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ABSTRACT 

This study aims to evaluate the impact of Human Resource Information Systems (HRIS) 

implementation factors on employee acceptance in the public sector of Sarawak. Using the 

Unified Theory of Acceptance and Use of Technology (UTAUT) as the theoretical 

framework, four key factors were evaluated: Performance Expectancy, Effort Expectancy, 

Social Influence, and Facilitating Conditions, for identifying the factors impacting employee 

acceptance of HRIS. A quantitative research design was adopted, and data were collected 

through an online questionnaire distributed to public sector employees in the government of 

Sarawak. A total of 101 valid responses were analysed using descriptive statistics, reliability 

analysis, and multiple regression analysis. The findings revealed that Effort Expectancy and 

Social Influence has a positive impact on employee acceptance of HRIS, while Performance 

Expectancy and Facilitating Conditions showed does not have a positive impact on employee 

acceptance of HRIS. These findings suggest that Effort Expectancy and Social Influence have 

a positive impact on HRIS acceptance compared to Performance Expectancy and Facilitating 

Conditions in a mandatory-use environment such as the public sector. The study contributes 

to the existing literature by extending the application of the UTAUT model in a public sector 

setting and highlights the importance of contextual factors in shaping HRIS acceptance. 

Practical implications were also identified for HR and ICT practitioners to improve system 

usability, communication, and employee engagement strategies. Recommendations for future 

research include a broader range of participants from other regions in Malaysia and including 

a qualitative method for deeper insights. 

Keywords: Human Resources Information System (HRIS), employee acceptance, public 

sector, Unified Theory of Acceptance and Use of Technology (UTAUT), public sector, 

Sarawak 
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ABSTRAK 

Kajian ini bertujuan untuk menilai impak factor pelaksaan Sistem Maklumat Sumber 

Manusia (HRIS) terhadap penerimaan pekerja dalam sektor awam di Sarawak. 

Menggunakan Teori Penyatuan Penerimaan dan Pengunaan Teknologi (UTAUT) sebagai 

kerangka teori, empat faktor utama telah dinilai iaitu Jangkaan Prestasi, Jangkaan Usaha, 

Pengaruh Sosial dan Keadaan Memudahkan bagi mengenal pasti faktor-faktor yang 

mempengaruhi penerimaan pekerja terhadap HRIS. Reka bentuk penyelidikan kuantitatif 

telah digunakan, dan data telah dikumpul melalui soal selidik dalam talian yang diedarkan 

kepada pekerja sektor awam   dalam Kerajaan Sarawak. Sebanyak 101 respon yang sah telah 

dianalisis menggunakan statistik deskriptif, analisis kebolehpercayaan dan analisis regresi 

berganda. Dapatan kajian menunjukkan bahawa Jangkaan Usaha dan Pengaruh Sosial 

mempunyai mempunyai impak positif terhadap penerimaan pekerja terhadap HRIS, 

manakala Jangkaan Prestasi dan Keadaan Memudahkan tidak mempunyai impak yang 

positif.  Dapatan ini mencadangkan bahawa Jangkaan Usaha dan Pengaruh Sosial memberi 

impak positif terhadap penerimaan HRIS berbanding Jangkaan Prestasi dan Keadaan 

Memudahkan dalam persekitaran penggunaan wajib seperti sektor awam. Kajian ini 

menyumbang kepada literatur sedia ada dengan memperluaskan aplikasi model UTAUT 

dalam konteks sektor awam serta menekankan kepentingan faktor kontestual dalam 

membentuk penerimaan terhadap HRIS. Implikasi praktikal turut dikenal pasti untuk 

pengamal HR dan ICT dalam usaha meningkatkan kebolehgunaan sistem, komunikasi, dan 

strategi penglibatan pekerja. Cadangan untuk kajian masa akan datang termasuk melibatkan 

responden dari pelbagai wilayah lain di Malaysia dan memasukkan kaedah kualitatif untuk 

mendapatkan pemahaman yang lebih mendalam. 

Kata Kunci: Sistem Maklumat Sumber Manusia (HRIS), penerimaan pekerja, sektor awam, 

Teori Penyatuan Penerimaan dan Pengunaan Teknologi (UTAUT), Sarawak 
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CHAPTER ONE 

INTRODUCTION 

1.0 Introduction 

Human Resources Information System (HRIS) is an integrated system that enables 

organisations to effectively manage employee data, payroll, benefits, recruitment, and 

performance evaluations. HRIS improves organisational efficiency, lowers operating costs, 

and improves decision-making by digitalising traditional human resource activities. 

According to Kavanagh, Micheal, and Johnson (2017), HRIS is a system used to acquire, 

store, manipulate, analyse, retrieve, and distribute information on an organisation's human 

resources to help with HRM and managerial decisions.  

The implementation of HRIS in the public sector has faced significant challenges, 

especially in employee acceptance. According to Chabani (2020), employee resistance is a 

significant challenge in HRIS implementation inside public organisations, as feeling 

uncomfortable with technology and work changes might prevent acceptance.  

This research focuses on employee acceptance and evaluates how effective the HRIS 

system is in Sarawak's government institutions by looking at elements like performance 

expectancy, effort expectancy, social influence, and facilitating conditions that influence 

employee acceptance. The research is based on the Unified Theory of Acceptance and Use of 

Technology (UTAUT) theory, which has been widely used to investigate technology adoption 

behaviours. 

1.2 Background of the Study 

The need for more efficient human resource management operations has contributed 

to the implementation of HRIS across organisations. In the public sector, especially in states 

like Sarawak, HRIS has the potential to improve efficiency, accuracy, and transparency in 

human resource operations.  
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The HRIS systems provide real-time access to employee data, automatic payroll, and 

improved reporting capabilities, all of which are important for large-scale government 

operations. According to Tursunbayeva (2019), organisations continue to use outdated HR 

methods, and the function of HR technologies is considered to support existing ways of doing 

tasks.  

The effective implementation of HRIS facilitates HR services like payroll, employee 

data, and recruitment. According to Amoako et al. (2023), the implementation of HRIS has 

several benefits, such as reducing costs by automating HR services, but it also faces 

challenges related to employee acceptance. According to Kamilah and Kamal Zaki (2017), 

challenges were seen at one of the specialist hospitals in Ipoh, Malaysia, where staff 

frequently switched to traditional HR practices, showing unwillingness to use HRIS due to 

perceived complexity and insufficient acceptance by users. This resistance can often be 

caused by a lack of training and confidence in using digital technologies, especially among 

employees more familiar with manual operations.  

Dey and Saha (2020) highlight that successful HRIS implementation requires internal 

support because employees who are used to manual methods may struggle to adapt to HRIS 

without proper training and resources. Matimbwa (2023) highlights that effective HRIS 

implementation depends on top managerial support, which includes giving funds for training 

and equipment upgrades, but this support was found to be limited.  

The use of the UTAUT model in this research provides a framework for 

understanding how multiple factors, such as performance expectancy, effort expectancy, 

social influence, and facilitating conditions, impact employee acceptance of HRIS in the 

Sarawak public sector. 



3 
 

1.3 Statement of the Problems 

According to Naveed et al. (2021), the slow acceptance of HRIS has resulted in the 

simultaneous use of manual and automated systems within the organisation, and adoption 

alone do not produce the expected outcomes unless serious efforts are made to successfully 

implement it.  

Key barriers to employee acceptance include, lack of technological skills, 

technological complexity, a lack of peer and supervisor support, and a lack of infrastructure 

and support have all reduced the system's effectiveness. According to Adli (2023), employees' 

lack of technological skills is a significant barrier to successful HRIS adoption in public 

organisations. Employees who are not confident in using digital tools and systems are more 

likely to resist change, making HRIS adoption more difficult. Additionally, Dey and Saha 

(2020) highlight that the lack of organisational support and insufficient IT support are barriers 

to HRIS effectiveness. According to Noutsa et al. (2017), limited social impact, such as the 

lack of support from important individuals within the organisation, could prevent acceptance, 

as acceptability and usage among end users remain a critical challenge in situations where 

social support is limited.  

1.3.1 Employee’s Lack of Technological Skills 

Many employees see HRIS as a complex system that impacts their daily job activities. 

This view is frequently met with resistance, especially if employees believe they have not 

received enough training or support (Kamaliah and Zaki, 2017). This resistance is most 

common in situations where manual procedures have long been implemented, and employees 

are unfamiliar with digital tools. Matimbwa (2023) highlights that employee acceptance of 

HRIS is highly dependent on sufficient training and resource allocation, such as infrastructure 

improvements and skill development. Lack of training often results in difficulty in adapting 

to HRIS in the public sector. Shahreki et al. (2020) argue that a lack of training contributes to 



4 
 

negative views towards HRIS, lowering its perceived value and acceptance. The transition 

from manual processes to HRIS can be especially challenging in contexts where old methods 

have long been established. Tursunbayeva (2019) further emphasises that lacking 

technological competency and familiarity with digital technologies prevent employee 

acceptance of HRIS in the public sector, highlighting the need for enough and effective 

training programs. To overcome the barriers caused by employees' lack of technological 

skills, it is essential to provide enough training, lower the perceived complexity of HRIS, and 

develop an environment in which employees feel confident in using the system. Only then 

can we expect a major increase in employee acceptance and successful HRIS use in the 

public sector. 

1.3.2 Technological Complexity 

Many employees believe that HRIS is complex and difficult to use. This problem 

comes from the complex interface, insufficient training, and users' unfamiliarity with digital 

technologies. Employees who do not expect enough effort see HRIS as challenging, which 

reduces their likelihood of acceptance and use. According to Adli (2023), poor user training 

and support are significant challenges to the acceptance of technology, especially in the 

public sector, where employees frequently lack proper exposure to digital systems, making 

HRIS implementation more difficult. Noutsa et al. (2023) found that in developing 

economies, resistance to the implementation of HRIS is mostly due to system complexity and 

insufficient training. These factors discourage personnel and impede effective adoption, 

particularly for organisations shifting from manual to digital systems. According to Shahreki 

et al. (2020), HRIS implementations are frequently seen as frustrating when systems are not 

developed with usability in mind. Employees typically experience frustration with time-

consuming processes, such as manual data entry and delays in getting documents. Shahreki et 

al. (2020) highlight that employees who lack proper skills and training have a negative 
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attitude towards HRIS, restricting its perceived value and acceptance. Technological 

complexity, caused by insufficient training, unfamiliarity with digital technologies, and 

poorly designed interfaces, is a barrier to the implementation of HRIS in the public sector.  

1.3.3 Lack of Peer and Supervisor Support 

In hierarchical organisations such as the public sector, social influence is important in 

employee acceptance of HRIS. According to Dey and Saha (2020), "social influence was 

important in shaping the intention to use HRIS," highlighting the importance of peer support 

and leadership in influencing participation. This means that a lack of social support can raise 

employee resistance, preventing efficient HRIS setup and benefit realisation. According to 

Noutsa et al. (2017), while Human Resource Information Systems (HRIS) are designed to 

improve organisational operations, their successful implementation frequently meets issues 

related to social influence. They also say that adoption among end users remains a major 

issue due to a lack of support from important individuals inside organisations. This problem 

increases in contexts where knowledge is not shared among employees, and the management 

style is top-down, resulting in low engagement and resistance to the use of HRIS (Noutsa et 

al., 2017). These social factors limit the system's performance, focusing on the importance of 

encouraging social influence for increasing HRIS acceptance. 

1.3.4 Lack of Infrastructure Support 

Successful acceptance of HRIS involves not only user-friendly technology but also 

sufficient organisational support, such as training, IT infrastructure, and continuing technical 

support. However, these facilitating conditions are frequently lacking in the public sector. For 

example, Adli (2023) emphasised that poor IT infrastructure and disorganised technical 

support are significant challenges to implementing technology systems such as HRIS in 

the public sector. According to Dey and Saha (2020), many public sectors lack the necessary 

infrastructure and technical support, preventing employees from using HRIS. Furthermore, as 
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Chabani (2020) highlights, a lack of accurate and consistent information might cause project 

delays and prevent the adoption process and HRIS implementation. Additionally, Noutsa et 

al. (2017) found that poor infrastructure frequently leads to more unhappy employees and 

system rejection. They believe that without sufficient resources for IT infrastructure and 

training, even the most user-friendly technologies may fail to achieve acceptance. 

1.4 Research Objective 

1.4.1 General Objective 

To evaluate the impact of Human Resources Information Systems (HRIS) 

implementation factors on employee acceptance in the public sector, with a focus on 

performance expectancy, effort expectancy, social influence, and facilitating conditions. 

1.4.2 Specific Objectives 

1. To evaluate the impact of performance expectancy on employee acceptance of HRIS 

in the public sector. 

2. To evaluate the impact of effort expectancy on employee acceptance of HRIS in the 

public sector. 

3. To evaluate the impact of social influence on employee acceptance of HRIS in the 

public sector. 

4. To evaluate the impact of facilitating conditions on employee acceptance of HRIS in 

the public sector. 

1.4.3 Research Hypothesis 

This research proposes the following research hypotheses: 

Ha1: Performance expectancy has a positive impact on employee acceptance of HRIS in the 

public sector. 

Ha2: Effort expectancy has a positive impact on employee acceptance of HRIS in the public 

sector. 
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Ha3: Social influence has a positive impact on employee acceptance of HRIS in the public 

sector. 

Ha4: Facilitating conditions has a positive impact on employee acceptance of HRIS in the 

public sector. 

 

1.4.4 Conceptual Framework 

Independent Variables (IV) 

(HRIS Implementation Factors) 

Dependent Variable (DV) 

Performance expectancy 
 

Effort expectancy  

Employee Acceptance of HRIS 

Social influence            

 

Facilitating conditions  

Figure 1: Conceptual Framework Based on the UTAUT 

1.5 Definition of Terms 

1.5.1 Performance Expectancy 

Conceptual Definition 

Performance expectancy is the degree to which an employee believes that using a 

system, such as an HRIS, increases their job performance. It shows the employee's 

expectation of measurable benefits from HRIS, such as improved productivity, efficiency, 

and accuracy in task completion (Quaosar et al., 2024). Performance expectation is an 

indicator of an organisation's goals for implementing new technology (Fraij, 2022). 
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Operational Definition 

Performance Expectancy is operationally defined as employees' expectation that using 

the HRIS for their daily activities, such as employee data management, payroll, attendance, 

and recruitment, improve their job performance by increasing efficiency, productivity, and 

accuracy in performing everyday tasks. Performance expectancy is a primary predictor of 

HRIS acceptance. Users are more likely to accept HRIS if they believe it improves task 

efficiency and productivity (Adli, 2023). Performance expectancy measured using a 

questionnaire in which employees score their agreement with statements regarding the 

system's expected advantages, such as its ability to simplify activities, minimise errors, and 

save time. 

1.5.2 Effort Expectancy  

Conceptual Definition 

Effort expectation refers to the ease with which end users engage with the HRIS 

system, indicating how easy and straightforward the system is to use. This is the level of 

comfort associated with using an HRIS. Additionally, the degree to which an individual 

believes he or she can use technology without using additional effort (Fraij, 2022). Effort 

expectancy, an important predictor of technology use, is influenced by technology features 

such as social presence, familiarity, and cooperation, as well as individual and group factors 

such as technology experience, computer self-efficacy, and familiarity with others (Quaosar 

et al, 2024). 

Operational Definition 

Effort expectancy is operationally defined as how easy it seems for employees to use 

the HRIS, including its simplicity and familiarity. Employees are expected they anticipate 

minimal difficulty in using the system. In this study, effort expectancy assessed using a 

questionnaire in which employees rate statements about the HRIS’s ease of use, the system 
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interface, and the simplicity of system navigation. According to Adli (2023), effort 

expectancy is an important and proven predictor of acceptance of HRIS, as evidenced by 

multiple studies.  

1.5.3 Social Influence  

Conceptual Definition 

Social influence generally means the degree to which a person believes that others 

must agree with him or her that the new system is something they should use. New 

technology is more likely to be accepted if it is highly accepted by individuals who are close 

to the user (Fraji, 2022). People's views on the environment often influence their decision to 

use new technology (Quaosar et al., 2024). 

Operational Definition 

Social influence is operationally defined as peers' and supervisors' suggestions or 

support to use the HRIS. Employees are likely to use the system if their peers and supervisor 

encourage them to use the system. Employees are more likely to accept an HRIS if they have 

a strong sense that their peers are currently using and recommending it (Adli, 2023). This was 

measured in this study by a questionnaire in which employees rate statements about the 

support they receive from supervisors, peers, and organisational culture for HRIS use. 

1.5.4 Facilitating Condition  

Conceptual Definition 

Facilitating conditions refer to an individual's view of an organisational and 

technical infrastructure that supports system use (Quaosar et al., 2022). Facilitating 

conditions can be identified as the physical surroundings or environmental elements that 

impact an individual's decision to participate in a certain activity. It is an environmental 
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element that influences people's decisions on how difficult or easy it is to perform a task 

(Fraji, 2022). 

Operational Definition 

Facilitating conditions are operationally defined as the facilities, such as technical 

support and organisational infrastructure are provided to support the HRIS use. Employees 

are likely use and accept HRIS if they find out that they can receive assistance and support 

from the organisation while using the HRIS. According to Adli (2023), encouraging 

acceptance of technology requires facilitating conditions like technical help and training. In 

this study, facilitating conditions was measured using a questionnaire about the availability of 

technical support, training materials, and access to software and hardware.  

1.6 Significance of Research 

This research is significant for a variety of reasons. First, it addresses an important 

issue of employee acceptance of Human Resource Information Systems (HRIS) in the public 

sector, which has received little attention in Sarawak. While HRIS provides many 

advantages, including increased efficiency, accuracy, and transparency in human resource 

operations, its implementation in the public sector has been challenging, especially due to 

employee resistance, technological complexity, a lack of peer and supervisor support, and a 

lack of infrastructure and support. According to Kamilah and Kamal Zaki (2017), employees 

frequently return to old HR methods because of perceived complexity and lack of training. 

Similarly, Dey and Saha (2020) highlight that internal support affects the use of HRIS in the 

organisational environment. 

1.6.1 Theoretical Contributions 

Using the Unified Theory of Acceptance and Use of Technology (UTAUT) model, 

this research contributes to the theoretical understanding of HRIS acceptance in the public 
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sector. It extends past research by looking at how performance expectancy (PE), effort 

expectancy (EE), social influence (SI), and facilitating conditions (FC) affect employee 

acceptance of HRIS implementation. For example, Dey and Saha (2020) highlight that social 

influence is a crucial factor in influencing HRIS adoption in hierarchical organisations, while 

Noutsa et al. (2017) suggested that a lack of support from important individuals frequently 

prevents acceptance and limits system performance. This research ensures that the UTAUT 

model works in a new location and identifies key components that may need to be modified 

to fit the unique features of Sarawak's public sector organisations. 

1.6.2 Practical Implications for Policymakers 

This research provides useful information for policymakers in Sarawak's public 

sector. This research makes actionable recommendations to promote the implementation of 

HRIS by addressing challenges such as employee resistance, technological complexity, and 

lack of infrastructure and support. As Chabani (2020) highlights, resistance to change and a 

lack of reliable and consistent information created delays in delivering HRIS programs in 

public organisations. According to Dey and Saha (2020), a lack of financial support and top 

management's unwillingness are key contributors to the failure of HRIS implementations. 

Tursunbayeva (2019) found that improving Human Resource (HR) practices and 

implementing HR technology, such as Human Resource Information Systems (HRIS) that can 

collect, store, and report workforce data, are frequently mentioned to be potential solutions to 

this problem. These findings show the need for policymakers to develop policies that 

encourage digital transformation, improve administrative efficiency, and increase 

transparency in government processes. 

1.6.3 Practical Implications for Organisational Leaders 

This study can help organisational leaders understand how performance expectancy, 

effort expectancy, social influence, and facilitating conditions influence employee acceptance 
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of HRIS. According to Noutsa et al. (2017), it is important to foster a healthy workplace 

culture and encourage involvement from peers and supervisors. Additionally, Shahreki et al. 

(2020) suggest that resolving usability difficulties through effective training and reduced 

system interfaces is an important strategy. Leaders who follow these measures can improve 

employee engagement and enable a successful implementation of HRIS, optimising its 

potential benefits. 

1.6.4 Broader implications for developing regions 

This research contributes to the global understanding of HRIS applications in 

developing countries. Many public-sector organisations in these locations confront similar 

challenges, including resistance to change, a lack of infrastructure, and a lack of knowledge 

of HRIS. According to Quaosar and Rahman (2021), the adoption of HRIS is limited by 

limitations such as expensive conversion costs, inadequate training, a lack of infrastructure, 

and insufficient knowledge of the system. Furthermore, HRIS provides important information 

that policymakers use to make informed decisions about workforce management and budget 

management" (Were et al., 2019). These findings highlight the need to solve common 

challenges, promote innovation, and offer enough training to enable HRIS implementation. 

The solutions developed in this study can be applied in a variety of social and economic 

contexts, extending their usefulness beyond this research. 

1.7 Limitation of Research 

While this research gives useful insights into employee acceptance of Human 

Resources Information Systems (HRIS) in Sarawak's public sector, there are a few 

limitations. 
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1.7.1 Geographical 

This research was limited to the public sector in Sarawak, Malaysia. The findings may 

not reflect the public sector in other regions or countries, where differences in organisational 

culture, technology infrastructure, and policies may result in variable levels of HRIS 

acceptance. As a result, caution should be exercised when applying the findings to larger 

contexts outside Sarawak.  

1.7.2 Data Collection Method 

The use of a self-administered questionnaire may introduce bias in the responses. One 

common bias is social desirability bias, where respondents tend to answer in a way that they 

believe is socially acceptable rather than providing honest responses. As a result, some 

answers may not reflect their true experiences with HRIS implementation. This limitation 

impacts the credibility of the research because collected data might not fully represent the 

actual perceptions of employees' actual perceptions of HRIS acceptance. 

1.7.3 Cross-Sectional Design 

The research used a cross-sectional design, with data collected at a specific point in 

time. While this method captures a single moment of employee acceptance of HRIS, it does 

not account for changes in attitudes over time. Longitudinal research would provide a deeper 

understanding of how HRIS acceptance evolves, especially in response to ongoing training, 

system updates, or organisational changes.  

1.7.4 Infrastructure Variability 

The organisations involved in this research are likely to have various levels of 

technological infrastructure and support for HRIS implementation. Differences in hardware 

quality, internet access, and IT support may affect employees' opinions of HRIS usage and 
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adoption. These variations may have contributed to inconsistencies in the findings, 

highlighting the importance of standardised infrastructure evaluation across organisations.  

By addressing these limitations, future research could improve the study's findings 

and provide a deeper understanding of HRIS acceptance in public sector organisations. These 

efforts could include broadening the geographical scope beyond Sarawak to include diverse 

organisational contexts, using longitudinal designs to track changes in employee acceptance 

over time, and investigating additional factors like knowledge of technology and 

organisational culture that may influence HRIS acceptance. Furthermore, standardising 

infrastructure evaluation across organisations may assist in decreasing gaps and provide a 

deeper understanding of HRIS acceptance challenges. 

1.8 Summary 

This research uses the Unified Theory of Acceptance and Use of Technology 

(UTAUT) model to evaluate the implementation of Human Resources Information Systems 

(HRIS) in Sarawak's public sector. It focuses on evaluating how performance expectancy, 

effort expectancy, social impact, and facilitating conditions affect employee acceptance of 

HRIS. 

The findings show that, given the potential benefits of HRIS, such as increased 

efficiency and accuracy in human resource operations, its implementation encounters 

challenges. Employee resistance, technological complexity, a lack of peer and supervisor 

support, and a lack of infrastructure and support are all factors to consider. The research 

presents actionable recommendations for overcoming these challenges to increase HRIS 

acceptance in the public sector. 
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The research provides theoretical contributions by using the UTAUT model, as well 

as practical recommendations for policymakers and organisational leaders who want to 

improve employee acceptance and maximise the benefits of HRIS in the public sector. 

 

 

 

 

 

 

 

 

 

 

 

 

 

CHAPTER 2 

LITERATURE REVIEW 

2.0 Introduction 

According to Abuhantash (2023), Human Resource Information Systems (HRIS) are 

important for organisations to manage their workforce effectively. HRIS is defined as a 

system used to acquire, store, manipulate, analyse, retrieve and distribute pertinent 

information about an organisation’s human resources (Alkhwaldi et al., 2022).  
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According to Xue, Rashid, and Ouyang (2024), the UTAUT model has demonstrated 

its broad applicability through its widespread application in diverse fields. It has been utilised 

to study the acceptance of various technologies, including HRIS. This chapter examines how 

key constructs such as Performance Expectancy (PE), Effort Expectancy (EE), Social 

Influence (SI), and Facilitating Conditions (FC) impact employee acceptance of HRIS, 

providing an overview for evaluating how it can be used in the public sector. 

2.1 Independent Variables 

Performance expectancy measures an individual's belief that using a given technology 

improves their capacity to complete tasks or achieve goals (Budhathoki et al., 2024). 

According to Fraij (2022), performance expectancy shows and determines an organisation's 

plan to implement and use new technologies. Similarly, Adli (2023) states that performance 

expectancy is a key factor in determining whether or not the technology will be adopted and 

used. Another study found that performance expectancy is the perception that using a system 

improved work performance, and performance expectancy refers to end-users' belief in using 

technology to improve their functional performance in a given situation (Adli, 2023). 

Effort expectancy is an individual's expectation that using a technology would be 

simple and involve minimal effort (Budhathoki et al., 2024). According to Fraij (2022), the 

expected effort has a beneficial effect on system acceptance and is a strong predictor of 

system adoption for HRIS implementation. Employees’ expectations about the amount of 

work necessary to use a new tool can help predict technology acceptance and usage, and 

perceived ease of use, which includes effort expectancy, has been shown to be a strong 

predictor of technology acceptance (Adli, 2023). 

Social influence refers to an individual's belief that they should use a particular 

technology based on the opinions of important individuals (Budhathoki et al., 2024). HRIS is 
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more likely to be accepted if it is highly recommended by people close to the employee 

(Fraij, 2022). Similarly, Adli (2023) states that users are more inclined to use HRIS if they 

have a strong sense that their peers are already making use of and recommending them. 

Facilitating conditions refer to the degree to which individuals perceive they have the 

required resources and support to effectively use a specific technology (Budhathoki et al., 

2024). According to Fraij (2022), facilitating conditions can be described as the physical 

surroundings or environmental elements that impact an individual's decision to engage in a 

specific task. Facilitating conditions are frequently seen as an important factor in determining 

a person's technology use in the field of information technology (Fraij, 2022). Technical 

assistance, training, and adaptability significantly impact the motivation to use an HRIS (Adli 

2023). 

2.2 Dependent Variable 

Employee acceptance of HRIS is defined as employees' willingness to adopt and 

effectively use HRIS in their everyday tasks. According to Menant, Gilibert, & Sauvezon 

(2021), acceptance can be defined as two elements: a system that matches the 

employee's goals and behavioural patterns that support adopting new behaviours. Acceptance 

of an HRIS is influenced by perceived usefulness (performance expectancy) and ease of use 

(effort expectancy), and it seems important to consider other factors to explain such as social 

influence and facilitating condition (Menant, Gilibert, and Sauvezon, 2021). 

2.3 Related Theory 

The Unified Theory for Acceptance and Use of Technology (UTAUT), developed by 

Venkatesh and colleagues in 2003, integrated various technology adoption models, including 

the Technology Acceptance Model (TAM), Theory of Reasoned Action (TRA), Theory of 

Planned Behavior (TPB), Model of PC Utilization (MPCU), Motivational Model (MM), 
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Social Cognitive Theory (SCT), and Innovation Diffusion Theory (IDT) (Wongras & 

Tanantong, 2023). According to Adli (2023), the UTAUT framework includes four categories 

of factors, namely “performance expectancy”, “effort expectancy”, “social influence”, and 

“facilitating conditions”. These categories identify factors that impact employees' desire to 

acquire and use HRIS. Quaosar, Rahman, and Rahman (2024) highlight that UTAUT's 

accuracy and logical adjustments make it ideal for evaluating the outcomes of HRIS 

acceptance and practical use, and it can explain 70% of the variance in usage intention and 

50% of the actual use. 

2.4 Past Research Related to IVs and DV 

2.4.1 Performance Expectancy to Employee Acceptance of HRIS 

Past research has continually shown the impact of performance expectancy in 

promoting employee acceptance of HRIS. For example, Sachitra and Wimalasena (2024) 

investigated HRIS implementation in a public firm within Sri Lanka's aviation sector and 

found that performance expectancy has a beneficial influence on HRIS acceptance intentions. 

The use of HRIS impacted easy access to information, efficient learning, increased job 

productivity, and time savings, key factors that motivate employees to accept and use HRIS. 

Their research shows that having access to more efficient processes and better information 

management creates positive opinions, which increases employee acceptance. 

 Similarly, Fraij (2022) investigated e-HRM adoption in the telecommunications 

sector in Jordan, highlighting that performance expectancy indicates an organisation's 

readiness to use an HRIS. According to the study findings, performance expectations have a 

statistically significant positive relationship with HRIS acceptance (Fraij, 2022). The Unified 

Theory of Acceptance and Use of Technology (UTAUT), which highlights that performance 

expectancy is an indicator of an organisation's intention to use a new technology, aligns with 
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these findings. According to this study, one of the main factors influencing the acceptance of 

HRIS is employees' views of increased performance. 

For research in Thailand, Wongras and Tanantong (2024) identified a noteworthy 

impact of performance expectancy on behavioural intention and employees' perception of the 

effectiveness of new HRIS technology, such as AI in talent recruiting, which might influence 

employees' decisions to use it. According to Wongras and Tanantong (2024), HRIS provides 

advantages such as improving the hiring process by automating time-consuming tasks like 

resume screening, candidate matching, and the onboarding process. It also streamlines other 

aspects of the hiring process, like screening, interview scheduling, and candidate interactions, 

increasing efficiency and the candidate experience tasks, strengthening employees' belief and 

fostering acceptance (Wongras and Tatanong, 2023). Their results highlight how reducing 

repetitive tasks using HRIS may promote employee trust and good attitudes. 

Additionally, according to Alkhwaldi et al. (2022), they integrated the UTAUT and 

TTF (Task Technology Fits) models to study HRIS acceptance in the Jordanian public sector 

and found that employees’ Behavioural Intention (employee acceptance) are influenced by 

performance expectancy. To promote staff acceptance of HRISs, offer HR services and 

activities that generate positive perceptions while providing useful functionalities 

and information (Alkhwaldi et al., 2022).  Alkhwaldi et al. (2022) found that staff 

expectations regarding the system functions must be considered when government agencies 

design HRIS. Staff recommendations should serve as the foundation for system 

enhancements that better meet end users' performance requirements, and the results of the 

study show how important it is to manage Performance Expectancy since it significantly 

influences employees' intentions to use HRIS (Alkhwaldi et al., 2023). They suggested 

building system improvements based on employees' suggestions to ensure alignment with 

their productivity goals. 
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2.4.2 Effort Expectancy to Employee Acceptance of HRIS 

Effort expectancy also plays an important role in employee acceptance of HRIS. 

Sachitra and Wimalasena (2024) highlight that employees believe that using HRIS is simple 

and leads to improved work management and acceptance of HRIS. They found that effort 

expectancy negatively impacted HRIS acceptance intentions. This could be caused by an 

understanding of HRIS and previous experience using the system. They argued that 

employees' experience with the HRIS or their lack of knowledge of HRIS features could be 

the cause of this unexpected outcome. 

 In another research, Fraij (2022) effort expectancy positively impacts system 

acceptability and is a strong predictor of system acceptance for HRIS implementation. 

Employees are more likely to use an e-HRM system if it is easy to use and are more inclined 

to accept the HRIS and implement it into their workflows when they think the system is 

simple to use and understand, according to the study's assumption (Fraij, 2022).  

In Thailand, Wongras and Tanantong (2023) highlight that when technology is 

difficult to use, people usually avoid it. Therefore, it is possible to predict that effort 

expectancy influences employees' willingness to use AI (similar to HRIS) in recruitment. 

Their study found that employees always avoid using technologies that they find difficult to 

use, and effort expectancy impacts willingness to implement AI (similar to HRIS) into 

recruitment Wongras and Tanantong, 2023). Their findings indicate how simple features and 

straightforward HRIS design can promote acceptance and positive beliefs. 

Additionally, Alkhwaldi et al. (2022) findings also show that EE has an 

insignificant effect on acceptance behaviour. This could be a result of the HR employee's 

readiness to use the HRIS, with the potential for individual effort (Alkhwaldi et al., 2022). A 

further argument could be that those employees had sufficient familiarity with HRIS because 
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they were exposed to using it in their daily lives (Alkhwaldi et al., 2022). Alkhwaldi et al. 

(2022) suggest that HRIS designers, developers, and analysts should work to reduce the 

complexity involved in exploring and using HRIS and analysts, designers, and developers 

should put efforts into minimising the complexity associated with HRIS exploration and use. 

Providing assistant services, training programmes and workshops to employees to effectively 

use the HRIS is also recommended to enhance employees’ experiences in using HRIS. 

2.4.3 Social Influence to Employee Acceptance of HRIS 

Research in Sri Lanka’s public aviation firm, Sachitra and Wimalasena (2024), 

highlights that social influence refers to an individual's perception of how important it is that 

others endorse their specific activities (for example, if coworkers and close friends would 

support the use of HRMIS in work management). According to their research, employees are 

unwilling to use HRIS if their colleagues' influence is high. Their study, Sachitra and 

Wimalasena (2024), showed that the intention to use HRIS was negatively impacted by social 

influence. Sachitra and Wimalasena (2024) argue that employees are unwilling to implement 

HRIS if their colleagues' influence is high, and this could be because the majority of 

employees have already had experience using an HRIS, and employees in the selected public 

firm might view colleagues' opinions and ideas as inappropriately impacting on their 

experiences. This research suggests that, depending on the situation and 

employees' experiences, the influence of colleagues and peers may have an unclear effect.  

 Study in Thailand, Wongras and Tanantong (2023), noted that social impact has a 

major impact on the acceptance of HRIS across different sectors. Based on their research, 

Wongras and Tanantong (2023) suggest that HR and recruiting professionals can acquire 

confidence in using HRIS software in recruitment by receiving assistance, advice, and 

valuable information. The study highlighted how important peer support and teamwork are in 

encouraging employees to accept the HRIS. 
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Additionally, Zhou et al. (2019) studied the influence of social factors on the adoption 

of Hospital Electronic Information Management Systems (HEIMS) (similar to HRIS) in 

Ghanaian hospitals using the UTAUT model. According to Zhou et al. (2019), their findings 

showed that social influence has a direct and significant impact on employees' HEIMS 

(similar to HRIS) using behaviour. According to Zhou et al. (2019), their findings show that 

the majority of employees believe that using the system would place them above their peers 

who do not use the system. It also suggests that Ghanaian hospitals may have supported and 

encouraged them to use HEIMS (similar to HRIS) to give their patients high-quality medical 

care, and they also highlighted that social influence is supported by organisational support 

and acknowledgement, which increases the rate of acceptance. (Zhou et al., 2019). 

Study in Jordan Alkhwaldi et al. (2022) found that social influence has a significant 

effect on employees’ acceptance of HRIS. Alkhwaldi et al. (2022) highlight that it is advised 

that government organisations educate key stakeholders who may influence the opinions of 

potential users, such as employees' supervisors, family, and friends, about the benefits and 

effectiveness of HRIS. According to Alkhwaldi et al. (2022), their research findings could be 

used as suggestions by public sector organisations and governments to support HRISs for HR 

management. For example, Early adopters of HRIS in government organisations can have a 

positive impact on future adoption by other organisations and employees. (Alkhwaldi et al., 

2022). To encouraging HRIS acceptance while promoting independence, they suggested 

using social influence through organised programs like peer training. 

2.4.4 Facilitating Conditions to Employee Acceptance of HRIS 

Sachitra and Wimalasena (2024) mentioned that in Sri Lanka's aviation sector, found 

that facilitating conditions significantly predict employees' acceptance of HRIS. Sachitra and 

Wimalasena (2024) noted that less work is required to use the technology when there are 

more enabling factors in place, such as access to and availability of technical support. The 
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organisational and technological environmental elements that are implemented to eliminate 

barriers to system acceptance are captured by the enabling conditions. However, 

their findings found that the availability of resources, employees' confidence in their 

knowledge of HRIS, and the consistency of HRIS with existing technology all influence the 

employees' desire to accept HRIS (Sachitra and Wimalasena, 2024). This could be 

experienced due to a lack of senior management support for implementing HRIS. They 

argued that staff willingness to accept the HRIS may be increased by management's 

commitment to providing the necessary infrastructure and support systems. 

 Similar with Fraij (2022), the study found that the acceptance of HRIS by the 

telecommunication sector in Jordan is positively and significantly impacted by facilitating 

conditions. Fraij (2022) highlights that, aspect of the environment that influences people's 

judgements of how tough or easy it is to execute a task. When the technology and 

organisational infrastructure required to develop facilitating conditions are available, 

employees are more likely to use HRIS programs to improve their points of view. Fraij 

(2022) noted that access to the organisational infrastructure and technology required to create 

facilitating conditions encourages employees to use HRIS to change their views. In the field 

of information technology, Facilitating Conditions is frequently considered an important 

factor for determining an employee's HRIS usage. According to Fraij (2022), facilitating 

Conditions are frequently seen as a significant characteristic in determining an employee's 

technology use in the field of technology and information. The study shows how important it 

is to provide an encouraging environment that includes training programs, sufficient 

infrastructure, and technical support to help promote HRIS acceptance. 

Study in Thailand, Wongras and Tanantong (2023) noted that organisational support 

for infrastructure leads to higher acceptance and implementation rates of systems. Wongras 

and Tanantong (2023) found that HR and recruiting specialists are more likely to use an HRIS 
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for talent acquisition if certain requirements are fulfilled. Wongras and Tanantong (2023) 

highlight that for the acceptance of HRIS to proceed smoothly, organisations must supply the 

required infrastructure, resources, and necessary conditions. According to Wongras and 

Tanantong (2023), integrating new technology into the organisational and technical 

infrastructure of the HRIS itself is crucial for its acceptance. According to their study on ERP 

adoption (related to HRIS) in an organisation, the likelihood of system acceptance and 

implementation rises when organisational support is given for providing the necessary 

infrastructure. 

Study in Jordan Alkhwaldi et al. (2022) found that facilitating conditions have a 

significant effect on employees’ acceptance of HRIS. According to Alkhwaldi et al. (2022), 

Facilitating Conditions are measured based on the perceptions of HRIS users concerning the 

accessibility to the required ICT resources to support the use of the HRIS in the public sector. 

Alkhwaldi et al. (2022) highlight that supporting facilities could include training, technical 

support, materials accessible to enhance users’ skills and system accessibility. Alkhwaldi et 

al. (2022) highlight that when employees use HRIS to effectively manage HR, providing 

them with the necessary HRIS support services and training can help employees realise the 

availability of the resources they need. Identifying support for training HR employees helps 

motivate them to use integrated e-government technologies like HRIS (Alkhwaldi et al., 

2022). 

Zhou et al. (2019) used the UTAUT model to investigate the factors for nurses in 

Ghana to use Hospital Electronic Information Management Systems (HEIMS) (similar to 

HRIS). Their study, Zhou et al. (2019), found that facilitating conditions had the strongest 

influence on Behavioural Intention to use HEIMS (similar to HRIS) among the employees in 

Ghanaian Hospitals. The study by Zhou et al. (2019) highlights that facilitating condition is 

the technical infrastructure that supports the use of a system, and the IT resources required to 
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use it, as well as the extent to which a person thinks a company can offer the HEIMS (similar 

with) training and expertise they need. Zhou et al. (2019) study noted that it has a significant 

relationship with use behaviour, indicating that effective training for nurses can increase their 

confidence in using modern health technologies in the future and facilitating conditions had a 

significant positive influence on behavioural intention, resulting in employee acceptance. In 

their study, Zhou et al. (2023), the relationship between facilitating conditions and 

behavioural intention remained strong, given the fact that their investigation did not find that 

facilitating factors directly affected use behaviour without behavioural intention serving as a 

mediator. 

2.5 Summary 

Using the Unified Theory of Acceptance and Use of Technology (UTAUT), this 

chapter evaluates the independent variables impacting employees' acceptance of Human 

Resource Information Systems (HRIS). With a focus on public sector applications, the impact 

of the four main constructs, Performance Expectancy (PE), Effort Expectancy (EE), Social 

Influence (SI), and Facilitating Conditions (FC), on the adoption and use of HRIS. 

Performance Expectancy is a strong indicator of HRIS acceptance, as employees 

adopt HRIS when it improves productivity and efficiency (Sachitra & Wimalasena, 2024; 

Fraij, 2022). The lack of research in public sector settings, however, leaves no information on 

the ways in which bureaucratic obstacles and resource limitations impact Performance 

Expectancy. 

Studies (e.g., Fraij, 2022; Wongras & Tanantong, 2023) have shown that perceived 

ease of use has a positive influence on HRIS acceptance, highlighting the significance of this 

factor. However, in situations where workers were used to similar systems, Alkhwaldi et al. 
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(2023) found it to be insignificant, suggesting the need for more investigation into specific 

context factors influencing effort expectancy.  

The importance of social influence differs, however, some research (e.g., Zhou et al., 

2019; Alkhwaldi et al., 2022) highlights its positive effects through organisational 

encouragement and peer support. Sachitra and Wimalasena (2024), on the other hand, found 

that when workers depended more on their own experiences than on social pressure, the 

results were negative. This reveals a lack of information on organisational and cultural 

processes in diverse settings such as the public sector in Sarawak. 

The acceptance of HRIS requires facilitating conditions, especially support, training, 

and infrastructure (Zhou et al., 2019; Fraij, 2022). Although facilitating conditions have been 

deeply studied, little is known about how they impacted long-term HRIS use in the public 

sector, especially in environments with limited resources. 

 

 

CHAPTER 3 

METHODOLOGY 

3.0 Introduction 

This chapter explains the research methodology used to study the factors that 

influence employee acceptance of Human Resource Information Systems (HRIS) in 

Sarawak's public sector. According to Okwang (2020), this chapter describes an overall 

research design, data collection methods, research approach, research instrument, research 

subject and research procedure. This research uses a quantitative method, based on the 

Unified Theory of Acceptance and Use of Technology (UTAUT) model, that focuses on four 

key factors: Performance Expectancy, Effort Expectancy, Social Influence, and Facilitating 
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Conditions. This methodology makes sure that the data collected is valid and reliable for 

solving research objectives and testing hypotheses. 

3.1 Research Design 

The research uses a quantitative, cross-sectional survey-based research design. It was 

suitable for investigating relationships between variables while collecting data in one place at 

a time. This method was chosen because the research objective of the research is to evaluate 

employee acceptance of HRIS implementation and compare how the identified factors impact 

that acceptance. According to Yona and Meilani (2024), cross-sectional research involves a 

single data collection event during a set duration, followed by processing and in-depth 

analysis to address the research inquiries. Additionally, the research uses a correlational 

approach to look at the relationships between the independent variable factors, such 

as Performance Expectancy, Effort Expectancy, Social Influence, and Facilitating 

Conditions, and the dependent variable, Employee Acceptance of HRIS. According to 

Mantilla (2020), using a correlational quantitative approach was the best way to understand 

the strength of these relationships. 

3.2 Research Instrument 

The research instrument for this research is a structured questionnaire created to 

evaluate employee acceptance of HRIS in the public sector using the Unified Theory of 

Acceptance and Use of Technology (UTAUT) model. The questionnaire is divided into five 

sections. Section A focuses on demographics, taking basic information about the respondents, 

such as their age, gender, position, and years of experience. Section B evaluates Performance 

Expectancy (PE), Section C evaluates Effort Expectancy (EE), Section D focuses on Social 

Influence (SI), Section E evaluates Facilitating Conditions (FC), and Section F evaluates 

Behavioural Intentions (BI). The questionnaire contains items that relate to the construct 

of Performance Expectancy (PE), Effort Expectancy (EE), Social Influence (SI), Facilitating 
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Conditions (FC), and Behavioural Intentions (BI). The questionnaires were taken from 

multiple sources, including Venkatesh et al. (2003), Rudhumbu (2022), Alkhwaldi et al. 

(2022), Ayaz & Yanartaş (2020), and Rahi et al. (2019), who have successfully applied the 

UTAUT model in technological acceptance research. The questionnaire items were divided 

into the following constructs: 

Table 1: The Questionnaire Items 

Constructs Item 

No. 

Questionnaire Sources 

Performance 

Expectancy (PE) 

PE1 An HRIS is useful/helpful to my work Ventakesh et al. 

(2003), Alkhwaldi et 

al. (2022), 

Rudhumbu (2022), 

Ayaz & Yanartas 

(2020), Rahi et al. 

(2019) 

PE2 Using HRIS helps me accomplish 

tasks more quickly 

PE3 Using HRIS increases my productivity 

PE4 Using HRIS increases my chances of 

promotion 

Effort Expectancy 

(EE) 

EE1 My interaction with HRIS is clear and 

understandable 

Ventakesh et al. 

(2003), Alkhwaldi et 

al. (2022), 

Rudhumbu (2022), 

Ayaz & Yanartas 

(2020), Rahi et al. 

(2019) 

EE2 I find HRIS easy to use 

EE3 It is easy for me to become skilful at 

using HRIS 

EE4 Learning how to use HRIS is easy for 

me 

Social Influence 

(SI) 

SI1 People in my workplace think I should 

use HRIS into my daily tasks 

Ventakesh et al. 

(2003), Alkhwaldi et 

al. (2022), 

Rudhumbu (2022), 

Ayaz & Yanartas 

(2020), Rahi et al. 

(2019) 

SI2 People who are important to me think 

that I should use HRIS 

SI3 Support from management is very 

helpful in the use of HRIS 

SI4 In general, the organisation supports 

the use of HRIS 
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Facilitating 

Conditions (FC) 

F1 I have the resources necessary to use 

HRIS 

Ventakesh et al. 

(2003), Alkhwaldi et 

al. (2022), 

Rudhumbu (2022), 

Rahi et al. (2019) 

F2 I have the knowledge necessary to use 

HRIS 

F3 HRIS is compatible with other 

technologies I use 

F4 I can get help from others when I have 

difficulties using HRIS 

Employee 

Acceptance of 

HRIS 

(Behavioural 

Intentions (BI))  

BI1 I intend to use HRIS in the near future Ventakesh et al. 

(2003), Alkhwaldi et 

al. (2022), 

Rudhumbu (2022), 

Ayaz & Yanartas 

(2020) 

BI2 I plan to continue to use HRIS 

frequently 

BI3 I will always try to use HRIS in my 

workplace 

 

According to Alkhwaldi et al. (2022), some original measurements used a seven-point 

Likert scale. However, there is no substantial difference between seven- and five-point data 

sets, and a five-point scale is more efficient and provides better survey simplicity than seven- 

or eleven-point scales. The research used a five-point Likert scale with response options 

ranging from (1) strongly disagree to (5) strongly agree, which is intended to produce clearer 

and more effective results (Alkhwaldi et al., 2022). 

3.3 Validity and Reliability 

The questionnaire's validity was proved through content validity. According to Sürücü 

& Maslakci (2020), the content validity of a measuring instrument is a validity study that 

determines how well each item in the measuring instrument meets its intended purpose. The 

researcher meets experts to evaluate every word in the constructed measuring instrument in 

terms of the content of the scale or term suitability and evaluates each phrase according to the 

experts' decisions. (Sürücü & Maslakci, 2020). According to Dista and Haleem (2024), 
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validity checks were performed on the content of each item in the instrument used for 

measurement to ensure that it performed as expected.  

The reliability of the research instrument was assessed using internal consistency. It 

refers to the degree to which responses are consistent across all elements (variables) on a 

given measuring scale. Cronbach's alpha was used as a reliability test to assess the 

consistency of the instrument. There are four standard criteria for instrument reliability: good 

(α ≥ 0.90), high (0.70 < α < 0.90), high moderate (0.50 < α < 0.70), and low (α ≤ 0.50). A 

high Cronbach's alpha score indicates the model constructs are internally consistent, which 

means that the items within each construct measure the same content (Alkhwaldi et al., 

2022). According to Dista and Haleem (2024), Cronbach's alpha values of more than 0.7 are 

considered acceptable, but a high level of Cronbach's alpha shows that the test items are 

significantly related. 

 

3.4 Pilot test 

A pilot test was conducted to test the questionnaire used. Researchers must test their 

questionnaires before collecting data. Pilot testing involves selecting a small group of 

volunteer representatives of the overall study population. It aims to identify reading issues, 

unclear directions, and uncomfortable questions among participants. Pilot tests help 

researchers clarify questionnaire statements and enhance content flow, leading to increased 

reliability and validity of questions (ElNakib et al., 2021). The median sample size of pilot 

and feasibility studies is around 30–36 per group, but there is wide variation (Lewis et al., 

2021). 

For this study, 36 participants have participated in the pilot test. The purpose of this 

was to determine whether the questions, which have been taken from past research, are 
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suitable for employees from the Sarawak public sector. To make sure the test was fitting for 

the target study population, the respondent was chosen to represent a range of HRIS usage 

experience, from no experience to frequently use. 

Because the items in the questionnaire were taken from past research, the pilot test 

was to evaluate the questions’ suitability, relevance and clarity for employees in the Sarawak 

public sector. To evaluate the reliability of the questionnaire, Cronbach’s alpha was 

calculated for each of the constructs. The following results were obtained: 

Table 2: Cronbach’s Alpha for Each Construct in the Pilot Test 

Construct Number of Items Cronbach’s Alpha 

Performance Expectancy (PE) 4 0.875 

Effort Expectancy (EE) 4 0.949 

Social Influence (SI) 4 0.922 

Facilitating Conditions (FC) 4 0.880 

Employee Acceptance of HRIS 3 0.944 

 

As shown in Table 2, all constructs have Cronbach’s Alpha values above 0.7, 

indicating high internal consistency. These results show that the past research questionnaire is 

reliable for use in the Sarawak public sector and that the items measure the target constructs 

consistently. 

3.5 Research Subject 

The research subjects are public sector employees who are directly involved in using 

a Human Resource Information System (HRIS). The study evaluates HRIS acceptance by 

looking at factors such as Performance Expectancy, Effort Expectancy, Social 

Influence, Facilitating Conditions and Behavioural Intention. The research subject includes 

administrative officers, assistant officers, administrative assistants, and other employees who 
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use HRIS for their daily tasks. Respondents were chosen based on their availability and 

willingness to answer the online questionnaire. 

3.6 Research Population 

The research population for this research consists of employees from one of the public 

sector organisations in Sarawak that uses a Human Resource Information System (HRIS). 

This includes employees with different levels of HRIS experience, such as normal users and 

those involved in implementing the system or technical support. The research's total 

estimated population is 100 respondents, including administrative officers, assistant officers, 

administrative assistants, and other employees who use HRIS for their daily jobs. Krejcie and 

Morgan (1970) came up with a table for determining sample size for a given population for 

easy reference, Population size, N=100 and sample size, s=80 (Abdul, Bukhari, & Ali, 2021). 

3.7 Sampling Procedure 

The research uses a convenience sampling method to select respondents from one of 

the public sector organisations in Sarawak. According to Etikan, Musa, and Alkassim (2016), 

convenience sampling is a type of non-probability or non-random sampling that involves 

selecting respondents from a target population based on practical criteria such as accessibility, 

proximity, availability, and willingness to participate in the research. It refers to easily 

accessible research subjects within a population. Respondents were invited to complete an 

online questionnaire, which was distributed via email. This approach ensures fast data 

collection while allowing respondents to answer when it is convenient for them. 

3.8 Demographic Characteristics of the Sample  

The demographic characteristics of the sample included age, gender, job role, years of 

work experience, and HRIS usage experience. Respondents were categorised into age groups 

(20-30 years, 31-40 years, 41-50 years, and 51 years or older) to evaluate potential changes in 
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HRIS acceptance across various ages. Gender was identified as Male and Female, allowing 

for the identification of gender-related differences in HRIS acceptance. Respondents were 

also be divided into groups based on their position within the organisation, such as 

Administrative Staff (e.g., Officer, Assistant, Secretary), Operations Staff (e.g., Driver, 

Operations Assistant), Finance Staff (e.g., Accountant, Assistant Accountant), to provide a 

selection of perspectives on the use of HRIS. Work experience was be categorised into five 

categories (Less than 1 year, 1 to 3 years, 4 to 6 years, 7 to 10 years, and more than 10 years) 

to look at its impact on HRIS acceptance. The familiarity of respondents with HRIS was 

evaluated with options including No experience, Rarely use, Occasionally use, or Frequently 

use. 

3.9 Research Procedure 

The first step of the research procedure is to get permission and an approval letter 

from the Faculty of Cognitive Science and Human Development to confirm the researcher’s 

status as a student conducting the research. Then, the letter was sent to one of the public 

sector organisations in Sarawak. 

The questionnaire was created in Google Forms format and prepared together with the 

instructions that explain the purpose of the study and guide the respondents on how to answer 

the questionnaire. The questionnaire was submitted to the HR department via email for 

review. After the review, the questionnaire was sent to all respondents via their organisational 

email addresses. For the data collection timeline, respondents were given 15 days to answer 

the questionnaire. The reminder email was sent 3 days before the timeline ended. For ethical 

considerations, respondents were informed that their participation in this questionnaire 

was voluntary and that all data were kept completely private and used only for research 

purposes.  
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3.10 Data Collection Technique 

The research data was collected using a structured online questionnaire distributed to 

one of the public sector organisations in Sarawak via their organisational email address. The 

online format was chosen because it is accessible, easy to distribute, and has the potential to 

reach the target population. 

The structured online questionnaire was be distributed via email. The email sent to the 

respondents includes a short introduction to the research's objective and significance, 

ensuring confidentiality and voluntary participation, instructions for how to answer and 

complete the questionnaire and a link to Google Forms. 

Respondents were given 15 days to complete the questionnaire, and a reminder email 

was sent 3 days before the deadline to improve the response rate. The data were automatically 

recorded and stored on Google Forms to ensure data safety. After 15 days, the Google Forms 

link was closed, and all the respondent data were compiled.  

3.11 Analysis of Data 

For this research, SPSS (Statistical Package for the Social Sciences) version 26 was 

used to analyse the collected data. The first step, descriptive analysis, was conducted in this 

research. Descriptive analysis was used to measure respondents' demographic data using 

frequency and percentage (Yee and Abdullah, 2021). Then, reliability analysis was 

performed. Reliability was measured using Cronbach's Alpha coefficient, which analysed the 

consistency of collected results, with a value of more than 0.7 showing an acceptable scale 

and greater than 0.8 showing good reliability and internal consistency (Smyth et al., 2021). 

Multiple linear regression was used to analyse whether the independent variables were able 

to significantly predict the dependent variable (Employee Acceptance of HRIS) and which 
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independent variables (Performance Expectancy, Effort Expectancy, Social Influence, and 

Facilitating Conditions) had a positive impact on acceptance (Bakheet, 2023).  

3.12 Summary 

This research used a quantitative, cross-sectional method based on the UTAUT model 

to evaluate the factors influencing employee acceptance of HRIS in Sarawak's public sector. 

A structured online questionnaire was used to collect data, divided into parts addressing 

demographic information and UTAUT categories (Performance Expectancy, Effort 

Expectancy, Social Influence, and Facilitating Conditions), which were measured on a five-

point Likert scale. 

The target population consists of employees from one of the public sector 

organisations in Sarawak, and the sample was chosen using convenience sampling. The data 

was analysed using SPSS version 26, which included descriptive analysis, reliability testing, 

and multiple regression analysis to find the significant impact and the most relevant factors 

on employee acceptance. This method ensures that accurate and reliable data are collected 

and analysed to meet the research objectives. 
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CHAPTER 4 

RESEARCH FINDINGS AND DISCUSSION 

4.0 Introduction  

Chapter 4 contains the research findings collected through the structured 

questionnaire used to evaluate employee acceptance of the Human Resource Information 

System (HRIS) in Sarawak’s public sector. The main objective of this study was to explore 

the impact of HRIS implementation factors, such as Performance Expectancy, Effort 

Expectancy, Social Influence, and Facilitating Conditions, on Employee Acceptance, which 

was measured by Behavioural Intention. The data was collected from various samples of the 

Sarawak Public sector employees and was analysed and interpreted to test hypotheses 

proposed in Chapter 1. 

The findings are presented in two main sections. To provide an overall view of the 

sample’s demographics, a descriptive analysis was performed first. The findings were 

analysed using statistical tests, such as descriptive analysis, to summarise the central 

tendencies and variability of each construct. Next, a reliability analysis using Cronbach’s 

Alpha was performed to ensure internal consistency of measurement items. Lastly, the 

hypothesis were tested using multiple regression analysis to determine whether the 

independent variables, Performance Expectancy, Effort Expectancy, Social Influence, and 

Facilitating Conditions, significantly impact Employee Acceptance of HRIS. 
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Demographics of respondents consist of information such as gender, age, position, 

years of work experience and HRIS usage experience. There is a total of 101 respondents 

who answered the survey. 

 

4.1.1 Gender 

Table 3: Gender by Respondents 

Gender 

   

Frequency 

 

Percent 

Valid Male 43 42.6 

 Female 58 54.7 

 Total 101 100.0 

 

Figure 2: Distribution of Respondents by Gender 
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Based on Table 3 and Figure 2, the majority of respondents are females, with 58 

respondents (57.4%), and 43 respondents (42.6%) are males. The percentage of respondents 

according to their gender has been shown in the bar chart above.  

 

 

4.1.2 Age 

Table 4: Age by Respondents 

Age 

   

Frequency 

 

Percent 

Valid 18 – 30 years 13 12.9 

 31 – 40 years 48 47.5 

 41 – 50 years 29 28.7 

 51 and above 11 10.9 

 Total 101 100.0 

 

 

 

Figure 3: Distribution of Respondents by Age 
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Based on Table 4 and Figure 3, the majority of respondents are aged 31 – 40 years old 

(47.52%), followed by the second highest age range, which is between 41 - 50 years old 

(28.71%). For the age range between 18 - 30 years old, there are 13 (12.87%) respondents 

respectively. The minority of the respondents were aged 51 years old and above, there were 

11 (10.89%) respondents. 

 

4.1.3 Position 

Table 5: Position by Respondents 

Position 

   

Frequency 

 

Percent 

Valid Assistant (Administrative Assistant/ 

General Service Assistant/ Office 

Secretary Assistant) 

41 40.6 

 Assistant Administrative Officer 38 37.6 

 Administrative Officer 22 21.8 

 Total 101 100.0 

 

 

 

Figure 4: Distribution of Respondents by Position 
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According to Table 5 and Figure 4, the highest distribution of respondents by position 

is Assistant (Administrative assistant / General Service Assistant / Office Secretary Assistant) 

(40.59%), while the lowest distribution of respondents is Administrative Officer (21.78%). 

The second highest distribution of the respondents by position is Assistant Administrative 

Officer (37.62%). 

 

4.1.4 HRIS Usage Experience 

Table 6: HRIS Usage Experience by Respondents 

HRIS Usage Experience 

   

Frequency 

 

Percent 

Valid Rarely use 47 46.5 

 Occasionally use 36 35.6 

 Frequently use 18 17.8 

 Total 101 100.0 

 

 

Figure 5: Distribution of Respondents by HRIS Usage Experience 
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According to Table 6 and Figure 5, the highest distribution of respondents by HRIS 

usage experience is Rarely use, 47 (46.53%) respondents, followed by the second highest, 

Occasionally use, 36 (35.64%) respondents. The lowest distribution is Frequently use 18 

(17.82%) respondents. 

 

 

4.2 Research Findings 

4.2.1 Descriptive Analysis of Key Constructs 

For this section, descriptive statistics were conducted to examine the central tendency 

and dispersion of Performance Expectancy (PE), Effort Expectancy (EE), Social Influence 

(SI), Facilitating Conditions (FC), and Employee Acceptance of HRIS. The results are 

presented in Table 7. 

Table 7: Descriptive Statistics for Key Constructs 

Descriptive Statistics 

 N Minimum Maximum Mean  Std. 

Deviation 

Performance 

Expectancy (PE) 

101 1.25 4.50 3.2574 1.26612 

Effort Expectancy (EE) 101 1.25 5.00 3.2599 1.17735 

Social Influence (SI) 101 1.00 5.00 3.2030 1.23679 

Facilitating Condition 

(FC) 

101 1.25 5.00 3.2426 1.24522 

Employee Acceptance 

of HRIS 

101 1.00 5.00 3.2145 1.25573 

Valid N (listwise) 101     
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Based on Table 7, the results show that the mean values for all five constructs ranged 

from 3.2030 to 3.2599, indicating a moderate level of agreement among respondents on a 5-

point Likert scale. Effort Expectancy (EE) (Mean = 3.2599, SD = 1.17735) had the highest 

average score and Performance Expectancy (PE) (Mean = 3.2574, SD = 1.26612) had the 

second highest average score, suggesting that most Sarawak public sector employees 

perceived HRIS to be moderately useful and relatively easy to use. Facilitating Conditions 

(FC) (Mean = 3.2426, SD = 1.24522) had the second lowest average score, and Social 

Influence (SI) (Mean = 3.2030, SD = 1.23679) had the lowest average score. This also 

suggests that external encouragement and support infrastructure were present but not strongly 

emphasised. 

The dependent variable, Employee Acceptance of HRIS (Mean = 3.2145, SD = 

1.25573), also fell within the moderate range, suggesting that employee acceptance of HRIS 

was neither high nor low. 

Standard deviation values ranging from 1.17735 to 1.26612 indicate a moderate 

spread in responses, suggesting some variability in perception across respondents. The 

minimum and maximum values confirm that the full range of the scale, 1 (Strongly Disagree) 

to 5 (Strongly Agree), was utilised, which supports the reliability and variability of the data 

collected. 

4.2.2 Reliability Analysis 

A five-part questionnaire was sent to 101 public sector employees in Sarawak. Each 

construct measured in the questionnaire was assessed for internal consistency using 

Cronbach’s Alpha. All five constructs demonstrated good to excellent reliability, with 

Cronbach’s alpha values ranging from .880 to .929. 

Table 8: Cronbach’s Alpha for Each Construct 
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Construct Number of Items Cronbach’s Alpha 

Performance Expectancy (PE) 4 0.917 

Effort Expectancy (EE) 4 0.924 

Social Influence (SI) 4 0.925 

Facilitating Conditions (FC) 4 0.929 

Employee Acceptance of HRIS 3 0.880 

 

The Cronbach’s Alpha values for all five constructs ranged from .880 to .929, which 

indicates good to excellent internal consistency based on the commonly accepted threshold (α 

≥ 0.80). This suggests that the measurement items within each construct are highly reliable 

and consistently measure the same underlying variable. Therefore, all items were retained for 

further analysis. 

4.2.3 Hypothesis Testing Multiple Regression Analysis 

For this section, a multiple linear regression analysis was conducted to evaluate the 

impact of Performance Expectancy (PE), Effort Expectancy (EE), Social Influence (SI), and 

Facilitating Conditions (FC) on whether they significantly predict the impact of Employee 

Acceptance of HRIS. 

The analysis was performed using the Enter method, where all four independent 

variables were entered into the model simultaneously. This part shows the regression analysis 

findings, including Model Summary, ANOVA, and Regression Coefficients. 

4.2.3.1 Model Summary 

Table 9: Model Summary for Multiple Regression Analysis 

Model Summary 

 

Model 

 

R 

 

R Square 

Adjusted R 

Square 

Std. Error of 

Estimate 

1 .961 .923 .919 .35664 
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Predictors: (Constant), Performance Expectancy, Effort Expectancy, Social Influence, 

Facilitating Conditions 

 

Based on Table 12, the model summary shows a high level of predictive accuracy, 

with an R² value of .923, indicating that 92.3% of the variance in Employee Acceptance of 

HRIS is explained by four independent variables: Performance Expectancy, Effort 

Expectancy, Social Influence, and Facilitating Conditions. The adjusted R² (.919) confirms 

that the model remains strong even when accounting for the number of predictors. 

4.2.3.2 ANOVA 

The ANOVA table is used to determine whether the overall multiple regression model 

is statistically significant. It tests whether the combination of all independent variables, 

Performance Expectancy, Effort Expectancy, Social Influence, and Facilitating Conditions 

(FC Mean) significantly predicts the impact of the dependent variable, Employee Acceptance 

of HRIS. 

Table 10: ANOVA for Multiple Regression Analysis 

ANOVA 

 
 

Model 

  
Sum of 

Squares 

 
 

df 

 
 

Mean Square 

 
 

F 

 
 

Sig. 

1 Regression 145.475 4 36.369 285.932 .000 

 Residual 12.211 96 .127   

 Total 157.685 100    

a. Dependent Variable: Employee Acceptance of HRIS 

b. Predictors: (Constant), Performance Expectancy, Effort Expectancy, Social 

Influence, Facilitating Conditions 

 

Based on Table 10, the ANOVA table indicates that the regression model is 

statistically significant, F (4, 96) = 285.932, p < 0.001. This means that the combination of 
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Performance Expectancy (PE Mean), Effort Expectancy (EE Mean), Social Influence (SI 

Mean), and Facilitating Conditions significantly predicts Employee Acceptance of HRIS. 

4.2.3.3 Coefficients of the Regression Model 

Table 11: Coefficients of the Regression Model 

Coefficients 

   

Unstandardized Coefficients  

Standardized 

Coefficients  

  

Model  B Std. Error Beta t Sig. 

1 (Constant) -.080 .105  -.759 .450 

 Performance 

Expectancy 

-.014 .097 -.014 -.142 .888 

 Effort 

Expectancy 

.153 .111 .481 4.638 .000 

 Social Influence .474 .095 .466 4.984 .000 

 Facilitation 

Conditions 

.046 .100 .046 .463 .644 

       a. Dependent Variable: Employee Acceptance of HRIS 

 

The Coefficients table shows the individual contribution of each independent variable 

in predicting Employee Acceptance of HRIS. 

4.2.3.4 Impact of Performance Expectancy on Employee Acceptance of HRIS 

Hypothesis Statement: 

Ha1: Performance expectancy has a positive impact on employee acceptance of HRIS in the 

public sector. 

Table 12: Regression Coefficients for Performance Expectancy 

Predictor B t p 

Performance Expectancy -.014 -.142 .888 
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The regression coefficient for Performance Expectancy was not statistically 

significant (B = -.014, t = -.142, p = .888). Since the p-value is greater than the significance 

level (p > 0.05), the result is not statistically significant. This indicates that Performance 

Expectancy does not have a significant positive impact on employee acceptance of HRIS. 

Therefore, Ha1 is not accepted. 

4.2.3.5 Impact of Effort Expectancy on Employee Acceptance of HRIS 

Hypothesis Statement: 

Ha2: Effort expectancy has a positive impact on employee acceptance of HRIS in the public 

sector. 

Table 13: Regression Coefficients for Effort Expectancy 

Predictor B t p 

Effort Expectancy .481 4.638 < .001 

 

The regression coefficient for Effort Expectancy was statistically significant (B = 

.481, t = 4.638, p < .001). Since the p-value is less than the significance level (p < 0.05), the 

result is statistically significant. This indicates that Effort Expectancy has a significant 

positive impact on employee acceptance of HRIS. Therefore, Ha2 is accepted. 

4.2.3.6 Impact of Social Influence on Employee Acceptance of HRIS 

Hypothesis Statement: 

Ha3: Social influence has a positive impact on employee acceptance of HRIS in the public 

sector. 

Table 14: Regression Coefficients for Social Influence 

Predictor B t p 

Social influence .466 4.984 < .001 
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The regression coefficient for Social Influence was statistically significant (B = .466, t 

= 4.984, p < .001). Since the p-value is less than the significance level (p < 0.05), the result is 

statistically significant. This indicates that Social Influence has a significant positive impact 

on employee acceptance of HRIS. Therefore, Ha3 is accepted. 

4.2.3.7 Impact of Facilitating Conditions on Employee Acceptance of HRIS 

Hypothesis Statement: 

Ha4: Facilitating conditions has a positive impact on employee acceptance of HRIS in the 

public sector. 

Table 15: Regression Coefficients for Facilitating Conditions 

Predictor B t p 

Facilitating Conditions .046 0.463 .644 

 

The regression coefficient for Facilitating Conditions was not statistically significant 

(B = .046, t = .463, p = .644). Since the p-value is greater than the significance level (p > 

0.05), the result is not statistically significant. This indicates that Facilitating Conditions does 

not have a significant positive impact on employee acceptance of HRIS. Therefore, Ha4 is 

not accepted. 

4.3 Discussion 

This section discusses the findings of the study about the proposed hypotheses and the 

existing literature reviewed in Chapter 2. The aim was to evaluate whether Performance 

Expectancy, Effort Expectancy, Social Influence, and Facilitating Conditions significantly 

impact Employee Acceptance of HRIS in the public sector of Sarawak. The discussion is 

structured with each independent variable and highlights how the current results align or 

contrast with past research. 
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4.3.1 Performance Expectancy and Employee Acceptance of HRIS 

The multiple regression analysis revealed that the Performance Expectancy did not 

have a statistically significant positive impact on Employee Acceptance of HRIS in the public 

sector of Sarawak (B = -.014, t = -0.14, p = .888). This indicates that employees’ perceptions 

of whether HRIS would enhance their job performance were not a key factor in their 

acceptance of HRIS. As such, Ha1 was not accepted. 

This finding contrasts with past research that identified performance expectancy as a 

key predictor of HRIS acceptance. For example, Sachitra and Wimalasena (2024) found that 

performance expectancy positively influenced HRIS acceptance in Sri Lanka’s aviation 

sector, due to improvements in productivity, information access, and time-saving features. 

Similarly, Fraij (2022) reported that performance expectancy significantly affected the 

adoption of HRIS in the Jordanian telecommunications industry. Furthermore, Alkhwaldi et 

al. (2022) highlighted that performance expectancy had a significant impact on HRIS 

acceptance in the Jordanian public sector, showing that employees valued systems that 

enhance job effectiveness. 

The lack of a significant impact in this study may be attributed to the mandatory 

implementation of HRIS in the Sarawak public sector. When HRIS use is compulsory, 

employees may not be influenced by their perceptions of the system’s usefulness, but rather 

by compliance with organisational requirements. In such cases, intention to use may not 

reflect performance-based motivation, thereby weakening the effect of performance 

expectancy. 

This result adds to the understanding that organisational factors, such as top-down 

enforcement, can limit the explanatory power of performance expectancy. It suggests that 
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mandatory-use environments, like the public sector in Sarawak, performance-related beliefs 

may not be a strong driver of employee acceptance of HRIS. 

4.3.2 Effort Expectancy and Employee Acceptance of HRIS 

The multiple regression analysis showed that Effort Expectancy had a statistically 

significant positive impact on Employee Acceptance of HRIS in the public sector of Sarawak 

(B = .481, t = 4.638, p < .001). This indicates that the ease of use of the HRIS played an 

important role in influencing employees’ acceptance. As such, Ha2 was accepted. 

This finding is aligned with past research. Fraij (2022) found that effort expectancy 

had a significant positive relationship with HRIS acceptance in the telecommunications 

industry, highlighting the importance of user-friendly system design. Similarly, Alkhwaldi et 

al. (2022) reported that employees in the Jordanian public sector were more likely to adopt 

HRIS when they felt confident in their ability to use the system without difficulty. 

In this study, the strong impact of effort expectancy suggests that public sector 

employees in Sarawak value clarity, ease of use, and minimal learning burden when using the 

new HRIS platform interface. 

This result highlights the practical implication that ease of use must remain a top 

design and implementation priority for HRIS platform developers and IT practitioners. 

Training programs, user support, and intuitive system interfaces could enhance employee 

acceptance levels by addressing usability concerns directly. 

4.3.3 Social Influence and Employee Acceptance of HRIS 

The multiple regression analysis found that Social Influence had a statistically 

significant positive impact on Employee Acceptance of HRIS in the public sector of Sarawak 

(B = .466, t = 4.984, p < .001). This result suggests that employees were more likely to accept 
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and use HRIS when they perceived that important groups, such as supervisors, peers, or the 

management itself, encouraged HRIS usage. Therefore, Ha3 was accepted. 

This result is aligned with past research. Alkhwaldi et al. (2022) reported that social 

influence significantly affects employees' acceptance of HRIS in the Jordanian public sector, 

emphasising the role of peer pressure and organisational expectations. Similarly, Wongras 

and Tanantong (2024) found that social influence played a key role in HRIS adoption in 

Thailand, particularly in environments where team dynamics and managerial support were 

prominent. According to Zhou et al. (2019), their findings showed that social influence has a 

direct and significant impact on employees' HEIMS (similar to HRIS) using behaviour. 

According to Zhou et al. (2019), their findings show that the majority of employees believe 

that using HRIS would place them above their peers who do not use the system. 

In the public sector of Sarawak, where hierarchical structures and formal authority are 

more pronounced, social pressure or endorsement from leadership can be a key factor in 

system adoption. This may explain the strong impact of social influence in the context of this 

study, where employees may follow the behaviour or expectation of their supervisors or the 

head of the department. 

Overall, this result emphasises the importance of organisational communication, 

leadership involvement and peer encouragement in promoting HRIS acceptance. 

Implementation strategies that leverage these social dynamics, such as internal 

communication efforts by providing clear guidance from supervisors, may further encourage 

the usage of HRIS in the public sector of Sarawak. 

4.3.4 Facilitating Conditions and Employee Acceptance of HRIS 

The multiple regression analysis showed that Facilitating Conditions did not have a 

statistically significant positive impact on Employee Acceptance of HRIS in the public sector 
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of Sarawak (B = .046, t = 0.463, p = .644). This suggests that employees’ perceptions of the 

availability of resources, technical infrastructure, or support were not a key factor in 

determining their acceptance of HRIS. Therefore, Ha4 was not accepted. 

This finding contrasts with the past research, which has consistently found facilitating 

conditions to be a significant factor in HRIS acceptance. For example, Alkhwaldi et al. 

(2022) reported that facilitating conditions significantly influenced HRIS acceptance in the 

Jordanian public sector, emphasising the importance of system availability, training and 

support mechanisms. Similarly, Fraij (2022) found that the acceptance of HRIS is positively 

and significantly impacted by the facilitating condition. Zhou et al. (2016) noted that it has a 

significant relationship with use behaviour, indicating that effective training for employees 

can increase their confidence in using HRIS in future and facilitating conditions had a 

significant impact on employee acceptance. 

A potential reason for the lack of significance in this study is that most Sarawak 

public sector employees may already have consistent access to infrastructure and system 

support as part of their daily work. When such work is standardised and expected, their 

presence may no longer be perceived as a factor in HRIS acceptance. 

This finding suggests that, in highly structured and centralised environments like the 

public sector of Sarawak, facilitating conditions may not always serve as a strong 

motivational factor for employee acceptance, especially when the HRIS usage is enforced 

rather than optional. 

4.4 Conclusion 

This chapter presents the findings of the study based on the data collected from 101 

public sector employees in Sarawak. The analysis began with the demographics of the 

respondents, followed by descriptive statistics for each construct, such as Performance 
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Expectancy, Effort Expectancy, Social Influence, Facilitating Conditions, and Employee 

Acceptance of HRIS. Reliability analysis using Cronbach’s Alpha confirmed that all 

constructs demonstrated good to excellent internal consistency. 

Multiple linear regression was employed to evaluate the impact of the four 

independent variables on the dependent variable, employee acceptance of HRIS. The overall 

multiple regression model was statistically significant, explaining 92.3% of the variance in 

employee acceptance of HRIS. The results indicated that effort expectancy and social 

influence had a significant and positive impact on employee acceptance. In contrast, 

performance expectancy and facilitating conditions were not found to have a significant 

impact. 

Each hypothesis was tested individually and interpreted in line with the research 

objectives. Out of the four hypotheses, two were accepted, Ha2 and Ha3, while two were not 

accepted, Ha1 and Ha4. These findings were further discussed in the following chapter to 

provide theoretical and practical implications of the study. 
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CHAPTER 5 

IMPLICATIONS, SUGGESTIONS AND CONCLUSION 

5.0 Introduction 

This final chapter presents the overall conclusion of the study by summarising the key 

findings, theoretical and practical implications, suggestions for future research, and the final 

remarks of the research project. The purpose of this study was to evaluate the impact of 

Performance Expectancy (PE), Effort Expectancy (EE), Social Influence (SI), and Facilitating 

Conditions (FC) on Employee Acceptance of HRIS in the Sarawak public sector. 

Quantitative data were collected and analysed using descriptive statistics, reliability 

analysis, and multiple linear regression. The findings revealed that only Effort Expectancy 

and Social Influence had a statistically significant positive impact on Employee Acceptance 

of HRIS. In contrast, Performance Expectancy and Facilitating Conditions does not have a 

positive impact. These results are further interpreted and discussed in the context of past 

literature and the UTAUT model to draw meaningful conclusions and practical insights. 

5.1 Implications 

This section highlights the significance of the study’s findings from both theoretical 

and practical perspectives, especially within the context of the Unified Theory of Acceptance 

and Use of Technology (UTAUT). 

5.1.1 Theoretical Implications 

The findings of this study contribute to the existing literature on technology 

acceptance by providing empirical support for selected constructs of the Unified Theory of 

Acceptance and Use of Technology (UTAUT) within the context of the Sarawak public 

sector. The study confirmed that Effort Expectancy and Social Influence have a significantly 

positive impact on Employee Acceptance of HRIS, which is consistent with the original 
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UTAUT model proposed by Venkatesh et al. (2003). This reinforces the theoretical 

understanding that perceived ease of use and social pressure are essential drivers of 

behavioural intention to use technology.  

However, the study found that Performance Expectancy and Facilitating Conditions 

does not have a positive impact on employee acceptance of HRIS in this context. This 

suggests that in an environment where HRIS use is mandatory, such as in the Sarawak public 

sector, the influence of perceived usefulness or available infrastructure may be reduced. 

These results provide an important contribution to theory by highlighting that UTAUT 

constructs may be different in influence depending on the organisational context and the 

nature of HRIS use implementation. 

5.1.2 Practical Implications 

The study also offers practical implications for HR and ICT practitioners responsible 

for HRIS implementation. The positive impact of Effort Expectancy indicates that employees 

are more likely to accept HRIS when it is user-friendly and easy to use. This highlights the 

importance of the HRIS platform design, clear navigation, and the provision of training and 

technical support. Practitioners should prioritise usability in HRIS and ensure that employees 

are trained to minimise resistance and enhance confidence. 

Similarly, the Social Influence factor highlights the need for strong internal 

communication, supervisor support and peer encouragement. Encouraging department heads 

and senior employees to promote HRIS usage, alongside regular updates and peer 

reinforcement, can promote a more supportive environment and enhance HRIS acceptance 

among employees. 

In contrast, the findings showed that Performance Expectancy and Facilitating 

Conditions does not have a positive impact on employee acceptance of HRIS. This may 
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indicate that when system use is mandatory, employees rely more on ease of use and 

encouragement from others rather than perceptions of usefulness and availability of 

infrastructure.  Organisations may need to change their focus toward creating a supportive 

environment and removing usability barriers to enhance HRIS acceptance. 

5.2 Suggestions 

While this study provides valuable insight into the factors influencing employee 

acceptance of HRIS in the public sector of Sarawak, several areas could be explored in future 

research to enhance understanding and generalisability. 

Firstly, this study was only conducted in the public sector of Sarawak. Future studies 

could expand the geographical scope to include other states in Malaysia or compare findings 

between public and private sector organisations. Such comparative studies could reveal how 

organisational culture, enforcement policies, or infrastructure availability may moderate the 

impact of UTAUT constructs. 

Secondly, this study uses a quantitative method using past research items or 

questionnaires. Future researchers may consider using qualitative methods, such as interviews 

or focus groups, to gain deeper insights into user experiences, barriers, and motivations that 

impact the acceptance of HRIS. 

Thirdly, additional variables outside the UTAUT model, such as user attitude, training 

effectiveness, or organisational commitment, could be examined to capture other important 

dimensions impacting HRIS acceptance. Expanding the theoretical framework may enhance 

explanatory power and reveal interactions between constructs. 

Lastly, as HRIS systems continue to evolve with technological advancements, future 

studies could examine how emerging features such as mobile access and Artificial 
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Intelligence integration influence user acceptance over time. A longitudinal study can help 

assess whether acceptance levels change with ongoing usage and system updates. 

5.3 Conclusion 

This study aims to evaluate the impact of four UTAUT factors, Performance 

Expectancy, Effort Expectancy, Social Influence, and Facilitating Conditions, on Employee 

Acceptance of HRIS in the public sector of Sarawak. Data were collected from 101 

respondents and analysed using descriptive statistics, reliability analysis, and multiple 

regression. 

The findings revealed that only Effort Expectancy and Social Influence significantly 

positively impacted Employee Acceptance of HRIS, while Performance Expectancy and 

Facilitating Conditions did not show a statistically significant impact. These findings suggest 

that ease of use and encouragement from supervisors and peers are more influential in 

shaping HRIS acceptance than perceived usefulness or technical infrastructure in a 

mandatory use environment. 

The study contributes theoretically by extending the understanding of UTAUT within 

a public sector context, especially in settings where HRIS use is enforced rather than 

voluntary. It also provides practical implications for HR and ICT practitioners, emphasising 

the need to focus on usability, internal communication, and supportive leadership during 

HRIS implementation. 

For its limitations, this research provides a foundation for future investigations into 

HRIS acceptance in government settings and highlights the importance of adapting 

implementation strategies to the organisation. With ongoing improvements and policy 

support, HRIS acceptance in the public sector can be further optimised to support efficient, 

data-driven HR management. 
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