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Abstract 

This study examines the effect of corporate application use on employee 

productivity and the mediating role of employee performance. A quantitative survey was 

conducted among employees who use corporate applications in their work, and the data 

were analyzed using regression/path analysis and bootstrapping. The results indicate 

that corporate application use has a positive direct effect on productivity (β = 0.319, p < 

0.001) and a positive effect on employee performance (β = 0.497, p = 0.001). Employee 

performance also has a positive effect on productivity (β = 0.389, p < 0.001). The indirect 

effect of corporate application use on productivity through employee performance is 

0.193, with a 95% confidence interval of [0.089, 0.321], indicating a significant mediation 

effect. These findings suggest that the benefits of corporate applications may be 

strengthened when their use is accompanied by support for employee performance. 

The findings indicate that corporate application use is associated with higher 

employee productivity both directly and indirectly through employee performance. The 

results highlight the importance of supporting employees in using workplace applications 

effectively. 

 

Keywords: corporate application use, employee performance, employee 

productivity, digitalization. 

 

INTRODUCTION 

The development of digital technology has prompted companies to reconsider how 

they organize work and manage human resources. Amid business competition, 

companies need to find ways to complete work effectively and efficiently. One effort 
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commonly made is to use digital applications to facilitate the flow of information, 

coordination, and task execution. 

Corporate applications, such as management information systems, collaboration 

platforms, and enterprise resource planning (ERP) systems, are used to support 

operational activities. Through these applications, employees can obtain information and 

coordinate with one another more easily. Nevertheless, the mere availability of an 

application does not guarantee better work outcomes. Its benefits depend on how well 

the application fits job requirements and on how employees use it. 

The use of applications does not automatically increase productivity. Applications 

may help reduce manual work and speed up information exchange, but these benefits 

must be reflected in the execution of daily tasks. This study therefore examines the 

relationship between corporate application use and productivity, while also investigating 

whether employee performance constitutes a pathway that explains this relationship. 

A number of previous studies have examined the relationship between information 

technology and performance or work productivity. 

Suhartini and Nurariansyah (2021), for instance, reported a relationship between 

information technology and employee performance, with job satisfaction as an 

intervening variable. Other studies have also examined the link between technology use 

and employee performance. However, the relationship between corporate application 

use and productivity through employee performance still needs to be tested in a research 

model that specifically positions performance as a mediator. 

Zhou et al. (2025) found a positive relationship between digital transformation and 

labor productivity. Building on this finding, the present study focuses on the use of 

corporate applications in daily work. Its objectives are to examine the relationship 

between application use and productivity, its relationship with employee performance, 

and the role of performance as a mediating variable. 

 

LITERATURE REVIEW 

This section discusses corporate application use, employee performance, and 

employee productivity, and then explains the theoretical rationale underlying the 

relationships among these variables. 

 

Corporate Application Use 

Corporate application use is a form of applying digital technology in work 

processes. Applications can help employees access information, reduce errors, and 

coordinate with colleagues. This explanation is related to the Technology Acceptance 

Model (TAM) proposed by Davis (1989), which highlights perceived usefulness and 

perceived ease of use as important factors in technology acceptance. 
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Kusuma and Prayogi (2022) discussed the use of digital applications to support 

employee work effectiveness. According to TAM, employees tend to accept a technology 

more readily when they perceive it as useful and easy to use (Davis, 1989). Nevertheless, 

positive perceptions of an application do not in themselves prove an increase in 

productivity; this relationship must still be examined using research data. 

 

Employee Performance 

Employee performance describes how a person carries out tasks and 

responsibilities in accordance with organizational expectations. Aspects that can be 

considered include the quality and quantity of work, timeliness, initiative, and 

responsibility. Suhartini and Nurariansyah (2021) examined the relationship between 

information technology and employee performance, while Muzakki et al. (2016) also 

reported a relationship between information technology use and employee performance. 

 

Employee Productivity 

Employee productivity relates to the output achieved relative to the time, effort, 

and resources used. In work supported by digital applications, productivity can be seen 

in the smooth completion of tasks, the accuracy of results, and the amount of work that 

can be completed within a given period. 

Sulistya and Zain (2020) discussed the use of information technology in relation 

to work productivity, whereas Zhou et al. (2025) reported a relationship between digital 

transformation and labor productivity. These studies provide a rationale for further 

investigating the relationship between technology and productivity. The present study 

adds attention to the possible role of employee performance as a link between the two. 

 

Employee Performance as a Mediating Variable 

In a mediation model, an intervening variable helps explain the pathway linking the 

independent variable to the dependent variable. In this study, employee performance is 

positioned as a mediating variable between corporate application use and productivity. 

This means that application use is expected to be related to productivity both directly and 

through changes in employee performance. 

To assess these relationships, this study examines the direct effect of application 

use on productivity and the indirect effect passing through employee performance. This 

focus is expected to provide empirical insight into the role of performance in the 

relationship between corporate application use and productivity. 
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HYPOTHESIS DEVELOPMENT 

Based on the literature review and the framework of relationships among 

variables, the research hypotheses are formulated as follows. 

❖ H1: Corporate application use has a positive and significant effect on employee 

productivity. 

❖ H2: Corporate application use has a positive and significant effect on employee 

performance. 

❖ H3: Employee performance mediates the relationship between corporate 

application use and employee productivity. 

 

RESEARCH METHOD 

Research Type and Approach 

This study employs a quantitative approach. This approach was chosen because 

the research variables are measured through numerical data and the hypotheses are 

tested using statistical analysis. In this way, the relationships among corporate 

application use, employee performance, and productivity can be assessed on the basis 

of the collected data. In terms of its purpose, this study is explanatory because it seeks 

to explain relationships among variables rather than merely describe a situation. Data 

were collected through a survey using a questionnaire completed by employees. 

 

Research Location and Time 

The study involved employees of companies that use digital applications in their 

operational activities in the Krian area, Sidoarjo. Data were collected from January to 

March 2026 through an online questionnaire distributed via Google Forms. These 

corporate applications are used to examine the relationship between application use and 

productivity, including the possible mediating role of employee performance. 

Path analysis was chosen to examine direct and indirect relationships within a 

single testing framework. The selection and reporting of the final analytical technique 

follow the procedures actually used and the available statistical output. 

 

POPULATION AND SAMPLE 

Population 

The study population comprises active employees of companies that use digital 

applications to support their daily work. The exact total number of employees meeting 

these characteristics is not available in the manuscript, so the population cannot be 

accurately determined on the basis of an identified list of members. 

http://creativecommons.org/licenses/by-sa/4.0/
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Sample and Sampling Technique 

The questionnaire contains 25 statements: 8 items for corporate application use 

(X), 9 items for employee performance (Z), and 8 items for employee productivity (Y). 

The manuscript records 120 respondents. If a simple guideline of five respondents per 

item is used, the benchmark is 125 respondents. However, this guideline is not the only 

way to assess sample adequacy. The assessment should consider the sampling 

technique, model complexity, and other relevant methodological bases, such as statistical 

power analysis where available. Because the document does not yet contain a statistical 

power calculation prior to the study, the number of respondents must not be changed 

from 120 to 125 without evidence of additional data collection. This limitation needs to be 

acknowledged when interpreting the results. 

This study used purposive sampling, that is, selecting respondents based on 

criteria aligned with the research objectives. Respondents had to be active employees of 

a company that uses digital applications, have used the application for at least six months, 

have access to the main features required to perform their work, and be willing to 

complete the questionnaire voluntarily. 

 

Research Variables and Operational Definitions 

This study includes three variables: corporate application use as the independent 

variable, employee performance as the mediating variable, and employee productivity as 

the dependent variable. The operational definition and indicators of each variable are 

explained below. 

 

Independent Variable: Corporate Application Use (X) 

Corporate application use refers to the extent to which employees utilize software 

provided by the company to carry out their tasks. Its measurement draws on the TAM 

concept of Davis (1989), particularly perceived usefulness and perceived ease of use, as 

well as the frequency and intensity of use as formulated in the research questionnaire 

items. 

 

Mediating Variable: Employee Performance (Z) 

Employee performance refers to the results achieved when employees carry out 

their tasks and responsibilities in accordance with organizational standards. Following 

Mangkunegara (2017), the measurement in this study covers several dimensions, 

described below. 

1. Work quality 

2. Work quantity 

3. Timeliness 

http://creativecommons.org/licenses/by-sa/4.0/
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4. As well as initiative and responsibility 

These four aspects are used to describe both work outcomes and the way 

employees carry out their responsibilities. 

 

Dependent Variable: Employee Productivity (Y) 

Employee productivity is assessed through efficiency in completing tasks, the 

accuracy and quality of results, and the amount of work completed within a given period. 

1. Task completion efficiency: the ability to complete work with an appropriate use of 

time and effort, including when applications support the work process. 

2. Accuracy and quality of results: the degree of accuracy and the conformity of work 

results with the required needs or established standards. 

3. Output volume per unit of time: the amount of work that can be completed within 

a given work period. 

 

Data Analysis Technique 

Descriptive Statistics as an Initial Basis 

Descriptive statistics are used to summarize the data for each variable through the 

minimum, maximum, mean, and standard deviation. This summary provides an initial 

overview of respondents’ answer patterns. 

Residual Normality, Multicollinearity, and Heteroscedasticity 

Before hypothesis testing, the model was evaluated by examining residual 

normality, multicollinearity, and heteroscedasticity. The checks were conducted on the 

residuals and predictor variables in accordance with the regression equations used. 

Multicollinearity was evaluated using tolerance values and the Variance Inflation 

Factor (VIF). 

Residual normality and heteroscedasticity must be determined from the output of 

statistical tests or residual diagnostics based on respondent data; the significance values 

for these two tests cannot be derived from descriptive statistics and regression 

coefficients alone. 

 

RESULTS AND DISCUSSION 

Research Results 

❖ The analysis shows a positive relationship between corporate application use and 

employee productivity (β = 0.319; p < 0.001). Based on this result, the first 

hypothesis is supported. This finding is consistent with Zhou et al. (2025), who 

reported a positive relationship between digital transformation and labor 

productivity. 
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❖ Corporate application use also shows a positive relationship with employee 

performance (β = 0.497; p = 0.001), so the second hypothesis is supported. This 

result is in line with the discussion by Muzakki et al. (2016) on the relationship 

between information technology use and employee performance. 

❖ Based on the bootstrapping results, the indirect effect of corporate application use 

on productivity through employee performance is 0.193. The 95% confidence 

interval ranges from 0.089 to 0.321 and does not include zero. Accordingly, the 

indirect effect is significant and the third hypothesis is supported. 

 

Validity and Reliability Tests 

In the validity test, all questionnaire items were reported to have calculated r 

values above the r table value of 0.179. Cronbach’s alpha was 0.842 for corporate 

application use, 0.819 for employee performance, and 0.856 for employee productivity. 

Because all alpha values are greater than 0.70, the instrument meets the reliability 

criterion used (Ghozali, 2018). 

 

Descriptive Statistics of the Variables 

Table 1 summarizes the minimum, maximum, mean, and standard deviation for 

each research variable. 

Table 1. Summary of Descriptive Statistics of the Variables 

Variable Min Max Mean Std. Deviation 

Corporate Application Use (X) 2.50 5.00 3.98 0.612 

Employee Performance (Z) 2.67 5.00 4.07 0.584 

Employee Productivity (Y) 2.75 5.00 4.02 0.597 

Source: Processed primary data (2026). 

Mean scores range from 3.98 to 4.07 on a maximum scale of 5. The highest mean 

score is found for employee performance (4.07), followed by employee productivity (4.02) 

and corporate application use (3.98). Standard deviations range from 0.584 to 0.612, 

which describes the variation in respondents’ answers around their means. 

 

Instrument Validity Test 

The validity of each item was examined using Pearson’s Product Moment 

correlation. The study used an r table value of 0.179 for 120 respondents at the 5% 

significance level. A summary of the test results is presented in Table 2. 
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Table 2. Summary of Questionnaire Validity Test Results 

Code Dimension Measured Calculated r r Table Status 

X1–X3 
Ease of Use of the 

Application 
0.612–0.724 0.179 Valid 

X4–X5 
Perceived Usefulness of the 

Application 
0.689–0.741 0.179 Valid 

X6–X8 
Frequency and Intensity of 

Use 
0.658–0.712 0.179 Valid 

Z1–Z2 Quality of Work Results 0.634–0.698 0.179 Valid 

Z3–Z4 Quantity of Work Completed 0.671–0.715 0.179 Valid 

Z5–Z6 Compliance with Deadlines 0.643–0.689 0.179 Valid 

Z7–Z9 Initiative and Responsibility 0.658–0.702 0.179 Valid 

Y1–Y3 Task Completion Efficiency 0.627–0.718 0.179 Valid 

Y4–Y6 
Accuracy and Precision of 

Output 
0.641–0.703 0.179 Valid 

Y7–Y8 Work Volume per Period 0.659–0.714 0.179 Valid 

Source: Processed primary data (2026). 

Based on the table, all 25 items have calculated r values exceeding the r table 

value of 0.179. Therefore, these items are declared valid according to the criteria used in 

this study. 

 

Internal Consistency (Reliability) Test 

The internal consistency of the questionnaire was assessed using Cronbach’s 

alpha. A value of 0.70 was used as the benchmark threshold for assessing instrument 

reliability. The results for the three variables are presented in Table 3. 

Table 3. Instrument Reliability Test Results 

Variable 
Number of 

Items 
Alpha Value Conclusion 

Corporate Application Use (X) 8 0.842 Reliable 

Employee Performance (Z) 9 0.819 Reliable 

Employee Productivity (Y) 8 0.856 Reliable 

Source: Processed primary data (2026). 
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Cronbach’s alpha values for the three variables range from 0.819 to 0.856. All 

values are above the 0.70 threshold, so the internal consistency of the instrument meets 

the criterion used. 

 

Hypothesis Testing Results 

Model Assumption Test Results 

Diagnostic checks were conducted on the regression equations used in the path 

analysis. Normality was evaluated on the model residuals, multicollinearity was examined 

through tolerance values and the Variance Inflation Factor (VIF), and heteroscedasticity 

was examined using an appropriate statistical test or the scatter pattern of residuals 

against predicted values. The criteria applied were as follows: a significance value of the 

normality test greater than 0.05 as an indication of no significant deviation from normality; 

tolerance greater than 0.10 and VIF less than 5 as an indication of no problematic 

multicollinearity; and a significance value of the heteroscedasticity test greater than 0.05 

as an indication that no evidence of heteroscedasticity was found on the basis of that 

test. 

Based on the standardized beta coefficient in the first equation (β = 0.497), the 

correlation between X and Z can be taken as 0.497 if the first model is a simple linear 

regression using the same sample. Given this result, the estimated tolerance and VIF in 

the second equation are 0.753 and 1.327, respectively. These figures are derived 

estimates, not direct diagnostic output. Statistical values and significance. 

 

Hypothesis Testing through Path Analysis 

The hypotheses were tested through two regression or path equations. The first 

equation tests the relationship between corporate application use (X) and employee 

performance (Z), while the second tests the relationship of X and Z with employee 

productivity (Y). The estimates for the first equation are presented in Table 4. 

 

Table 4. Estimation of the First Path Equation: Corporate Application Use (X) on 

Employee Performance (Z) 

Predictor B Std. Error Beta t Sig. 

Constant 1.247 0.218 – 5.721 0.000 

Corporate Application Use 

(X) 
0.474 0.054 0.497 8.778 0.001 

R² = 0.391 | F = 77.05 | Sig. F = 0.000 

Source: Processed primary data (2026). 
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The beta coefficient for the relationship between corporate application use and 

employee performance is 0.497 (t = 8.778; p = 0.001). The positive sign indicates that 

higher application use is associated with higher performance in this study’s data. The R² 

value of 0.391 means that the model explains 39.1% of the variance in employee 

performance. This result supports the second hypothesis. 

 

Table 5. Estimation of the Second Path Equation: Corporate Application Use (X) 

and Employee Performance (Z) on Employee Productivity (Y) 

Predictor B Std. Error Beta t Sig. 

Constant 0.812 0.201 – 4.040 0.000 

Corporate Application Use 

(X) 
0.312 0.061 0.319 5.115 0.000 

Employee Performance 

(Z) 
0.398 0.066 0.389 6.030 0.000 

R² = 0.524 | F = 64.84 | Sig. F = 0.000 

Source: Processed primary data (2026). 

In the second equation, corporate application use has a positive direct relationship 

with employee productivity (β = 0.319; p < 0.001), so the first hypothesis is supported. 

Employee performance also shows a positive relationship with productivity (β = 0.389; p 

< 0.001). The R² value of 0.524 indicates that the two predictors in the model jointly 

explain 52.4% of the variance in employee productivity. 

 

Mediation Test with Bootstrapping 

Table 6. Direct Effect, Indirect Effect, and Mediation Test (5,000 Bootstrap 

Samples) 

Path 
Direct 

Effect 

Indirect 

Effect 

Total 

Effect 

95% CI 

Lower 

95% CI 

Upper 
Sig. 

X to Y (without 

mediator) 
0.319 – 0.319 0.198 0.437 Sig. 

X to Y through Z 

(indirect) 
– 0.193 – 0.089 0.321 Sig. 

X to Y (overall) – – 0.512 0.389 0.631 Sig. 

Source: Processed primary data (2026). 
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The magnitude of the indirect effect of corporate application use on productivity 

through employee performance is 0.193. The 95% confidence interval of 0.089–0.321 

does not include zero, so this result supports the presence of a mediation effect. 

The direct effect of corporate application use on productivity remains significant 

after employee performance is taken into account (β = 0.319), and its indirect effect is 

also significant. This pattern of results is consistent with partial mediation. 

 

Table 7. Summary of Hypothesis Testing Results 

H Hypothesis Statement Coefficient Sig. Decision 

H1 

Corporate application use has 

a positive and significant effect 

on employee productivity. 

Beta = 

0.319 
0.000 ACCEPTED 

H2 

Corporate application use has 

a positive and significant effect 

on employee performance. 

Beta = 

0.497 
0.001 ACCEPTED 

H3 

Employee performance 

significantly and partially 

mediates the relationship 

between corporate application 

use and employee productivity. 

IE = 0.193 
CI [0.089, 

0.321] 
ACCEPTED 

Source: Processed primary data (2026). 

Based on Table 7, the hypothesis testing results show that all hypotheses are 

accepted. For H1, the coefficient is 0.319 with a significance value of 0.000, which is less 

than 0.05, so H1 is supported by the test results. For H2, the coefficient is 0.497 with a 

significance value of 0.001, which is less than 0.05, so it is likewise supported by the test 

results. For H3, the indirect effect (IE) of 0.193 indicates an indirect effect on employee 

productivity. The confidence interval (CI) of 0.089–0.321 does not include zero, which 

indicates a significant mediation effect. 

 

DISCUSSION 

Overall, the results show that corporate application use is positively related to 

employee productivity, both through the direct path and through employee performance. 

Accordingly, corporate applications can be understood as part of the work process that 

is related to work outcomes, rather than merely an administrative tool. 

One possible explanation is that applications help employees find information 

more quickly, coordinate with colleagues, and reduce repetitive manual work. This 
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explanation is in line with the TAM of Davis (1989), which emphasizes the role of 

perceived usefulness and ease of use in technology acceptance. However, this 

mechanism should be understood as a theoretical explanation, not as a separately 

measured result in this study. 

The mediation results show that employee performance is one of the pathways 

linking application use to productivity. In general, this finding is related to the study by 

Suhartini and Nurariansyah (2021), which also examined an intervening variable in the 

relationship between information technology and work outcomes. Nevertheless, the 

mediating variable in that study differs, so the two models cannot be regarded as 

equivalent. 

From a practical standpoint, companies should choose applications that suit task 

requirements and complement their implementation with guidance and training. 

Evaluation should also consider changes in work processes and outcomes, rather than 

merely ensuring that the application is available or in use. 

Taken together, the test results indicate two pathways of relationship between 

corporate application use and productivity: a direct relationship and an indirect 

relationship through employee performance. 

Table 6 reports a total effect of 0.512. This value describes the magnitude of the 

effect in the model, which indicates the proportion of productivity variance that can be 

explained by the model. 

These findings provide empirical evidence, for the group of respondents studied, 

that corporate application use is related to productivity. Applying the results to broader 

contexts requires consideration of the number and characteristics of the sample as well 

as the coverage of companies in the study. Technology alone is not sufficient to ensure 

that productivity increases. Employees still need support, such as training, technical 

assistance, and adjustment of applications to workflows, so that the benefits of 

technology can be used optimally. 

 

CONCLUSION 

This study finds that corporate application use is positively related to employee 

productivity (β = 0.319; p < 0.001) and employee performance (β = 0.497; p = 0.001). 

Employee performance also shows a positive relationship with productivity (β = 0.389; p 

< 0.001). The indirect effect through employee performance is 0.193, with a 95% 

confidence interval between 0.089 and 0.321. Because this interval does not include 

zero, the results support the mediating role of employee performance. 

In practical terms, companies need to ensure that applications fit work 

requirements, provide training, and assess their impact on the quality, quantity, and 

timeliness of task completion. This study has limitations because it uses self-administered 
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questionnaires and covers a limited location and company context. Future research could 

involve more diverse companies and use objective performance indicators as a 

complement. The number of respondents recorded is 120; the adequacy of this sample 

needs to be interpreted on the basis of the sampling rationale used. In addition, 

conclusions regarding the regression assumption tests can only be drawn after the 

original diagnostic output has been examined. 

The authors would like to thank the respondents who took the time to complete 

the questionnaire, as well as Universitas Islam Negeri Sunan Ampel Surabaya for the 

academic support during the preparation of this study. 
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