof, Z. M.
(2021). Users’ acceptance of an electronic
record management system in the context of
the oil and gas sector in Yemen: an
application of ISSM-TAM. International
Journal of Management and Enterprise
Development, 20(1), 75-98. doi:
10.1504/IJIMED.2021.113661

Hayati, K., & Caniago, I. (2012). Islamic Work
Ethic: The Role of Intrinsic Motivation, Job
Satisfaction, Organizational Commitment
and Job Performance. Procedia - Social and
Behavioral Sciences, 65, 1102-1106. doi:
10.1016/j.sbspro.2014.05.148

Hendri, M. I. (2019). The mediation effect of job
satisfaction and organizational commitment
on the organizational learning effect of the



Journal of Indonesian Economy and Business, Vol. 38, No. 3, 2023 249

employee performance. International Jour-
nal of Productivity and Performance Mana-
gement, 68(7), 1208-1234. doi:
10.1108/1JPPM-05-2018-0174

Ho, A. T. (2002). Reinventing Local Govern-
ments and the E-Government Initiative.
Public Administration Review, 62(4), 434—
444, doi: 10.1111/0033-3352.00197

Holbert, J., Madhakomala, R., Saparuddin, S., &
Timotius, E. (2021). The influence of
leadership styles on employees’ job
satisfaction in public sector organizations in
Indonesia. Management Science Letters,
11(4), 1393-1398. doi:
10.5267/j.msl.2020.10.035

Houger, V. P. (2006). Trends of employee
performance. Collaborative effort between
managers and employees. Performance
Improvement, 45(5), 26-31.

Hoxha, A. (2015). Empowerment and trust as
mediators of the relationship between
transformational leadership and organiza-
tional effectiveness. European Journal of
Economic & Political Studies, 8(1), 43-60.

Huang, W.-R. (2019). Job Training Satisfaction,
Job Satisfaction, and Job Performance. In
Career Development and Job Satisfaction.
IntechOpen. doi: 10.5772/intechopen.89117

Husin, M. H., Loghmani, N., & Abidin, S. S. Z.
(2017). Increasing e-government adoption in
Malaysia: MyEG case study. Journal of
Systems and Information Technology,
19(3/4), 202-227. doi: 10.1108/JSIT-01-
2017-0007

Huy, P. Q., & Phuc, V. K. (2020). The impact of
public sector scorecard adoption on the
effectiveness of accounting information
systems towards the sustainable performance
in public sector. Cogent Business &
Management, 7(1), 1-23. doi:
10.1080/23311975.2020.1717718

Indrayani, E., & Gatiningsih. (2013). Sistem
Informasi Manajemen (SIM) Pemerintahan
Konsep dan Aplikasinya pada Organisasi
Pemerintahan/Pemda. IPDN Pres.

Ingsih, K., Prayitno, A., Waluyo, D. E., &
Suhana, S. (2020). Mediating roles of job

satisfaction toward the organizational
commitment of employees in the public
sector. The Journal of Asian Finance,
Economics and Business, 7(10), 999-1006.
doi: 10.13106/jafeb.2020.vol7.n010.999

Islam, A. K. M. (2012). The role of perceived
system quality as educators’ motivation to
continue e-learning system use. AlIS Tran-
sactions on Human-Computer Interaction,
4(1), 25-43. Retrieved from:
https://aisel.aisnet.org/thci/vol4/iss1/2

Kalkavan, S., & Katrinli, A. (2014). The Effects
of Managerial Coaching Behaviors on the
Employees’ Perception of Job Satisfaction,
Organisational Commitment, and Job
Performance: Case Study on Insurance
Industry in Turkey. Procedia - Social and
Behavioral Sciences, 150, 1137-1147. doi:
10.1016/j.sbspro.2014.09.129

Ke, W., & Wei, K. K. (2008). Organizational
culture and leadership in ERP implemen-
tation. Decision Support Systems, 45(2),
208-218. doi:
10.1016/j.dss.2007.02.002

Kelerey, B., Djatmika, E. T., & Siswanto, E.
(2020). The Effect of Technology Accep-
tance Model and Organizational Culture To
the Employee Performance and Attitude As
Mediator Variable (a Study At Academik and
Library Employee in Universitas Negeri
Malang, Indonesia). Economics and Law,
21(5), 10-20.

Kim, S., Kim, H. J., & Lee, H. (2009). An
institutional analysis of an e-government
system for anti-corruption: The case of
OPEN. Government Information Quarterly,
26(1), 42-50. doi:
10.1016/j.9iq.2008.09.002

Kim, T. G., Lee, J. H., & Law, R. (2008). An
empirical examination of the acceptance
behaviour of hotel front office systems: An
extended technology acceptance model.
Tourism Management, 29(3), 500-513. doi:
10.1016/j.tourman.2007.05.016

Kock, N., & Mogbel, M. (2021). Social
networking site use, positive emotions, and
job performance. Journal of Computer



250

Information Systems, 6(12), 163-173. doi:
10.1080/08874417.2019.1571457

Koral Gimusoglu, E., & Akay, E. (2017).
Measuring Technology Acceptance Level of
Teachers by Using Unified Theory of
Acceptance and Use of Technology. Inter-
national Journal of Languages’ Education
and Teaching, 5(4), 378-394. Retrieved from
https://eric.ed.gov/?id=ED581330

Korejan, M. M., & Shahbazi, H. (2016). An
analysis of the transformational leadership
theory. Journal of Fundamental and Applied
Sciences, 8(3), 452-461. doi:
10.4314/jfas.v8i3s.192

Kurniawan, D. T., Kusnayain, Y. I., Aulisaina, F.
l., & Hakim, M. A. R. (2021). Exploring the
Existence of Innovative Work Behavior
among Government Employee: Have Been
There? Journal of Indonesian Economy and
Business, 36(3), 272-282. doi:
10.22146/jieb.v36i3.1404

Laumer, S., Eckhardt, A., & Trunk, N. (2010). Do
as your parents say?—Analyzing IT adoption
influencing factors for full and under age
applicants. Information Systems Frontiers,
12(2), 169-183. doi:
10.1007/s10796-008-9136-x

Lebas, M. J. (1995). Performance measurement
and performance management. International
Journal of Production Economics, 41(1-3),
23-35. doi: 10.1016/0925-5273(95)00081-X

Lee, S. M., Kim, Y. R., & Lee, J. (1995). An
empirical study of the relationships among
end-user information systems acceptance,
training, and effectiveness. Journal of
Management Information Systems, 12(2),
189-202. doi:
10.1080/07421222.1995.11518086

Lucas Jr, H. C., & Spitler, V. K. (1999).
Technology use and performance: A field
study of broker workstations. Decision
Sciences, 30(2), 291-311. doi:
10.1111/j.1540-5915.1999.tb01611.x

Luk, S. C. Y. (2009). The impact of leadership
and stakeholders on the success/failure of e-
government service: Using the case study of
e-stamping service in Hong Kong.

Jabid, et al

Government Information Quarterly, 26(4),
594-604. doi: 10.1016/j.9ig.2009.02.009

Luthans, F. (2012). Organizational behavior an
evidence-based approach 12th edition. In
Organizational behavior: an edivence-based
approach.

Maharani, V., Troena, E. A., & Noermijati, N.
(2013). Organizational Citizenship Behavior
Role in Mediating the Effect of Transfor-
mational Leadership, Job Satisfaction on
Employee Performance: Studies in PT Bank
Syariah Mandiri Malang East Java. Interna-
tional Journal of Business and Management,
8(17), 1-12. doi:  10.5539/ijom.v8n17pl

Makin, P., Cooper, C., & Cox, C. (1996). Orga-
nisations and the Psychological Contract:
Managing People at Work. Wiley-
Blackwell.

Mariani, M. G., Curcuruto, M., & Gaetani, I.
(2013). Training opportunities, technology
acceptance and job satisfaction: A study of
Italian organizations. Journal of Workplace
Learning, 25(7), 455-475. doi:
10.1108/JWL-12-2011-0071

McFarland, D. J., & Hamilton, D. (2006). Adding
contextual specificity to the technology
acceptance model. Computers in Human
Behavior, 22(3), 427-447. doi:
10.1016/j.chb.2004.09.009

Miraz, M. H., Hasan, M. T., Rekabder, M. S., &
Akhter, R. (2022). Trust, transaction
transparency, volatility, facilitating condi-
tion, performance expectancy towards
cryptocurrency adoption through intention to
use. Journal of Management Information and
Decision Sciences, 25, 1-20.

Mulugo, L., Kyazze, F. B., Kibwika, P., Kikulwe,
E., Omondi, A. B., & Ajambo, S. (2020).
Unravelling technology-acceptance factors
influencing farmer use of banana tissue
culture planting materials in Central Uganda.
African Journal of Science, Technology,
Innovation and Development, 12(4), 453—
465. doi:
10.1080/20421338.2019.1634900

Negoro, M. C. W., & Wibowo, A. (2021).
Empathetic leadership, job satisfaction and



Journal of Indonesian Economy and Business, Vol. 38, No. 3, 2023 251

intention to leave among millennials in a
start-up industry: Needs’ satisfaction as a
mediating variable. Journal of Indonesian
Economy and Business, 36(2), 136-154. doi:
10.22146/jieb.v36i2.1398

Park, S., & Rainey, H. (2012). Work motivation
and social communication among public
managers. International Journal of Human
Resource Management, 23(13), 2630-2660.
doi: 10.1080/09585192.2011.637060

Park, Y., Son, H., & Kim, C. (2012). Investigating
the determinants of construction
professionals’ acceptance of web-based
training: An extension of the technology
acceptance model. Automation in Construc-
tion, 22, 377-386. doi:
10.1016/j.autcon.2011.09.016

Pawirosumarto, S., Sarjana, P. K., & Gunawan,
R. (2017). The effect of work environment,
leadership style, and organizational culture
towards job satisfaction and its implication
towards employee performance in Parador
Hotels and Resorts, Indonesia. International
Journal of Law and Management, 59(6),
1337-1358. doi: 10.1108/1JLMA-10-2016-
0085

Plude, D. J., & Hoyer, W. J. (1986). Age and the
selectivity of visual information processing.
Psychology and Aging, 1(1), 4-10. doi:
10.1037//0882-7974.1.1.4

Prybutok, V. R., Zhang, X., & Ryan, S. D. (2008).
Evaluating leadership, IT quality, and net
benefits in an e-government environment.
Information and Management, 45(3), 143—
152. doi:  10.1016/j.im.2007.12.004

Purnamasari, P., Amran, N. A., & Hartanto, R.
(2022). Modelling computer assisted audit
techniques (CAATS) in enhancing the
Indonesian public sector. F1000Research 11,
11, 559. Retrieved from:
https://f1000research.com/articles/11-559

Qing, M., Asif, M., Hussain, A., & Jameel, A.
(2020). Exploring the impact of ethical
leadership on job satisfaction and organiza-
tional commitment in public sector organi-
zations: The mediating role of psychological
empowerment. Review of Managerial

Science, 14, 1405-1432. doi:
10.1007/s11846-019-00340-9

Qureshi, M. A., Thebo, J. A., ur Rehman, S,,
Shahbaz, M. S., & Sohu, S. (2020). The role
hr analytics, performance pay and hr
involvement in influencing job satisfaction
and firm performance. Int. J. Adv. Sci.
Technol, 29, 382-392.

Rahi, S., Ghani, M., Alnaser, F., & Ngah, A.
(2018). Investigating the role of unified
theory of acceptance and use of technology
(UTAUT) in internet banking adoption
context. Management Science Letters, 8(3),
173-186. doi: 10.5267/j.msl.2018.1.001

Robbins, S. P.,, & Judge, T. A. (2009).
Organisational behaviour. 13th (ed) USA.
Prentice Hall, New Jersey.

Rothman, S., & Coetzer, E. P. (2002). The
relationship between personality dimensions
and job satisfaction. Management Dynamics:
Journal of the Southern African Institute for
Management Scientists, 11(1), 29-42. doi:
10.10520/EJC69638

Saba, T. (2012). Implications of E-learning
systems and self-efficiency on students
outcomes: a model approach. Human-Cen-
tric Computing and Information Sciences,
2(1), 1-11. doi: 10.1186/2192-1962-2-6

Salameh, A. A. M., Ahmad, H., Zulhumadi, F., &
Abubakar, F. M. (2018). Relationships
between system quality, service quality, and
customer satisfaction. Journal of Systems
and Information Technology, 20(1), 73-102.
doi: 10.1108/JS1T-03-2017-0016

Saleem, F., Malik, M. 1., Qureshi, S. S., Farid, M.
F., & Qamar, S. (2021). Technostress and

employee  performance nexus during
COVID-19: training and creative self-
efficacy as moderators. Frontiers in

Psychology, 12, 1-16. doi:
10.3389/fpsyg.2021.595119

Sambasivan, M., Wemyss, G. P., & Rose, R. C.
(2010). User acceptance of a G2B system: A
case of electronic procurement system in
Malaysia. Internet Research, 20(2), 169-
187. doi: 10.1108/10662241011032236

Schepers, J., Wetzels, M., & Ruyter, K. de.



252

(2005). Leadership styles in technology
acceptance: Do followers practice what
leaders preach? Managing Service Quality,
15(6), 496-508. doi:
10.1108/09604520510633998

Shao, Z. (2019). Impact mechanism of direct
supervisor’s  leadership  behaviors on
employees’ extended use of information
technologies. Journal of Enterprise Infor-
mation Management, 32(4), 626-645. doi:
10.1108/JEIM-07-2018-0160

Shao, Z., Feng, Y., & Hu, Q. (2016). Effec-
tiveness of top management support in
enterprise systems success: A contingency
perspective of fit between leadership style
and system life-cycle. European Journal of
Information Systems, 25(2), 131-153. doi:
10.1057/ejis.2015.6

Shao, Z., Feng, Y., & Hu, Q. (2017). Impact of
top management leadership styles on ERP
assimilation and the role of organizational
learning. Information and Management,
54(7), 902-919. doi:
10.1016/j.im.2017.01.005

SHRM. (2014). Employee Job Satisfaction and
Engagement The Road to Economic
Recovery. USA, CHINA, INDIA, UNITED
ARAB EMIRATES.

Smith, G., & Shirley, A. W. (1978). A review of
the effects of trace concentrations of anaes-
thetics on performance. British Journal of
Anaesthesia, 50(7), 701-712. doi:
10.1093/bja/50.7.701

Stelter, A., Kaping, C., Oschinsky, F. M., &
Niehaves, B. (2020). Theoretical foundations
on technology acceptance and usage in
public administrations: Investigating bound-
ed acceptance and usage of new technology
by employees. The 21st Annual International
Conference on Digital Government
Research, 344-345. Retrieved from
10.1145/3396956.3397004

Sutrisno, E. (2011). Manajemen Sumber Daya
Manusia, Cetakan Ketiga. Jakarta: Kencana
Prenada Media Group.

Tajuddin, R. A., Baharudin, M., & Hoon, T. S.
(2013). System quality and its influence on

Jabid, et al

students’ learning satisfaction in UiTM Shah
Alam. Procedia - Social and Behavioral
Sciences, 90, 677-685. Elsevier. doi:
10.1016/J.SBSPR0.2013.07.140

Tenenhaus, M., Esposito, V., Chatelinc, Y.-M., &
Lauro, C. (2005). PLS path modeling. 48,
159-205. doi: 10.1016/j.csda.2004.03.005

Teo, T. (2016). Modelling Facebook usage
among university students in Thailand: The
role of emotional attachment in an extended
technology acceptance model. Interactive
Learning Environments, 24(4), 745-757.
doi: 10.1080/10494820.2014.917110

Teo, Timothy. (2010). Examining the influence of
subjective norm and facilitating conditions
on the intention to use technology among
pre-service teachers: a structural equation
modeling of an extended technology
acceptance model. Asia Pacific Education
Review, 11(2), 253-262. doi:
10.1007/s12564-009-9066-4

Thannimalai, R., & Raman, A. (2018). The
influence of principals’ technology leader-
ship and professional development on
teachers’ technology integration in secon-
dary schools. Malaysian Journal of Learning
and Instruction, 15(1), 203-228. doi:
10.32890/m;jli2018.15.1.8

To, W.-M., Lee, P. K. C., & Lam, K.-H. (2018).
Building professionals’ intention to use
smart and sustainable building technologies
— An empirical study. PloS One, 13(8), 1-17.
doi: 10.1371/journal.pone.0201625

Tsai, P.C.F., Yen, Y. F., Huang, L. C., & Huang,
I. C. (2007). A study on motivating
employees’ learning commitment in the post-
downsizing era: Job satisfaction perspective.
Journal of World Business, 42(2), 157-169.
doi: 10.1016/j.jwb.2007.02.002

Venkatesh, V., & Davis, F. D. (2000). Theoretical
extension of the Technology Acceptance
Model: Four longitudinal field studies.
Management Science, 46(2), 169-332. doi:
10.1287/mnsc.46.2.186.11926

Venkatesh, V., Morris, M. G., Davis, G. B., &
Davis, F. D. (2003). User acceptance of
information technology: Toward a unified



Journal of Indonesian Economy and Business, Vol. 38, No. 3, 2023 253

view. MIS Quarterly, 27(3), 425-478. doi:
10.2307/30036540

Vijai, J. P. (2018). Examining the relationship
between system quality, knowledge quality
and user satisfaction in the success of
knowledge management system: an empi-
rical study. International Journal of
Knowledge Management Studies, 9(3), 203—
221.

Wamba, S. F., & Bhattacharya, M. (2015).
Determinants of perceived job satisfaction
from ERP-enabled emergency service
adoption: An empirical study. Twenty-First
Americas Conference on Information
Systems, 1-12.

Wang, C., & Teo, T. S. (2020). Online service
guality and perceived value in mobile
government success: An empirical study of
mobile police in China. International
Journal of Information Management, 52,
102076. doi:

10.1016/j.ijinfomgt.2020.102076

Wickramasinghe, V., & Wickramasekara, J.

(2022). Putting Public Services into
Enterprise System-Predicting Employees’
Acceptance of Transformational Govern-
ment Technology in an Expanded Techno-
logy Acceptance Model. Public Organiza-
tion Review, 22(2), 345-365. doi:
10.1007/s11115-021-00528-2

Wright, S. (1922). Coefficients of Inbreeding and

Relationship. The American Naturalist,
56(645), 330-338. doi: 10.1086/279872

Yamin, M. A. Y. (2020). Examining the effect of

organisational innovation on employee
creativity and firm performance: moderating
role of knowledge sharing between employee
creativity and employee performance.
International Journal of Business Innovation
and Research, 22(3), 447-467. doi:
10.1504/1JBIR.2020.108009



