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Abstract
Current study attempts to examine the relationship between internal environmental factors and the level of adoption HRIS.
An integrated conceptual framework was integrated ideas and elements from the diffusion of innovation theory and
technology organization environment model. The study was quantitative and cross-sectional survey design was followed.
Population was Sri Lankan organization and Convenience sampling technique were applied to select the sample, and the
sample consisted of 93 organizations located in Sri Lanka. It was found that internal environmental factors significantly
related to the level of adoption of HRIS applications, which in turn has an impact on the level of adoption of HRIS
application.
Keywords: Human Resource Information System; Adoption of HRIS Application; Internal Environmental Factors
1. Background of the study
According to [10] “Human Resources (HR) and Information Technology (IT) are the two elements that many
organizations are learning to use as strategic weapons to compete”. However, to get benefit from those two, those should
be amalgamated in a perfect manner [16] [17]. For that purpose, human resource information system was emerged [12].
HRIS can be defined as “one which is used to acquire, store, manipulate, analyze, retrieve, and distribute information
about an organization’s human resource” [20]. The purpose of HRIS is initiating and implementing of information system
in order to perform HR tasks [2].
Currently, HRIS covers all human resource management function such as personal information, recruitment, training,
career management, performance management, compensation and benefits administration, labor contracts and employee
relationship management and it is considered to be a process of information collection, storage, analysis, and reporting.
HRIS is a valid method to obtain relevant information timely for decision-making. So most of the organizations are ready
to adopt changes if they feel to have competitive advantage.
Even though some organizations are ready to change many organizations resist this new technology implementation,
including HRIS. Past researchers have recognized no of resistance come from and divided those into two main clusters
as internal environmental factors and external environment factors. According to [2] government, policies and support
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[20]: [2], social influences [2], and [15] and industry and market structure [7] are the main influential external factors.
[23] revealed that departmental relative advantage, compatibility, top management support, organization size, and HRIS
expertise are positively related to the adoption of HRIS. [2] recognized five internal factors. Those are: management
expectations, organizational dynamic capabilities, organizational structure, management commitment, and corporate
culture, CEO’s socio-demographic characteristics and management expectations.
Since the last decade, the usage of HRIS has increased significantly [9], [5], [13]. However, E-HRM adoption in
developing countries indicates a relatively slow rate. This slow adoption rate is a critical issue as organizations in
developing countries are now engaging more in international business where adoption of e-HRM is required to compete
in international context [20] as cited by [8].
Authors [13] [3] conducted a study using scale developed by [2] in Sri Lankan Context. However, according to [13]
just organizational culture and management commitment have a significant positive relationship with HRIS adoption.
However, in 2018 [13] found a significant positive relationship between all factors and HRIS adoption with a larger
sample (However, both have done this it for the manufacturing sector the Sri Lankan sector). In 2016, [17] conducted a
study for the service sector and confirm a significant positive relationship. However, there is no study to measure the
entire country. The fore, here our expectation was to conduct a study for the entire country.
As mentioned above the majority of researches were conducted among firms in developed countries. But due to the
contextual changes among developed and developing countries results of these studies are unlikely to generalize within
developing countries. Thus it can consider as a lacking area in developing countries.
This study examines the relationship between internal environmental factors and the level of adoption of HRIS
application in Sri Lankan organizations. Thus, the research problem of this study can be stated as:
Do internal environmental factors affect to the level of adoption of HRIS allocations in Sri Lankan organizations?
2. The Significance of the Study
This scientific study will provide an understanding of HRIS adoption behavior of Sri Lankan organizations by testing
the phenomenon in a new environment. Firm-level adoption behavior of HRIS has been investigated in developed
countries but very little researches have been conducted in developing countries, particularly within Sri Lanka. Therefore,
this study contributes to the existing body of knowledge by enhancing current understanding of the organizational
adoption of HRIS. The technological adoption field assists IS researchers with a new avenue for studying IT adoption
and implementation.
The present study has important implications for studies aimed at understand HRIS implementation in developing
countries. However, explanations of findings will indicate the importance of contextual factors within an organization
and its environment. By highlighting the significance of several contextual factors, this study also hopes to expand the
focus of HRIS. This study provides some insights into the implementation of HRIS by Sri Lankan companies, which
should help HR practitioners, acquire a better understanding of the current HRIS implementation status and applications.
The empirical research conducted in HRIS’s adoption in Sri Lankan context is limited in quantity, this will add uniqueness
for this study which may become the basic foundation for other researches in this atmosphere.
The importance of this study derived from the importance of the level of adoption of HRIS application, it is as the
backbone of every organization, thus the level of adoption of the resources will determined the success or frailer of any
organization. The analysis of the internal environmental factors of HRIS adoption and its implementation in Sri Lanka
will provide valuable insights for the companies and organizations taking part in the study. The results made it possible
for the participating companies and organizations to benchmark themselves against other global and local organizations.
Additionally, the practical relevance of this study will justify through helping HR managers and the top management to
understand the interplay of factors that influence the adoption level of HRIS in the organizational context, which may
ultimately help with influencing the decision-making processes and to gain competitive advantages and to survive within
the current global economy and marketing.
Additionally, the study could support the HR managers in two ways: it assists HR managers in Sri Lankan to adopt HRIS
applications confidently; by evaluating the potential advantages and disadvantages of investment in IT (both hardware
and software) applications before deciding to adopt them and it helps HR divisions to perform strategically within the
current businesses.
Also, this study is going to undertake in Sri Lankan context, the organization's decision-makers can identify the exact
major internal factors which affect the level of adoption of HRIS application and they can focus on those factors when
making investments to initiate and implement.
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Methodology
In this study the nature of the certain relationship between variables will be investigated through the hypothesis testing.
Thus the research can be identified as explanatory or hypothesis testing in nature. Also, this was a field study which was
conducted to understand whether there is a relationship between internal environmental factors and the level of adoption
of HRIS. This can be identified as a cross-sectional study as data was collected within a particular period of time. The
study setting of this research is non-contrived. Because this study examines the correlation between Internal
environmental factors and the level of adoption of HRIS in Sri Lankan organizations in a natural working environment
where events were normally occurring. This research study will be conducted according to the deductive research
approach by survey technique. The researcher uses online and offline surveys to collect data. In addition to that, a standard
questionnaire was used for the data collection.
As stated in the research objectives on the second chapter, the present study is attempt to assess the relationship
between internal environmental factors and the level of adoption of HRIS application in Sri Lankan companies. Drawn
from the literature on internal factors and the level of adoption of HRIS application, this study proposes the following
conceptual framework.

Figure: Conceptual framework of the study Source: [2]
3.1 Operationalization of Variables
Management Expectations (Perceived HRIS Characteristics)
In the adoption of innovation behavior, management expectations are proposed as “the managers’ subjective
evaluations of potential benefits of adoption of HRIS for their organizations, and is based upon their own experience or
other firm’s experience as well as their perception of the potential impact of the dynamic technology environment on their
firms” [2]. and [1]. The dimensions of the variable are perceived relative advantage, complexity and computability.
Organizational Dynamic Capabilities :
The study used [23] definition on organizational dynamic capabilities is the firm’s ability to integrate, build and
reconfigure internal and external competencies to address rapidly changing environment [23]. Indicators of the variable
are the size and the employment stricture, business experience, organization resources, organizational resources, IT
experience and capabilities.
Organization’s Structure – (OS)
It is concern about the degree of centralization of the organization and it was expected to evaluate using formalization.
specialization, and centralization.
Management Commitment
“Management commitment” is viewed as the extent of top management’s support and willingness to adapt their
organizational culture and management the process to meet the requirements of the adopting HRIS applications [2].
Indicators of the variable are top management willingness to support, intra-organizational communication, corporate
culture
CEO’s socio-demographic characteristics – (SDC)
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The researcher defines the concept as to what extent the collection of decision makers’ demographic characteristics, social
skills, and technological skills and leadership style commits to the adoption of IT innovation.
The Organization’s Adoption and the Level of Implementing HRIS
The organizational adoption of HRIS can be identified as the process of initiating and implementing IS in order to perform
HR tasks [2] and further he recognized two indicators separately to achieve the study’s objectives: the adoption and the
level of implementation of HRIS applications. Here we have used the same for this replication of the study in a different
context.
3.2 Hypotheses of the Study
Based on the above conceptual framework the following hypotheses were advanced to be tested
(H1) - There is a significant relationship between internal environmental factors and the level of adoption of HRIS
(H1a) - There is a significant relationship between management expectation and level of adoption of HRIS application
(H1b) - There is a significant relationship between organizational dynamic capabilities and the level of adoption of HRIS
application.
(H1c) - There is a significant relationship between organizational structure and the level of adoption of HRIS application.
(H1d) - There is a significant relationship between management commitment and corporate culture and the level of
implementation of HRIS
(H1e) - There is a significant relationship between CEO’s socio-demographic characteristics and the level of adoption of
HRIS application.
Sri Lankan organizations were taken as the population of this study and using random sampling 120 HR professionals
were selected from different companies for this research. Questionnaire method was selected as the data collection
method. Data was collected by using five points Likert scale closed-ended questions developed by author [1] .
The questionnaire was divided into three sections. The first section, item no 1 to 16 are background information. Section
2 was allocated to measure the level of HRIS application used and respondents were required to make a choice from the
HRIS implementation elements listed. Under the section, 3 it was expected to evaluate the level of influence of internal
factors. Here, respondents were required to make a choice from the internal environmental elements listed. To measure
selected independent variables, it was designed with a 5-point Likert scale (where1 = strongly disagree, and 5 = strongly
agree) statements which were applicable for all these 83 statements. Negative question reverses the same scale.
Descriptive statistics that include frequencies and percentages will be used for the analysis of the data.
Reliability statistics concept was used to check the reliability of data. Cronbach’s alpha associated with these scales
were in between .702 to 0.940 Therefore, those scales show adequate internal consistency reliability.
Variables

Reliability
(Cronbach's
Alpha)
.708
.754
.825
.702
.810
.940

Management Expectations
Organizational Dynamic Capabilities
Organization’s Structure
Management Commitment and Corporate Culture
CEO’s Socio-Demographic characteristics.
The level of Adoption of HRIS Application
Source: Survey Data, 2018
Table 1: Reliability analysis
3. Findings

The sample of the study was 120, Sri Lankan organizations which are located in western province. Although 96
responses were received, 3 of these were rejected due to errors. Therefore, the final sample size is 93 HR professionals.
The total sample was categorized into three groups based on the level of adoption of HRIS application such as fully
adopters, partly adopters, non-adopters. The highest percentage 70% contain the partly adopters of total sample and only
30 % of organizations were fully adopters in the sample. 17.5% respondents were in “less than one year used” category
while the category of “Used 1-4 years” represents the 42.5% organizations in the sample. The category of “5-9 years”
indicates 17.5% of organizations while the category “more than 9 years” indicates 22.5% of organizations in sample.
Pearson’s Correlation analysis was carried out as identify the relationship between variables of internal environmental
factors and adoption of HRIS.
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Variable

Coefficient

pValue
.005
.001
.000

All internal factors
.456
Management Expectations
.562
Organizational
Dynamic .643
Capabilities
Organization’s Structure
.356
.005
Management Commitment and .420
.005
Corporate Culture
CEO’s Socio -Demographic .524
.001
characteristics.
**. Correlation is significant at the 0.01 level (2-tailed).
Source: Survey Data, 2018

N

Relationship

Decision

90
92
93

Significant weak positive
Significant moderate positive
Significant moderate positive

Accepted
Accepted
Accepted

93
.92

Significant weak positive
Significant weak positive

Accepted
Accepted

90

Significant moderate positive

Accepted

Table 2: Summarized results on hypothesis testing
According to Table 2, there is a significant positive relationship between internal environmental factors and adoption
of HRIS in Sri Lankan organizations.
4. Conclusion
The research findings confirm that only 30% of Sri Lankan organizations have fully adapted to the HRIS
application while 70% of organizations were partially adopted. 42.5% of the respondent companies have had it for 1- 4
years while only 22.5 % have had it for more than 9 years. Research problem of the study is whether internal
environmental factors affect to the level of adoption of HRIS allocations in Sri Lankan organizations. Thus the research
findings appear to agree with the findings of [5]. Study confirmed significant positive relationship between the internal
environment factors and level of adoption of HRIS applications and reconfirmed the research findings of [2].
Under this study, it was tested the relationship between five internal environment factors and organizational adoption of
HRIS separately. In addition to that, it was tested relationship between internal environment and organizational adoption
of HRIS. Findings state that there is a significant positive relationship between each independent variable and the adoption
of HRIS in Sri Lankan context. However, r value is in between .350 to .643. The highest r value was recorded with
organizational dynamic capabilities and the lowest value was recorded with organizational structure (.356). In other words
it was recorded a weak positive relationship between organizational structure and HRIS adoption. In addition to that,
management expectations (.562), management commitment and corporate culture (.420) and CEO’s socio -demographic
characteristics (.524) recorded moderate level relationship with HRIS adoption. However, organizational dynamic
capabilities (.643) was recored strong relationship with HRIS adoption. Whem all indipendnent variables takes together,
it was confirm moderate level relationship with HRIS adoption. It is further confirmed the research findings of previous
researchers [11]; [6]. In 2018, [13] conducted a study to test the same relationships in the manufacturing sector and
confirm the moderate level relationship between organizational structure and adoption of HRIS. However, this study just
confirms a significant weak relationship.
The study found, the moderate level relationship between management expectations and adoption of HRIS. It is
reconfirmed the findings of [26]; [14]. [2]; [25], 1999 confirm a positive relationship between organizational dynamic
capabilities and adoption of HRIS. Those are reconfirming by these study findings. CEO’s socio-demographic
characteristics) [2]; [4]; [25] recognized the importance of CEO’s socio-demographic characteristics for the successful
adoption of HRIS. This study again reconfirms this past findings. The findings of the study revealed that the general HRIS
application has spread in the context but remains on an administrative level. A mainly administrative task like record
keeping is supported while advanced strategic or decision support oriented applications are lacking.
5. Limitations of the study
The researcher identified several limitations of the study. The first limitation identified is the sample as the sample is
selected only from western province in Sri Lanka. Moreover, the research study sources of influential factors were limited
only to 5 dimensions and there can be other internal factors that can be influenced. In addition to that, it was not teasted
external factors that can influence to the adoption of HRIS.
6. Recommendations for future research
The sample was only 93 HR managers and the same research can be carried out by using a much larger sample. Further,
the research methodology can be designed in order to identify more internal influential factors as well as external factors
apart from the factors which were taken into consideration by the present study. When a research take employees from
different industries and sectors comparative analysis can be carried out.
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