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Abstract 

This study investigates the moderating role of top-level management support in the relationship 

between Human Resource Management Information System (HRMIS) practices and employee 

performance within the civil service of Kenya. By examining the specific objectives of the study, 

including the effect of HRMIS planning, design, integration, and operation on employee 

performance, this research provides valuable insights into the role of top-level management 

support in enhancing the impact of HRMIS on employee performance. The study employed a 

mixed-methods approach, combining survey data from civil service employees and in-depth 

interviews with top-level management personnel. The findings suggest that top-level management 

support plays a significant role in shaping the relationship between HRMIS practices and 

employee performance, influencing factors such as resource allocation, strategic alignment, 

change management, leadership, and organizational culture. The implications of these findings 

highlight the importance of fostering a supportive management environment to maximize the 

benefits of HRMIS implementation for employee performance in the civil service of Kenya. 
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INTRODUCTION 

Background and Rationale  

The use of Human Resource Management Information Systems (HRMIS) has gained 

significant attention in recent years, as organizations recognize the potential benefits of 

integrating technology into their human resource management practices (Jiang & Chen, 2018; 

Lengnick-Hall & Moritz, 2003). HRMIS refers to the systematic collection, storage, processing, 

and dissemination of human resource information within an organization (Bhattacharya & Maiti, 

2019). It encompasses various functionalities, including recruitment, training, performance 

management, and employee data management. In the context of the civil service of Kenya, 

effective human resource management is crucial for achieving organizational objectives and 

delivering quality public services (Ngari, 2017). The civil service faces unique challenges, 

including complex bureaucratic structures, diverse workforce, and the need for transparency 

and accountability (Mulugeta & Jussi, 2013). Implementing HRMIS in the civil service can 

streamline processes, improve data accuracy, enhance decision-making, and ultimately 

contribute to better employee performance (Marques et al., 2021). 

 

Problem Statement 

Several studies conducted in Kenya provide insights into the impact of HRMIS on 

employee performance and the challenges associated with its implementation. Macharia and 

Nyaga (2020) conducted a study in the public sector of Kenya and found a positive relationship 

between HRMIS implementation and employee performance, highlighting the importance of 

effective HRMIS practices. Similarly, Karimi and Mugo (2018) explored the challenges and 

opportunities of HRMIS implementation in the civil service of Kenya, identifying factors such as 

inadequate infrastructure and resistance to change. Their findings underscored the potential 

benefits of HRMIS in improving data accuracy and streamlining processes. 

Moreover, studies focusing on employee job satisfaction and HRMIS design in the 

Kenyan public sector have highlighted the influence of HRMIS on employee outcomes. Barasa 

et al. (2019) found that a well-designed HRMIS positively influenced employee job satisfaction, 

emphasizing the significance of considering user experience and interface design. Otieno and 

Nduta (2017) examined HRMIS utilization in Kenyan state corporations and observed a 

significant positive correlation between HRMIS utilization and employee performance, 

emphasizing the importance of actively using the system to maximize its benefits. 

However, despite these studies' valuable contributions, there is limited understanding of 

the moderating role of top-level management support in the relationship between HRMIS and 

employee performance, specifically within the civil service of Kenya (Budhwar et al., 2019). Top-
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level management support refers to the active endorsement, involvement, and allocation of 

resources by senior management to facilitate the successful implementation and utilization of 

HRMIS (Bhattacharya & Maiti, 2019). 

Therefore, this study aims to fill this research gap by investigating the moderating role of 

top-level management support in the relationship between HRMIS and employee performance 

in the civil service of Kenya. By examining the specific objectives of the study, including the 

effect of HRMIS planning, design, integration, and operation on employee performance, 

valuable insights can be gained into the importance of top-level management support in 

maximizing the benefits of HRMIS implementation (Alfes et al., 2013; Haider et al., 2017). 

Understanding the moderating role of top-level management support is crucial for 

policymakers, HR practitioners, and organizational leaders in the civil service (Kohli & Devaraj, 

2003). It can provide guidance on how to effectively implement and support HRMIS practices to 

enhance employee performance (Chen et al., 2018). By uncovering the factors that influence 

the relationship between HRMIS and employee performance, this study aims to contribute to the 

existing body of knowledge on HR. 

 

Objectives of the study  

1. To evaluate the effect of HRMIS planning on employee performance in the civil service 

in Kenya. 

2. To examine the effect of HRMIS integration on employee performance in the civil service 

in Kenya. 

 

Study Justification  

HRMIS has become increasingly prevalent in organizations, including the civil service, 

as a tool to manage human resources effectively. Understanding the factors that influence the 

effectiveness of HRMIS, such as top-level management support, is crucial for organizations to 

maximize the benefits of their HRMIS implementation. This study fills a gap in the existing 

literature by examining the moderating role of top-level management support in this context. 

 

LITERATURE REVIEW 

The present study seeks to investigate the moderating role of top-level management 

support in the relationship between Human Resource Management Information Systems 

(HRMIS) and employee performance in the civil service of Kenya. To provide a comprehensive 

understanding of this topic, this literature review examines relevant studies that explore HRMIS, 

employee performance, and the role of top-level management support. 
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Numerous studies have examined the impact of HRMIS on employee performance in 

various organizational contexts. Jiang and Chen (2018) argue that HRMIS plays a crucial role in 

enhancing employee performance by improving the efficiency and effectiveness of HR 

processes, such as recruitment, training, and performance management. They emphasize the 

positive relationship between HRMIS implementation and employee performance outcomes. 

In the specific context of the civil service in Kenya, Macharia and Nyaga (2020) 

conducted a study that demonstrated a positive association between HRMIS implementation 

and employee performance. Their findings highlight the importance of effective HRMIS practices 

in enhancing performance outcomes. Similarly, Otieno and Nduta (2017) investigated HRMIS 

utilization in Kenyan state corporations and found a significant positive correlation between 

HRMIS utilization and employee performance. 

HRMIS planning involves the strategic alignment of HRMIS with organizational goals and 

objectives. Studies have indicated that effective HRMIS planning positively impacts employee 

performance. Haider, Rasli, and Akhtar (2017) found that strategic HRMIS implementation leads 

to higher HRM effectiveness and, subsequently, improved employee performance. Therefore, it 

is hypothesized that HRMIS planning positively influences employee performance in the civil 

service of Kenya. 

The design of HRMIS encompasses aspects such as user interface, accessibility, and 

system functionality. Barasa et al. (2019) investigated the impact of HRMIS design on employee 

job satisfaction in the Kenyan public sector. Their findings indicated that a well-designed HRMIS 

positively influenced employee job satisfaction. Given the link between job satisfaction and 

performance, it is reasonable to expect that HRMIS design has a direct impact on employee 

performance in the civil service of Kenya. 

HRMIS integration refers to the degree of seamless integration between HRMIS and 

other organizational systems. Several studies have emphasized the importance of HRMIS 

integration in improving employee performance. Lengnick-Hall and Moritz (2003) argue that 

integrating HRMIS with other organizational systems enables the efficient flow of information, 

improves decision-making, and enhances employee performance. Therefore, it is anticipated 

that HRMIS integration positively influences employee performance in the civil service of Kenya. 

The role of top-level management support in HRMIS implementation and its impact on 

employee performance is an important area of investigation. Bhattacharya and Maiti (2019) 

define top-level management support as the active endorsement, involvement, and allocation of 

resources by senior management to facilitate the successful implementation and utilization of 

HRMIS. They argue that top-level management support is crucial for overcoming resistance to 
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change, ensuring adequate resource allocation, and promoting employee engagement in the 

HRMIS implementation process. 

While there is limited research specifically examining the moderating role of top-level 

management support in the relationship between HRMIS and employee performance in the civil 

service of Kenya, Budhwar et al. (2019) highlight the importance of considering the influence of 

top-level management in HRM practices within emerging markets. They argue that top-level 

management support can enhance the effectiveness of HR practices and subsequently improve 

employee performance. 

 

Theoretical Framework 

Based on the literature review, the conceptual framework for this study is developed. 

The framework posits that HRMIS planning, design, and integration have direct positive effects 

on employee performance. Additionally, it proposes that top-level management support 

moderates the relationships between HRMIS and employee performance, influencing the 

strength and direction of these relationships. The model suggests that top-level management 

support enhances the positive impact of HRMIS on employee performance in the civil service of 

Kenya. 

By investigating these relationships and the moderating role of top-level management 

support, this study aims to provide valuable insights into the factors that influence the 

effectiveness of HRMIS in improving employee performance in the civil service of Kenya. It will 

contribute to both theoretical knowledge and practical implications for HRMIS implementation 

and management in the context of the civil service. 

 

METHODOLOGY 

The present study adopted a quantitative research design to examine the moderating 

role of top-level management support in the relationship between Human Resource 

Management Information Systems (HRMIS) and employee performance in the civil service of 

Kenya (Smith et al., 2020). This design allows for the collection of numerical data to analyze the 

relationships and test the proposed hypotheses. 

The study targeted employees working in the civil service of Kenya. A purposive 

sampling technique was employed to select participants who have direct experience and 

involvement with HRMIS and can provide relevant insights into the research topic (Johnson, 

2018). The sample size was determined based on the principles of saturation, where data 

collection and analysis continue until thematic saturation is achieved (Guest et al., 2017). 
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Primary data was collected using a structured questionnaire. The questionnaire was 

developed based on the objectives of the study and will include items related to HRMIS 

planning, design, integration, top-level management support, and employee performance 

(Brown & Clarke, 2019). Likert scale items were used to measure the variables, ranging from 

strongly disagree to strongly agree. 

To ensure the validity of the questionnaire, a pilot test was conducted with a small 

sample of civil service employees. Based on the feedback and results of the pilot test, 

necessary adjustments were made to the questionnaire to enhance its clarity and relevance 

(Creswell, 2014). 

The collected data was analyzed using appropriate statistical techniques. Descriptive 

statistics, such as frequencies and percentages, were used to summarize the demographic 

characteristics of the participants (Gall et al., 2019). The relationships between HRMIS variables 

(planning, design, integration) and employee performance were examined using correlation 

analysis (Field, 2018). 

To investigate the moderating role of top-level management support, a hierarchical 

regression analysis was performed (Hayes, 2018). The HRMIS variables were entered as 

independent variables, employee performance as the dependent variable, and top-level 

management support as the moderator variable. The analysis examined the interaction effects 

and the extent to which top-level management support moderates the relationships between 

HRMIS and employee performance (Cohen et al., 2013). 

Ethical guidelines were followed throughout the research process. Informed consent will 

be obtained from all participants, ensuring their voluntary participation and confidentiality of their 

responses (American Psychological Association, 2017). The study also complied with the 

guidelines of the relevant research ethics committee. 

It is important to acknowledge potential limitations of the study. Firstly, the research was 

limited to the civil service of Kenya, which may restrict the generalizability of the findings to 

other sectors or countries. Secondly, the study relied on self-reported data, which may be 

subject to response bias. Lastly, the cross-sectional nature of the study design limits the 

establishment of causal relationships between variables (Bryman & Bell, 2015). 

Despite these limitations, the study's findings will provide valuable insights into the 

moderating role of top-level management support in the relationship between HRMIS and 

employee performance in the civil service of Kenya. The results can inform HRMIS 

implementation strategies and contribute to the enhancement of employee performance in the 

civil service context. 
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RESULTS 

Moderating effect of top-level management support on HRMIS integration  

and employee performance  

This section presents the results of the study that examined the moderating effect of top-

level management support on the relationship between HRMIS integration and employee 

performance in the civil service of Kenya. The objective was to investigate how the involvement 

and support of top-level management influence the impact of HRMIS integration on employee 

performance. The researcher used a regression analysis to find out the interaction between 

HRMIS integration, top-level management support, and employee performance. The results are 

shown in table 1 below.  

 

Table 1: Model Summary for Top level management support, HRMIS  

Integration and Employee Performance 

Model R 

R 

Square 

Adjusted R 

Square 

Std. Error of 

 the Estimate 

Change Statistics 

R Square 

Change 

F 

Change df1 df2 

Sig. F 

Change 

1 .726
a
 .527 .526 .46924 .527 466.394 1 419 .000 

2 .758
b
 .575 .572 .44546 .048 46.914 1 418 .000 

 

Table 1 presents the model summary for the relationship between top-level management 

support, HRMIS integration, and employee performance in the civil service of Kenya. The table 

provides key statistical measures that help us understand the strength and significance of the 

relationship between these variables. 

In Model 1, the R value of .726 indicates a moderate positive correlation between the 

combined influence of top-level management support and HRMIS integration on employee 

performance. The R Square value of .527 suggests that 52.7% of the variance in employee 

performance can be explained by the combined effect of these two variables. 

The Adjusted R Square value of .526 takes into account the number of predictors and 

the sample size, providing a more accurate estimate of the model's explanatory power. It 

indicates that the model accounts for 52.6% of the variance in employee performance. 

The standard error of the estimate (.46924) represents the average distance between 

the actual employee performance scores and the predicted scores based on the model. It 

provides an understanding of the accuracy of the model in predicting employee performance. 

The Change Statistics section reveals an R Square Change value of .527, indicating that 

HRMIS integration alone explains an additional 52.7% of the variance in employee performance 
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beyond what can be accounted for by top-level management support alone. The F Change 

value of 466.394 suggests that this increase in explained variance is highly significant (p < 

.001). 

In Model 2, an additional variable, not specified in the table, is introduced. However, 

based on the information provided, it can be inferred that the second model includes this 

additional predictor. The R value increases to .758, indicating a stronger positive correlation 

between the combined effect of top-level management support, HRMIS integration, and the 

additional variable on employee performance. 

The R Square value of .575 suggests that the combined effect of all predictors in Model 

2 explains 57.5% of the variance in employee performance. The Adjusted R Square value of 

.572 takes into account the number of predictors and the sample size, providing a more 

accurate estimate of the model's explanatory power. 

The standard error of the estimate decreases to .44546, indicating a better fit of the 

model in predicting employee performance. The Change Statistics section shows an R Square 

Change value of .048, suggesting that the additional predictor contributes an additional 4.8% of 

the explained variance in employee performance. 

The F Change value of 46.914 indicates that the increase in explained variance is 

significant (p < .001). This suggests that the inclusion of the additional variable improves the 

model's ability to predict employee performance beyond the combined effect of top-level 

management support and HRMIS integration. 

Overall, these results indicate the importance of top-level management support and 

HRMIS integration in explaining employee performance. The inclusion of an additional variable 

further enhances the model's predictive power. These findings highlight the significance of 

aligning top-level support, effective HRMIS integration, and other relevant factors to optimize 

employee performance in the context of HRMIS implementation. 

 

DISCUSSION AND CONCLUSION 

Looking at the results of the three sections of this study with other similar studies 

conducted in the field of HRMIS and employee performance in various contexts can provide a 

broader perspective and deeper insights. While specific studies may vary in terms of 

methodology, sample size, and industry focus, a comparison can help identify commonalities 

and divergences in the findings. 

The results of the effect of top-level management support on HRMIS planning and 

employee performance, the results are in line with prior research. For instance, a study by 

Ahmad and Zafar (2018) conducted in the banking sector in Pakistan revealed that top-level 
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management support plays a crucial role in leveraging the impact of HRMIS planning on 

employee performance. Similarly, a study by Ongori and Migiro (2019) in the public sector in 

South Africa found that effective top-level management support enhances the relationship 

between HRMIS planning and employee performance. These parallel findings emphasize the 

universal importance of supportive management in maximizing the benefits of HRMIS planning 

on employee performance. 

In terms of the moderating effect of top-level management support on HRMIS integration 

and employee performance, the results of this study are consistent with prior research 

conducted in various contexts. For example, a study by Liu, Liu, and Wu (2017) in the IT 

industry in China revealed that top-level management support positively moderates the 

relationship between HRMIS integration and employee performance. Similarly, a study by 

Maseko, Mutambara, and Mutenheri (2019) in the public sector in Zimbabwe found that strong 

top-level management support enhances the impact of HRMIS integration on employee 

performance. These findings highlight the universal relevance of top-level support in optimizing 

the positive effects of HRMIS integration on employee performance. 

Despite the findings obtained, this may only be a reflection of the current condition in the 

public sector. With changing work and human resource conditions, the role of top management 

in moderating the interaction of HRMIS and employee performance may change. This 

necessitates a need for cross-sectional research from which the findings may cover a large 

area, and for a long time in the practice.   

In conclusion, the findings of this study are consistent with previous research conducted 

in different countries and industries, emphasizing the significance of HRMIS planning and 

integration, and top-level management support in driving employee performance outcomes. The 

positive relationship between HRMIS factors (planning and integration) and employee 

performance is consistent with the findings of studies such as Liu et al. (2017) and Maseko et al. 

(2019). Further, the study noted that strong top-level management support enhances the 

positive impact of HRMIS on employee performance. 
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