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Abstract  Organizations are facing more challenges than they ever did due to the rapid, dynamic growth of e-business 
which has lead companies to seek greater opportunities to run HR operations more effectively by implementing technology in 
the Human Resource department. Nowadays top leaders fully realize the power of information technology (IT) tools for 
reaching business targets. Therefore the purpose of this paper is to evaluate the present and emerging concepts of the 
Electronic Human Resource Management in the Lebanese organizations and study how it shapes employees values, 
perceptions, and behavior. The aim of this paper is to examine the successful factors that influence the effectiveness of human 
resource (HR) dashboards and the antecedents which motivate employees to use them, and to see the impact and outcomes 
that technology has on the level of employee's motivation. A survey was carried out; many techniques were used to examine 
the impact of implementing technology on employee's motivation, such as the descriptive statistics, hypothesis t-test, Pearson 
correlation and factor analysis. The paper results suggested a strong influence of perceived ease of use of electronic human 
resource management on the employee's attitudes of using E-HRM. The paper revealed that perceived ease of use is more 
important than perceived usefulness; it is the main predictor of the attitude towards implementing electronic human resource 
management. We have examined research done on executive information systems (EIS) and have developed models of the 
factors which lead to HR electronic use and success. The following paper gives a brief overview about possibilities of IT 
usage in HR field for measuring and tracking human capital and using the HR information system generally in Lebanese 
firms focusing on motivational factors. 
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Part I: The Theoretical Part 

1. Introduction 
Human Resources functions are critical in creating 

effective and efficient organizations. However, success in 
Human Resources management (HRM) requires change in 
its focus, role, and delivery systems [61]. (53; Fletcher 2005) 
stated that the combination of the possibility of current 
information and communication technology on one hand and 
the need to work more efficiently on the other are the results 
of shifting electronic HR systems (E-HRM). E-HRM is 
defined as the application of any technology enabling 
managers and employees to have direct access to HR and 
other services such as performance, communication, team 
management, reporting, knowledge management, and 
administrative applications, (Wyatt, 2002). It's a way of 
implementing HR strategies, policies and practices in  
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organization through a conscious and directed support with 
the full use of web-technology-based channels [52]. 
Electronic human resource practices focus on web- 
technology-based channels to reduce cost, improve strategic 
orientation and improve HR services that result in better 
outcomes. This caused organizations to shift from traditional 
HRM to E-HRM. 

The purpose of this paper is to examine the effect that 
electronic human resources have on the level of employee's 
motivation, and provide practical guidance for actual 
business application. The technology acceptance model 
theory (TAM) [11] is applied in this paper to provide a 
theoretical background and interprets the results (see figure 
1). 

 
Figure 1.  Technology Acceptance Model. Source (11) 
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1.1. Problem Statement 

This paper uses the TAM as a theoretical base to study 
technology acceptance measures; ease of use (PEOU) and 
usefulness (PU) [11]. The TAM provides a framework for 
the decision of employees on how and when they will use the 
new technology. 

Generally, companies integrate technology in their human 
resources management to increase profitability and reduce 
costs. However, this might not be readily achieved in some 
industries where HR innovation is not considered as a new 
force for success but rather a pitfall for employees. 
Employees need to be motivated to ensure success in 
technology implementation in HRM [1]. It is therefore 
interesting to determine the outcomes of e-HRM, the 
problem to be researched is to examine if E-HRM brings 
positive or negative outcomes to its users. The issues that 
will be researched in this paper are the effectiveness of the 
new systems adopted, the challenges and arising 
opportunities, and the HR functions in the digital age. 

1.2. Research Questions 

The specific research question for this Paper:  
What is the impact of electronic human resource 

management on the level of employee's motivation? 
The main research question is divided into sub- research 
questions: 

1. "How does the ease of use of technology affect the 
level of employee's motivation?" 

2. "Is the implementation of technology in HRM 
considered a tool to identify employee's strengths and 
weaknesses?" 

3. "How will employees, line managers and supervisors 
work together to sustain, improve, or build on existing 
electronic human resources?" 

4. "What are the external factors affecting 
organizational performance in general?" 

5. "What is the relationship between employee's 
motivation and electronic human resources? 

1.3. Significance of the Research 

This research identifies the effectiveness of electronic 
human resource management in Lebanon's organizations and 
explains the effect of implementing technology in the human 
resource department and the influence it has on employee's 
motivation. Employee's behaviors towards e-HRM are 
investigated in the light of the TAM model as well as the 
relationship between subjective norms and the employees’ 
willingness to accept such technology, in addition to other 
factors like perception of external control, objective usability, 
perceived enjoyment and computer anxiety [58]. Results of 
the paper are supposed to show the impact of e-HRM 
practice on employee's motivation. 

2. Literature Review 
The term "human resource management" has been 

commonly used for about the last ten to fifteen years. Prior to 
that, the field was generally known as "personnel 
administration." Today’s business environment along with 
the increasing importance of technology requires smart 
thinking, quick action and rapid adaptation to constantly 
changing conditions. Technology is changing by the second 
and becoming increasingly sophisticated, smart and 
accessible. The Internet, along with the availability of 
powerful and efficient computer software systems, has 
revolutionized the whole business activity (Ziynuska & al., 
2007). It is expanding organizational boundaries and 
involving additional stakeholders in the business process, 
thus forming another challenge to HRM. 

2.1. Definition of E-HRM and Its Function 

E-HR stands for Electronic Human Resources and it 
reflects the automation of HRM work. The literature does not 
provide a consistent definition of e-HR, as the term is used 
interchangeably with “HRIS” (Human Resource Information 
Systems), “HRMS” (Human Resource Management 
Systems), “HR software”, “Web-based HR”, “HR Self 
Service”, “B2E” (Business to Employee), and other terms. 
As per Hopkins and Markham E-HR is “the strategic 
application of web-based technologies to HR-related 
systems which, along with other organizational changes, will 
lead to more broadly-based access to HR information and 
wider opportunities for managing that information” [23]. 

E-HRM helps in improving efficiency, reduces head count, 
saves money and get things done, which reduces the use of 
paper and lowers the administrative burden for people. It has 
the capacity to allow Human resource management to 
become more strategic by giving the H.R managers the 
authority to have more impact on business decision making, 
and giving more time to make decisions instead of doing 
transactional actions. It provides the human resource 
managers with accurate, reliable data about their 
management which feeds in business decisions [23]. 

2.2. Problems of E-HRM 

Developing, overseeing, and coordinating appraisal is the 
primary responsibility of E-HR. Managerial and employee 
cooperation or participation is not only a positive input into 
the process other it is encouraged since participation implies 
commitment to the program and to its objectives. 
Performance appraisal today also emphasizes objective 
means of measurement and the integration of appraisal into a 
widespread, perpetual development process [49]. For the 
organization in general and HRM in particular, performance 
appraisal operates as a feedback system on activities such as 
employee placement, HRM research, HRP, compensation, 



 Human Resource Management Research 2014, 4(2): 33-39 35 
 

 

and career development among others. Even if the appraisal 
process is carefully designed, its implementation may fail 
due to lack of management support. Standards that do not 
relate to the content of the job and appraiser bias may also 
impede the process. Managers are especially reluctant to 
carry out appraisal interviews for they may underestimate its 
potential benefits, they may feel uncomfortable with the 
meeting, or they may lack the necessary skills. Moreover, 
managers may resent the conflicting roles of judging and 
developing [49]. 

2.3. Theory of Motivation 

Motivation has been defined as "all those inner conditions 
described as wishes, desires, drives, etc... It is an inner state 
that activates or moves" [16]. Moreover, motivation has 
always been referred to "as an intervening variable" [18]. 
Schein, in Organizational Psychology, defines motivation as 
impulses that stem from within a person and lead him to act 
in ways that will satisfy these impulses [14]. The question of 
how to motivate people has been philosophically and 
practically posed in many eras and many tongues. Basic 
motivational theories, such as Maslow’s hierarchy of needs 
theory, Herzberg’s two-factor theory and McClelland’s 
acquired needs theory, are introduced to understand 
motivation. This paper introduces the expectancy theory as 
an integrative motivational approach in E-HRM 
implementation. 

The expectancy theory is selected among other 
motivational theories to provide the guidelines for our 
analysis in this paper. The reasons for choosing this theory in 
particular is that many elements of other motivational 
theories can be accommodated within the larger framework 
of expectancy theory, thus providing it with a special 
strength of becoming an integrating motivational approach. 

2.4. Impact of E-HRM on Employee Motivation 

Impacts of E-HRM on employee motivation can be better 
understood in the following figure. 

The Power of I’s 

Interesting and 
important work 

Herzberg says that if we 
want someone to do a good job 
we should give them a Good job 
to do 

Information / 
Communication / 

feedback 

About the company’s performance 
& the individual’s performance, it 
Provides a 2 way communication channel. 

Involvement 
in decisions / 
ownership 

It increases commitment and the ease of 
Implementing new ideas or change. 

Independence / 
autonomy / 
flexibility 

In their job increases desired performance, 
initiative, ideas and energy to the job. 

Increased visibility / 
opportunity / 
responsibility 

 

Managers should give credit where it is 
due, share employees’ successes with 
others & give employees new 
opportunities to perform, learn & grow. 
 

Figure 2.  Source: (1) 

2.5. Concluding Remarks: Towards E-HRM Strategic 
Partnership 

Finally, the return on investment has fallen short of 
expectations as per study conducted by Towers Perrin (a 
consulting firm). Similarly, in a survey that measured E-HR 
effects on financial results, Watson Wyatt found that 
organizations that implemented E-HR with a primary 
disciplined and narrow focus (quantifiable goals like 
reducing cost), increased their market financial value, while 
organizations that used technology for the softer goals, like 
promoting corporate culture, decreased their shareholder 
value [34]. Technology might also form a threat to the 
survival and importance of the personnel specialists in the 
organization. Despite these, technology has become a 
determinant for attracting candidates. Technology is also 
providing individuals with easier access to organizational 
information, giving employees access to package 
information in their organization and others available in the 
market, thus enabling them with ample opportunity for 
comparison, and increasing chances of employees’ turnover. 
Part II: The Practical Part 

3. Research Methodology 
The methodology of this research embraces both literature 

survey and empirical investigation. The purpose of the paper 
is to investigate how employees respond to various 
organizational factors, and how they accept such practices in 
their daily work. This research will be based on 
operationalizing that assists in determining quantitative 
measures for the variables in the research. “Operationalizing 
a variable means finding a measurable, quantifiable, and 
valid index for your variable (independent and dependent 
variables), and (sometimes) finding a way to manipulate that 
variable in such a way as to have two or more levels.” 
Descriptive research (Hair & al., 2007) is adopted in this 
paper to enable obtaining of data which describes 
characteristics of the topic of research interest. It is used for 
describing various factors under study such as objects, 
people, or even organizations and address questions to each. 

The target population, in this case is the employees that 
work in organizations. Sample consists of 162 staff members 
selected randomly. Primary and secondary data are 
considered. The primary data was collected through the 
questionnaire comprising of 22 questions starting with the 
multiple choice questions regarding the age, gender, 
educational level; in addition to, Likert-type scale questions, 
while secondary data consist of results from literature 
survey. 

Several limitations were faced in the conduct of the paper. 
Data are collected from companies' employees in Lebanon. 
The respondents’ awareness about the topic under study 
posts restrictions which affects the accuracy of the answers 
on the questions asked. Secondly, technology faces rapid and 
dynamic growth which makes study findings in a certain 
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period of time irrelevant in the future time.  

4. Analysis and Findings 
The Cronbach’s alpha test was applied to expose the 

internal consistency of the scale and the sample that had been 
taken. The Cronbach alpha ranges from 0 to 1. The more the 
result is close to 1; it will show higher level of internal 
consistency. And in case, it moves toward the 0 level, the 
lower level of internal consistency will be seen. 

The reliabilities (Cronbach’s alpha) for the different 
measures were calculated as follows: 

Table 1.  The Reliabilities of the Measures 

Measure Cronbash's Alpha 
(a) 

Perceived usefulness 
(PU) 0.79 

Perceived ease of use 
(PEOU) 0.90 

Attitude towards usage 
(ATU) 0.77 

Behavioral intention to use 
(BIU) 0.83 

Data gathered are organized and analyzed using the SPSS 
software. Four determinants that affect the acceptance of the 
electronic human resource management are examined in this 
paper. These are perceived usefulness; perceived ease of use; 
attitude towards usage; and behavioral intention to use. 

After having a look at the results, the findings show that in 
order to be considered an employee motivation; E-HR has a 
number of critical issues to be improved. The first set of 
statements revealed that the respondents didn't consider 
performance as their voice to top management. Employees 
didn't feel as a valuable element to e-HR and majority do not 
understand their interaction clearly in the E-HRM. 
Employees are afraid that they might not be good enough to 
use the new system and thus lose their work. Despite these, 
majority of the respondents believe it would be a good idea 
to use E-HRM. 
Factor Analysis 

Table 2.  Variance of Each Factor 

Factors PU PEOU ATU BIU 
Percent of 
Variance 33% 19% 8% 6% 

PU: perceived usefulness  
PEOU: perceived ease of use 
ATU: attitude towards usage 
BIU: behavioral intention to use 

As noticed, the four factors retain 66% of the overall 
variability in the original data. We conducted a factor 
analysis of statements pertaining to commitment. The 
following two tables respectively show the survey questions 
with the kinds of commitment that each question represents 
and the extracted factors. 

The means of job satisfaction, technology in human 

resource, productivity, and Electronic human resource 
management are almost the same. Recruitment effectively; 
however, is a bit lower. On average, and compared to many 
other variables of interest, it seems that Lebanese workers 
tend to be moderately satisfied with their jobs, and have an 
average level of E-HRM. Normative and technology in 
human resource seem to be low to average. The results show 
no significant differences between the two groups with 
respect to pay satisfaction, job satisfaction and technology in 
human resource. 

Table 3.  Descriptive statistics (data in red does not match the criteria, 
data in blue do match the criteria but are not stared) 

PU M STD T sig 
Q1 4.61 1.25 0.52 
Q 2 4.49 1.51 0.11 
Q3 4.09 1.49 0.12 
Q4 4.78 1.67 0.38 

PEOU M STD  

Q1 4.14 3.70 * 
0.02* 

Q2 4.72 4.49 * 
0.03* 

Q 3 4.46 4.53 0.05* 
Q4 4.02 4.15 0.19 
Q 5   0.74 

ATU M STD  
Q1 4.61 1.25 0.30 

Q 2 4.49 1.51 * 
0.06 

Q3 4.09 1.49 * 
0.06 

Q4 4.78 1.67 0.53 
ITU M STD  
Q1 4.14 3.70 0.00** 
Q 2 4.72 4.49  

Opinion about 
Electronic human 

resource 
management 

M STD * 

Q1 3.85 4.29 0.28 
Q 2 4.54 4.91 0.07 
Q 3 4.53 4.32 0.85 
Q4 3.97 4.53 0.03* 
Q 5 4.66 5.26 0.16 
Q 6 3.49 2.49 0.06 
Q 7 3.91 4.01 0.00** 

*=p<0.05 
**=p<0.01 
ITU: intention to use 
M: mean 
STD : standard deviation 
T sig: T-test significance 

A Pearson Correlation was carried out between job 
satisfaction and productivity (Table 4). Pearson Correlation 
came out to be equal to 0.406 which was significant at the 
0.01 level. 

This means that as job satisfaction increases, productivity 
increases as well. The same correlation was carried out to 
find that job satisfaction is positively related to E-HRM at 
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the 0.01 level. The correlation was equal to 0.528. 
This gave partial support to hypothesis 1 (there is a 

positive relationship between job satisfaction and the three 
kinds of commitment) since we could not conclude anything 
for job satisfaction and technology in human resource. 
Correlation between job satisfaction and Recruitment 
effectively was negative and equal to -0.569. Hence, 
hypothesis 3 (job satisfaction is negatively associated with 
Recruitment effectively) was supported. 

Productivity was negatively related to Recruitment 
effectively (-0.371), a relation that is expected to obtain since 
the stronger the employees ' feelings of obligations to remain 
at their work, the weaker are their Recruitment effectively. 

Table 4.  Pearson Correlations 

 PU PEOU ATU BIU 
Job 

Satisfaction 1    

Technology in human 
resource -0.030 1   

Productivity * 
0.406 

* 
0.229 

 
1  

Electronic human 
resource management 

* 
0.528 

* 
-0.210 

* 
0.348 1 

Recruitment effectively * 
-0.569 0.080 * 

-0.371 
* 

-0.556 

Table 5.  Hypotheses testing results 

Hyp Path Path 
coefficient 

t- 
value Results 

H1 PU ----►ATU -0.556 1.10 Not supported 
H2 PEOU----► ATU 0.348 3.20* Supported 
H3 PEOU----► PU -0.210 6.39** Supported 
H4 ATU ----►BIU 0.229 1.41 Not supported 

*p < 0.05; **p < 0.001 

The hypotheses and structural model were assessed by 
probing the implications of the path coefficients. PEOU 
established a considerable influence on ATU with path 
coefficient 0.348 which confirms the hypotheses. 

 
Figure 3.  Hypothesis results, Source; Davis et. al. (11), Venkatesh et. al. 
(2003) 

PEOU influenced PU considerably as shown by path 
coefficient -0.556. The relationship between ATU and PU 
and BIU and ATU was insignificant. This result sustains 
current research that exhibits the strong links among PU, 
PEOU, and ATU. 

Finally the results revealed that Recruitment effectively 
and Electronic human resource management are negatively 

related (-0.556). This relationship was also expected since 
the low Recruitment effectively may be explained by one of 
many factors, the high level of Electronic human resource 
management. Hypothesis 4 (all forms of commitment are 
negatively related to Recruitment effectively) was partially 
supported since no evidence could be made pertaining to the 
negative relationship between technology in human resource 
and Recruitment effectively. 

Productivity is positively and significantly related to both 
technology in human resource (0.229), and to Electronic 
human resource management (0.348). This comes in 
confirmation with commitment literature. However, 
technology in human resource and Electronic human 
resource management were found to be significantly yet 
negatively related (-0.210). Technology in human resource 
loaded on factors three and four, which respectively 
explained only 8% and 6% of the total variability of the data. 
This raises a possible question of whether some of the items 
that we borrowed from the existing literature to measure 
technology in human resource are culturally compatible. 

5. Discussion and Conclusions 
5.1. Conclusions 

The objective of the paper was to examine the impact of 
electronic Human Resource in Lebanese Companies and the 
effect it has on employee’s motivation. It also aimed to paper 
the relationships of the three constructs with demographic 
variables and the relationships among them. 

The paper gave support to some of the hypotheses that 
lead us to conclude that there is a relationship between 
perceived ease of use and the attitude towards using. The 
paper did not show any negative relation between the two 
factors, this means that employees accept the new 
technology according to their attitude so when employees 
find the electronic human resource department a good idea 
this would encourage them to accept it, they would interact 
to technology easier, it would be clearer to them of their 
interaction. This would lead to a better attitude to the 
employees, they would come to work with a good feeling, 
they will be excited to work and give good outcomes, and 
thus they are more motivated to work and satisfied. 

Moreover, there was partial support pertaining to the 
statement that perceived usefulness is negatively related to 
attitude towards using. This implies that organizations 
aiming to increase employee motivation must mostly focus 
on fostering Electronic human resource management by first 
seeing employees’ attitude towards using such innovation. 
The reason of which, we conclude, is that the HRD had a 
solid plan in place to introduce an E-HRM, realized as 
follows:  

1) The software selection process was well studied; 
companies should choose the E-HRM based on a) meeting 
its needs, b) considering E-HRM as the “best answer” 
after having checked other solutions, c) the organization 
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should implement a training program for employees 
With E-HR we have witnessed a change in the role of the HR 
professional when 

1) Some of its previous administrative responsibilities 
were shifted to line managers and the employees, 

2) Software replaced the HR administrator’s manual 
work of consolidating data and preparing reports. 

3) Software ensured compliance and standardization of 
processes. In short, the software application was 
performing better than the HR administrator with faster, 
real-time and error-free processing of data. 
E-HR has also brought new opportunities to HR 

professionals by lifting the burden of administrative and 
operational tasks off their shoulders and opening the 
horizons for a new transformational role. The new role of the 
HR professional builds on administrative excellence, 
supported by the software application, to act in fulfillment of 
the organization’s strategy. E-HR came with the promise of 
transforming HRM into a strategic business partner by 
freeing up HR professionals time and streamlining processes 
and workflows. Its use became widespread in organizations 
and many scholars have even associated its strategic impact 
in its definition. Others went further to warn HR from 
“disappearing” if it does not embrace technology. 

5.1.1. Recommendations for Future Research 

A company willing to implement technology in its human 
resource department should take the following actions for the 
future to be effective and efficient: 

First and foremost, the HR department should provide a 
training program for the employees that would teach them 
how to use the new system applied. Training programs 
should be done in small teams not all at once so it's easy for 
the employee to understand the new system, why it's being 
implemented, its advantages and usage. The HR department 
has to implement procedures in a way that employees can 
plan their career. The HR department has to describe how 
employees are assessed so that they can improve their 
weakness points. E-HR options should be flexible so 
employees feel comfortable while practicing such system. 
Good HR technology experts that should be there all the way 
to teach the employees the new system being implemented in 
order to accept it. The HR department should continue on 
following the employees work to provide fair feedback on 
each one, and those having difficulties in giving good 
outcomes should have special focus. Better organizational 
structure should be taken care to ensure successful E-HRM 
that has E-HRM implementation. 
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