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Abstract

Information system is being implemented to improve job performance and facilitate employees’ work. However,
implementing Information system has some negative impacts on employees and organization if employees do not
accept it. Several previous studies investigated some consequences of information technology such as turnover
intention and job satisfaction. This study provides a conceptual framework that shows other independent
consequences of information system implementation. The model presented the impact of attitude towards using
information technology on three components of organizational commitment (formative, normative and
continuance). It also addresses the impact of attitude towards using information technology on turnover intention
directly and via organizational commitment. Based on technology acceptance and its consequences, we develop a
number of testable propositions that can guide to further research on work related outcome due to technology
acceptance. Finally, we provide some recommendations for future research.
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1. Introduction

Information technology (IT) is becoming more important than at any time in the past. It allows organizations to
raise performance in almost every area of operation, including cycle time, inventories, manufacturing, and
customer support in marketing and distribution (Dwivedi, 2011). Information system implementation has many
advantages, although it has some disadvantages if it is not accepted by users. Information systems (IS) have an
influence on organizational performance. IS generally adds value to an organization, its performance and activities
that contributes it to stay competitive in today’s globalized world. IS heavily facilitates internal coordination and
plays an important role to decrease internal coordination cost. Information systems are heavily reliant on
facilitating internal coordination and play a significant role to reduce internal coordination cost (Dwivedi, 2011).
Beside these advantages, it has also some negative impacts on an organization if employees do not accept it. Joshi
and Lauer (1998) pointed out some negative impacts of information system implementation. They asserted that
Information technology or system (IT/IS) in particular a computer aided design (CAD) system implementation
may have an effect on user’s work environment in different manners. Some of the effects may not be favorable for
user that can lead to negative consequences such as increased stress, reduced commitment and job satisfaction.

Among the various models that IT research has used to explain and predict user acceptance behavior, the
Technology Acceptance Model (TAM), provided by Davis (1989) and Davis et al. (1989) may be the most widely
applied model. The key reasons for its prevalent use are its simplicity, cost-cutting along with robustness (Abbasi
etal., 2011; Chang, 2010; Lee & Lehto, 2013; Lee et al., 2013). TAM illustrates that individuals’ perceptions based
on perceived ease of use (PEOU) and perceived usefulness (PU) influence user’s intention and usage behaviors
towards a special IT (Davis, 1989; Davis et al., 1989). However, some scholars claimed that the relationship
between attitude toward using Information Technology (ATU) and intention behaviors does not hold true
especially when technology usage is not voluntary (Brown et al., 2002; Teo, 2011). Moreover, Brown et al. (2002)
suggested that “attitudes can have a significant influence on an individual’s perception toward the work
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environment and organization” (p. 291).

However, Maier et al. (2013), followed the Brown et al. (2002) suggestion and examined the effect of human
resource information system implementation on turnover intention and job satisfaction as two work related
outcomes. These authors report that attitudes have a notable impact on an individuals’ perception toward the
organization and work environment. In particular, the authors found a significant and indirect positive impact of
attitude towards using information system on TI through job satisfaction. They also suggested to add
organizational commitment to their model to decrease turnover intention. Subsequently, Parvari et al. (2014)
provided a conceptual framework that shows the relationship between attitude towards using IT and Psychological
contract led to organizational commitment and turnover intention. It appears that Parvari et al. (2014) ignored to
show the effect of attitude towards using IT on turnover intention (TT) directly and via organizational commitment
(OC) as well as on organizational commitment directly. Filling this gap, present study investigated the effect of
attitude towards using IT on TI through OC. Before presenting the model, TAM, OC and TI construct is briefly
discussed.

2. Technology Acceptance Model (TAM)

The TAM is a revision of the theory of reasoned action. Davis (1989) asserted that intentions to use IT determines
IT adoption behaviors by two factors: usefulness and ease of use. Ease of use is described as the degree to which a
user hopes the target system is user friendly and usefulness reflects to a degree that usage of a specific IT
application can increase user’s job performance. The initial Technology Acceptance Model theorizes the relations
between beliefs, attitude and behavioral intentions to forecast users’ adoption of IT. Previous studies proved the
validity in forecasting users acceptance behaviors across contextual settings and technologies (Carayannis, 2013;
Piaggesi et al., 2011).

3. Organizational Commitment (OC)

The meaning of OC is deeply rooted in previous studies. Meyer and Allen (1988) and Porter et al. (1974)
emphasize on the dimensions of the employees’ emotional attachment. Individuals’ attitude towards their job has
attracted the attention of researchers because it has been frequently indicated that there was an relation between
emotional attachment and commitment to the organization and the employees’ intentions to leave that
organization (Gaines and Jermier, 1983). Moreover, Stiffler (2007) pointed out that OC can predict the intent to
leave better than job satisfaction does. Allen and Meyer (1990b) and Allen and Meyer (1990a) propose and
conduct three dimensions of OC: affective commitment, continuance commitment and normative commitment.
These three dimensions of OC will be described as follow:

Affective Commitment (AC): one of the most applied factor of OC is affective dimension (Cole and Johnson,
2007; Kwantes, 2009). Cole and Johnson (2007) and Meyer et al. (1991) described AC as an emotional attachment
to the organization. AC refers to employees’ involvement in, emotional attachment to, and identification with the
organization (Meyer and Allen, 1988).

Normative Commitment (NC): Kobylarek et al. (2013) defined NC as the degree of commitment that the
employees’ want to stay in their organization. Bolon (1996) defined NC as individuals’ beliefs towards the
organization or their sense of commitment to their job.

Continuance Commitment (CC): Allen and Meyer (1996) defined CC as the degree which an employee needs to
continue working with an organization since the expense of leaving is too high. Meyer et al. (1991) they found it
difficult to find alternative job, so they prefer to continue their work to increase their commitment.

4. Turnover Intention (TT)

The concept of leaving the current position or organization (Mowday et al., 1982a); the series of perceptions in
retreating cognition (Tett and Meyer, 1993). Rumery (1998) defines TI as the expectation of actual turnover. TI
reflects to the deliberate and conscious intention of employees to quit the organization (San Park & Kim, 2009).

Turnover Intention Theories

Social exchange theory provided by Homans (1958) is known as an important theory that explains OC as a
predictor of TI. According to this theory, workers seek for mutual beneficial relationship with their organization.
If they feel their organization does not fulfill the obligation they reduce OC and increase T1I.

Effects of Turnover Intention

Phillips (1990) pointed out that turnover imposes many hidden or invisible costs, and consequently these invisible
costs are passed on to the remaining co-workers, such as the cost of training replacements for employees who have
quit. The cost of training workers will have finally effect on the profit of the organization. Meanwhile, turnover
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costs the organization in terms of human resources, productivity and employee morale. Consequently, this will
have an impact on the organization’s earnings. Many investigators argued that the high rate of turnover if it is not
managed as well, it will have a negative impact on the profitability of organizations (Duraisingam et al., 2009;
Tiamiyu et al., 2009).

5. An Integrated Model of TAM, Organizational Commitment and Turnover Intention

The theoretical propositions discussed in this paper are illustrated in an overall model displayed in Figure 1. The
model has some important characteristics.

Perceived Organizationa
Usefulness J \1/ 1 Commitment
Attitude
toward Using
IT
Perceived Ease 1\ Turnover
of Use J Intention

Figure 1. Conceptual framework

First, the model considers the relationship between three dimensions of OC (formative, normative and continuance)
and TI. The effect of attitude towards information technology may be different on various dimensions of OC that in
turn may have different effects on TI. Therefore, analyzing the model can reveal significant insights on the effect
of different dimensions of OC on TI.

Second, the model integrates TAM into IT field with work related outcomes from organizational behavior field.
The model focuses on employees’ attitudes and behavioral intentions due to IT implementation when IT usage is
mandatory. As a result, the model shows the linkage between attitudes towards IT with OC as an attitude towards
organization and turnover as a behavioral intention.

The Relationship between Attitude towards using IT (ATU) and Organizational Commitment (OC):

Individuals are employed in the organizations with certain skills, expectations, requirements, and they expect to
meet a work environment to utilize their abilities and fulfill their requirements. When organizations are able to
provide these chances, likely commitment will be increased. Porter et al (1976) define OC as the relative intensity
of an individual’s identity and involvement in a specific organization. Mowday et al. (1982b) consider
commitment as an attitude that indicates the quality and nature of relationship between an organization and an
employee. It is a condition in which individuals identify with a specific organization and their goals and wish to
stay as membership in that organization to facilitate their goals. Buchanan (1974) argue that commitment often
creates an exchange of relation in which an individual attach to the organization to receive certain award from the
organization. Therefore, if an IT present good quality in performance and easy to use by affecting employees’
perception of organization can support the linkage between an employee and an organization and consequently
increase employees’ OC. Thus, the following proposition is formulated:

Proposition 1. Attitude towards using IT is positively associated with Organizational commitment.

148



www.ccsenet.org/res Review of European Studies Vol. 7, No. 12; 2015

The Relationship between Attitude towards using IT (ATU) and Turnover Intention (TI):

The impact of rising TI is corroborated as employees feel the rising pressure related with gaining new skills
(Lukaszewski et al., 2008) to fulfill the requests for cost reduction (Bondarouk and Ruél, 2009), to exploit process
improvements (Tansley et al., 2001), as well as to realize time savings (Strohmeier, 2007), in way which they can
employ well qualified personnel in minimum time. Ferratt (2005) suggested that a task focused orientation of a
human resource, focuses particularly on increasing a worker’s short-term performance, and generates a higher
level of turnover than configuration that focuses on the worker. When a worker’s role changes after implementing
information technology (Wiblen et al., 2010), she/he could be dissatisfied or even leave the job. As a result, the
implementation of information technology changes worker’s role and also their work routines. When employees
do not like these changes, they evaluate the new implemented information technology a cause for such changes in
a negative way or vice versa. Therefore, the following proposition is formulated:

Proposition 2. Attitude towards using IT is positively associated with turnover intention
The Relationship between Organizational Commitment (OC) and Turnover Intention (TI):

Results from previous study revealed that employees with a high level of OC are less likely to have intent to leave
than employees who are not relatively committed (Al Arkoubi et al., 2011). A meta-analysis of forty-two studies
indicated that OC can predict the actual turnover better than job satisfaction does (Gaertner, 2000). Therefore, the
following proposition is formulated:

Proposition 3. Organizational commitment is positively related with turnover intention
6. Additional Directions for Research

There are some considerations that researchers are required to take when testing some of the propositions
incorporated in the model. First, the model involves individual levels of analysis. Indeed, respondents are
employees who work routinely with IT based on computer as a tool work. Second, respondents need to work with
IT routinely so that their main concern with job is quality of the system that they are working with. Because using
the IT for short time may not lead to intention to leave the job. Third, ease of use and perceived usefulness are
quality characteristics of general IT. As this paper aimed at work related outcomes, and rate of TI for each
employee can be measured by IT that employee is using.

7. Conclusion

Utilizing TAM, this study provides a theoretical proposition that shows the impact of attitude towards using IT on
TI through OC. In other word, this study integrates TAM with work related outcome constructs. Moreover, the
study of “outcomes in technology adoption research is very limited” (Venkatesh et al., 2007, p. 277), especially the
consequences of workers’ negative attitude towards an IT. However, we propose a number of propositions that can
help researchers in this field. Future research may benefit from analyzing these propositions to determine the rate
of TI due to IT implementation in organizations. In addition, the results of analyzing these propositions may be
useful for organizational managers to understand the need for successful IT implementation and organizational
programs that enable the organization to establish employees’ positive attitude towards IT and positive
employer-employee relationships in order to reduce TI.

8. Recommendation

Employees with different cultural backgrounds in different countries show different levels of system usage (Lee,
Trimi et al., 2013). It would be interesting to analyze the model for different individuals with different cultural
backgrounds. In addition, the future research could analyze whether system implementation affects OC more at
early steps or when workers use it in their routine work.
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