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Amro Alzghoul (Jordan), Sahar Moh'd Abu Bakir (Jordan),
Ghaith Abdulraheem Ali Alsheikh (Jordan)

THE INTERPLAY AMONG HUMAN
RESOURCE INFORMATION
SYSTEMS, ORGANIZATIONAL
CITIZENSHIP BEHAVIOR,

AND ORGANIZATIONAL SUCCESS
IN JORDANIAN BANKS

Abstract

The objective of this study is to investigate the impact of human resource information
systems on organizational success and the moderating role of organizational citizen-
ship behavior in the banking sector of Jordan. The study employed a quantitative-
research method, using a stratified random sampling technique, to collect data from
141 employees working in the human resources departments of Jordanian banks. The
simple regression results showed a significant positive impact of human resource in-
formation systems on organizational success, as indicated by a T-value of 4.195 at a sig-
nificance level of 0.000, which was less than 0.05, an F-value of 17.569 at a significance
level of 0.000. Additionally, the study found that organizational citizenship behavior
played a significant moderating role in the relationship between human resource in-
formation systems and organizational success, as demonstrated by an increase in the
R? value from the first to the third models. These findings contribute to the existing
literature by providing new evidence of the positive impact of human resource infor-
mation systems on organizational success and the moderation effect of organizational
citizenship behavior in the MENA region.

Keywords human resource management, performance, employee
behaviors, Jordan, banks

JEL Classification M50, G21

INTRODUCTION

The prevalence of competition in the rapidly evolving global economy
has made all organizations susceptible to challenges. The current busi-
ness environment suffers from intense global competition, reduced
product lifecycles, diverse consumer demands, and the integration of
advanced technologies. These factors have created a hazardous and
unpredictable competitive landscape. Moreover, the flexible nature of
contemporary work arrangements and human resource management
practices has added to the difficulties organizations face in achieving
success. Therefore, despite advancements in knowledge, skills, and
competencies, organizations must continuously update and acquire
new ones as older ones become obsolete. This requires sophisticated
technologies and a highly skilled workforce that can adapt to chang-
ing circumstances.

Previous research related to organizational success has predominantly
focused on the operational flexibility of businesses, neglecting the im-
portance of a competent workforce (Skrinjari¢, 2022). An effective hu-
man resource information system (HRIS) can significantly improve
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HR processes and overall business success. By streamlining HR operations and providing data-driven
insights, an HRIS can help with recruitment and retention, performance management, and compen-
sation. For example, the improved recruitment process facilitated by an effective human resource in-
formation system can reduce the time and cost of hiring new employees. It can also provide real-time
data on employee turnover and performance, which can help in formulating HR strategies to improve
employee satisfaction and retention.

Furthermore, a human resource information system can automate HR tasks like benefits administra-
tion and record-keeping, freeing human resources to focus on more strategic initiatives. By improving
HR processes and reducing administrative burdens, organizations can achieve their business goals and
increase overall performance. However, it is essential to note that it is just one aspect of a well-rounded
approach to business success, and its impact on the organization will depend on how well it is imple-
mented and used. Davarpanah and Mohamed (2020) acknowledge that more research is needed to har-
ness the full potential of human resource information systems.

Researchers specialized in organizational citizenship behavior have recently sought to understand the
interplay between environmental/organizational factors and attitudinal elements in influencing OCB
performance among employees. However, organizational citizenship behavior is complex and has im-
plications for various aspects of organizations, environments, and personalities. This study expands the
existing body of literature by exploring the relationship between human resource information systems
and organizational effectiveness in Jordanian banks, considering the moderating role of organizational
citizenship behavior. To date, there have been no studies that examine this relationship in Jordan, thus
this study intends to address this void in the current literature.

This study examines the complex relationships between human resource information systems, orga-
nizational citizenship behavior, and organizational success in the context of Jordanian banks. The sig-
nificance of this study is characterized by the importance of human resource information systems and
organizational citizenship behavior in organizations and their impact on organizational success. HRIS
is a crucial tool for managing human resources. It can significantly impact organizational citizenship
behavior by forming an environment that supports and encourages individuals to engage in behaviors
that benefit the organization. While organizational citizenship behavior refers to voluntary actions that
employees take to benefit the organization, it can positively impact organizational success. This study
provides insights into the interplay between human resource information systems, organizational citi-
zenship behavior, and organizational success and how organizations can leverage these relationships to
enhance performance.

1. LITERATURE REVIEW

indicator of a country’s overall well-being and de-

AND HYPOTHESES

Organizational success can be defined as the at-
tainment of superior and sustained performance
outcomes through the implementation of effective
strategies and the engagement of employees. This
is a critical aspect of organizational performance,
as organizations play a central role in shaping so-
ciety and the economy. Measuring and assessing
organizational success can provide valuable in-
sights into an organization’s effectiveness and abil-
ity to meet its goals and objectives. In this context,
organizational success can be seen as a critical
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velopment (Al-Asoufi & Akhorshaideh, 2017). The
long-term success of an organization depends on
the performance and inspiration of its workforce
(Dobre, 2013). The achievement of success in an or-
ganization is closely tied to its current performance
in the business environment (Elrehail et al., 2019;
Ghaith, 2020). An organization’s ability to generate
profits depends on its effectiveness in executing its
strategies and operations. The HRM process plays a
dynamic role in an organization’s success. Effective
HR selection and practices can contribute to moti-
vated and engaged employees, enhancing organiza-
tional performance (Arora et al., 2021).
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HRM is a critical component of organizational
success, as it affects all aspects of the organization.
However, having a human resource information
system in place is insufficient to ensure effective
performance. An organizational performance
management system must consider the system’s
usage and effectiveness by both managers and em-
ployees. This approach ensures that the system is
being utilized to its fullest potential and contrib-
utes to the organization’s overall success (Nani &
Safitri, 2021; Richards et al., 2019). The HRIS has
become an integral part of the strategic HRM pro-
cess, which is an essential part of a successful or-
ganization (Armstrong & Brown, 2019). Studies
have consistently shown that human resource in-
formation systems statistically affect organization-
al success (Mohammed, 2021; Quaosar & Rahman,
2021). An effective human resource information
system provides various advantages for organiza-
tions, including tracking and analyzing employee
performance, developing and managing employ-
ee databases, and automating various HR-related
tasks (Mohammed, 2021). By utilizing these capa-
bilities, HRIS can provide organizations with an
accurate view of workforce performance and en-
able them to make informed decisions regarding
their human capital investment. This can lead to
improved efficiency, productivity, and greater or-
ganizational success (Quaosar & Rahman, 2021).

A human resource information system has a pos-
itive impact on performance, as evidenced by nu-
merous studies in HR management. For example,
Smith and Rupp (2010) found that organizations
implementing HRIS experienced improved HR
processes, increased efliciency, and reduced ad-
ministrative burden on HR staff. The study also
found that human resource information systems
provided data-driven insights into HR metrics,
such as turnover rates and employee satisfaction,
which informed decision-making and improved
HR strategies.

Lee and Cho (2015) concluded that organizations
with a well-implemented human resource infor-
mation system had higher employee satisfaction
and a lower turnover rate than organizations
without such systems. In addition, HRIS attracts
and retains top talents, ultimately contributing to
improved organizational success. Previous studies
demonstrate the positive impact that HRIS can
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have on organizational overall performance by
improving HR processes, reducing administra-
tive burden, and providing valuable data-driven
insights.

ElNakib et al. (2021) investigated the effect of
HRIS adoption on the performance of Vodafone
Egypt. They found that it positively affected per-
formance, leading to improved HR processes, in-
creased efficiency, and reduced administrative
burden. The study highlighted the importance
of HRIS in driving better business outcomes and
improving organizational performance. The study
provides valuable insights into the impact of HRIS
adoption in a specific organization - Vodafone
Egypt. As such, the human resource information
system is essential for organizations looking to
drive better business outcomes.

In the current competitive business environment,
where organizations face significant challenges
in ensuring their survival, a motivated and ded-
icated workforce is a valuable asset for a company.
Furthermore, an engaged workforce that consist-
ently exceeds expectations can positively impact
the organization’s overall performance and con-
tribute to its success. In this context, having a ded-
icated and high-performing workforce is critical
for organizational competitiveness and success.

According to Ibrahim et al. (2014), organization-
al citizenship behavior has become an increasing-
ly crucial component for any firm to succeed and
thrive in today’s fiercely competitive and borderless
world, which includes team-based companies and a
higher emphasis on client satisfaction. In addition,
Campbell Pickford and Joy (2016) argue that the in-
dividual actions of OCB may not have a noticeable
effect on an organization’s overall performance. It
is only when organizational citizenship behavior is
accumulated and collectively displayed by a group
of individuals within a department, group, or the
organization as a whole that its impact becomes
more pronounced and visible to stakeholders such
as peers, managers, and the general public. In both
the public and private sectors, organizational citi-
zenship behavior can positively impact organiza-
tional performance (Ibrahim et al., 2013).

Nowadays, efficient organizational performance
depends on collaboration and teamwork among
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employees. The dynamic and rapidly changing na-
ture of the business world requires frequent sponta-
neous actions and responses from staff to effectively
handle unexpected situations and events (McShane
et al., 2019). In the same context, there is a positive
link between organizational citizenship behavior
and human resource information systems. As an
example, Chen et al. (2021) noted that organiza-
tional citizenship behavior, such as teamwork and
participation in decision-making, significantly im-
pacted the success of HRIS implementation in or-
ganizations. Lu et al. (2020) also support this state-
ment. The authors found that organizations with
higher organizational citizenship behavior tend to
have a more positive attitude toward human re-
source information systems, leading to a more suc-
cessful implementation and higher organizational
performance. In addition, human resource infor-
mation systems allow organizations to improve
communication between management and em-
ployees. By leveraging HRIS technology, organiza-
tions can more effectively communicate with their
employees, allowing them to stay up to date with
the latest changes and developments in the organi-
zation (Armstrong & Brown, 2019).

Organizations with high levels of OCB tend to ex-
perience improved performance, higher levels of
employee satisfaction, and better working relation-
ships between employees and management (Organ
& Ryan, 1995). Additionally, organizational citizen-
ship behavior can positively impact HRIS adoption
and implementation by creating a supportive cul-
ture that values and recognizes employees” contri-
butions. This, in turn, can improve the effectiveness
and efficiency of HR processes and practices, lead-
ing to increased organizational success. Therefore,
organizations that aim to maximize the impact of
human resource information systems on organi-
zational success should focus not only on the tech-
nical aspects of HRIS implementation but also on
creating a culture that fosters and rewards organi-
zational citizenship behavior. This can be achieved
through various means, such as employee recogni-
tion programs, training on organizational citizen-
ship behavior, and sound communication of the or-
ganization’s values and goals.

The evidence from the literature review suggests

that organizational citizenship behavior can sig-
nificantly improve the impact of human resource
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information systems on organizational success.
This highlights the importance of OCB in HRIS
implementation and its impact on organizational
success. The aim of this study is to investigate the
impact of Human Resource Information Systems
on organizational success in the banking sector of
Jordan and the moderating role of Organizational
Citizenship Behavior. In alignment with this aim,
the following hypotheses were proposed:

HI: Human resource information systems have a
statistically significant impact on organiza-
tional success.

H2: Organizational citizenship behavior can sta-

tistically significantly improve the impact of
human resource information systems on or-
ganizational success.

2. METHODOLOGY

This study chose a quantitative research method
because it allows for objective and accurate meas-
urement of data and provides numerical results
that can be analyzed using statistical methods.
Stratified random sampling is used to ensure that
the sample accurately represents the population
and to minimize any biases that could influence
the validity of the results. By dividing the popu-
lation into strata and randomly selecting subjects
from each stratum, the paper can ensure that each
stratum is adequately represented in the sample.
This leads to a more representative sample of the
population and provides more accurate results
(Sekaran & Bougie, 2016).

The study evaluates the extent of HRIS implemen-
tation in Jordanian commercial banks and deter-
mines its impact on organizational citizenship
behavior. Additionally, the study aimed to assess
respondents’ perceptions regarding the banks’
success in question. Data on the perceptions of
HRIS, Organizational Citizenship Behavior, and
organizational success was collected from em-
ployees working in the banking sector of Jordan.
By collecting data from a representative sample of
the population, the study can better understand
the subject matter and test hypotheses about the
relationship between the variables under investi-
gation. Stratified random sampling ensures that
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No. Variable No. of Items Adapted from
1 .;Organiza‘donal success 8 Al Suh‘ghhi angIHAzam (291'9)
: 7 Al-Dmour et al. (2015)
16 Knez et al. (2019)

the sample is representative and decreases the
risk of bias, which leads to more reliable results
and more decisive conclusions. To achieve the
study objectives, descriptive statistical techniques
were employed to calculate the arithmetic mean
and standard deviation for each variable of inter-
est. The data were collected using a 5-point Likert
scale, with responses ranging from “never” (1) to
“always” (5), to rank the frequency of the observed
phenomena. The use of a Likert scale allowed the
study to capture the respondents’ perspectives ef-
fectively and to quantify their views in a system-
atic manner.

The unit of analysis in this study is the employ-
ees of the HR department at the headquarters of
Jordanian banks. These individuals serve as key
informants. The sample size consisted of 182 em-
ployees, from which 141 questionnaires were col-
lected. In previous studies, HR managers or gen-
eral managers were mainly used as respondents,
with a limited representation of HR employees.
This study aims to fill this gap by using HR em-
ployees as respondents to measure the effective-
ness of HRM systems from their perspective. As
HR employees are involved in revising and imple-
menting HR practices, their views on the effective-
ness of these practices might differ from those of
line managers (Riaz et al., 2018).

The questionnaire survey was designed to gather
data through a structured method. The question-
naire was carefully crafted to ensure the validity of
the collected data and reduce the risk of measure-

Table 2. Descriptive statistics for HRIS questions

ment errors. The questionnaire components were
selected based on a systematic literature review, as
described by Mishra et al. (2022). They were then
adapted to meet the specific objectives of the study.
The questionnaire was designed to ensure that the
measurement structures were non-redundant and
comprehensively represented the desired informa-
tion (Table 1).

3. RESULTS

The descriptive statistical analysis results were cat-
egorized using a rating scale based on the arith-
metic means. The scale was as follows: a mean
score less than 2.33 was considered low, a score
between 2.33 and 3.66 was considered moderate,
and a score greater than 3.66 was considered high.
Table 2 presents the means and standard devia-
tions for the HRIS-related questions. It shows that
the respondents generally expressed high satisfac-
tion with the level of HRIS implementation and its
positive impact on the performance of their HR
department and the organization. The results pro-
vide evidence of the positive effects of HRIS im-
plementation on the efficiency and effectiveness of
business operations.

Table 3 shows the arithmetic means for organiza-
tional citizenship behavior, which was measured
by 16 questions. The means revealed high levels
of organizational citizenship behavior; the results
indicated that the bank’s staft are likely to help
coworkers and are engaged in activities that facili-

Questions ' Mean : Std. Deviation : Degree of frequency
1 . Our HRIS helped the top administrators make better decisions. 1 375 . 678 . High
2 :Our HRIS enhanced the flexibility of HR practices. 3.62 .629 Moderate
3. Our HRIS simplified work processes n the HR department. . 370 | 095 L Heh
.4 Our HRIS improved HR operating efficiency. 35550891 ...Moderate
5 Our HRIS provides accurate information that supports HR practices. 3.85 0.743 high
6._ Our HRISeduced response fimes to serve our customersorclients. | 341 | 993 | . Moderate
7 :0ur HRIS enhanced line managers’ ability to meet HR responsibilities. ©3.80 0.792 High
Note: N = 141.

http://dx.doi.org/10.21511/ppm.21(1).2023.42
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Table 3. Descriptive statistics for organizational citizenship behavior

Question

Std.
Deviation

Degree

iMean
‘ of frequency

OCBI questions

| help others who have been absent.

391 . 99

37008

S S TAS R

.898

| demonstrate genuine care and respect for colleagues even in the most difficult personal

or professional circumstances.

.730

119

273

My own assets are used to facilitate the activities of others.

.360

OCBO Questions

| go to events that are not required but are good for the bank’s reputation.

.308

.186

167

462

.572

.605

.360

| demonstrate that | care about the bank’s public image.

0.78

Note: N = 141; OCBI: Organizational Citizenship Behavior towards Individuals; OCBO: Organizational Citizenship Behavior

towards the Organization.

tate organizational functionality. Based on Organ
(1988, 1990), organizational citizenship behavior
is the outcome of cognitive status and satisfaction
reflected in positive behavior toward the organiza-
tion and its members.

Table 4 presents the arithmetic means and stand-
ard deviations related to the organizational suc-
cess questions. The values of the means revealed
an optimistic perception; according to the re-
spondents’ answers, all the components of organ-
izational success are available in their banks (effi-
cient financial performance and market share, ef-
fective internal operations, customer satisfaction,

and, finally, a state of satisfied talented employees
in the right roles).

To test HI, simple regression was done with a
p-value = 0.05. The rule for accepting HI depends
on the t sig value: it should be less than 0.05. Table
5 demonstrates the results of the simple regression.

The first part is related to the model summary,
which includes the values of R (0.335), R? (0.112)
and Durban Watson (1.758). The value of R (0.335)
shows a low positive association between HRIS
and organizational success. R* (0.112) revealed
that only 11.2 % of the variation in organizational

Table 4. Descriptive statistics for organizational success

Questions Mean S.td.. Degree
: . Deviation of frequency

1 Our organization providems”higher service qualitymt'han competitors. 500 High

2 O'g‘lj‘organiza}jpn’s earnings and pro'f'i"g‘have incrg‘a)‘sed. """""" High

3 O'g‘r‘problem‘smi‘n the tech‘p'i‘cal processes have due'g‘reased. """""" o High

4 M‘g'r‘ket sharggf our organization ha‘smi‘mproved. """"""""" High

Our organizat‘ion increased the number of customers (companies/people who use High
yﬂrﬂserwces)' """""""""""""""""" ‘

6 ur organizgﬁon improved communication with customers (companies/people who High
iuseourservices).

Our organization decreaggd employggs’ absentg‘ejsm and turnover ratio. . 731 High

8 :Our organization satisfies employees’ sense of belonging at work. 3.78 .656 High

Note: N =141.
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Model summary : ANOVA Coefficient
R . RSquare : Durbin-Watson : F ' Sig. Beta : t Sig.
.335a 112 1.758 17.596 0.000 0.335 4.195 000.0

success is explained by HRIS, while other factors
can explain 88.8% (they have not been consid-
ered in this paper). The third value of the model
summary is Durbin Watson (1.758); this value is
near 2, indicating no autocorrelation in the resid-
uals, which can affect the significance of the pre-
dictors and show non-real results. Thus, based on
the result (1.758), the data have no autocorrela-
tion. As for ANOVA, F = 17.569 at 0.000 sig since
the sig value is less than (0.05). This indicates that
the regression model is valid and that there is an
impact of the predictor variable (HRIS) on the
dependent variable (organizational success). The
value of t sig (0.000) at the coeflicient part, which
is < 0.05, confirmed that this impact is signifi-
cant, and the strength of this impact based on the
Beta value is (0.335).

The moderation impact of OCB was tested using
the hierarchal regression. The purpose is to deter-
mine whether organizational citizenship behav-
ior will positively change the impact of HRIS on
the success of Jordanian commercial banks. This
study relied on three models of regression analy-
sis. The first model manifests the impact of human
resource information systems on organizational
success. Table 6 illustrates a statistically signifi-
cant impact of human resource information sys-
tems on Jordanian commercial banks’ success due
to t sig value (0.000).

In the second model, the impact of the modera-
tor variable (organizational citizenship behavior)
on banks’ success was tested. R = 0.442 indicated
a moderate positive correlation between organiza-
tional citizenship behavior and bank success. R?=
0.195 indicated that organizational citizenship be-
havior explained 19.5% of the variation in bank
success. F sig (0.000) and t sig (0.000) revealed a
statistically significant impact of organizational

Table 6. Hierarchical regression results (H2)

citizenship behavior on bank success. Finally, the
third model results show that the interaction be-
tween human resource information systems and
organizational citizenship behavior statistically af-
fects bank success. The existence of organization-
al citizenship behavior as a moderator increased
the impact of human resource information sys-
tems on bank success by 0.036 based on the R?val-
ue in the first model = 0.112, in the second model
=0.196, and in the third model = 0.232.

4. DISCUSSION

This study seeks to contribute to the current body
of knowledge on the relationship between human
resource information systems, organizational citi-
zenship behavior, and organizational success. The
paper tested whether human resource informa-
tion systems and organizational citizenship be-
havior significantly impact organizational success.
To achieve this objective, the study critically ex-
amines existing theories and empirical research
and proposes testable hypotheses.

In recent years, HRM professionals have been in-
creasingly interested in improving organization-
al profitability by strengthening the workforce
and implementing efficient HR strategies (Kim
et al., 2022). Research has shown that effective
HRM practices significantly impact organization-
al productivity, particularly in terms of work-re-
lated performance (Ogbonnaya & Aryee, 2021).
Additionally, strategic HRM research suggests
that HRM systems provide value by influencing
the creation, development, and supply of products
and services (Armstrong & Brown, 2019; Karman,
2020; Kramar, 2014). Despite the existing research
efforts, there is a need for a more comprehensive
framework to understand how human resource

Model R . R R2Change Sig. FChange T T sig
1 i 3350 112 i 17596 .000° 17.596 : .000
BT 7 TR BT N B o0
3 i 481° 232 036 13.761 .000¢ 6.459 2.541 012
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information systems affect various performance
indicators simultaneously and how they all work
together to contribute to organizational success.

The first hypothesis posits a correlation between
human resource information systems and organ-
izational success. HRIS implementation has been
previously linked to improved organizational per-
formance, and this study confirms its significance.
Mohammed (2021), Quaosar and Rahman (2021),
Koech (2022), Mutiku and Misango (2019), Begum
et al. (2020), Nwakaego (2022), Magableh and Al-
Tarawneh (2021), and Moussa and El Arbi (2020)
highlighted the benefits of human resource informa-
tion systems such as improved accuracy and efficien-
cy of employees, enhanced productivity and quality
HR practices, and promotion of innovation in HR
processes. The results of this study further under-
score the importance of HRIS in transforming HR
management practices, resulting in improved indi-
vidual and organizational performance (Burhan et
al.,, 2023). In conclusion, the study provides evidence
of the positive impact of human resource informa-
tion systems on organizational success.

The second hypothesis explores the role of organ-
izational citizenship behavior in moderating the
relationship between human resource informa-

tion systems and organizational success. The re-
sults indicated that the interaction between hu-
man resource information systems and organi-
zational citizenship behavior statistically impacts
bank success. This finding aligns with previous
research that has emphasized the influence of em-
ployee behaviors on organizational success (Ali &
Anwar, 2021; Laras et al., 2021; Notanubun, 2021).

The study contributes to the existing literature by
emphasizing the importance of considering both
HRIS and OCB in evaluating and improving or-
ganizational success. The findings have important
implications for organizations and HR profession-
als, suggesting that investing in human resource
information systems and promoting a positive
organizational culture can lead to improved suc-
cess. However, it is essential to note that these
findings may not be generalizable to all organiza-
tions and industries. Further research is needed to
validate these results and explore the relationship
between human resource information systems,
organizational citizenship behavior, and organi-
zational success in different contexts. This study
lays the groundwork for future studies on how hu-
man resource information systems and organiza-
tional citizenship behavior affect HR strategy in
organizations.

CONCLUSION

The study offers meaningful insights into the relationship between human resource information sys-
tems, organizational citizenship behavior, and organizational success. The findings emphasize the cru-
cial role of human resource information systems as a determinant of organizational success and the
significant impact of organizational citizenship behavior as a moderator in this relationship. The study
contributes to the existing body of knowledge on the role of human resource information systems and
organizational citizenship behavior in organizational success. It highlights the importance of consider-
ing both human resource information systems and organizational citizenship behavior when evaluating
and enhancing organizational success.

The results of this study have significant practical implications for banks, emphasizing the importance
of investing in human resource information systems to enhance organizational citizenship behavior
and achieve organizational success. Banks can use the findings to implement and develop their human
resource information systems, prioritizing initiatives that promote positive organizational behavior.
The study emphasizes the need for HR professionals to recognize the role of human resource informa-
tion systems in achieving organizational success and prioritize initiatives to enhance organizational
citizenship behavior. Moreover, findings have important implications for HRM, as they can inform pol-
icies and practices, enabling banks to align their HR strategies with their broader success goals. Overall,
these findings provide valuable insights for banks seeking to achieve long-term success and growth by
investing in their human capital.

500
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It is crucial to acknowledge the limitations of this study. This study used a quantitative approach and
focused on data from a sample of banks; thus, the findings may not be applicable to other industries or
organizations. Further research is needed to validate the findings in other settings. Additionally, the
study’s reliance on quantitative data may not fully capture the complexity of the concepts being studied,
and a mixed-methods approach could be more useful in future research.

Furthermore, since the study only used cross-sectional data, causal inferences or conclusions about the
directionality of relationships between variables cannot be made. Therefore, longitudinal research can
gain a more comprehensive understanding of the relationships between human resource information
systems, organizational citizenship behavior, and organizational success over time. This study’s limita-
tions should be considered, and future research should expand on these findings to deepen the under-
standing of these critical concepts.
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