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Abstract 
Nowadays, information systems (ISs) have tremendous impact on processes and practices of human resource 
management (HRM). Realizing the effectiveness and efficiency of ISs, now, human resource (HR) managers are 
reliant on electronic human resource management (E-HRM) – an information system to accomplish HR 
activities. This system is implemented to reduce the administrative burden for HR professional thus they can 
deliver better services to firm’s stakeholders (e.g., employees, managers). If the E-HRM is not adopted properly, 
management of human resource in an organization cannot work smoothly. This paper aims at exploring the 
determinants that influence the adaptation decision for E-HRM among firms in Bangladesh. This study 
developed research framework based on the theoretical foundation and previous literature in order to better 
investigate the relationship between individual, organizational, technological, and environmental determinants, 
and E-HRM adoption. A total number of 331 respondents were considered from forty six large scale private 
sector organizations in Bangladesh using stratified random sampling. Employees of the organizations responded 
a close-ended questionnaire based on a 5-point Likert scale. Here, data was analyzed by statistical tools, for 
example, descriptive statistics, and factor analysis. They study found top level management support, employee’s 
individual attributes, system complexity, IT infrastructure, and industry pressure as the most influential 
determinants that influencing the adoption decision for E-HRM. Limitations and policy implications are 
discussed at the end of this paper. The scope of future studies is also addressed. 

Keywords: electronic human resource management (E-HRM), influencing determinants, adaptation, firms, 
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1. Introduction 
In the present knowledge economy, the performance of HRM undoubtedly related to organizational success 
(Masum, Azad, & Beh, 2015). Recently, traditional HRM has been lifted its attention on strategic management 
of organizations through a significant contribution in strategic workforce analysis and knowledge sharing to 
achieve organizational goal (Lawler & Mohrman, 2003). This shift is moderately attributed to human resource 
(HR) technologies such as E-HRM, HRIS - human resource information systems, and etc. Some researchers 
claimed that E-HRM has been interchangeably coined with Intranet-based HRM, virtual HRM, web-based HRM, 
and HRIS. Typically, E-HRM is defined as an integrated information system that comprises some applications of 
HR supply and demand forecast, HR planning, staffing information, recruitment and selection, information on 
training and development, pay increase, compensation forecast, promotion-related information, employee 
relations, and so on (Masum, Bhuiyan, & Kabir, 2013). Due to its ease of speedy accessibility to information 
related to employees, E-HRM can improve the strategy of decision making process, and therefore it is 
considered as a strategic partner of the firms (Rodríguez & Ventura, 2003). 

There are some determinants that influence HR managers for implementing E-HRM. Previous studies show that 
research work that focuses the influential determinants to adopt e-HRM is limited, especially in developing 
economy as like Bangladesh. So, in Bangladesh, the implementation and usage of E-HRM can be considered as 
an innovation stage. Jahan (2014) reported that E-HRM was initiated at large organizations of Bangladesh in last 
5 years. But, still now, its operation is partial and limited within the large organizations. Realization of the 
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benefits from E-HRM by Public organizations and small organizations are failed and initiatives to implement 
E-HRM are inadequate in Bangladesh.  

The foremost obstacle for implementing E-HRM is the shortage of management attention and fear of high cost, 
lack of experience, and lack of training on E-HRM (Jahan, 2014; Masum et al., 2013). But the advantages of the 
E-HRM are more than the limitations. Jahan (2014) stated that if E-HRM is implemented in the firms of 
Bangladesh, managers and employees will accept the systems. Though, E-HRM implementation is really a 
challenging task in Bangladesh.  

The main thrust of this study is identifying most influential determinants that are related to managerial decision 
for adapting E-HRM in the private sector of Bangladesh. This study contributes to the knowledge of human 
resource management by exploring some important determinants that are under organizational, environmental, 
and technological issues, especially for developing countries. In search of our objective, the variables used in our 
analysis are selected by extensive literature review. Next, a conceptual framework of influencing determinants 
for E-HRM adoption is developed. In the next section, the methodology, and the results of the study are 
deliberated. Convinced final remarks and recommendations for future research are mentioned in the concluding 
section. 

2. Related Works 
Researchers identified some important determinants for adopting new technology. In this study, we examined 
some determinants for adopting E-HRM that taken from technology innovation literature. The influencing 
determinants are divided into individual level, organizational level, technological level, and environmental level. 
Authors of this paper have found that both qualitative and quantitative methods are available in innovation 
adoption research, though qualitative approach was widely visible.  

Previous research proved that the effectiveness and success of HRIS largely remained in the hands of its 
end-users. Research on the technology acceptance model developed by Richter, Stocker, Müller, & Avram (2013) 
has extensively examined the users’ perception, attitude, motivation, intentions and adoption of information 
systems and technologies. This body of knowledge explains that users’ attributes and their interaction with 
information system decide the success or failure of information systems and technologies implementation 
(Delorme & Arcand, 2010; Troshani, Jerram, & Rao Hill, 2011). In addition, Thong (1999) pointed out that 
CEO’s attitude toward technology information has a great impact on the decision to IT adoption in Singapore 
small and medium sized enterprises (SMEs). Some researchers agreed that the IT expertise of the employees and 
their acquaintance with the electronic tools facilitate e-HRM adoption (Ruël, Bondarouk, & Looise, 2004; 
Voermans & van Veldhoven, 2007).  

Organizational determinants represent some administrative characteristics which influence adoption of E-HRM. 
Strohmeier (2009) and Troshani et al. (2011) identified firm size, and supporting organization settings including 
a skilled workforce as significant determinants in effective innovation adoption. Moreover, top management 
support is essential to adopt a system in the organizations (Teo, Lim, and Fedric, 2007). They also identified 
skilled employee greatly influence the management commitment. Similarly, numerous researchers found that 
management commitment and their positive attitude on IT adoption plays a vital role to implement E-HRM in 
organizations (Altarawneh & Al-Shqairat, 2010; Teo et al., 2007; Troshani et al., 2011). Additionally, Teo et al. 
(2007) stated that the availability of skilled professionals, who are also acquainted to IT, is precondition for 
effective and efficacious adoption of E-HRM. They denoted that it can be a foremost hindrance in E-HRM 
adoption if the end-users don’t sufficient understanding of the system functions and features. Sizeable research 
found that the vital determinant in the effective implementation of E-HRM is the adequate financial support from 
the firms (Ngai & Wat, 2006; Parsa, 2007; Reddick, 2009; Masum, 2015). 

Technological determinants represent the manner where technology characteristics can influence adoption (Hoon 
Yang, Lee, & Lee, 2007). Adopters assess the characteristics of innovations in terms of “possible gains and 
barriers”. Gains refer to the benefits that organizations expect to receive upon adoption and include increased 
levels of service quality, efficiency, and reliability (Oliveira & Martins, 2010). According to Rogers (2003), 
barriers include innovation compatibility and its complexity with organizational technology capability and 
legacy. Again, Rogers (2003) defined complexity as the degree to which an innovation is perceived as relatively 
difficult to understand and use. Moreover, a study on Singapore conducted by Teo et al. (2007) explored 
compatibility and relative advantage as significant determinants in managerial decision to implement E-HRM. 
Some researchers identified technological readiness as a major determinant for the decision of IT adoption in a 
firm. Oliveira and Martins (2010) stated that adequate IT professionals and strong organization’s technology 
Infrastructure indicate the technology readiness of a firm. 
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Environmental determinants describe the area where organizations conduct their business, and include industry 
characteristics, government regulation, and supporting infrastructure (Oliveira & Martins, 2010; Troshani et al., 
2011). Kittipong (2009) demonstrated that industry pressure is environmental determinant and it related with 
organizational adoption of innovation. In this study, industry pressure refers to the entire trend, direction of 
operational practices and extent of competition that drive a firm to adopt technology innovation so that it can 
achieve competitive advantages and can survive in the industry. According to Teo et al. (2007) and Masum 
(2015), competitive pressure or industry pressure compels a firm to adopt more strategic approach such as 
decreasing cost, and effectively and efficiently human resource management. Thong (1999) stated that a firm 
cannot be competitive without effective human resource management. Consequently, this pressure has driven the 
firms to implement and use E-HRM. Therefore, competition is counted as an influencing environmental 
determinant in adopting E-HRM.  

3. Research Model 
Researchers identified some influential determinants of E-HRM adoption. Among them, we examined some 
independent variables for E-HRM adoption among firms in Bangladesh. On the basis of past literature, a 
conceptual model was developed. The model indicates the determinants that influencing decision to adopt 
E-HRM in firm. This model consists of seven variables. These are employee’s individual attribute (Delorme & 
Arcand, 2010; Troshani et al., 2011; Richter et al., 2013), IT infrastructure (Kwon & Zmud, 1987; Hoon Yang et 
al., 2007; Oliveira & Martins, 2010; Masum, 2015), complexity (Thong, 1999; Rogers, 2003), compatibility 
(Rogers, 2003; Teo et al., 2007), top level management support (Teo et al., 2007; Altarawneh & Al-Shqairat, 
2010; Troshani et al., 2011; Masum, 2015); Industry pressure (Thong, 1999; Teo et al., 2007; Kittipong, 2009; 
Masum, 2015), and IT expertise (van Veldhoven & Ruël et al., 2004; Voermans, 2007; Masum, 2015). 
 

Independent variables 

 
Figure 1. Research framework 

 
4. Methodology of the Study 
Quantitative techniques were adopted to explore the determinants that influencing E-HRM adoption. Three 
hundred and fifty questionnaires were sent to HR officer, Senior HR office, HR manager, HR executives, and IT 
experts of sample firms in Bangladesh. The useable questionnaires were 282 with the response rate 70.5%. The 
close-ended questionnaire was distributed among the participants applying non-probability sampling technique. 
To measure selected independent variables, it was designed with a 5-point likert scale (where1 = strongly 
disagree, and 5 = strongly agree). The survey was conducted for 2 months (October 2014 – November 2014). 
Descriptive statistics and exploratory factor Analysis (EFA) were used as statistical tools to analyze the collected 
data. Statistical Package for Social Sciences Program (SPSS) version 20.0 was used as statistical software. 

5. Data Analysis and Findings 
5.1 Sample Characteristics 

Tables below demonstrated the results of the statistical analysis of sample characteristics, which includes 
organizations’ size, and industry. 

In Table 1, refer to organization size, the number of companies with less than 100 employee accounts for 6.5%. 
The quantity of companies with less than 400, but more than 200 is 10, accounting for 21.8% of the total firms. 
There are 12 firms (26 %) that have people more than 500, but less than 1000. Here, each bank represents only a 
branch. 

Employee’s individual attribute  

IT infrastructure  

Compatibility 

Complexity 

IT expertise 

Industry pressure 

Top level management support 

 

Decision to adopt 

E-HRM 

Dependent variable 
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Table 1. Organizations’ size statistics 

Number of employee Frequency Percent Cumulative Percent 
<100 

100 - 199 
200 - 399 
400 - 599 
600 - 799 
800 - 999 

>1000 
Total 

3 
6 

10 
5 
7 

12 
3 

46 

6.5 
13.1 
21.8 
10.9 
15.2 
26.0 
6.5 

6.5 
19.6 
41.4 
52.3 
67.5 
93.5 

100.0 
 

 

Table 2. Industry statistics 

Firm type Frequency Percent % Cumulative Percent 
Banking 

Education 
Manufacturing  

Telecommunication 
Logistics/transportation 

Total 

12 
11 
13 
3 
7 

46 

26.0 
23.9 
28.3 
6.6 

15.2 

26.0 
49.9 
78.2 
84.8 

100.0 

 

Table 2 shows the industry statistics data of total forty six firms. There are 26% of the firms come from banking 
industry, the number of firms from the industry of education accounts for 23.9%. 28.3% of the firms are 
manufacturing firms. 6.6% and 15.2% of the total firms are from telecommunication and logistics/transportation 
industry respectively.  

5.2 Validity and Reliability Analysis 

It is revealed that discriminant validity is satisfactory as these items more strongly loaded on single determinants 
than other determinants. It seems that there is much similarity on the content among HR manager’s attitude, and 
IT expertise. Therefore, we combined the two construct into one single determinant, renamed employee’s 
individual attribute. Here, most of the multi-item indicators confirmed enough convergent validity expect IT 
expertise and HR manager’s attitude in factor analysis. For factor analysis, the sample size (331) was statistically 
significant. The sample was adequate as Kaiser-Meyer-Olkin (KMO) value for the overall matrix was 0.814. To 
know the appropriateness of the data for factor analysis, we applied Bartlett’s test of sphericity (Bartlett, 1950). 
The test value also was significant. We found very high reliability for our data by determining Cronbach’s 
coefficient (α) value for each dimension. It was ranged from 0.76 to 0.92 (typically 0.6 and above is accepTable) 
(Cronbach, 1951; Malhotra, 2010).  

5.3 Determinants Extraction 

To identify the most influential determinants that influencing decision for E-HRM adoption, we employed 
Principal Component Analysis (PCA) followed by the varimax rotation. Table 1 includes 28 items, their loading 
value, Cronbach’s alpha, and Eigen values. In this study, we considered the loading value of the variable as 0.50 
and above. According to Hair, Anderson, Tatham, & Black (2003) loading value 0.50 is significant for factor 
extraction. Due to lower loading value, we dropped some variable from our analysis (i.e., Com1, Com2, Comp1, 
Env3, and etc.). Now, the E-HRM adoption scales were reduced to 20 items. The factor analysis explored five 
determinants and together it explained 64.827% of the total variance.  

Employee’s individual attribute is the explored first determinant. This determinant is denoted by 6 variables 
(Att1, Att3, Att4, Exp4, Exp2, and Exp3). This explored factor explains 19.262% of the variance. The 
determinant loadings of the variables range from 0.598 to 0.811. These 6 items are: I consider adoption of 
E-HRM as a wise decision for the company, I consider that E-HRM contributes to HRM strategic effectiveness, I 
consider that E-HRM contributes to HRM technical effectiveness, HR personnel knows how IT can be used to 
support HR activities, and employees’ understanding of computer is better in comparison to other organizations 
in the industry, Employees fell comfort with E-HRM applications. 
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Table 3. Summary of Rotated Component Matrix, Cronbach’s alpha, variance and Eigen values 

Determinant Name Items Item loading
% of variance 
(Cumulative) 

Cronbach’s 
Reliability 
Coefficient 

Eigen value 

Employee’s individual 
attribute  

Att1 0.811 

19.262 
(19.262) 

0.85 9.986 

Att3 0.792 
Att4 0.788 
Exp4 0.785 
Exp2 0.662 
Exp3 0.598 

Top management support

Top4 0.845 
13.453 

(32.715) 
0.83 5.326 

Top3 0.783 
Top1 0.778 
Top2 0.668 

IT infrastructure  

Infr2 0.812 
11.116 

(43.831) 
0.76 3.153 

Infr3 0.786 
Infr4 0.645 
Infr1 0.511 

Compatibility 
Comp2 0.782 

9.654 
(52.485) 

0.92 1.907 Comp3 0.654 
Comp4 0.578 

Competitive pressure 
Env1 0.712 

8.342 
(60.827) 

0.89 1.139 Env2 0.594 
Env4 0.523 

 

Top level management support is the explored second determinant. This determinant is denoted by 4 variables 
(Top1, Top2, Top3, and Top4). This explored factor explains 13.453% of the variance. The determinant loadings 
of the variables range from 0.668 to 0.845. These 4 items are: top management knows the advantages of E-HRM 
and they are enthusiastic to implement the system, They provides satisfactory financial support for IT 
infrastructure, They encourages HR personnel to use E-HRM in all HR related activities, and They has allocated 
adequate resources for E-HRM implementation.  

IT infrastructure is the explored third determinant. This determinant is denoted by 4 variables (Infr2, Infr3, Infr4, 
and Infr1). This explored factor explains 11.116% of the variance. The determinant loadings of the variables 
range from 0.511 to 0.812. These 4 items are: The firm has a secure networking system, the existing IT 
infrastructure is suitable for E-HRM, the firm has sufficient back up plan in case of disaster, and the firm has 
swift internet facility. 

Compatibility is the explored forth determinant. This determinant is denoted by 3 variables (Comp2, Comp3, and 
Comp4). This explored factor explains 9.654% of the variance. The determinant loadings of the variables range 
from 0.578 to 0.782. These 3 items are: E-HRM applications are compatible with existing organizational plan, 
the existing IT infrastructure is compatible with E-HRM applications, and E-HRM applications are compatible 
with existing digital data resources.  

Industry pressure is the explored fifth determinant. This determinant is denoted by 3 variables (Env1. Env2, and 
Env4). This explored factor explains 8.342% of the variance. The determinant loadings of the variables range 
from 0.523 to 0.712. These 3 items are: we keenly keep track of innovative usage of technology by competitors, 
E-HRM application is strategic need to strive in the industry, and the overall operational practices in our industry 
pressure us to adopt E-HRM. 

The item loading values of Complexity was below o.5. So, this construct was dropped by PCA. 

6. Discussions  
The findings of the present study indicate that employee’s individual attribute, top level management support, 
compatibility, IT infrastructure, and industry pressure are some influential determinants for managerial decision 
to adopt E-RM among firms in Bangladesh. However, complexity is not explored as a determinant i.e. it is not 
influencing decision to adopt E-HRM.  
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Employee’s individual attribute is the first explored determinant that is integration of two constructs - IT 
expertise and HR manager’s attitude. Some researchers exposed that IT expertise (Ruël et al., 2004; Voermans & 
van Veldhoven, 2007; Masum, 2015) and HR manager’s attitude (Kittipong, 2009; Delorme & Arcand, 2010; 
Troshani et al., 2011; Richter et al., 2013) affect technological adoption of any technological innovation that is 
alike with our findings. The earlier research found that top management support is a key factor for technology 
innovation (Teo et al., 2007; Hoon Yang et al., 2007; Altarawneh & Al-Shqairat, 2010; Troshani et al., 2011; 
Masum, 2015). The explored determinant - top level management support is one of the influencing determinants 
to adopt E-HRM in firm of Bangladesh that is similar to the past research. Another most important extracted 
determinant to take decision for E-HRM adoption is IT Infrastructure that also supports the past research (Kwon 
& Zmud, 1987; Hoon Yang et al., 2007; Oliveira & Martins, 2010; Masum, 2015). The fourth extracted factor is 
compatibility with existing resource and organizational plan. The findings of Rogers (2003) and Thong (1999) 
are consistent to your present finding of the study. They identified that the compatibility nature of technology is 
most essential characteristics to adopt any new system. Finally, Industry pressure has influence to adopt E-HRM 
among firms in Bangladesh. Finally, industry pressure is explored as an influence determinant to adopt E-HRM. 
This finding is similar to previous studies (Kittipong, 2009; Teo et al., 2007; Thong, 1999; Masum, 2015). 

7. Conclusion  
E-HRM provides competitive advantages for supporting human resource management processes. It ensures 
easier, faster, and cheaper HR activity accomplishment and helps in all types of operational, functional and 
strategic human resource management processes. It helps to take more effective and strategic decision to solve 
HR problems. All these benefits of E-HRM can be attained seamlessly only if the system is adopted or adapted 
in an organization accurately and more effectively. However, there are some hindrances and challenging issues 
to implement and to adopt E-HRM all over the world. The purpose of this study was to examine determinants 
that influencing E-HRM adoption in firms of Bangladesh. The present study has contributed to the knowledge 
arena of human resource management through providing important insights and greater understanding into the 
determinants that influencing the managerial decision to adopt E-HRM in the context of developing countries. 
The findings of the study suggested that employee’s individual attributes, top management support, IT 
infrastructure, compatibility, and industry pressure are the extracted determinants to the adoption of E-HRM. 
However, the findings of this study also suggested that employee’s system complexity does not have an impact 
on the organizational adoption of E-HRM. Moreover, future studies are required in detecting the degree of the 
impact of these determinants identified. Additionally, many organizations are working in a global network in this 
globalization era. So, culture of both the country and the organization play an important role as influencing 
determinant in adopting E-HRM. As a result, the researchers strongly recommend investigating the aspect of 
other determinants including culture in E-HRM adoption. 

8. Limitations and Future Research 
During the preparation of this study, we found some limitations of it. Firstly, all selected firms in the sample are 
from Dhaka, the capital city of Bangladesh. As Dhaka is one of the districts out of 64, the findings of the study 
don’t reflect the correct state of all firms in Bangladesh as a whole. Secondly, only 331 is the sample size of the 
present study. It is established that the larger the sample is more representative and produce better results. 
Thirdly, although there are a good number of potential determinants that influence the decision of E-HRM 
adoption, we have selected only 7 determinants to examine the decision of E-HRM adoption. The paper only 
concentrated on the decision to E-HRM adoption but not extent of E-HRM implementation. For further study, 
researchers can concentrate the implementation issues of E-HRM choosing a representative sample size. 
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