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Abstract 
Purpose- This study aims to investigate the Information Technology (IT) sector employees’ behavioral 
intention towards the adoption of Electronic Human Resource Management (E-HRM) with the help 
of the Technology Acceptance Model (TAM) in the context of Bangladesh. 
Design/methodology/approach- The data for this study was collected through a structured 
questionnaire from 130 employees of IT sector in Bangladesh. The research model was developed 
based on the TAM theory with three external variables (organizational resources competency, 
organizational innovativeness and employee technical competency). The TAM theory extended by 
showing a direct relationship between organizational innovativeness and behavioral intention to 
adopt E-HRM. The data is analyzed by using SPSS 25. Multiple regression analysis was employed to 
examine the predictors and their relationships with behavioral intention to adopt E-HRM. 
Findings- The results of the study showed that the respondents have a positive intention towards 
adopting E-HRM system. All three external variables have different effects on perceived usefulness 
and perceived ease of use. Most of the relationships are quite significant. Moreover, a strong direct 
relationship was found between organizational innovativeness and behavioral intention regarding E-
HRM adoption. 
Research limitations- The dearth of empirical studies and to better understand the factors that 
influence the intention of employees towards E-HRM adoption in organizations is the main limitation 
of the study. Thus it is suggested to use more representative variables with a greater sample size in 
further studies. The study also had a geographical limitation. 
Practical implications- The research findings can provide an insight to all those business organizations 
who are planning to adopt E-HRM system and the human resource managers can use the results as 
an opportunity to develop HRM functions through E-HRM adoption. 
Originality/value- This research contributes to the body of knowledge as it measures the employee 
intention towards E-HRM adoption by analyzing the influence of several factors thus enabling similar 
organizations to produce more vigorous proposals for E-HRM adoption. 
Keywords: Electronic Human Resource Management (E-HRM), Behavioral Intention, Information 
Technology (IT), Technology Acceptance Model (TAM)  
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Introduction 
The adoption of information and communication technology (ICT) has brought a significant change in 
the management of business activities as well as in management records and procedures (Winarto, 
2017; Strohmeier, 2007). Over the last decade adopting and using of ICTs by Human resource 
management (HRM) departments have found a common phenomenon referred as E-HRM (Gloet and 
Berrell, 2003). In general, E-HRM consists of all applications of labor force planning, supply and 
demand forecast, staffing information, applicant tracking, information on training and development, 
salary management, employee relations, promotion related information and so on (Bamel et al., 
2014). E-HRM is gaining importance gradually and the use of web-based technologies for human 
resource management practices is increasing within organizations (Lin et al., 2011; Ruel et. al., 2004).  
Recently, human resource (HR) departments in many organizations in the developed countries have 
improved their performance by employing E-HRM systems (Hosain and Rahman, 2016). Conversely, 
in the context of developing countries (e.g. Bangladesh, India, Nepal and Pakistan), E-HRM research 
and its application is still limited (Bondarouk et al., 2017; Johnson et al., 2016). In Bangladesh, a few 
large companies have started to implement E-HRM in the last few years (Jahan, 2014). The majority 
of the HR processes are becoming automated especially the functions related to administration 
(Mukherjee, 2001) but many organizations are still failing to realize the benefits of E-HRM and have 
taken no or a very little initiative to implement such environment (Samaduzzaman and Zaman, 2012). 
However, there are some organizations attempted to implement E-HRM systems and faced 
significant challenges (Johnson et al., 2016; Heikkila et al., 2014) such as, the lack of skilled workforce, 
unavailability of sophisticated IT infrastructure and lack of organizational innovativeness (Simon and 
Esteves, 2016; Jaradat, 2013). Moreover, the employees also often try to resist new technology and 
the organization is likely to be unable to overcome the resistance of staff who do not perceive the 
usefulness of the technology (Chen et al., 2010; Ho, 2010; Cakmak et al., 2011; Bondarouk et al., 
2017). Thus, the success of the organization does not solely depend upon the adoption of the E-HRM 
but also to understand the intention of employees towards adoption of the technology (Simon and 
Esteves, 2016; Al-Dmour and Shannak, 2012). The acceptability of a particular technology or system 
can be better understood through Technology Acceptance Model (TAM) by Davis (1989). The model 
helps in analyzing the behavioral intention of employees by considering the two internal factors as 
the perceived usefulness and the perceived ease of use on the basis of the attitude of the employees 
while using the technology (Dosajh and Sujlana, 2012). This research looks forward to understand the 
intention of IT sector employees in Bangladesh towards adoption of E-HRM by using the Technology 
Acceptance Model (TAM).  
 
Research Objectives 
The study objectives are as follows- 
1. To understand the behavioral intention of IT sector employees in Bangladesh to adopt E-HRM 
system. 
2. To explore the factors influencing IT sector employees’ E-HRM adoption intention in Bangladesh. 
3. To investigate the relationship between organizational innovativeness and adoption intention of 
E-HRM system. 
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Literature Review 
Electronic Human Resource Management (E-HRM) 
E-HRM is the administrative support of the HR function in an organizations by using the internet 
technology (Voermans and van Veldhoven, 2007). It supports the organization in managing all the 
information related to HR electronically (Johnson et al., 2016; Ruel, et al., 2004). E-HRM as a part of 
management information system supports and helps in the planning process, administration process, 
decision making process and controlling the HRM activities (Bal et al., 2012; Lengnick-Hall and Moritz, 
2003). The major functions of E-HRM are E-recruiting, E-selection, E-training, E-learning, E-
compensation management, E-performance appraisal, E-Employee Profile, E-Leave etc. (Dhamija, 
2012; Armstrong, 2016; Stone and  Gueutal, 2005; Parry, 2011; Hendrickson, 2003). E-HRM can 
possibly influence both efficiency and effectiveness of HR function (Bondarouk et al., 2017; 
Cedarcrestone, 2005; Aggarwal and Kapoor, 2012). The positive outcome of E-HRM includes reducing 
costs, speeding up processes, improving productivity and quality, reducing paperwork, increasing 
data accuracy, diminishing HR staff, improved communication, better decision making and even 
gaining a more strategic role for HR within the organization (Lengnick Hall et al., 2003; Thite et al., 
2012; Wiblen et al., 2010). Other benefits of E-HRM includes developing better work culture with 
more transparent management system, reduction of administrative burden, ensuring 
decentralization and standardization of HR tasks and encouraging self-managed work teams etc. 
(Hosain, 2015; Rodriguez and Ventura, 2003). 
 
Employee Technical Competency (ETC) 
Employee Technical Competency refers to the required practical knowledge and skills to do specific 
job or group of jobs within the organization. In case of E-HRM adoption, employee must need the 
skills to run and operate the system (Esen and Ozbag, 2014). E-HRM applications are not only used 
by the employees of HR department but also by other employees of the organization to keep track 
of their personal HR operations (Oswal and Narayanappa, 2015). Thus, the usage proficiency of ICT 
by workers gains more attention in the field of E-HRM (Wright, 2008). On the other hand, due to the 
insufficient knowledge and skills of operating E-HRM function, many organizations have faced 
difficulties (Guechtouli, 2010). Perhaps, the HR managers’ lack of practical knowledge and proper 
training on E-HRM functions generated low utility in developing countries (Samaduzzaman et al., 
2015; Al-Dmour et al., 2012). Lack of IT competencies also force employees to resist in using and 
adopting new technology which has been highlighted as a significant issue in case of E-HRM adoption 
(Weekes, 2006; Hustad and Munkvold, 2005).  
 
Organizational Innovativeness (OIN) 
Organizational innovativeness refers to accept new ideas or doing something unique or receptive 
about new way of doing things or transferring and applying a new thought to business activities (Ruel 
et al., 2004; Hurley and Hult, 1998). Basically, E-HRM is the combination of traditional HR practices 
along with modern equipped computer-network systems. So, adoption of E-HRM system considered 
to be an innovation approach by business organizations (Parry and Wilson, 2009). Thus, IT adoption 
is ultimately influenced by the institutional intention of innovativeness (Bal etal., 2012; Strohmeier 
et al., 2009). E-HRM consists of some new applications for organizations which may include number 
of technological tools and software in the achievement of HRM activities (Lopez and Masson, 1997; 
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Hong et al., 2008; Ho, 2010). It was found that enterprises which are innovative and open to change 
are more fascinated in adopting E-HRM system than other organizations (Museum et al., 2015; 
Carlson and O’Cass 2010). 
 

Organizational Resources Competency (ORC) 
Organizational resources such as software, hardware, technical infrastructure and financial resources 
found to be an essential element to perform the functions of E-HRM (Hooi, 2006; Cardy and Miller, 
2005; Sanjeev and Makkar, 2014). The cost of E-HRM implementation, technical support fitting the 
requirement, software and hardware maintenance are considered the most important resources for 
E-HRM adoption (Reddick, 2009; Islam, 2016).  In absence of the supportive resources, the workers 
might encounter difficulties which may negatively affect their intention regarding the adoption of IT 
(Igbaria et al., 1997; Schaupp et al., 2010). On the other hand, lack of organizational infrastructure 
may cause discomfort and anxiety among individuals which may prevent the adoption of technology 
(Sandberg and Wahlberg, 2006).  According to Mathieson and Chin (2001), IT usage level is more on 
those organizations which have satisfactory amount of resources than other organizations.    
 
Technology Acceptance Model (TAM) 
Technology Acceptance Model (TAM) was developed by Fred Davis in the year of 1989. Throughout 
the edges, TAM became one of the major influential extensions of Ajzen and Fishbein's Theory of 
Reasoned Action (TRA). Mostly this theory is employed to know how general folks are perceived the 
technology or information system and their behavioral intention to accept and use of that specific 
technology or information system. According to Venkatesh (2000), TAM is widely used for 
understanding the users’ behavioral intention to accept and use of specific technology or information 
system. Hence, Perceived Usefulness (PU) was defined as "the degree to which a person believes that 
using a particular system would enhance his or her job performance" and Perceived ease-of-use 
(PEOU) was defined as “the degree to which a person believes that using a particular system would 
be free from effort" and the Behavioral intention to use indicates an individual’s willingness to try or 
how much he or she is determined about accepting new technology or innovation (Davis, 1989). From 
TAM, behavioral intention towards a new technology acceptance by an individual jointly influenced 
by perceived usefulness and perceived ease of use. Besides, the TAM hypothesizes a direct link 
between perceived usefulness and perceived ease of use which depicts that a user will find more 
useful the technology that he or she finds easier to use and at the same time, if the user finds the 
new technology required less effort or easy functioning then he or she will consider the new 
technology as useful (Bueno and Salmeron, 2008).  
 
Relationship among the Research Variables 
Employee technical competency has a positive relationship with adoption of E-HRM system in an 
organization. If the employees are not competent enough to use the technology, it will be much 
harder for them to understand its usefulness and thus adopt it properly (Bamel et al., 2014; 
Armstrong et al., 2005). Similarly, positive relationship is found between the use of electronic systems 
and organizational innovativeness (DA, 2019; Foster and Cornford, 1992). Organizational innovation 
has a direct and strong influence on the behavioral intention to adopt specific technology (Agag, G. 
et al., 2016; Hahn, et al., 2014). Thus, innovative culture of the organization has positive impact on 
perceived usefulness, perceived ease of use and behavioral intention to use a new technology (Chung 
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et al., 2015; Parry et al., 2009; Oswal et al., 2015). Apparently, organizational resource competency 
seems to be an important factor in case of IT adoption (Oswal and Narayanappa, 2015). The 
perception of the adequacy of the institutional resources positively affects perceived usefulness, 
perceived ease of use and behavioral intention to adopt of E-HRM applications or system (Hooi, 
2006). According to Esen and Ozbag (2014), organizational resource competency, organizational 
innovativeness and employee technical competency all have a significant and positive effect on each 
TAM variables (perceived ease of use, perceived usefulness and behavioral intention to use). A 
significant number of researchers have found that perceived ease of use has positive effect on 
perceived usefulness (Venkatesh and Davis, 2000; Mun et al., 2006; Fu et al., 2006; Lee et al., 2007). 
Individuals should believe E-HRM applications became usefulness to them due to free of effort and 
easy functioning (Gallego et al., 2008; Tung and Chang, 2008; Esen and Özbağ, 2014). Moreover, it is 
found that both perceived usefulness and perceived ease of use has positive effect on behavioral  
intention to use E-HRM practices in organizations in the future (Hong and Tam, 2006; Lee et al., 2006; 
Tung and Chang, 2008; Ghorbani et al., 2011). 
 
Proposed Research Model 

 
 
Research Method 
Data Sources and Sample 
The results are mainly based on primary data. Secondary sources has been used to construct the 
literature and other theoretical parts. The data for this study was collected by structured 
questionnaire through random sampling from the employees of IT sector of Bangladesh. A total of 
157 questionnaires were distributed and after screening all questionnaires we have got 130 complete 
and usable questionnaires. Consequently, valid questionnaires were 82.8% of the total respondents 
for this study. 
 
Questionnaire 
The questionnaire was segmented into two parts, where the first part followed by the demographic 
factors of the respondents and second part consists of both the independent and dependent 
variables of this study. To measure the opinion of the respondents regarding E-HRM adoption, all 
items were measured through using a 5-point Likert-type scale from 1 (‘strongly disagree’) to 5 
(‘strongly agree’). 
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Research Model 
This study is based upon TAM theory. The three external variables (Extracted from literature review) 
used in the model are Employee Technical Competency (ETC), Organizational Innovativeness (OIN) 
and Organizational Resource Competency (ORC). These three variables directly linked with Perceived 
Usefulness (PU) and Perceived Ease of Use (PEOU) and also PU and PEOU linked with the behavioral 
intention to adopt E-HRM system. The TAM theory extended by showing a direct relationship of 
Organizational Innovativeness (OIN) with behavioral intention to adopt E-HRM. The proposed 
research model split into four models. In the first model, PU is denoted as dependent variable 
whereas ETC, OIN and ORC are respectively considered as independent variables. In model 2, PEOU 
is considered as dependent variable and ETC, OIN and ORC are respectively considered as 
independent variables. In model 3, PU is dependent variable and PEOU is independent variable. In 
model 4, BI is dependent variable while PU, PEOU and OIN are respectively followed as independent 
variables. 
 
Analysis 
Data analysis was carried out with SPSS 25 version software. First, Principal Component Factor 
Analysis was carried out to test the reliability of the questionnaire. Secondly, descriptive statistics 
done through using demographic variables. Thirdly, Correlation were computed for all independent 
and dependent variables to assess the internal relationships among variables. Finally, multiple 
regression analysis was employed to measure the significant effect of independent variable (s) on 
dependent variable. 
 
Hypothesis of the Study 
H11: Employee Technical Competency has positive impact on Perceived Usefulness. 
H12: Organizational Innovativeness has positive impact on Perceived Usefulness. 
H13: Organizational Resource Competency has positive impact on Perceived Usefulness.  
H21: Employee Technical Competency has positive impact on Perceived Ease of Use. 
H22: Organizational Innovativeness has positive impact on Perceived Ease of Use. 
H23: Organizational Resource Competency has positive impact on Perceived Ease of Use. 
H3: Perceived Ease of Use has positive effect on Perceived Usefulness. 
H4: Perceived Usefulness has positive and significant effect on Behavioral Intention. 
H5: Perceived Ease of Use has positive and significant effect on Behavioral Intention. 
H6: Organizational Innovativeness has positive and significant effect on Behavioral Intention. 
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Data Analysis and Findings 
Table 1: Descriptive Statistics 

 
Table 1, demonstrates the respondents’ demographic profile of this study. The number of male 
respondents (78.46%) were higher than female respondents (21.54%). In terms of age, the majority 
of the respondents were from 25-29 years old (35.38%). Whereas, less than 20 years were 12.30%, 
21- 24 years were 33.84%, 30-34 years were 13.08% and finally, 35 years or more were 5.38%. On 
the other hand, most of the respondents came from graduate background (53.08%), then post 
graduate (43.07%) and lastly under graduate (3.85%). In this study, majority of the respondents were 
from private sector IT organizations (68.46%), then from government sector (14.61%), semi 
government sector (10.00%) and autonomous sector (6.92%). Finally, in terms of the respondents’ 
experience of doing the job, mostly were from 2 to 3 years constituting 36.92%, the percentage of 4 
to 5 years were 32.30%, less than one year were 16.92% and 6 years and more were 15.38%. 
 
Table 2: Reliability Test (Summary of the Cronbach's Alpha) 

Variables Number of Items Cronbach Alpha (α) 
Employee Technical Competency 3 .700 
Organizational Innovativeness 3 .726 
Organizational Resource Competency 3 .837 
Perceived Usefulness 5 .800 
Perceived Ease of Use 5 .775 
Behavioral  Intention  3 .738 

 

Demographics Categories Frequency Percent 
 

Gender 
Male 102 78.46 

Female 28 21.54 
 
 

Age 

Less than 20 Years 16 12.30 
21- 24 Years 44 33.84 
25-29 Years 46 35.38 
30-34 Years 17 13.08 

35 Years or more 07 5.38 
 

Level of 
Education 

Post-Graduation or more 56 43.07 
Graduation 69 53.08 

Under  Graduation 5 03.85 
 

Employment 
Type 

Government 19 14.61 
Semi Government 13 10.00 

Autonomous 9 6.92 
Private 89 68.46 

 
 

Job Experience  

Less than one Year 22 16.92 
2 to 3 Years 48 36.92 
4 to 5 Years 42 32.30 

6 Years or more 20 15.38 
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Table 2, depicts the reliability test of the study. Here, six sets of reliability test were run and showed 
the Alpha value of different constructs and the number of items used for each construct to get the 
standard Cronbach’s Alpha value (> 0.70). The table shows, Cronbach’s Alpha (α) values for Employee 
Technical Competency, Organizational Innovativeness, Organizational Resource Competency, 
Perceived Usefulness, Perceived Ease of Use and Behavioral Intention were respectively as .700, .726, 
.837, .800, .775 and .738 which are (α) > 0.70. Which ensures that the reliability or internal 
consistency of the survey questions are acceptable for this study.  
 
Table 3: Pearson Correlation Analysis 

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

 BI PEOU PU ETC ORC OIN 
BI 1      

PEOU .498** 1     

PU .518** .612** 1    

ETC .492** .479** .693** 1   

ORC .567** .417** .617** .688** 1  

OIN .373** .467** .284** .188* .359** 1 

Table 3, represents the corrections among all the constructs of this study. The result revealed that 
behavioral intention has positive correlation with perceived ease of use (.498**) or 49.8% at 99 
percent confident interval and significant at the 0.01 level (.000). On the other hand, behavioral 
intention also positively correlated with other constructs respectively as perceived usefulness 
(.518**or 51.8%, .000), employee technical competency (.492**or 49.2%, .000), organizational 
resource competency (.567**or 56.7%, .000) and organizational innovativeness (.373**or 37.3%, 
.000). In addition, perceived ease of use is positively correlated with perceived usefulness (.612**or 
61.2%, .000), employee technical competency (.479**or 47.9%, .000), organizational resource 
competency (.417**or 41.7 %, .000) and organizational innovativeness (.467**or 46.7%, .000). 
Moreover, perceived usefulness positively correlated with employee technical competency (.693**or 
69.3%, .000), organizational resource competency (.617**or 61.7%, .000) and organizational 
innovativeness (.284**or 28.4%, .000). Besides, employee technical competency has positive 
association with organizational resource competency (.688**or 68.8%, .000) and organizational 
innovativeness (.188*or 18.8%, .000). Finally, organizational resource competency is positively 
associated with organizational innovativeness (.359**or 35.9%, .000).  
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Table 4: Regression Analysis 
Model Summary 

 
Model 

 
R 

 
R 

Square 

 
Adjusted 

R 
Square 

Std. 
Error of 

the 
Estimate 

Change Statistics  
 

Durbin-
Watson 

R 
Square 
Change 

F 
Change 

 
df1 

 
df2 

 
Sig. F 

1 .726 .527 .516 .505 .527 46.861 3 126 .000 1.686 

2 .614 .377 .362 .556 .377 25.372 3 126 .000 1.351 
3 .612 .374 .369 .574 .374 77.173 1 129 .000 1.694 
4 .588 .346 .331 .666 .346 22.238 3 126 .000 1.974 

 
Table 4, depicts the model summary of this study. The first regression model shows a good fit with F 
value 46.861 (p<.05) and R Square value of .527 indicating 52.7% of the variation in the perceived 
usefulness by the independent variables (Employee Technical Competency, Organizational 
Innovativeness and Organizational Resource Competency). Second model of this study demonstrates 
also a statistically significant model, whereas (F value 25.372, p<.05) and result of R2 change of 37.7% 
(ΔR2 = .377). Additionally, third model of this study seems significant with (F value 77.173, p<.05) and 
R2 value of 37.4 % (ΔR2 = .374). Finally, fourth model of this study, shows an overall significant model 
((F value 22.238, p<.05) and R Square value of .346 does indicates 34.6% of the variation in the 
behavioral  intention to adopt E-HRM can be explained by the following independent variables 
(perceived usefulness, perceived ease of use and organizational innovativeness). 
 
Table 5: ANOVA 

Table 5, represents ANOVA which means the general significance of the studied model (s). In this 
study we have employed four models and the p value of all models denoted as (0.000) which is much 
smaller than 0.05 or 5% level of significance. Therefore we can say that, all the models for this study 
have passed the test of model fit or level of significance.  
 
 
 

Model Sum of Squares df Mean Square F Sig. 
1 Regression 35.828 3 11.943 46.861 .000 

Residual 32.112 126 .255   
Total 67.940 129    

2 Regression 23.503 3 7.834 25.372 .000 
 Residual 38.907 126 .309   
 Total 62.410 129    

3 Regression 25.443 1 25.443 77.173 .000 
 Residual 42.529 129 .330   
 Total 67.971 130    

4 Regression 29.623 3 9.874 22.238 .000 
 Residual 55.947 126 .444   
 Total 85.569 129    
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Table 6: Summary of Coefficients 

 
Table 6, demonstrates the summary of the coefficients of this study. Whereas model 1 depicts, the 
relationship between employee technical competency and perceived usefulness has found 

Coefficients 

Model 

Unstandardized 
Coefficients 

Standardized 
Coefficients 

t Sig. 

Collinearity Statistics 

B 
Std. 

Error Beta Tolerance VIF 
1 (Constant) .868 .284  3.060 .003   

Employee 
Technical 
Competency 

.493 .080 .522 6.162 .000 .522 1.914 

Organizational 
Innovativeness 

.098 .059 .109 1.650 .101 .864 1.157 

Organizational 
Resource 
Competency 

.182 .074 .218 2.448 .016 .472 2.120 

Dependent Variable: Perceived Usefulness 

2 (Constant) 1.115 .312  3.573 .001   
 Employee 

Technical 
Competency 

.369 .088 .407 4.186 .000 .522 1.914 

Organizational 
Innovativeness 

.338 .065 .392 5.180 .000 .864 1.157 

Organizational 
Resource 
Competency 

-.003 .082 -.004 -.037 .971 .472 2.120 

Dependent Variable: Perceived Ease of Use 
3. (Constant) 1.40 .281  4.97 .000   

Perceived 
Ease of Use 

.638 .073 .612 8.79 .000 1.000 1.000 

Dependent Variable: Perceived Usefulness 
 
4 

 
(Constant) 

 
.764 

 
.381  

 
2.00

6 

 
.047   

Perceived 
Usefulness 

.383 .102 .342 3.75
0 

.000 .625 1.599 

 Perceived Ease 
of Use 

.240 .116 .205 2.07
2 

.040 .532 1.879 

Organizational 
Innovativeness 

.182 .082 .180 2.21
2 

.029 .782 1.280 

Dependent Variable: behavioral intention 
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statistically significant (β= .522, t= 6.162, p= 0.000 <0.05). So, H11 is accepted. On the other hand, 
organizational innovativeness (β= .109, t= 1.650, p= .101 >0.05) and organizational resource 
competency (β= .218, t= 2.448, p= .016 <0.05) respectively have relationships with perceived 
usefulness. In this regard H12 is not accepted but H13 is accepted.  In case of model 2, employee 
technical competency (β= .407, t= 4.186, p= 0.000 <0.05) and organizational innovativeness (β= .392, 
t= 5.180, p= 0.000 <0.05) has found statistically significant. Therefore, hypothesis H21 and H22 are 
supported for this study. Apparently, organizational resource competency (β= -.004, t= -.037, p= .971 
>0.05) has found negative effect on perceived ease of use and no statistical significance. So, 
hypothesis H23 is not supported. For model 3, perceived ease of use (β= .612, t= 8.79, p= 0.000 <0.05) 
has found statistically significance with perceived usefulness. Thus, hypothesis H3 is accepted. In 
context of model 4, all independent constructs perceived usefulness (β= .342, t= 3.750, p= 0.000 
<0.05), perceived ease of use (β= .205, t= 2.072, p= .040<0.05) and organizational innovativeness (β= 
.180, t= 2.212, p= .029<0.05) have positive and significant relationship with behavioral intention to 
adopt E-HRM. Hence, hypothesis H4, H5 and H6 are accepted.  
 
Discussion  
This study aims to investigate the IT sector employees’ adoption intention of Electronic Human 
Resource Management (E-HRM) in Bangladesh with the help of Technology Acceptance Model (Davis, 
1989). Output of the study helps to cross check the established hypothesis and to make clear 
conception over the relationships among perceived usefulness (PU), perceived ease of use (PEOU), 
organizational  innovativeness (OIN) and behavioral intention (BI) to adopt E-HRM in Bangladesh. 
Based on the output of this study, it was found that employee technical competency and 
organizational resource competency has positive and significant effect on perceived usefulness. 
Which seems similar to the prior research findings of (Esen and Özbağ, 2014). On the other hand, this 
study failed to prove the hypothesis between organizational innovativeness and perceived 
usefulness. This result seems alike to the research work of Lee (2020). This is different from findings 
of earlier studies. To justify the insignificant relationship, we can say that, usefulness of a technology 
may not always encourage the organization to be innovative (Martin, Alexander, Reddington, and 
Pate, 2006). 
This study also confirmed that employee technical competency has a statistical significant 
relationship with perceived ease of use. This result is consistent with the result of (Esen and Özbağ, 
2014). This study also established that, there is a positive and significant relationship between 
perceived ease of use and organizational innovativeness. This result also support prior research 
findings between organizational innovativeness and perceived ease of use (Lee, 2020). Moreover, 
output of the study showed that there is no significant relationship between organizational resource 
competency and perceived ease of use. This finding is dissimilar to the finding of (Esen and Özbağ, 
2014). To justify the insignificant relationship, we can say that, as the study conducted on IT sector 
organization which are already technologically well equipped with IT trained employees so, the 
respondents may not feel any interconnection between organizational resource competencies with 
perceived ease of use.  
Besides, it was found that perceived ease of use has significant relationship with perceived 
usefulness. This result has found similar to those of previous research works (Thiruselvi et al., 2013; 
Erdogmus and Esen, 2011; Lee, 2020). In addition, this study analysis verified that perceived 
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usefulness and perceived ease of use has significant effect on behavioral intention to adopt E-HRM. 
Former studies had proved the same result (Erdogmus and Esen, 2011; Esen and Özbağ, 2014; 
Thiruselvi et al., 2013). 
Furthermore, analysis of this study also confirmed that organizational innovativeness has a significant 
effect on behavioral intention to adopt E-HRM system. This hypothesis was supported by the studies 
(Lin et al., 2020; Kin et al., 2018). With regard to the effects of perceived usefulness, perceived ease 
of use and organizational innovativeness on E-HRM adoption intention, analysis showed that 
perceived usefulness has higher significant effect on E-HRM adoption intention than organizational 
innovativeness and perceived ease of use. This study also confirmed that organizational 
innovativeness has greater significant impact on adoption intention of E-HRM by IT sector employees 
rather than perceived ease of use. 
 
Conclusion 
E-HRM improves HR efficiency and influence HR strategy in any organization. This study takes an 
initial step to validate the intention towards adopting E-HRM by means of TAM. The findings of this 
study will help organizations to understand the employees’ intention towards the adoption of E-HRM 
and all the studied variables are important determinants in terms of improving E-HRM adoption. 
Most importantly, perceived usefulness, perceived ease of use and behavioral intention to use are 
critical in E-HRM adoption. In order to make users continue the usage of E-HRM in their organizations, 
management should look into how to make it useful and easy to use for the employees. This will 
change the users’ intention toward the acceptance and continuance usage of the system. In 
concluding this paper, it can be said that since intention influences technology adoption, 
organizations should be aware of this relationship when initiating information system. In other words, 
organizations must adopt their strategy to increase technology acceptance on the basis of users’ 
preferences. However, this study investigated a limited number of variables to elucidate employee 
intention towards adopting E-HRM system. Future research is required to uncover other new 
variables of E-HRM adoption in the different industry settings by using well-designed research 
model(s). The study has been conducted on Bangladesh and may bring different types of result in 
case of other developing countries. Although there are some limitations, it is hoped that the first step 
taken in studying E-HRM adoption intention in this study is significant for further justification.  
 
Research Contribution  
This research paper has proposed a set of factors based on TAM which influences the intention 
towards E-HRM adoption. The proposed research model tried to extend TAM and explore the 
relationships of the research variables with behavioral intention to adopt E-HRM. The addition of 
these variables (Organizational Resource Competency, Organizational Innovativeness and Employee 
Technical Competency) in the theory will contribute significantly in organizational decisions as they 
are very important for current phenomena in case of E-HRM adoption. This will definitely advance 
the existing knowledge. 
On the other hand, many organizations in Bangladesh and other countries are facing several 
difficulties and resistance in E-HRM adoption. Most of them have no sufficient knowledge about the 
preparedness to adopt new technology on HRM functions. The variables used in this study are very 
important to convince the user to adopt and use E-HRM. Thus, it has important implications for 
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managing E-HRM platforms within the organization. Managers and trainers must take note of the 
findings of this study and design their E-HRM adoption strategy accordingly. This will promote the 
welfare of both individuals and organizations. 
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