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Abstract
There is an inadequate understanding of the successful use and effects of a human resource information system
(HRIS) in a developing country context. Given this backdrop, this study plans to explore the determinants impact
on HRIS adoption in a developing country. A research model was developed after studying the existing literature,
and a questionnaire was developed accordingly to collect data through a purposive sampling method.
Materials and Methods: To assess adoption of human resource information system, this study applied the
Unified Theory of Acceptance and Use of Technology (UTAUT). Data were collected from HR executives and
HR professionals of different private and public organizations situated in Dhaka (capital of Bangladesh) and
Chittagong (commercial capital of Bangladesh), Bangladesh. To analyze the data, researcher applied partial least
square method based on structural equation modeling.
Results: The study found that the research factors performance expectancy, effort expectancy, social influence,
facilitating condition as well as the extended factors of UTAUT model employee involvement and training
support (p < 0.05) had a weighty influence on HRIS adoption.
Conclusions: The findings of this study may become beneficial for the human resource department of various
organizations (public, private and others) of developing countries like Bangladesh by adopting HRIS.
Keywords: human resource information systems, developing country, adoption, structural equation modeling,
UTAUT, Bangladesh
1. Introduction
Over the last two decades, organizations have faced a good number of changes due to the globalization, rapid
advancement of technology, the advent of a knowledge-based economy, competition and for other factors. As a
result, human resource activities are also changing rapidly to keep with the organizational changes (Park,
Gardner, & Wright, 2004). Thus traditional HR system that previously practiced becomes absolute and
insufficient with the passage of time (Beckers & Bsat, 2002). HR with IT is the two-part and parcels that many
organizations are learning to utilize as strategic weapons to stand against (Jenkins & Lloyd, 1985). Again to cope
with modern changes IT based HR can lead the human resource management in the new era (Lin, 1997). HRIS
can be defined as a system that is used to obtain, store, manipulate, recuperate and deliver pertinent information
about the organizational human resources (Thite, Kavanagh, & Johnson, 2012).
Human resources of an organization are treated as strategic assets to achieve its sustainable competitive
advantages over rivals. In human resources (HR) processes and practices, Information Technology (IT) has had a
substantial effect (Stone, Deadrick, Lukaszewski, & Johnson, 2015). Previously, first responses and access to
information are the ultimate objectives of the implementation of HRIS (Ngai & Wat, 2006). So, information
sensitive organization intended to apply it more than others. But the application of HRIS becomes so vast and
popular that now irrespective size, age, ownership status, and geographical location all organizations are trying
to adapt HRIS to utilize its benefits. Appropriate HR reports and HR related data are essential to take the right
decision related to management functions (Tripathi, 2011). HR data maintenance is bestowing organization to
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adopt Human Resource Information Systems.
From the early of 1945, organizations realized the significance of human resources. Although no mentionable
changes observed till 1960, that pave the way for an explosion in 1960 in the field of HRIS (Kavanagh, Gueutal,
& Tannenbaum, 1990; Lederer, 1984). HRIS is now not only limited in administrative purposes but also
significant for business and strategic purposes (Broderick & Boudreau, 1992; Kossek, Young, Gash, & Nichol,
1994; Kovach, Hughes, Fagan, & Maggitti, 2002). In the global age, organizations and the working
environments of organizations have become incrementally intricate. Managers of such kind of organizations are
facing difficulties to cope with the workforces that spread across from various region even countries, cultures,
and also political systems. In this situations, manual HR management systems are entirely insufficient (Beckers
& Bsat, 2002).
Benefits also drew attention to the organizations of Asia. Bangladesh is not lagging behind to utilize the benefits
of HRIS. Organizations of Bangladesh are trying to adapt HRIS practices in their organization to derive benefits.
The government of Bangladesh also shows their concern in information system. Emphasis on ICT to confirm
transparency and good governance in public sector was one of the important agenda in the last 7th five-year plan1
of Bangladesh. Organizations of Bangladesh have started to apply the information technology in various
operations and sectors from the last decades with the apparition of globalization and digitalization. Only the
large-scale corporate organizations are using HRIS for last five years and still limited due to their financial
strength. Financial support is the first obstacle to implement IT (Ngai & Wat, 2006). The purposes of using HRIS
in both manufacturing and service-based organizations in Bangladesh are almost same (Bhuiyan & Rahman,
2014).
Successful implementation is must in getting the maximum output from HRIS, and the successes of HRIS
implementation needs through planning and proper monitoring (Sandeep K. Krishnan & Manjaci Singh,
2007). However, it’s a challenging issue in IT/IS research to make the people understand, why they accept or
reject information technology (Al-Adawi, Yousafzai, & Pallister, 2005). Companies are very disconcerted about
the automated process, and its translation in HRIS leads to increase the expenses and trouble in implementing the
system but like the customized packages (S. K. Krishnan & M. Singh, 2007). High installation cost and
maintaining are heavier challenges in the successful execution of HRIS (Beckers & Bsat, 2002). Organizational
culture shows up collective beliefs as well as values of the people employed (Schneider, Ehrhart, & Macey,
2013). People’s perceptions of technological changes should not underestimate. A favorable attitude towards
innovations and ideas is significant to the seamless implementation of a new system (West & Berman, 2001).
Substantial numbers of research work have been done in last two decades on HRIS in developed countries.
However, very limited literature have found in developing countries under South Asian region. Some researchers
have focused more on usages, for example, research of (Ball, 2001; Bamel, Bamel, Sahay, & Thite, 2014;
Hussain, Wallace, & Cornelius, 2007; Kassim, Ramayah, & Kurnia, 2012; Maier, Laumer, Eckhardt, & Weitzel,
2013), etc. Some authors concentrate on the conditions for successful implementation of HRIS (Haines & Petit,
1997; Winkler, König, & Kleinmann, 2013). Again, HRIS implementation based on areas also addressed by
other authors like (Ngai & Wat, 2006; Razali & Vrontis, 2010; Tansley & Newell, 2007; Teo, Lim, & Fedric,
2007).
Authors agreed upon that there is a paucity of research on HRIS in developing countries and the factors that are
involved in HRIS adoption. Studies using adoption perspective attempt to evaluate the features of an
organization that makes it receptive to change for technologies or innovations. This study attempts to use the
Unified theory of acceptance and use of technology (UTAUT) model to investigate the influencing factors
associated with HRIS adoption and to identify to what extent those factors affect the HRIS adoption in an
organization.
2. Research Model and Hypotheses Development
This research is grounded in an extended UTAUT model to determine and interpret the impacts of factors that
are influencing the adoption of HRIS. Venkatesh, Morris, Davis, and Davis (2003), scrutinized eight prominent
models and incorporated the components of these different models into a single model. The model is more
relevant in predicting the outcomes than any other models due to the logical proposition of existing theoretical
models and higher comprehensiveness. The scrutinized models were Theory of Reasoned Action (TRA), Theory
of Planned Behavior (TPB), Technology Acceptance Model (TAM), Motivational Model (MM), combined TAM
and TPB, Model of PC Utilization (MPTU), Social Cognitive Theory (SCT) and Innovation Diffusion Theory
1 th

7 Five year plan covers financial year 2015 to financial year 2020
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(IDT). The motive of the UTAUT model is to gain the unified view of user acceptance (Venkatesh et al., 2003)
and this model can explain 70% of the variance in usage intention as well as can explain 50% of actual use
(Raaij & Schepers, 2008; Venkatesh et al., 2003).
UTAUT model is consists of four key constructs (i. performance expectancy, ii. effort expectancy, iii. social
influence and iv. facilitating conditions) that act as the determinants of behavioral intentions and use behavior. In
this study, the model is extended with employee involvement and training support. The HRIS itself is an
emerging issue, particularly in Bangladesh context. Among other issues, employee involvement has been
identified as a primary concern which can influence the adoption and use of HRIS (Green, 2012; Schraeder,
Swamidass, & Morrison, 2006). Training on the system to employees also necessary to be satisfied with the
system and its usage to a greater extent (Cheney, Mann, & Amoroso, 1986). Extended UTAUT model of the
study given:
Employee Involvement &
Training Support

Performance
Expectancy

Effort
Expectancy
HRIS Adoption

Extent of HRIS
Adoption

Social
Influence

Facilitating
Conditions

Figure 1. Research Model (Extended UTAUT model of the study)
2.1 Performance Expectancy
Performance expectancy of UTAUT model has been found as one of the most significant determinants to explain
behavioral intention. It is defined as “the degree to which an individual believes that using the system will help
him or her to attain gains in job performance” (Venkatesh et al., 2003, p. 447). The construct performance
expectancy is derived from perceived usefulness (TAM/TAM2), extrinsic motivates (MM), result expectations
(SCT), relative advantage (IDT), and job-fit (MPCU). The construct performance expectancy has the explanatory
power regarding the intention to use technology as well HRIS adoption (Bandyopadhyay & Fraccastoro, 2007).
To delve the impact of the performance expectancy relevant hypothesis is:
Hypothesis 1: Performance expectancy will have a positive impact on HRIS adoption.
2.2 Effort Expectancy
The construct effort expectancy is defined as “the degree of ease associated with the use of the system”
(Venkatesh et al., 2003, p. 450). It is formulated from three different constructs: perceived ease of use
(TAM/TAM2), ease of use (IDT), and complexity (MPCU). Effort expectancy of UTAUT model is an
important predictor of the purpose to use technology. It is predicted from the features of the technology, such as
social presence, proximity, and concurrency along with individual as well as group characteristics, such as
technology experience, computer self-efficacy, and familiarity with others (Brown, Dennis, & Venkatesh, 2010).
According to Aggelidis and Chatzoglou (2009), effort expectancy is an important determinant of users’ intention
to use IT. Based on the above arguments, the following hypothesis is thus postulated:
Hypothesis 2: Effort expectancy will have positive impact on HRIS adoption.
2.3 Social Influence
The construct social influence is defined as “the degree to which an individual perceives that important others
believe he or she should use the new system” (Venkatesh et al., 2003, p. 451). It is derived from three others
constructs: subjective norm (TRA, TAM2, TPB/DTPB and C-TAM-TPB), image (IDT) and social factors in
MPCU. The intention of people to use new technology usually influenced by the thoughts and perceptions of
his/her immediate environment. For what, this construct is more significant when the users are less involve with
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the technology (Venkatesh & Davis, 2000; Venkatesh et al., 2003). Lu, Yao, and Yu (2005), indicated that this
construct has a significant influence on behavioral intention at the early stage of technology adoption. From
above explanation the following hypothesis can be drawn:
Hypothesis 3: Social influence will have positive impact on HRIS adoption.
2.4 Facilitating Conditions
Facilitating conditions is another antecedent of behavioral intention. Venkatesh et al. (2003, p. 453), defined
facilitating conditions as “the degree to which an individual believes that an organizational and technical
infrastructure exists to support the use of the system.” It is driven from perceived behavioral control (TPB,
C-TAM-TPB), facilitating conditions (MPCU), and compatibility (IDT). Venkatesh et al. (2003), noted that
facilitating conditions would be measured directly with actual usage rather than behavioral intention, as it has a
direct effect on the usage.
Yia, Jackson, Park, and Probst (2006), also indicated facilitating conditions as a direct construct of use
technology. When trying with something new, people usually seek for assistance, especially when it comes to
technology innovation. If the facilitating conditions are not sufficient, they may act as an inhibitor (Venkatesh,
James Y. L. Thong, Frank K. Y. Chan, Paul Jen-Hwa Hu, & Brown, 2011). In this study, facilitating conditions
will represent the supports that employees expect in an organization to adopt HRIS. Accordingly, the following
hypothesis is posited:
Hypothesis 4: Facilitating conditions will have positive impact on HRIS adoption.
2.5 HRIS Adoption
Pickett et al. (2012), described behavioral intention as “functions of both attitudes and subjective norms about
the target behavior, predicting actual behavior”. UTAUT argued and proved that behavior intention has a direct
positive influence on technology adoption (Venkatesh, Thong, & Xu, 2012; Venkatesh & Zhang, 2010). Thong
(1999), has talked about the extent of adoption among small firms but the operationalization of extent has been
regarding number of system and software applications adopted across the organization. Similarly, the definition
of extent of HRIS use is missing in most current ones (Kassim et al., 2012), where the study considers HRIS as
an innovation and intend to observe the impact of HRIS on the extent of its use. Jasperson and Zmud. (2005),
defined post-adoptive behavior as an amalgamation of feature adoption decisions, feature use behavior, and
feature extension behavior made by an individual after an IT application has been fixed and successfully
exploited. The researchers have drawn various prominent research models on technology acceptance and use.
These models supported the relationship between the HRIS adoption and extent of HRIS adoption. Thus, we
proposed the following hypothesis.
Hypothesis 5: HRIS adoption and its impact have a positive influence on extent of HRIS adoption.
2.6 Employee Involvement & Training Support
Employee involvement in information systems development will ensure both system usage and employees’
satisfaction with the system (Baroudi, Olson, & Ives, 1986). Attitude to new ideas or innovations is significant to
the execution of the new system. Information system execution might be restrained due to the lower trust and
communication groups as well as staffs involvement (Kimberley & Hartel, 2008). Project performance is
significantly related to the known certainty and frequency of user involvement (Gales & Mansour-Cole, 1995). If
the employees were involved from the decisions related to technological changes would respond more positively
in the adoption that particular technology than the employees with a low level of involvement (Schraeder et al.,
2006). Users’ training is essential in the adoption of HRIS. In most cases, HRIS features are not entirely utilized
due to the lack of skill, lack of computer awareness or the difficulty in using the systems. Employees who have
received more training on HRIS are awaited to be more pleased with the system and appliance it in greater extent
(Cheney et al., 1986). The following hypothesis is thus postulated:
Hypothesis 6: Employee Involvement and Training support will have positive impact on individual behavior of
using HRIS.
3. Research Methodology
The conceptual model of the study and hypotheses were presented in the previous part of the study. This part is
planned to set out the research methodology to get answers of the research questions. Sekaran and Bougie (2010),
defined research methodology as “structured set of guidelines or activities to assist in generating valid and
reliable research results”. The questionnaire of the study was developed and pretested with the faculty members
of Comilla University, University of Dhaka and also with the help of HR executives and HR professionals of
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various organizations. Feedback was obtained on wording, sequence, structure and overall presentation of items.
HR executives and HR professionals of different private and public organizations situated in Dhaka (capital of
Bangladesh) and Chittagong (commercial capital of Bangladesh), Bangladesh are considered as the target
population for the study. Researcher desired to choose selective people within the population for a study or
research project, purposive sampling technique is appropriate, and we used it to the study. Purposive sampling
helps to find the people with particular characteristics who will be able to cooperate with the relevant research
(Kothari, 2004). A matter of caution in this regard was that the findings from this type of sampling might not be
lead to actual decision making.
Due to dynamic nature of the job, the employees of these companies were mostly familiar with IT products. HR
professionals were the primary participants in this study. All potential respondents were emailed the soft version
of the questionnaire, and three weeks after the first mailing, another round of mailing was carried to firms who
have not responded. In total, 240 questionnaires were collected from 270. Ten (10) questionnaires were
incomplete and excluded from the analysis. All variables were measured using Likert scale continuum ranging
from 1 (stands for strongly disagree) to 5 (stands for strongly agree). Items of the survey were developed after an
extensive survey of literature.
The structural equation modeling (SEM) was used to assess the relationship among the hypothesized concepts
and validating the conceptual research model. According to, Oliver Götz, Kerstin Liehr-Gobbers, and
Manfred Krafft (2010), SEM is a widely established model to validate theory with empirical data. Initially,
Microsoft Excel was used to shape the raw data from questionnaire and imported to SmartPLS software, one of
the mostly used statistical software for analyzing data (Hair Jr, Hult, Ringle, & Sarstedt, 2016).
4. Result
4.1 The Measurement Model
The reliability and validity should be evaluated before testing the hypothesis (Bagozzi, Yi, & Phillips, 1991). The
reliability was assessed by using Cronbach’s alpha and composite reliability. The composite reliability and
Cronbach’s alpha values of 0.70 or more are acceptable. According to Hair Jr et al. (2016), the composite
reliability and Cronbach’s alpha values below 0.60 indicate a lack of internal reliability. The composite
reliability values and cronbach’s alpha of all construct in Table 1 is more than 0.80, which is higher than the
recommended value. So, the constructs were deemed to have adequate reliability. The validity was weighed by
considering convergent and discriminant validity. The convergent validity is taken to be satisfactory if the
measurement constructs have at 0.50 as an average variance extracted (AVE) (Hair Jr, Anderson, Tatham, &
William, 1995). The measurement model table shows that AVE ranged from 0.698 to 0.829 are greater than the
recommended value. Therefore, conditions for convergent validity were met. The discriminant validity was
assessed by the square root of the AVE and cross loading matrix. The square root of the AVE of a construct must
be larger than its correlation with other constructs for satisfactory discriminant validity (Henseler, Ringle, &
Sinkovics, 2009). The square roots of AVE, shown in the Table 2, were greater than their corresponding
correlation, representing that our data had good discriminant validity.
Table 1. The measurement Model and Crossloading Matrix
Construct

AVE
0.771
0.829
0.796
0.822
0.728
0.698

HRIS
PE
EE
SI
FC
EITS

Composite Reliability
0.910
0.935
0.921
0.933
0.931
0.873

Cronbach’s Alpha
0.851
0.896
0.872
0.892
0.907
0.837

Table 2. Correlation Matrix and Square Root of the Average Variance Extracted
HRIS
PE
EE
SI
FC
EITS
EHRIS

HRIS
0.878
0.398
0.374
0.245
-0.357
0.504
0.287

PE

EE

SI

FC

EITS

EHRIS

0.910
0.435
0.435
-0.487
0.577
0.477

0.892
0.426
-0.337
0.454
0.340

0.802
0.211
0.320
0.455

0.907
-0.581
-0.348

0.853
0.499

0.835

4.2 Structural Model
To discover the path relationships within the constructs a structural research model was constructed and to test
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the hypothesis researcher used the bootstrap method. The study tests the association between endogenous and
exogenous by path coefficient (β) and t-statistics. The study observed that PE (t=4.654, β=0.35), EE (t=5.304,
β=0.39), SI (t=3.765, β=0.36), FC (t=2.870, β=0.27) and employee involvement and training support (t=4.735,
β=0.36) had a significant effect on HRIS adoption use m-health. Thus H1, H2, H3, H4 and H5 were supported.
Finally, the result confirmed that HRIS adoption is positively associated with the extent of HRIS adoption
(t=2.615, β=0.25), supporting H6 (Table 3).
Table 3. Structural Model
Hypothesis
H1
H2
H3
H4
H5
H6

β
0.35
0.39
0.36
0.27
0.36
0.25

Path
PE -> HRIS
EE -> HRIS
SI -> HRIS
FC -> HRIS
EITS -> HRIS
HRIS -> EHRIS

t-Statistics
4.654
5.304
3.765
2.870
4.735
2.615

Comment
Accepted
Accepted
Accepted
Accepted
Accepted
Accepted

5. Conclusion
It is the first study that extended UTAUT model with employee involvement and training support in the context
of HRIS adoption in developing countries. The findings of this study indicate that the extended UTAUT is a
good predictive model of HRIS adoption. Regarding UTAUT-related variables, the results show that PE, EE, SI,
FC and the factors of extended UTAUT model EITS had a significant influence on adoption of HRIS.
The developed model in this study can easily be applied for examining the adoption of HRIS in other developing
countries. The findings of the study are essential for the development of policies and strategies to adopt HRIS in
developing countries because it identified the key factors that influence to adopt HRIS. The decision makers of
an organization should consider to think about the employee involvement and the training support before
adopting any technologies like HRIS. The higher rate of HRIS adoption among the organizations’ in developing
countries has opened a prodigious opportunity to use information technology in HR department. The findings of
this study can be used by policymakers of organizations and government for the public sector to increase the
adoption of HRIS in developing countries. Finally, special attention should be given to users who do not have
any experience with HRIS.
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