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Abstract

The purpose of the study is to investigate the factors that can impact upon the acceptance of E-HRM
in the context of Iraq. As it is evident that Iraq is a developing country that are striving to boost their
economy by the use of technology and enable their resources to be in the structural form that
increases the feasibility to provide the adequate services to their employees and citizens. To collect
the data from the respondents a questionnaire was used. The questionnaire contained two parts.
Part A comprised of the questions regarding the demographic information of the respondents while
part B asked the questions regarding the variables included in the research framework. A random
sampling technique was used to draw the sample. A sample of 332 respondents was used to analyze
the data. The results of regression analysis shows that Employee’s Attributes, IT Infrastructure,
Compatibility, Complexity, Management Support, IT Expertise and Industry Support have significant
impact on E-Human Resource Management Adoption

Keywords: E-HRM

Introduction

There is a consensus upon the efficiency and effectiveness of human resource management in the
modern era of technology and modification to increases the organizational performance
undoubtedly (Masum et al, 2015). Human resource management has become the strategic partner
that encourages the organization to focus upon the strategic objectives that should be aligned with
the organizational strategies and operations (Lawler and Mohrman, 2003). This focus has been
shifted because of the advancement in the technology that has emerged the terms such as: Electronic
Human Resource Management, Human Resource Information System (HRIS) and others. E-HRM is
being the facets of intranet based human resource management, Virtual human resource
management; website based human resource management and information system based upon the
human resource management.

Electronic human resource management is being discussed such as the information system that
includes the different applications of the human resource like; demand and supply of the human
resource, planning for placing the candidate according to their capabilities, employee’s data, hiring
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and selecting, relations with the employees, performance appraisal and others (Masum et al, 2013).
The effectiveness of E-HRM has enabled the organizations to increases the efficiency of accessing the
information, effective decision making and becoming a part of the strategic alliance with the business
partners (Rodriguez and Ventura, 2003). In the organization few factors impact upon the
management in order to execute the strategy of E-HRM. The literatures on the factors that are
effecting the successful adoption of E-HRM are having lack of information particularly in the
developing countries such as Iraq. The use of human resource management is at the initial stage and
the addition of E-HRM is considered as the innovative stage in the country. It is evident from the
previous study that most of the organization are reluctant to implement the E-HRM because they
consider it is a cost increasing activity, lack of experience and professionalism, training element is
lacking and top management is not interested therefore; they are not able to accept the benefits of
E-HRM to make the organizational successful (Jahan, 2014; Masum et al, 2013).

The researchers suggest that there are several benefits of accepting the E-HRM that are higher than
the limitation of the system. It is suggested that organizations in the developing economy must focus
upon the implementation of E-HRM because it will increase the interaction and communication of
the management with the employees along with this they will be able to use the human resource
management practices successfully in the organization (Troshani et al 2011). Employees will be
benefited through the roles and providing the education and training on the job as well (Delmore and
Arcand, 2010). The purpose of the study is to investigate the factors that can impact upon the
acceptance of E-HRM in the context of Iraq. As it is evident that Iraq is a developing country that are
striving to boost their economy by the use of technology and enable their resources to be in the
structural form that increases the feasibility to provide the adequate services to their employees and
citizens.

Literature Review

Human resource has been changed since it was introduced because of the requirement of the current
market practices therefore; today it is highly acceptable and advanced field as compared to the past.
The human resource operations are not limited to hiring or selecting the individual but also it is
beyond the organizational process where strategic planning and technology interface is the main
feature of the new face of human resource management (Tremblay et al, 2008; Ulrich, 1996). The
aim of the study is to focus upon the acceptance of E-HRM particularly and identify the factors that
affect the organization or individual in the case of adoption. E-HRM illustrates by the researchers
such as: It is a process of executing the human resource planning, practices and strategies in the
organization with the help of technology that can be through intranet or internet based (Ruel et al,
2004); in the current era context; it is more of using the technology in the form of information system
that is owned by human resource to perform their activities efficiently (Strohmeier, 2007).

E-HRM is being used by the organization in order to meet the daily routine activities and long term
objectives as well which include the recruitment, selection, training, development, performance
appraisal and others (Thite and Kavangh, 2009); moreover it can be used to manage the individual or
employee whole career or lifecycle through it. E-HRM is not only focus upon the human resource
activities but also it enables to plan and become the strategic partner for the organization who are
taking part in the development of strategic planning and goals setting of the organization
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(Martinsons, 1994). The information system of human resource has enabled the organization to
provide the facility to employees and managers adequately through the self learning system. In the
current era; human resource management has been improved and the mindset about the human
resource has been shifted from the labor or employee centric to technological centric (Florkowski
and Olivias-Lujan, 2006); now organizations are become technologically advanced that provided
solution to the employees through self administered software rather than consulting with the human
resource department. In the literature there are several studies are being conducted in the
developing countries regarding the success of E-HRM (Ruta, 2005).

In the literature it is suggested that organization can be benefited through the E-HRM such as cost
cutting, quality services of HR, focusing on strategic objectives and adopting attitude towards
accepting the change of the environment (Ruel et al, 2004). The most of the researchers have
identified the two major advantages of E-HRM for the process of human resources that are
performance quality and cost cutting (Buckley et al, 2004) along with this pursuing the organization
strategic objectives through their daily routine operations (Gardner et al, 2003; Snell et al, 2003).
There are different researchers conducted their researchers to describe or illustrate about the
successful adoption of E-HRM but lack of information or research is being done on the factors that
are affecting the successful acceptance of E-HRM in the developing country (Sarode et al, 2010)
Adopting new technology is a highly concern issue for the researcher and therefore; researchers have
identified different factors. This study is about to analyze the factors that impact upon the acceptance
of E-HRM. There are four different levels that are going to be considered in the study such as:
individual, organizational, technological and environmental level. It is evident that information
system should be user friendly that enable the human resource system in terms of technology
enables the organization to become successful. Technology acceptance model was develop by the
Richter et al, (2013) that was based upon the factors such as User’s perception, behavior, motivation,
intention and adoption of technology to use the information system adequately.

It enables the users to identify their behavior and communication with their ability to interact with
the technology which makes the organizational system successful or make it fail to implement
(Delorme and Arcand, 2010; Troshani et al, 2011). In the study it is suggested that top management
behavior towards the acceptance and adoption of technology matter in high regard if they likely to
have the adoptive behavior then it will be feasible for the organizations to implement the
technological features in the system or processes of the organization especially in the small and
medium size enterprises (Thong, 1999).

Previous studies suggested that information technology knowledge to the individual and their
colleague urge them to adopt or accept the technological transformation towards the E-HRM (Ruel
et al, 2004; Voermans and Van Veldhoven, 2007). Organizational factors enable the researcher to
identify some factors that impact upon the acceptance of E-HRM. The study suggested that
organizational size, organizational infrastructure and capability of the employees are the main factors
that urge the organization to adopt or accept the technology (Strohmeier, 2009; Troshani et al, 2011).
In that case of technology adoption the management support and their behavior is highly important
(Teo et al, 2007). The important of skilled employees are highly supportive towards the management
initiative regarding the adoption of the technology. There are number of researchers analyzed the
contribution of the organizational management and their approach towards the acceptance of the
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technology is the important aspect in the organization to execute the intervention of E-HRM
(Altarawneh and Al Shqairat, 2010; Teo et al, 2007; Troshani et al, 2011).

Study suggest that for the adoption or acceptance of technology for the organization it is highly
important that employees should be familiar with the technology and accept it which will be the
major condition for the organization to implement E-HRM in the organization (Teo et al, 2007). The
limitation to the acceptance of the technology is that if the employee or the end user is not having
any knowledge or information of using the technology then it will not be feasible for the organization
to make a successful implementation of the E-HRM in the system. From the organization perspective
it is necessary that management should support the financially towards the technology adoption and
implement the E-HRM in the organization then it will be effective (Ngai and Wat, 2006; Parsa, 2007,
Reddick, 2009; Masum, 2015). Technological aspect suggests that technology itself urge the
organization to get benefited from it (Hoon et al, 2007). Those that adopt the technology classify the
term as the potential benefits and potential hurdles. As far as the potential benefits are concern it is
being suggested that it increases the quality of productivity, performance and control in the
organization (Oliveira and Martins, 2010). As far as the hurdles are concern such as: the lack of
knowledge to handle the technology, lack of infrastructure to support the technological
implementation in the system or processes, lack of trained or technology literature individuals which
makes the adoption as a failure for the organization (Rogers, 2003). The undertaking the technology
is highly difficult when the mentioned issues exist and end user is not producing the desired results
through it (Rogers, 2003). The study was conducted in the Singapore and suggested that at the
manager’s level harmonization with the technology and utilizing it effectively are the main drivers for
the technology to become successful especially in the case of E-HRM (Teo et al, 2007). It is also
suggested that the readiness of the organization towards the adoption of the technology is the major
force to accept technology quickly. Employee knowledge over technology and organizational support
to develop the technology infrastructure is the best example to adopt or accept the technology
adequately (Oliveira and Martins, 2010).

Environmental factors that suggests the organizational existence in the locality where it is situated,
industrial zone exist, government subsidies, government regulations and established structure for
the organization to flourish their business (Oliveira and Martins, 2010; Troshani et al, 2011). Industry
pressure is denoted as the environmental factor that also impact upon the organizational strategy to
adopt the technology (Kittipong, 2009). Industry pressure to an extent develops pressure on the
organization to adopt the changes of the market or environment such as gaining the competitive
edge over other and making their operations successful effectively in the industry. It is evident that
majority of organization compel to adopt the technology due to the industry pressure in order to
meet their strategies opportunities like; cost cutting, managing the human resources effectively (Teo
et al, 2007; Masum, 2015). It is suggested in the study of Thong, (1999) that organization cannot
become successful if they are not able to manage their human resource effectively. In the result of
this; large number of organization have adopted the technology in the form of E-HRM and
successfully implemented to meet their ultimate strategic objectives. So, it can be suggested that
competition can be considered as the environmental factor that urge the organization to accept the
E-HRM to implement and get the benefits of it.
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Conceptual Framework

Employees Attributes
IT infrastructure
Compatibility
Complexity
\ J E-HRM Acceptance
IT Expertise
Industry Pressure
Management Support

Methodology
The study seeks to investigate the factors affecting adoption of E-HRM. The study in quantitative in
nature as it seeks to empirically test the relationships using a close ended questionnaire.

Questionnaire Design

As the study was aimed to examine the factors affecting adoption of E-HRM. It needs to be collect
the data from a survey method as the survey method is appropriate for this type of study. To collect
the data from the respondents a questionnaire was used. The questionnaire contained two parts.
Part A comprised of the questions regarding the demographic information of the respondents while
part B asked the questions regarding the variables included in the research framework. All questions
were designed using five-point likert scale. All the construct used in the research framework was
measured using multi-items.

Sample size and Technique

To take the views from the respondents who are the representative of the population a sample has
to be determined for the data collection. Hence it has to be made sure the representativeness of the
sample. In this regard random sampling technique is appropriate. Hence random sampling technique
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was used to draw the sample. A sample of 332 respondents was used to analyze the data. Initially the
guestionnaire was distributed among 450 individuals out of them 355 questionnaires were returned.
However 23 of them were left partially or fully unfilled. Hence the remaining 332 questionnaires were
found to be useful.

Data Analysis

The data was initially put in the software using a predefined codebook. The data was first cleaned
and preliminary analysis were done. As data cleaning is vital in the quantitative times for study as it
should be free from the entry errors, missing values, ouliers etc. The preliminary analysis include
missing values treatment, normality and outliers etc. The main analysis then included demographic
analysis, descriptive statistics, reliability, correlation and regression. SPSS 22 was employed to
examine the data. For testing the relationships and impacts it is appropriate to apply ordinary least
square method of regression which provides us the coefficients for the individual independent
variables along with their t-statistics and p-values which help us determine the significance of the
relationships. Hence the study applied the multiple regression analysis using ordinary least square
method to test the hypotheses lead by the research objectives.

Results and Findings
The results of data analysis are presented in the following section.
Demographic Analysis

Gender
Frequency Percent Valid Percent Cumulative Percent

Gender Male 235 70.8 70.8 70.8
Female 97 29.2 29.2 100.0
Total 332 100.0 100.0

Age 20-25 113 34.0 34.0 34.0
26-35 167 50.3 50.3 84.3
36-45 39 11.7 11.7 96.1
Above 45 |13 3.9 3.9 100.0
Total 332 100.0 100.0

Education Secondary|1 3 3 3
Diploma |66 19.9 19.9 20.2
Bachelors | 225 67.8 67.8 88.0
Masters 36 10.8 10.8 98.8
PhD. 4 1.2 1.2 100.0
Total 332 100.0 100.0

The demography of the respondents is presented in the above table. The table shows that out of total
332 respondents 235 were male and 97 were females. The age of the respondents was between 26
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and 25 for around 50% of the respondents while 34% were aged between 20 and 25. 11% were 36-
45 years old while remaining 4% were above the age of 45. As far as the education of the respondents
is concerned only 1 was having the secondary education, 66 were holding diploma, 225 were
bachelors and 36 were masters. However only 4 respondents were holding a PhD degree.

Descriptive Statistics

N Min Max Mean Std. Deviation
E-Human Resource Management 332 1.00 5.00 3.2244 1.08447
Employees’ Attributes 332 1.00 5.00 3.3268 1.14529
IT Infrastructure 332 1.00 5.00 3.1227 1.09111
Compatibility 331 1.00 5.00 3.0634 .86566
Complexity 332 1.00 5.00 2.9390 .94538
IT Expertise 332 1.75 4.25 2.7274 .61010
Industry Pressure 332 1.00 5.00 3.2372 1.03581
Management Support 332 1.00 5.00 3.6468 1.09985

The above table shows the descriptive statistics of the variables included in the research framework.
The minimum and maximum value of the all the variables were 1 and 5 respectively except the
variable IT expertise has the maximum value of 4.25. The mean values ranged between 2.72 to 3.64
while the standard deviation ranged between 0.64 and 1.14. Moreover the total number of
observation of 332 showed the sample size was 332.

Reliability

The reliability of the constructs in shown in the table below.
Constructs No of Items Cronbach’s Alpha
E-Human Resource Management (EHRM) 04 0.848
Employees’ Attributes (EA) 04 0.879
IT Infrastructure (ITI) 04 0.841
Compatibility (COM) 04 0.851
Complexity (COMPL) 04 0.795
IT Expertise (IE) 04 0.719
Industry Pressure (IP) 04 0.819
Management Support (MS) 04 0.830

The above table of the reliability shows the values of Cronbach’s Alpha for each of the constructs.
The values of alpha were found to be between 0.719 and 0.879. Hence all the values were found to
be above the threshold value of 0.7. Which means the requirement for the construct reliability was
met.
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Correlation Analysis

EHRM |EA ITI COM COMPL |IE 13 MS
EHRM 1
EA 359" |1
ITI 3017|2747 |1
COM 245" |.060 -013 |1
COMPL |.146™ |-.240" |-.064 |.014 1
IE .020* |-.160"" |.019 |-.038 155" 1
P .028* |.219"" |-.176" |-.034 -362"  [-.429™ 1
MS .308" |-.005 2027 |.111° 246" -.049 -192™ 1

*, Correlation is significant at the 0.05 level (2-tailed).
**_Correlation is significant at the 0.01 level (2-tailed).

The above table of correlation shows that all independent variables (Employee Attributes, IT
Infrastructure, Compatibility, Complexity and Management Support) were significantly correlated
with the dependent variable (E- Human Resource Management) as the p-values for all the
correlations were below 0.05. Moreover the correlation among the independent variables ranged
from 0.020 to 0.359 which shows the low values of correlation. The correlation value of 0.9 and above
between independent variables shows the high probability of multicollinearity between the two
independent variables. However this issue was not found in the current data.

Regression

To test the hypotheses of the study regression analysis was performed the result of the regression
analysis is shown in the table below.

Unstandardized Standardized

Coefficients Coefficients

B Std. Error Beta t Sig.
Employees’ Attributes .301 .047 .318 6.375 .000
IT Infrastructure 217 .050 217 4.365 .000
Compatibility .264 .057 211 4.625 .000
Complexity 252 .058 .220 4.335 .000
Management Support 227 .048 .230 4,734 .000
IT Expertise .226 .090 127 2.510 .013
Industry Support .189 .058 .181 3.251 .001

The above table of the regression analysis shows that Employee’s Attributes, IT Infrastructure,
Compatibility, Complexity, Management Support, IT Expertise and Industry Support have significant
impact on E-Human Resource Management Adoption as the p-values were below 0.05. Moreover all
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the beta coefficients were having a positive sign which shows that all relationships were positive. The
summary of the hypotheses is presented in the table below.

Summary of Hypotheses

Hypotheses P-values | Results

There is a positive impact of Employees’ Attribute on E-HRM Adoption. 0.000 Supported
There is a positive impact of IT Infrastructure on E-HRM Adoption. 0.000 Supported
There is a positive impact of Compatibility on E-HRM Adoption. 0.000 Supported
There is a positive impact of Complexity on E-HRM Adoption. 0.000 Supported
There is a positive impact of Management Support on E-HRM Adoption. | 0.000 Supported
There is a positive impact of IT Expertise on E-HRM Adoption. 0.013 Supported
There is a positive impact of Industry Support on E-HRM Adoption. 0.001 Supported

The above table shows that all the hypotheses were found to be supported hence it can be said that
Employee’s Attributes, IT Infrastructure, Compatibility, Complexity, Management Support, IT
Expertise and Industry Support have significant impact on E-Human Resource Management
Adoption.

Discussion and Conclusion

The study was aimed to examine the relationship of (Employee’s Attributes, IT Infrastructure,
Compatibility, Complexity, Management Support, IT Expertise and Industry Support) with E-Human
Resource Management Adoption. The results showed all the relationships to be significantly positive.
The aim of the study is to focus upon the acceptance of E-HRM particularly and identify the factors
that affect the organization or individual in the case of adoption. E-HRM illustrates by the researchers
such as: It is a process of executing the human resource planning, practices and strategies in the
organization with the help of technology that can be through intranet or internet based (Ruel et al,
2004); in the current era context; it is more of using the technology in the form of information system
that is owned by human resource to perform their activities efficiently (Strohmeier, 2007).

Employee attributes, IT infrastructure, compatibility and E-HRM acceptance

The information system of human resource has enabled the organization to provide the facility to
employees and managers adequately through the self-learning system. In the current era; human
resource management has been improved and the mindset about the human resource has been
shifted from the labor or employee centric to technological centric (Florkowski and Olivias-Lujan,
2006). The study suggested that organizational size, organizational infrastructure and capability of
the employees are the main factors that urge the organization to adopt or accept the technology
(Strohmeier, 2009; Troshani et al, 2011).

Complexity, IT expertise, Industry pressure, management support and E-HRM Acceptance
Previous studies suggested that information technology knowledge to the individual and their
colleague urge them to adopt or accept the technological transformation towards the E-HRM (Ruel
et al, 2004; Voermans and Van Veldhoven, 2007).
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Industry pressure is denoted as the environmental factor that also impact upon the organizational
strategy to adopt the technology (Kittipong, 2009). Industry pressure to an extent develops pressure
on the organization to adopt the changes of the market or environment such as gaining the
competitive edge over other and making their operations successful effectively in the industry. It is
evident that majority of organization compel to adopt the technology due to the industry pressure in
order to meet their strategies opportunities like; cost cutting, managing the human resources
effectively (Teo et al, 2007; Masum, 2015). All the results of the hypotheses were found to be
supported and in line with the literature

In that case of technology adoption the management support and their behavior is highly important
(Teo et al, 2007). The important of skilled employees are highly supportive towards the management
initiative regarding the adoption of the technology. It enables the users to identify their behavior and
communication with their ability to interact with the technology which makes the organizational
system successful or make it fail to implement (Delorme and Arcand, 2010; Troshani et al, 2011). In
the study it is suggested that top management behavior towards the acceptance and adoption of
technology matter in high regard if they likely to have the adoptive behavior then it will be feasible
for the organizations to implement the technological features in the system or processes of the
organization especially in the small and medium size enterprises (Thong, 1999).

Limitation and Future Research

The above study is limited to the general factors that affect the E-HRM adoption however there are
certain models such as TAM technology acceptance model which define the adoption of technology
hence in future researchers can apply the Technology acceptance model to understand the
phenomena along with the variables indicated in the current study. Moreover the sample of the study
was limited to only one country. In future more countries can be involved and a comparative study
can be conducted. This study was based on a quantitative design so in future mixed method research
can also be conducted to have in-depth knowledge of the phenomena.
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