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Abstract 

Electronic human resource management (e-HRM) facilitates human resource management (HRM) functions to 

comply with the human resource demands of the organisation through web-based networks. The aim of this study 

is to examine the behavioural intention (BI) to adopt e-HRM among HR staff working at the public sector higher 

educational institutions (HEIs), Pakistan. This study has employed Unified Theory of Acceptance and Use of 

Technology (UTAUT-1) as the underpinning theory. This study is based on preliminary investigation. The data was 

collected from 48 respondents of officer cadre employees in HRM departments. Simple linear regression analysis 

was employed to examine the research hypotheses with the help of the Statistical Package for Social Sciences 

(SPSS). The results showed that effort expectancy (EE), performance expectancy (PE), and social influence (SI) 

were significant predictors for the BI to use e-HRM. Further, facilitating conditions (FC) significantly influence the 

BI and the actual use of e-HRM. Moreover, attitude (ATT) depicted a significant full mediation between PE and BI 

while partial mediation influence between EE, SI, and FC with BI. Overall, study found explanatory variables 

explained variation in BI to use e-HRM. The study expectations to obtain greater insights into the UTAUT-1 

applicability for the future research on the topic of e-HRM adoption.  

Keywords: Electronic Human Resource Management (e-HRM); Higher Education Institution (HEIs); Mediation 

Analysis; Preliminary Investigation; Statistical Package for Social Sciences (SPSS); Unified Theory of Acceptance 

and Use of Technology (UTAUT-1) 

JEL Classification: M15 - IT Management; O33 - Technological Change: Choices and Consequences; Diffusion 

Processes, O15 - Human Resources; O32 - Management of Technological Innovation and R&D 

1. Introduction 

Things which were accepted in the past are no longer acceptable in the present and in the future due to the digital 

revolution and the explosion of knowledge, complemented by continued transformations in the internal and external 

working environment. Hence, the adoption of e-HRM became a necessity for all organisations (Al-Hawary et al. 

2020). In the late 1990s and early 2000s, the internet advent raised the use of web-based HRM also termed as e-

HRM. These systems empowered organisations for delivery of HR services through online platforms, augmenting 

approachability and user-friendliness (Ruël, Bondarouk, and Looise 2014). e-HRM systems also enabled self-

service functionalities, letting employees to access and apprise their personal information, leave application, and 

performance appraisals online submission (Strohmeier and Piazza 2015).  

Therefore, all organisations have become aware of the worth of managing human resources effectively and 

efficiently, as the human element is a key. Following traditional ways, such as manual record keeping of staff 

information, has now disappeared with the emergence of the technological revolution, replaced by electronic 

databases (Al-Hawary et al. 2020). e-HRM use poses the likelihood of enabling HRM functions to undertake a 

strategic role within an organisation. The HRM functions are confronted with a complex and dynamic environment 

(Parry & Battista, 2019). It is expected that HRM will develop from the role of “traditional administrative partner” 

to a “strategic business partner” (Ulrich, 1997). e-HRM is considered a crucial source for transformation of HRM 

functions and improving its strategic contribution for organisations (Ceric and Parton 2024; Marler and Parry 2016; 
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Bondarouk, Parry, and Furtmueller 2017; Strohmeier 2020).  

Moreover, literature recommended that the use of e-HRM will substantially increase the potency of HRM at the 

policy level and practice level. e-HRM plays a significant role in strengthening the HRM functions by augmenting 

the HR messages' stability (Siam & Alhaderi 2019). Review of the literature revealed that adoption of e-HRM is 

affected by several factors (Al-Hawary & Al-Rasheedy, 2021). These were categorized as technological, 

organisational, and people factors (Bondarouk et al. 2017). The employee characteristics, top management support, 

information technology (IT) infrastructure, e-HRM compatibility, and pressure from industry (Masum et al., 2015). 

Other critical factors identified by Rathee and Bhuntel (2021) are perceived ease of use, usefulness, experience with 

IT, organisational support, and usage intention. Yusliza and Ramayah (2012) described that the attitude towards e-

HRM acceptance, e-HRM ease of use, and its usefulness TAM perspective. 

In today’s business environment, e-HRM is one of the crucial part of organisations. Several past studies on e-HRM 

have been conducted in the developed countries like USA, UK, and Canada. The findings of these studies are not 

appropriate for the context of developing countries. Hence, this needs to be addressed. e-HRM is relatively a new 

concept from the Pakistani perspective. Studies have been done regarding e-HRM implementation in most of private 

sectors in Pakistan like banking sector, manufacturing sector, small and medium enterprises (SMEs), while limited 

from the public sector (Waheed et al. 2020). Therefore, this study aims to investigate e-HRM adoption in Pakistan 

a developing country.  

Further, this study aims to examine how EE, PE, SI and FC influence BI; FC influence on BI and actual use; and 

the mediating role of ATT on the relationship between PE, EE, SI, FC and BI. The study used UTAUT-1, a widely 

used and validated theory which predicts technology acceptance. The research model and hypotheses were tested 

empirically by employing the simple regression with the help of SPSS. 

The paper is organised as follows. The past literature on e-HRM adoption with special emphasis on UTAUT is 

presented in the next section, along with the explanation of UTAUT as an underpinning theory. This study employed 

a quantitative research design to examine the underlying research hypotheses given after the literature review. Data 

was collected from 48 respondents working at Public Sector HEIs of Pakistan. The findings and discussion are 

presented with study limitations, future research directions, and a conclusion. 

2. Literature Review 

2.1 e-HRM adoption 

e-HRM is not a very old concept, nor is it a very new concept, as per the digitisation of corporate culture. The use 

of e-HRM in Western organisations is very generous and popular. The e-HRM use will substantially increase the 

potency of HRM at the policy level and practice level. e-HRM plays a significant role in HRM functions 

strengthening by enhancing the HR messages' stability (Siam & Alhaderi 2019). Although the cost reduction offered 

by e-HRM, its performance effectiveness, and the benefits of primacy for HR administrators, acceptance of its users 

is a critical factor (Al-Ajlouni et al. 2019). Hence, the current study examined the impact of different factors on e-

HRM adoption. 

Fraij (2022) asserted that due to external and internal dynamic forces, the adoption of e-HRM is low among 

employees of developing countries. For the provision of better working experience with e-HRM, it is essential to 

investigate which factors may influence its adoption. The study investigated the reasons why e-HRM is used or not 

used by employees of the telecommunication sector of Jordan. Results revealed that e-HRM adoption behaviour is 

significantly influenced by PE, SI, and FC, while EE showed insignificant influence toward e-HRM adoption 

behaviour. The study suggested that by employing a conceptual model, companies can better understand the e-HRM 

adoption behaviour (Fraij 2022). 

Priyashantha & Chandradasa (2021) used UTAUT to empirically test the factors that may influence e-HRM 

adoption in the banking sector of Sri Lanka. Authors stated that the e-HRM adoption rate in the context of 

developing countries is relatively low. The results of the study depicted that PE, SI, and FC are the main 

determinants of e-HRM adoption behaviour, while EE depicted an insignificant influence. 

Results from a study conducted in private universities of Jordan revealed that PE influences BI to use e-HRM, and 

FC significantly influence the actual use of e-HRM. However, EE and SI showed insignificant influence on BI. BI 

also significantly predicted the actual use of e-HRM. Results of the study provided supportive evidence of using 

the UTAUT model in the context of developing country settings (Al-Ajlouni et al. 2019). 

The UTAUT model was tested by Noutsa Fobang et al. (2019) in SMEs of Cameroon, a developing country. 

Employees working in HR departments of SMEs were targeted, and results confirmed that PE and SI significantly 
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influenced the BI in HRIS adoption. Authors stated that due to the rising impact of globalisation and technology, 

HRIS plays an essential role in modern organisations of today’s world. However, developing countries are facing 

challenges in HRIS implementation (Noutsa Fobang et al 2019). Alkhwaldi et al., (2023) found the same results 

when they studied HRIS adoption in the public sector of Jordan. 

Results of the study cannot be generalised as each study was conducted in a single industry and a single county 

(Siam & Alhaderi 2019). Other than e-HRM and HRIS, UTAUT-1 has also been used in other technology adoption 

studies, like e-learning and AI adoption. Putro et al. (2022) investigated the influential factors for e-learning 

adoption in Indonesian universities. Authors concluded that technology acceptance (PE, EE, SI, FC, usefulness, and 

perceived benefits), organisational resources (well-designed IT infrastructure, training, technical support) influence 

e-learning adoption.  

In another study by Venkatesh (2022), discussed how some critical factors hinder the AI adoption decision of 

employees by employing UTAUT as a theoretical base. The model is used to propose individual features, 

technological features, environmental features, and interventions for future research directions that not only 

contribute toward literature on adoption but also AI tools, and it could lead to help organisations to positively 

influence adoption. 

Chao (2019) by employing UTAUT, investigated factors affecting the BI of the students toward mobile learning 

(m-learning). The findings of this study revealed that PE and EE significantly influence the BI toward m-learning. 

In another study by El-Masri & Tarhini (2017) examined the factors affecting e-learning adoption by the students 

in HEIs of the United Kingdom (UK) by employing UTAUT. PE, SI, and EE showed significant influence on e-

learning, while FC insignificantly influenced the BI toward e-learning. 

The above discussion depicted that different constructs of UTAUT have shown variation in results. In some cases, 

they depicted significant results, and in other cases depicted insignificant results. APPENDIX A presents a summary 

of past literature on e-HRM and HRIS adoption and results.  

2.2 Underpinning Theory 

The use and adoption of a wide variety of technologies are successfully predicted by several well-established 

theories in the growing field of research on technology adoption among employees (Venkatesh & Zhang 2016). In 

information systems (IS) and IT acceptance research, there are several models with different sets of technology 

adoption determinants. Venkatesh et al. (2003) detected that researchers of IS/IT were encountered with a choice 

among different technology adoption models and theories. These researchers were constrained to select constructs 

from the established models and theories. They felt a need for a synthesised model to get a “unified view” of 

technology acceptance (Venkatesh et al. 2003). 

 
Figure 1: Unified Theory of Acceptance and Use of Technology (UTAUT-1) 

Source: Venkatesh et al. (2003) 
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Venkatesh et al. (2003) reviewed past literature and compared eight major models on user acceptance. These eight 

models were, (1) theory of reasoned action (TR), (2) technology acceptance model (TAM), (3) motivational model 

(MM), (4) theory of planned behaviour (TPB), (5) a model combining the TAM & TPB (C-TAM & TPB), (6) the 

model of personal computer utilization (MPCU), (7) diffusion of innovation (DOI), and (8) the social cognitive 

theory (SCT). They formulated a unified view by integrating constructs of these theories and validated them. The 

authors named this view as UTAUT-1. The model comprises PE, EE, SI, and FC as main determinants, with four 

demographic moderators e.g., age, gender, experience and voluntariness of use that leads BI and actual use of 

technology (Viswanath Venkatesh et al. 2003). The model is shown in shown in above Figure 1. 

To explain the technology acceptance behaviour, the UTAUT-1 was developed. The theory proposes various factors 

affecting technology acceptance, with behavioural intention to use and actual usage behaviour as measures of 

technology acceptance. One of the most popular theories, the UTAUT has been successfully replicated multiple 

times and is actually used to analyse a wide range of technologies and even scenarios outside of employee adoption. 

Importantly, it is known that certain contextual factors and characteristics unique to certain technologies influence 

their ultimate adoption and use (Brown et al. 2010; Hong et al. 2014).  

The UTAUT by Venkatesh et al. (2003) have been used as a main framework in technology adoption research. 

Main constructs of the theory were used by different researchers as antecedents of e-HRM adoption (Al-Ajlouni et 

al. 2019; Fraij 2022; Siam & Alhaderi 2019). This theory has also been used in different IS and IT adoptions, like 

HRIS (Noutsa Fobang et al. 2019), e-learning (Putro et al. 2022), and AI adoption (Venkatesh 2022). Further, it is 

also noted that studies on e-HRM are mainly in the Western context (Siam & Alhaderi 2019).  

The constructs from UTAUT-1 used in the current study are PE, EE, SI, FC, BI and actual use, while ATT is taken 

from TAM. PE is perceived usefulness, and EE means ease of use of e-HRM applications. SI consists of subjective 

norms, and FC means support from the organisations. The PE, EE, and SI predict the BI towards using e-HRM. FC 

and BI influence the actual use of e-HRM.  

2.3 Literature Gaps                            

Even though, growing interest in the field of e-HRM in developed countries, there are few studies in the context of 

Pakistan and the public sector. It is noted that studies on e-HRM are mainly in the Western context (Siam & Alhaderi 

2019). Further, e-HRM adoption is still lacking in developing countries and is thought to be crucial (Shah, Michael 

& Chalu 2020). The current study extends the UTAUT-1 model to predict BI to use e-HRM in the public sector 

HEIs of Pakistan.  

The UTAUT have been applied in technology adoption research. Like it has been used to predict BI to adopt e-

HRM (Al-Ajlouni et al. 2019; Fraij 2022; Siam & Alhaderi 2019), HRIS (Noutsa Fobang et al. 2019), e-learning 

(Putro et al. 2022), and AI adoption (Venkatesh 2022). In this preliminary investigation, the relationship between 

UTAUT is examined with the introduction of a mediating relation of ATT between predictors of the theory (EE, 

PE, SI and FC) and outcome (BI).   

Attitude is the predictor of TAM-1 and later it was dropped in TAM-2. Two school of thoughts prevail one who 

favour the ATT and those who are not in favour of adding ATT  (López-Bonilla & López-Bonilla 2017). This study 

integrated ATT from TAM as a mediator between predictor of UTAUT and BI to adopt e-HRM. 

2.4 Hypotheses Development 

2.4.1 Effort Expectancy (EE)  

EE means ease of use of e-HRM applications. It is evident from past literature that users use the system if it does 

not require more effort to accomplish the tasks as compared with traditional techniques, which require more effort. 

Hence, high ease means more likely to be used. It is hypothesized that EE is a significant predictor of BI in UTAUT 

(Venkatesh & Zhang, 2010). Past studies tested the influence of EE on BI (Fraij 2022; Priyashantha & Chandradasa 

2021; Obeidat, 2016; Tarhini et al., 2016; Al-Ajlouni et al. 2019; Noutsa Fobang et al. 2019; Alkhwaldi et al., 

(2023). Based on the above discussion, it is hypothesized that: 

H1: EE will significantly influence BI to adopt e-HRM. 

2.4.2 Performance Expectancy (PE)  

As per Venkatesh et al. (2003), PE means the perceived usefulness a user expects while performing to attain a 

reward while using IS. For this study, PE denotes attaining a better performance level while using e-HRM. It is 

widely conceded that any IS user would likely adopt it if they perceived it as beneficial. It is evident from the 

literature that employed UTAUT, PE depicted as a significant predictor of BI to use e-HRM (Fraij 2022; 

Priyashantha & Chandradasa 2021; Al-Ajlouni et al. 2019) and HRIS (Noutsa Fobang et al. 2019; Alkhwaldi et al., 
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2023). Hence, this study expected that PE would play a significant role in BI to adopt e-HRM. The given hypothesis 

is constructed regarding the influence of PE on BI, regarding the above discussion. 

H2: PE will significantly influence BI to adopt e-HRM. 

2.4.3 Social Influence (SI) 

SI stands for whether people who are important to an individual think that he/she should perform a particular 

behaviour. SI is a predictor of BI to adopt IS. It is used by different authors in the field of e-HRM as a predictor of 

BI (Fraij 2022; Priyashantha & Chandradasa 2021; Al-Ajlouni et al. 2019) and HRIS adoption (Noutsa Fobang et 

al. (2019; Alkhwaldi et al., 2023). The following hypothesis is developed to examine the influence of SI on BI based 

on the above discussion. 

H3: SI will significantly influence BI to adopt e-HRM. 

2.4.4 Facilitating Conditions (FC) 

In the UTAUT, it is theorized that FC has a direct influence on the actual use of IS (Viswanath Venkatesh et al. 

2003). Users feel encouraged to use IS when FC is available. FC are thought to be one of the factors that most 

strongly influence the user how they use technology (Venkatesh & Zhang 2010). Previous research finds its 

significant influence on the use of e-HRM (Fraij 2022; Priyashantha & Chandradasa 2021; Al-Ajlouni et al. 2019) 

and HRIS (Noutsa Fobang et al. 2019; Alkhwaldi et al., 2023). It is to noting that FC also have an insignificant 

influence on HRIS adoption as reported by Noutsa et al. (2017). The following hypothesis is constructed regarding 

the influence of FC on actual use of e-HRM:  

H4: FC will significantly influence the BI to adopt e-HRM. 

H5: FC will significantly influence the actual use of e-HRM. 

2.4.5 Attitude (ATT) 

General feeling of the user, either favourable or unfavourable toward IS termed as attitude (Fishbein and Ajzen 

1975; Icek Ajzen 1991; I. Ajzen and Fishbein 1980).  In past literature, results depicted the influence of attitude on 

BI (Davis, Bagozzi, and Warshaw 1989; Taylor and Todd 1995). Past studies also validated the significant impact 

of attitude on the BI toward e-HRM adoption and usage (Alenezi et al., 2010; Jan et al., 2012). Past literature also 

examined the mediating role of ATT between SI and BI (Hawash et al. 2020; Dwivedi et al. 2019). For the current 

study, it is used as a mediating variable between the relationship of EE and BI; PE and BI; SI and BI; and FC and 

BI to use e-HRM. The following hypotheses are constructed regarding the mediating influence of attitude with the 

UTAUT constructs.  

H6: The association between EE and BI to adopt e-HRM will be mediated by ATT to use e-HRM. 

H7: The association between PE and BI to adopt e-HRM will be mediated by ATT to use e-HRM. 

H8: The association between SI and BI to adopt e-HRM will be mediated by ATT to use e-HRM. 

H9: The association between FC and BI to adopt e-HRM will be mediated by ATT to use e-HRM. 

2.4.6 Behavioural Intention (BI) 

The intention of a user to use a technology system is referred to as BI. It incorporates the user’s motivational factors 

that influence IS/IT usage behaviour (Ajzen 1991). Behavioural theories also posit that adoption intention is 

determined by ATT toward SI (Fishbein and Ajzen 1975; I. Ajzen and Fishbein 1980). Several empirical studies 

have also confirmed that ATT has a significant influence on BI toward e-HRM adoption (Raaij and Schepers 2008; 

Yu et al. 2007; Yong, Yusliza, and Fawehinmi 2019). One of the key indicators of a system's actual utilization is 

BI. The concept shows individual’s readiness to act. The UTAUT also theorized BI as an antecedent, and the 

relationship is confirmed in several empirical researches that examined the UTAUT model (Tarhini et al. 2016). 

The given hypothesis is postulated to examine the influence of BI on the actual use of e-HRM based on the above 

discussion. 
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H10: BI will significantly influence the actual use of e-HRM. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 
Figure 1: Research Framework of the Study 

Source: Authors 

3. Methodology  

3.1 Data Collection Procedure 

This study utilized an online data collection method. The survey was built in Google Forms. An embedded link was 

sent to The Registrars/ head of HR departments of different public sector HEIs located in Capital Territory of 

Islamabad, Pakistan for the approval of conducting an online survey and their support in sharing Google Form link 

to relevant staff. It was also shared that participation in the survey is voluntary. Data was collected over eight weeks 

in August-September 2024. After follow-up, 49 responses were gathered. The study utilized 48 questionnaires after 

reviewing relevant and complete responses. Out of 48, 33 (68.8%) were male, and 15 (31.25%) were female. 

3.2 Research Instrument 

The study adapted research instruments employed in past literature. A 6-item scale by Al-Alwan et al., (2022); Al-

Ajlouni et al., (2019); Esen & Özbağ, (2014); Venkatesh et al., (2003); Moore & Benbasat, (1991); and Davis, 

(1989) were utilized to measure the EE, a 7-item scale for PE from Al-Alwan et al., (2022); Al-Ajlouni et al., (2019); 

Esen & Özbağ, (2014); Venkatesh et al., (2003); Moore & Benbasat, (1991); and Davis, (1989); 6 items scale by 

Al-Ajlouni et al., (2019); Venkatesh et al., (2003); Taylor & Todd, (1995); Ajzen, (1991); and Davis, (1989) to 

measure the SI, a 7-item scale to measure FC by Al-Ajlouni et al., (2019); Alam & Islam, (2021); Rahman et al., 

(2016); Venkatesh et al., (2003); Taylor & Todd, (1995); and Ajzen, (1991). To measure the BI, 5 items adapted 

from Al-Ajlouni et al., (2019); Rahman et al., (2016); Venkatesh et al., (2003); and Esen & Özbağ, (2014). ATT 

was measured with 5 items by Taylor & Todd, (1995); Davis, (1989); and Fishbein & Ajzen, (1975). Actual use 

was measured with 4 items (frequencies) adapted from Wang & Shih (2009); Tukiran et al., 92022); Venkatesh & 

Bala, (2008). 

3.3 Data Analysis  

3.3.1 Demographics 

A. Profile of the Respondents  

Most of the respondents (68.8%) were males, followed by females (31.3%). A major part of the age group 

representation is 35 to 44 years, comprising over half (25 respondents), suggesting that middle-aged individuals are 

the predominant participants in the study. 12 respondents belong to the 25 to 34 years of age, representing younger 

employees. Younger respondents (<25) and older respondents (55+) are rare, with only one person in each group 

(2.1%). Most of the respondents are highly qualified. Out of 48, there are 27 (56.3%) PhD, followed by 13 (27.1%) 

with Master's/ MPhil/ MS degree. While 4 (8.3%) have qualifications of a Graduation/bachelor’s degree. Most 

respondents (35.4%) reported having 10 to 14 years of experience, followed by 25.0% with 5 to 9 years of 

experience. Only 6.3% had less than 5 years of experience, while 14.6% had 21 years or more (Table 1).  

Effort 

Expectancy (EE) 

Attitude 

(ATT) 

Performance 

Expectancy (PE) 

Facilitating 

Conditions (FC) 

Behavioural 

Intention (BI) 
Actual Use  

Social 

 Influence (SI) 
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Table 1: Demographics 

Demographics Categories Frequencies Percentage 

Gender Male 33 68.8 

Female 15 31.3 

Total 48 100.0 

Age less than 25 1 2.1 

25 to 34 years 12 25.0 

35 to 44 years 25 52.1 

45 to 54 years 9 18.8 

55 and above 1 2.1 

Total 48 100.0 

Education Graduation/Bachelor 4 8.3 

Masters/M.Phil. /MS 13 27.1 

PhD 27 56.3 

Others 4 8.3 

Total 48 100.0 

Professional Experience Less than 5 years 3 6.3 

5 to 9 years 12 25.0 

10 to 14 years 17 35.4 

15 years to 20 years 9 18.8 

21 years or more 7 14.6 

Total 48 100.0 

Experience with e-HRM Less than 5 years 19 39.6 

6 to10 years 10 20.8 

11 to 15 years 13 27.1 

15 to 20 years 2 4.2 

More than 20 years 4 8.3 

Total 48 100.0 
Source: Authors 

The majority of respondents (39.6%) reported using e-HRM for less than 5 years, followed by 27.1% who have 

used it for 11 to 15 years. Approximately 20.8% of respondents have used e-HRM for 6 to 10 years, while 8.3% 

have used it for more than 20 years. Only 4.2% have been using e-HRM for 15 to 20 years. The cumulative 

percentage shows that 87.5% of users have adopted e-HRM within the last 15 years (Table 1). 

B. e-HRM Adoption at Respondent HEIs  

Respondents have been asked whether the organisations have adopted e-HRM. All 48 respondents replied “yes”, 

depicting that all HEIs under study have adopted e-HRM. Respondents were further asked about the adoption level 

of e-HRM in the respective HEI. Out of 48, 14 (29.17%) have respondents that their HEI have fully adopted e-

HRM. 22 HEIs (45.83%) have partially adopted, while 12 (25.00%) slightly adopted e-HRM (Table 2). The 

distribution suggests moderate-to-high adoption levels, with a small portion lagging. 
Table 2: Adoption Level of e-HRM 

e-HRM adoption Yes 48 100 

No 0 0 

Level of e-HRM adoption Fully adopted 14 29.17 

Partially adopted 22 45.83 

Slightly adopted 12 25.00 

Not at all 0 0.00 

Total 48 100.0 
Source: Authors 

The extent of e-HRM practices implementation is the application that are being used in the organisation. For the 

current study, the uses of e-HRM are categorised into eight different HRM practices. These were adopted from the 

past literature on e-HRM as these are frequently mentioned. Findings shown in the Table Error! Reference source 

not found.3 indicates that the extent of most of e-HRM being practiced is good, since their mean values are more 

than the mean value of the scale (which is 3). The scale mean = Σ Degrees of the scale / 5 = 1+2+3+4+5 / 5 = 3).  

The results indicate that the highest-rated e-HRM practice is “payroll and benefits management” (Mean = 3.31, 

Percentage = 66.25%), followed by “internal and external communication” (Mean = 3.25, Percentage = 65.00%). 

The lowest-rated practice is “performance appraisal” (Mean = 2.67, Percentage = 53.33%). The standard 

deviations range from 1.018 (performance appraisal) to 1.310 (attendance and absenteeism record), suggesting 

variability in responses. Overall, most e-HRM practices received moderate ratings, with mean scores ranging 

between 2.67 and 3.31 on a 5-point scale (Table 3). 
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Table 3: Adoption Level of e-HRM Practices 

e-HRM Practices N Minimum Maximum Mean Percentage 

Standard 

Deviation 

Employee record keeping 48 1 5 3.15 62.92 1.185 

Attendance and absenteeism record 48 1 5 3.17 63.33 1.310 

Recruitment and selection 48 1 5 2.83 56.67 1.173 

Training and development 48 1 5 3.13 62.50 1.231 

Payroll and benefits management 48 1 5 3.31 66.25 1.095 

Performance appraisal 48 1 5 2.67 53.33 1.018 

Internal and external communication 48 1 5 3.25 65.00 1.120 

HR planning 48 1 5 2.85 57.08 1.288 

Valid N (listwise) 48    0.00  

Source: Authors 

3.3.2 Goodness of Measures 

Reliability is used as one of the main criterions for testing goodness measures. Reliability means “assessment of the 

degree of consistency between multiple measurements of a variable” (Hair et al. 2006. Cronbach’s Alpha is a 

notorious indicator for reliability in the fields of behavioural and social sciences (Cavana et al. 2001). The 

Cronbach’s Alpha > 0.70 and above is recommended to ensure internal consistency of different measures of their 

respective constructs (Hair, 2006; Nunnally & Bernstein 1994). The results showed that the measures are 

sufficiently reliable with Cronbach’s Alpha values ranging from 0.814 to 0.960. Those items which did not meet 

the threshold values were deleted. For EE, there are 5 items after deleting 1, as the value was < 0.7 (Table 4).  
Table 4: Loadings and Cross Loadings 

Constructs of the Study Items Indicator Reliability Convergent 

Validity 

Internal Consistency 

Loading 

>0.60 

AVE 

>0.50 

Composite Reliability 

>0.70 

Cronbach’s Alpha 

>.70 

Effort Expectancy EE1 0.743 0.529 0.848 0.899 

EE2 0.706 

EE3 0.635 

EE4 0.749 
EE6 0.794 

Performance Expectancy PE1 0.678  0.565 0.901 

PE2 0.727 
PE3 0.758 

PE4 0.769 

PE5 0.788 
PE6 0.693 

PE7 0.836 

Social Influence SI1 0.521 0.499 0.803 
 

 

 
 

0.814 

SI3 0.769 
SI4 0.827 

SI5 0.557 

SI6 0.679 

Facilitating Conditions FC1 0.750 0.585 0.907 

 

0.909 

FC2 0.711 

FC3 0.880 
FC4 0.800 

FC5 0.775 

FC6 0.737 
FC7 0.683 

Attitude ATT1 0.852 0.681 0.914 

 
 

 

 

0.960 

ATTI2 0.759 
ATTI3 0.849 

ATTI4 0.820 

ATTI5 0.845 

Behavioural Intention BI1 0.898 0.637 0.912 

 

0.927 

 BI2 0.815 

BI3 0.859 
BI4 0.705 

BI5 0.645 
BI6 0.838 

Source: Authors 
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Validity is another criterion for testing goodness measures. Validity assesses how successfully a designed 

instrument measures specific notion it is meant to evaluate (Sekaran and Bougie 2010). For current study, 

convergent validity was measured. It is a “degree to which multiple items to measure the same concept are in 

agreement”(Sekaran and Bougie 2010). Hair et al. (2010) suggested to use factor loadings to measure indicator 

reliability, average variance extracted (AVE) for convergent validity, composite reliability and Cronbach’s Alpha 

for internal consistency. The outer loadings values were recoded > 0.60 as recommended by (Hair et al. 2010) for 

all items except SI, which was recorded as 0.499 approximately near the recommended one (Table 4).  

Composite reliability depicts the “degree to which the construct indicators indicate the latent construct”. Table 4 

gives the composite values ranged from 0.802 to 0.914. The values exceeded the 0.7 value as recommended by Hair 

et al., (2010). The AVE measures the variance taken by the indicators of the constructs as compared to the 

measurement error. AVE should be > 0.50 for justification of construct use (Hair et al. 2010). The AVE extracted 

for all items recorded above the given range. The AVE ranged from 0.499 and 0.681 (Table 4). 

The Kaiser-Meyer-Olkin (KMO) was executed to gauge the adequacy of the sample for factor analysis. Kaiser & 

Rice (1974) stated that any Indices of Factorial Simplicity (IFS) must be between zero and one. IFS values “in the 

0.90s means marvellous”, “in the 0.80s means meritorious”, “in the 0.70s means middling”, “in the 0.60s means 

mediocre”, “in the 0.50s means miserable”, and “below 0.50s means unacceptable”.   

The KMO value reported lies between 0.718 to 0.882, indicating a good sampling adequacy level (Kaiser and Rice 

1974). Further, Bartlett’s Test of Sphericity reported significant results (p < 0.001), confirming that the correlation 

matrix suitable for the factor analysis (Bartlett 1954). These results indicate appropriateness of dataset for factor 

analysis (Table 5). 
Table 5: KMO and Bartlett’s Test of Sphericity 

Variable and test                                                                                                                        Values 

Effort Expectancy (EE) 

KMO Measure for adequacy of sampling  .821 

Bartlett's Test Approx. Chi-Square 120.690 

df 10 

Sig. .000 

Performance Expectancy (PE)  

KMO Measure for adequacy of sampling  .882 

Bartlett's Test Approx. Chi-Square 190.001 

df 21 

Sig. .000 

Social Influence (SI) 
KMO Measure for adequacy of sampling  .718 

Bartlett's Test Approx. Chi-Square 118.641 

df 15 

Sig. .000 

Facilitating Conditions (FC) 
KMO Measure for adequacy of sampling  .813 

Bartlett's Test Approx. Chi-Square 206.044 

df 21 

Sig. .000 

Attitude (ATT) 
KMO Measure for adequacy of sampling  .843 

Bartlett's Test Approx. Chi-Square 259.002 

df 10 

Sig. .000 

Behavioural Intention (BI) 
KMO Measure for adequacy of sampling  .761 

Bartlett's Test Approx. Chi-Square 222.643 

df 15 

Sig. .000 
Source: Authors 

3.4.3 Descriptive Statistics 

The values calculated to measure the mean and standard deviation (SD) latent variables ranged 3.63 to 6.08 and 

1.448 to 2.090, respectively, on a 7-point Likert scale (Table 6). The mean value of each variable noted above the 

middle point of 3.50.  
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Table 6: Results of Descriptive Analysis 
Constructs Indicator N Minimum Maximum Mean SD 

Effort Expectancy (EE) 

Mean = 5.172 

EE1 48 2 7 5.77 1.448 

EE2 48 1 7 5.42 1.609 

EE3 48 1 7 5.23 1.653 
EE4 48 2 7 5.56 1.428 

EE6 48 1 7 5.42 1.528 

Performance Expectancy (PE) 

Mean = 5.581 

PE1 48 1 7 6.08 1.285 
PE2 48 1 7 5.67 1.449 

PE3 48 2 7 5.63 1.453 

PE4 48 1 7 5.40 1.634 
PE5 48 0 7 5.38 1.721 

PE6 48 1 7 5.37 1.579 

PE7 48 1 7 5.54 1.543 

Social Influence (SI) 

Mean = 5.098 

SI1 45 1 7 4.73 1.814 

SI3 48 2 7 5.33 1.589 

SI4 48 1 7 5.60 1.608 
SI5 48 0 7 5.02 1.973 

SI6 48 1 7 5.29 1.786 

Facilitating Conditions (FC) 

Mean = 5.079 

FC1 48 1 7 5.02 1.756 
FC2 48 1 7 4.88 1.770 

FC3 48 1 7 5.27 1.498 

FC4 48 0 7 5.19 1.580 
FC5 48 2 7 5.42 1.485 

FC6 48 1 7 4.75 1.792 

FC7 48 1 7 5.02 1.657 

Attitude (ATT) 

Mean = 5.780 

ATT1 48 1 7 5.90 1.462 

ATT2 48 2 7 5.67 1.548 

ATT3 48 1 7 5.73 1.498 
ATT4 48 2 7 5.83 1.548 

ATT5 48 1 7 5.77 1.627 

Behavioural Intention (BI) 

Mean = 5.525 

BI1 48 1 7 5.94 1.508 
BI2 48 1 7 5.65 1.550 

BI3 48 1 7 5.85 1.502 

BI4 48 1 7 5.02 1.780 
BI5 48 1 7 4.98 1.940 

BI6 48 2 7 5.71 1.650 

Source: Authors 

Multiple regression analysis was performed to test the effect of IV on DV. The model comprises of ten hypotheses 

which measured the direct and indirect (mediation) relationship among variables. Different parameters (coefficient 

of determination (R2) and path coefficient) have been applied. The values of R2 are stated as substantial (0.75), 

moderate (0.50 and weak (0.25) (Hair et al. 2014). The given Table 7 indicates that EE accounted for 44.7% of the 

variation in BI. Subsequently, PE accounted for 56.0%, SI 55.3%, and FC accounted for 69.2% variation in BI. FC 

and BI accounted for accounted for 12.52 % and 14.7% variation in actual use respectively.  

PE, SI, and FC showed substantial impact on BI, while EE showed near to moderate but significant variation in its 

respective dependent variable. FC and BI have shown weak significant variation in actual use of e-HRM. Further 

findings revealed a strong correlation between EE and BI (β = .669, t = 6.103, p = .000), PE and BI (β = .749, t = 

7.656, p = .000), SI and BI (β = 0.744, t = 7.547, p = 0.000), and FC and BI (β = 0.832, t = 10.155, p = 0.000). 

While FC with actual use (β = 0.353, t = 2.562, p = 0.014), and BI with actual use (β = 0.383, t = 2.816, p = 0.007). 

The H1, H2, and H3 have big beta values and strong R2, depicting a significant impact. H5 and H10 also depicted 

significant results, but the beta and R2 values are low but the results were statistically supported (Table 7).               
Table 7: Results (Direct Effects) 

Hypotheses Beta  R2 SE F t-value p-value Results 

H1: EE > BI .669 .447 1.0669 37.428 6.103 .000 Supported 

H2: PE > BI .749 .560 .95155 58.614 7.656 .000 Supported 

H3: SI > BI .744 .553 .95919 56.954 7.547 .000 Supported 

H4: FC > BI .832 .692 .79698 103.128 10.155 .000 Supported  

H5: FC > AU .353 .125 1.5722 6.564 2.562 .014 Supported 

H10: BI > AU .383 .147 1.32527 7.931 2.816 .007 Supported 
SE: Standard Error, EE: Effort Expectancy, PE: Performance Expectancy, SI: Social Influence, FC: Facilitating Conditions, BI: Behavioral Intention, AU: 

Actual Use 
Source: Authors 

Mediation analysis was performed to assess the mediating role of ATT in the relationship between IV (EE, PE, SI, 

and FC) and DV (BI). For this study, bootstrapping procedure was performed to confirm the mediation by choosing 
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10,000 bootstrap samples at bias corrected 95 percent. Indirect effect and direct effect were examined to estimate 

the significance (two-tailed) after bootstrapping. The lower bound (LB) and upper bound (UB) confidence intervals 

were also calculated. The LB and UB provided conditions to confirm the mediation effects (Aguinis et al. 2017). 

According to (Memon et al. 2018), if the confidence interval for the indirect effect straddles a zero in between, 

reflects non-presence of mediation effect. In short, the significance of indirect effect means existence of mediation 

effect (Gaskin 2016; Hair et al. 2019; Hayes 2009b). On that, the path analyses for hypothesis sixth to ninth of 

mediation analysis are given in Table 8. 

The results revealed insignificant indirect effect of EE on BI through ATT (H6: β = 0.005, t = 0.184, p = 0.427). 

Further, results also revealed insignificant indirect effect of FC on BI through ATT. The findings revealed 

insignificant indirect effect of PE on BI through ATT (H7: β = -0.019, t = 0.184, p = 0.854). The results (Table 8) 

revealed insignificant indirect effect of SI on BI through ATT. The indirect effect gives the indirect effect estimate 

of 0.240 at P-value of 0.023, which is lower than 0.05, which confirms mediation of ATT between FC and BI. The 

lower bound interval is 0.083 and upper bound interval is 0.525, which does not straddle a zero in between, which 

further confirms mediation. Hence, Hypothesis was supported, which implies that ATT significantly mediates the 

relationship between FC and BI.  

The indirect effect gives the indirect effect estimate of 0.309 at p-value of 0.005, which confirms mediation of ATT 

between PE and BI. The lower bound interval is 0.146 and upper bound interval is 0.565, which does not straddle 

a zero in between, which further confirms mediation. Hence, Hypothesis7 was supported, which implies that ATT 

significantly mediates the relationship between PE and BI. Overall, the mediation results highlighted that ATT fully 

mediated the relationship between PE and BI, while partially mediated the relationship between EE, SI, and FC and 

BI. This suggests that attitude plays a crucial role in shaping the behavioural intention, particularly in the adoption 

of e-HRM technology. 

Table 8: Results (Mediating Effect) 

Hypotheses Total effects Direct effect  

 

Indirect effects  

Percentile bootstrap 95% confidence interval 

Beta  t-

value 

p-

value 

Beta  t-

value 

p-

value 

Beta  SE t-value p-

value 

LB UB 

H6: EE > 

ATI > BI  

-0.163  1.586  0.056  -0.346  1.634  0.053  -0.163  0.103  1.586  0.056  -0.357  -0.018  

H7: PE > 

ATI > BI  

0.316  2.551  0.005  0.668  3.209  0.001 0.316  0.124  2.551  0.005  0.147  0.573  

H8: SI > 

ATI > BI  

-0.019  0.183  0.425  -0.040  0.187  0.426 -0.019  0.103  0.183  0.427  0.147  0.573  

H10: FC > 

ATI > BI  

0.754 6.627 0.000 0.547  2.632  0.000 0.258  0.129  2.010  0.022  0.085  0.525  

Note: SE: Standard Error, LB: Lower Bound, UB: Upper Bound, EE: Effort Expectancy, PE: Performance Expectancy, SI: Social Influence, FC: 

Facilitating Conditions, BI: Behavioral Intention, ATT: Attitude, 
Source: Authors 

4. Discussion, Implications, and Conclusion 

The study aimed to investigate the impact of EE, PE, FC, and SI on the BI to adopt e-HRM, FC impact on actual 

use of e-HRM, and the mediating role of ATT between EE, PE, FC, and SI and BI. The study used UTAUT as an 

underpinning theory. The theory suggests that the use of IT/IS is determined by BI of its users. Further, the perceived 

likelihood of the IT/IS adoption is predicted by four main constructs of UTAUT (EE, PE, SI, and FC) (Venkatesh 

et al., 2003). The data was collected with the help structured questionnaire from HR employees working in HEIs of 

Pakistan. The preliminary investigation results revealed that EE, PE, FC and SI predict the BI to adopt e-HRM, 

which leads to actual use of e-HRM. The FC also depicted a significant impact on the actual use of e-HRM. The 

mediating role of ATT depicted full and partial mediation in the association of EE, PE, FC, and SI with BI.  

The results from this preliminary investigation regarding the impact of EE on BI to adopt e-HRM were consistent 

as predicted by UTAUT. The result is also consistent with studies where the impact of EE was found to be 

significant, like electronic record adoption (Hawash et al., 2020). But contrary to those results of previous studies 

on e-HRM, HRIS, e-learning, and mobile learning adoption, found an insignificant impact of EE on BI (Fraij 2022; 
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Priyashantha & Chandradasa 2021; Al-Ajlouni et al. 2019; Al-Harazneh & Sila, 2021; Noutsa Fobang et al. 2019; 

Putro et al., 2022; and Chao, 2019). Insignificant results may be the fact that e-HRM systems in the public sector 

HEIs require more effort to operate it, which is why employees find it difficult to use.   

The results of this study on PE and SI impact on BI are consistent with past studies in e-HRM and HRIS adoption 

by (Fraij 2022; Priyashantha & Chandradasa 2021; Al-Harazneh & Sila, 2021; Noutsa Fobang et al. 2019; and 

Alkhwaldi et al., 2023), e-learning and mobile learning by (Putro et al., 2022; and Chao, 2019). It was also found 

that BI significantly impact the actual use as predicted in UTAUT, and is consistent with the results of Al-Ajlouni 

et al. (2019). 

The results from the current preliminary investigation revealed that FC influence the BI. The results are consistent 

with past studied on e-HRM adoption by (Fraij 2022; Priyashantha & Chandradasa 2021; Al-Harazneh & Sila, 

2021), HRIS adoption by (Noutsa Fobang et al. 2019; and Alkhwaldi et al., 2023), e-learning and mobile learning 

by (Putro et al., 2022; and Chao, 2019).  

The data analysis discovered that ATT mediates the relationship between EE, PE, FC, and SI with BI to adopt e-

HRM. As per TAM (Davis 1989), ATT is outcome of usefulness and ease of use. The results of the study for PE 

and EE are consistent with TAM. Past studies also reported that the ATT mediates the association between SI and 

BI (Dwivedi et al., 2019; Hawash et al., 2020; Shahreki et al. 2020). It is concluded that the role of colleagues and 

supervisors can influence the ATT, which leads to BI adopting e-HRM.  

The current study results help in validating the applicability of UTAUT in IT/IS adoption generally and e-HRM 

particularly. The inclusion of ATT as a mediator in this theory can enhance the use of the theory. The significant 

result of EE, PE, SI and FC can help decision makers at HEIs to address the reasons why employees feel that e-

HRM use is difficult. Policy makers can address the issue and handle by providing training or making the system 

easier to use.  

Next, the study also come up with a conclusion that adoption level of e-HRM in respondent public sector HEIs from 

moderate-to-high level adoption. The results of the study also provided a glimpse of different practices 

implementation. The findings indicated that the “payroll and benefits management” is highest-rated e-HRM 

practice followed by “internal and external communication”, “performance appraisal”, and “attendance and 

absenteeism record”. The ‘performance appraisal” was the lowest-rated practice which is implemented in under 

study public sector HEIs. e-HRM adoption is not a universal practice, particularly for the public sector of a 

developing country, as this is a developed nation concept. e-HRM adoption is influenced by different factors. New 

relationships can be introduced to better understand the determinants of e-HRM adoption. The current study is 

limited by the fact that the sample was small. The small sample cannot generalise the results for all HR staff working 

in the public sector. Therefore, the same model can be applied for a large sample size to get better results.  Therefore, 

further studies are recommended. 

In conclusion, the current study examined the impact of the main constructs of UTAUT that determine BI to adopt 

e-HRM in public sector HEIs of Pakistan. The study introduced mediating impact of ATT between the SI and BI. 

The study also provided empirical results which support the applicability of UTAUT in the context of a developing 

country's adoption of e-HRM.  
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APPENDIX A 
 

Past Literature on e-HRM/IS/IT adoption which Employed UTAUT 

Study Reference Technology Context Sector Significant 

Relationships 

Insignificant 

Relationships 

1 Fraij (2022) e-HRM Jordan Telecommunication 

sector 

PEBI  

SIBI  

FCBI 

EEBI 

2 Priyashantha & 

Chandradasa (2021) 

e-HRM Sri Lanka Banking sector PEBI  

SIBI 

FCBI 

EEBI 

3 Al-Ajlouni et al. (2019) e-HRM Jordan Private universities PEBI,  

FCBI,  

BIActual use 

EEBI, SIBI 

4 Al-Harazneh & Sila, (2021) e-HRM Jordan Telecommunication 

sector 

 

PEBI  

FCBI 

EEBI 

5 Noutsa Fobang et al. (2019) HRIS Cameron SMEs PEBI  

SIBI  

FCBI 

EEBI 

6 Alkhwaldi et al., (2023) HRIS Jordan Public sector PEBI  

SIBI  

FCBI 

EEBI 

7 Hawash et al., (2020) Electronic 

records 

Yemen Oil and gas 

 

 

EEBI  

PEBI  

SIBI 

FCBI 

 

8 Putro et al., (2022) e-learning Indonesia Universities PEBI  

SIBI  

FCBI 

EEBI 

9 Chao, (2019) Mobile 

learning 

Taiwan Universities PEBI  

EEBI  

EEBI 

Source: Authors 

 


