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Abstract

The purpose of this paper is to present the findings of Pilot Study applied on
Vodafone Egypt to examine the Validity and Reliability of HRIS Adoption
Impact on Firm’s Performance. The Pilot Study is applied through 60 ques-
tionnaires responses from 60 participants in Vodafone Egypt in order to test
the validity and reliability of Cronbach’s alpha to be measured in internal
consistency. Through testing research Validity, researcher found; the mini-
mum Spearman’s Rho is 0.752, and the maximum Spearman’s rho is 0.949.
All have P-Value less than 0.05. Moreover, through testing Research Research
Reliability, the researcher found; the minimum Cronbach’s Alpha coefficient
is 0.921, the maximum Cronbach’s Alpha coefficient is 0.974 and the overall
Cronbach’s Alpha coefficient is 0.985 for the 31 items that were analysed to-
gether. Therefore, this indicates that the research instrument used for this
study is highly reliable as it is more than the generally accepted reliability
score of 0.7. The results of this pilot study are in line with previous studies,
somehow they are similar.
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1. Introduction

In the past three years, the adoption of Information Technology (IT) innovation
behavior in businesses, relating to the adoption of innovation theory, has been a
topic of rising interest. A substantial amount of research has been undertaken in

an attempt to study and isolate the main factors that determine the adoption of
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IT innovation behavior at the level of the individual firm. Several researchers
have developed conceptual models to verify the adoption of IT behavior aspects.
However, the majority of these studies have failed to give a complete account of
the factors underlying the adoption of IT innovation behavior in general and the
adoption of Human Resource Information Systems (HRIS) in particular.

As automated technologies advance, the workplace is changing dramatically.
Increasingly, humans are working alongside technology in ever more sophisti-
cated ways. While this creates many business advantages, one of the risks it pos-
es is the dehumanization of the workplace. Ironically, in the HR arena, technol-
ogy advancement is creating the opportunity to transform the HRIS from an
impersonal people-data management system to a system that creates a more
human experience in the workplace.

The performance of an organization also depends on its employees, who are a
key part of the organization and form the team that works toward achieving the
organization’s goals.

Organizational performance is the ultimate dependent variable of interest for
researchers concerned with just about any area of management. Market compe-
tition for customers, inputs, and capital makes organizational performance es-
sential to the survival and success of the modern business.

This research is a descriptive study, which is used to report the characteristics
and behavior of a sample of the population. In descriptive studies, data collec-
tion is facilitated without changing the environment (Saunders and Townsend,
2016). The descriptive studies explain and demonstrate the results of research. It
explains the comprehensive theoretical philosophical frameworks that guide the
research. Research methodology includes theoretical frameworks and learning
the various techniques that can be used in the conduct of research-tests, experi-
ments, questionnaires and case studies (Saunders and Townsend, 2016). Re-
search methods or techniques refer to the methods that researchers use in per-
forming research operations. It can be said that research methods are mainly
used to gather information so that the researcher can use individual data collec-
tion method and make corresponding data analysis (mono method); or use more
than one-way technical data collection and data analysis (multiple method)
(Saunders and Townsend, 2016).

This research is used Mono method. A quantitative research approach is used

to collect and analyze all efficient questionnaires outcomes.

2. Research Aim and Objectives

As technology improvements in HR system are bringing in more data and key
insights into the dynamic of workplaces, workforce planning is becoming an es-
sential business process for organizations of all sizes.

The overall aim of this research is to examine/measure the influence of HRIS
Implementations on Vodafone Egypt Performance.

Human Resources Information Systems played a significant role in a compa-
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ny’s human resources function. All though, we live and work in the information
and computer age. Executing or affecting an operative and efficient Human
resources information systems can be sure-fire for human resource to stay
on the cutting edge in its bid to deliver more effective and rationalized ser-

vice.

3. Literature Review

Employment of HRIS is designed to improve the effectiveness either in terms of
accuracy of information or by using the technology to simplify the processes. It’s
true when large data sets require reconciliation according to Hendrickson
(2003). Onerous manual reconciliation processes can be executed faster and with
near perfect accuracy using automated information systems. Ahmer (2013)
pointed out that HRIS should not be considered as an expense rather organiza-
tions should take it as the amount spent was invested. HRIS packages with less
functionality could be costly. The cost of infrastructure to be installed for the
implementation of HRIS was also significant in monetary terms. It was con-
cluded that Relative Advantage and Compatibility were positively related to
adoption of HRIS. Top Management Support and HRIS Expertise were found to
contributors to the decision of HRIS adoption.

HRIS was used mainly for administrative purposes like payroll and employee
record keeping, rather than strategic applications like succession planning. He
found a tremendous amount of unrealized HRIS potential as very few respon-
dents are using the HRIS strategically to directly improve their competitiveness
HRIS was simply viewed as the use of computer hardware and software applica-
tions to perform HRM activities Soon and Fedric (2001).

Organizations are becoming increasingly adept at using HRIS and that a cor-
respondingly more strategic role for HR may be emerging, observed by Bonda-
rouk et al. (2009) and Farndale et al. (2009).

The implementation of HRIS is designed to improve the effectiveness either in
terms of accuracy of information or by using the technology to simplify the
processes. It’s true when large data sets require reconciliation, found by Sekhar
and Kalwala (2019).

Al Shibly (2011), responded in his research to the call for continuous chal-
lenge and test of Human Resources Information Systems (HRIS) success models,
based on the previous IS success models, his study presented and validated a
comprehensive, multidimensional model of HRIS success, which consists of six
success measures: perceived HRIS system quality, perceived HRIS information
quality, perceived HRIS ease of use, perceived HRIS usefulness, HRIS satisfac-
tion, HRIS success (net benefit).

The empirical evidence HRIS success was affected by HRIS satisfaction,
which, in turn, was influenced by perceived HRIS system quality, perceived
HRIS information quality, perceived HRIS ease of use, and perceived HRIS use-

fulness.
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The impact of Human Resource Information Systems on information flow in
the select software companies. The researcher stated that HRIS is also very much
useful in the information flow on various domains of HR processes. In this re-
gard an attempt has been made to present various facets/statements on informa-
tion flow and analyze HRIS impact on information flow in the software compa-
nies in Bangalore City. The overall observation and analysis of the data with the
help of statistical tools led to the conclusion that the usage of HRIS has a positive
impact on various facets of information flow in the software companies and the
findings are also supported by statistical tests and analysis thereon, assessed by
Nawaz (2012).

Michael et al. (2012) stated that the biggest advantage of HRIS to an organiza-
tion is its ability to create presentations and reports. The HRIS system holds all
information surrounding the organizations human resources initiatives includ-
ing hiring practices details like a comprehensive listing of all job applicants.

Organizational performance and organizational effectiveness are used inter-
changeably; the former captures organizational outcomes in three domains:
Product performance, financial performance and shareholders return. Whereas
latter is broader and covers outcomes specific to efficient operations. On the
other hand, balanced scorecards methodology, widely employed by many firms
as instruments for internal management control, contributes to the increased
awareness to issues related to effectiveness rather than to performance Alexan-
dru (2012: p. 45).

Savalam and Dadhabai (2018) attempted in their research paper to empirically
assess the effectiveness of Integrated Human Resource Information System in
Mindtree Solutions. As suggested by recent research, the widely accepted is Suc-
cess Model which is based on HRIS Effectiveness. HRIS Effectiveness is deter-
mined by User Satisfaction. Researchers have examined User Satisfaction
through assessing User Satisfaction about System Quality, Information Quality
of the system as well as System Use. Data from the survey in Mindtree Solutions
are pooled to explore the HRIS Effectiveness and the degree of using system by
the users. The results of the survey showed that User Satisfaction from Informa-
tion Quality, System Quality and System Use are respectively 50.3%, 59.6%,
67.2%. Therefore, Integrated Human Resource System has high effectiveness.

Organizations to develop their effectiveness and efficiency must go ahead to
two facilitators: Human Resource Management and Information Technology
(Talebi et al., 2014, cited in Boudiaf and Belhadj, 2019). The technology evolu-
tion has encouraged organizations to adopt human resource information sys-
tems (HRIS) (Karikari Ama et al., 2015, cited in Boudiaf and Belhadj, 2019).

A Human Resource Information System (HRIS) “is a systematic procedure for
collecting, storing, maintaining, retrieving, and validating data needed by an or-
ganization about its human resources—(Cathcart & Kovach, 1999, cited in
Bhuiyan and Gani, 2015). Human resource systems are the organizational sup-

port struts that keep internal operations running smoothly—(Horney & Ruddle,
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1998, cited in Weeks, 2013). Organizations change to new HR information
technologies for many good reasons such as: HR may want to take advantage of
the corporate intranet, save money through self-service, or acquire the best
software for specialized purposes like pension—(Roberts, 1998, cited in Weeks,
2013). The use of an HRIS offers incremental leaps in efficiency and in the re-
sponse time of many human resource jobs that are traditionally labor intensive.
The HRIS helps to eliminate duplication of efforts and to better organize the ef-
forts of the HR staff. The HRIS can even allow the HR staff to shift from data

maintenance to the strategic use of human resources.

4. Research Methodology

This research is a descriptive study, which is used to report the characteristics
and behavior of a sample of the population. In descriptive studies, data collec-
tion is facilitated without changing the environment (Saunders and Townsend,
2016). The descriptive studies explain and demonstrate the results of research. It
explains the comprehensive theoretical philosophical frameworks that guide the
research. Research methodology includes theoretical frameworks and learning
the various techniques that can be used in the conduct of research-tests, experi-
ments, questionnaires and case studies (Saunders and Townsend, 2016). This
research is used Mono method. A quantitative research approach is used to col-
lect and analyze all efficient questionnaires outcomes.

The two scales used in this research are ordinal (Likert) scales. The question-
naire was divided in three sections; first one is demographics, then second sec-
tion for the questions of Independent Variable (HRIS), and the third section re-
lated to Dependent Variable (Organization Performance) questions. All va-
riables items have been measured using Five-Point Likert Scale, which ranged

from “strongly disagree” to “strongly agree.

4.1. Research Design

4.1.1. Sample
The Researcher targeted the H.R “Senior, Middle Managers and Employees” in
Vodafone Egypt.

4.1.2. Data Analysis
To test the research hypotheses and to examine the theoretical relationships; a
structural equation model (SEM) estimation will be conducted in order to obtain

my results and demonstrate them.

4.1.3. Data Collection and Measurements

The Pilot Study has applied through 60 questionnaires responses as shown in
Table 1 from 60 participants in Vodafone Egypt. All variables items have been
measured using Five-Point Likert Scale, which ranged from “strongly disagree”

to “strongly agree”.
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4.1.4. Source of Questionnaire

1) The HRIS Questions source from:

a) Human Resources Information Systems success Assessment: An integrative
model

Prof. Haitham Al Shibly, Department of Business Administration, Al Balqa
Applied University, As_salt, Jordan.

Published in: Australian Journal of Basic and Applied Sciences, 5(5): 157-169,
2011, ISSN 1991-8178.

b) The employee perception of the Human Resources Information Systems
success

Prof. Ammar Husein, Department of Human Resource Management, High
Institute of Business Administration, Damascus, Syria.

Published in: International Journal of Business and Management Invention
ISSN (Online): 2319-8028, ISSN (Print): 2319-801X http://www.ijbmi.org/, Vo-
lume 4 Issue 2, February 2015, PP. 10-15.

2) The Organization Performance source from:

Agarwal (2018), Effect of Talent Management Practices and Organizational
Performance on Employee retention: Evidence from Indian IT Firms, IOSR
Journal of Business and Management (IOSR-JBM) e-ISSN: 2278-487X, p-ISSN:
2319-7668. Volume 20, Issue 4. Ver. III (April. 2018), PP 42-52.

4.1.5. The Questionnaire Form
Demographics

1) Please specify your age group:

e 25 or under
o 26-40
e 41-55

56 and above

2) Please specify your Gender:
e Male

Female

3) Please specify your Department:
e Human Resources (HR) Department
e Others
4) Please specify your Position
e Specialist
e Senior Manager
e Middle Manager

e Other
5) Please specify your Qualification Degree:
e BSc.
e MSc./MBA
e PhD./DBA
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Table 1. The questionnaire form.

(6] (2 (3 4 (5)

HRIS Statements (Independent Variable) SD D N A SA

Quality of “HRIS System and Information”
1) In Your Organization, HRIS makes information very accessible.
2) In Your Organization, HRIS is easy to use the first time you access.
3) In Your Organization, HRIS can flexibly adjust to new work demands.
4) In Your Organization, HRIS returns answers to your requests quickly.
5) In Your Organization, HRIS provides sufficient information.
6) In Your Organization, HRIS provide reports that seem to be just about exactly what you need.
7) In Your Organization, HRIS provide up-to-date information.
8) In Your Organization, you can get form HRIS the information you need in time.
9) In Your Organization, HRIS precise information that you need.
HRIS Perceived Ease of Use and Usefulness
10) In Your Organization, you find it easy to get HRIS to do what you want it to do.
11) In Your Organization, Using HRIS enables to perform work’s requirements more quickly.

12) In Your Organization, Using HRIS improves your job performance and enhances your
effectiveness in the job.

HRIS Satisfaction
13) In Your Organization, HRIS meets the HR requirements of your area of responsibility.
14) In Your Organization, The HRIS is of high quality.
15) In Your Organization, The HRIS has met your expectations.

HRIS Success

16) In Your Organization, Using HRIS enhances HR Planning.
17) In Your Organization, Using HRIS increases employee benefits.
18) In Your Organization, Using HRIS improves the assessment and training needs.
19) In Your Organization, Using HRIS enhances Industrial Relations.

20) Overall, in Your Organization, Using HRIS enhances Recruitment and Performance Management.

Organization Performance Statements (Dependent Variable) (1) 2) 3) (4) (5)

1) Your Organization’s productivity level has increased over the past 3 years.

2) In Your Organization, the Customer Service metrics are very effective.

3) In Your Organization, the Product to Market Time has improved over the past 3 years.
4) Your Organization’s Revenues are steadily increasing over the past 3 years.

5) Your Organization’s Market Reputation stands out among competitors.

6) Your Organization’s Market Share has increased over the past 3 years.
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Continued

7) In Your Organization, the Employee morale has improved over the past few years.

8) In Your Organization, Employee engagement has increased over the past 3 years.

9) Your Organization’s goods/services are of superior quality compared to competitors.

10) In Your Organization, the Work Environment is conducive to good interaction among employees.

11) In Your Organization, Innovation is the key to success.

4.2. Variables

4.2.1. Independent Variable

HRIS (Human Resources Information Systems) are software or online solu-
tion for the data entry, data tracking, and data information needs of the Human
Resources, payroll, management, and accounting functions within a business. It
is useful for all processes that you want to track and from which you hope to
gather useful and purposeful data.

HRIS consists of 4 Dimensions which are as following:

Quality of “HRIS System and Information” determines human resource ac-
tivities in a proper, systematic and scientific manner; it allows information to be
readily accessible to employee, and provides accurate and sufficient information.

HRIS “Perceived Ease of Use and Usefulness” means the easiness of learn-
ing how to operate HRIS Software and Applications. It can be achieved through
enabling employees to accomplish job’s tasks, to perform work’s requirements
more quickly, for example to increases productivity.

HRIS Satisfaction, which means that HRIS meets the HR requirements of
responsibility area, and employees’ expectations.

HRIS Success helps to enhance HR Planning, increases employee benefits,
improves the assessment and training needs, and to enhance Recruitment and

Performance Management.

4.2.2. Dependent Variable

Organization Performance

Organizational performance is related to organizational justice which allows
employees to get committed to tasks assigned to him/her and this justice of or-
ganization depends on employees trust in the organization that results in em-
ployee development as employee get indulges in “high commitment perfor-

mance management” resulting increase in performance of employee.

5. Conceptual Framework

In following section, the researcher is presenting the conceptual Framework as
shown in Figure 1 which has been built into one Hypothesis and four Sub Hy-
potheses.

The researcher used (HRIS) as Independent Variable which is consisted of
four dimensions, in order to improve the Dependent Variable (Organization

Performance).
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Independent Variable
HR Information System

: Quaity of HRIS :
1 System and 1
! Information ! H1.1
: : Dependent Variable
I  HRIS Perceived |
: Ease of Use and : H1.2
I Usefulness I
i |
| HRIS 1 H1.3 Organization
: Satisfaction : / Performance
| 1
| |
| ]
: HRIS Success :
H1
O —— -

Figure 1. Conceptual framework.

6. Hypotheses

Research hypothesis is the statement created when predicting the outcome of
research or experiment. The predominant form of data analysis used in partici-
pant observation is analytic induction. This may lead to a re-initial hypothesis
more than one. Further, deductive methods are used to arrive at a hypothesis
that is testable, falsifiable, and realistic (Saunders and Townsend, 2016). In this
study, the theoretical framework developed the following hypotheses as follows:

The researcher Conceptual Framework consists of the following Hypothesis
and Sub Hypotheses.

H1 = There is a significant relationship between HRIS and Organization Per-
formance.

H1.1 = There is a significant relationship between Quality of HRIS System
and Information and Organization Performance.

H2.1 = There is a significant relationship between HRIS Perceived Ease of Use
and Usefulness and Organization Performance.

H3.1 = There is a significant relationship between HRIS Satisfaction and Or-
ganization Performance.

H4.1 = There is a significant relationship between HRIS Success and Organi-
zation Performance.

To verify the hypotheses, this will be obtained through the Questionnaires
outcomes and the output statistical results that will be received from the Struc-

ture Equation Model using AMOS Software Package.
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As indicated in Table 2, the references of Theoretical Frame Work and Hy-
potheses Variables are provided.
Two References are shown in Table 2, the Independent and Dependent Va-

riables Scales References.

Table 2. Research variables and references.

Variable Reference

Independent Variable:
Human Resources Information Systems

Quality of “HRIS System and Information”

Al Shibly (2011), Human Resources Information

HRIS Perceived Ease of Use & Usefulness .
Systems Success Assessment: An Integrative

Model, Australian Journal of Basic and Applied

Sciences, 5(5): 157-169, 2011, ISSN 1991-8178.

HRIS Satisfaction
HRIS Success
Dependent Variable:

Agarwal (2018), Effect of Talent Management
Organization Performance Practices and Organizational Performance on
Employee retention: Evidence from Indian IT Firms.

7. Pilot Study

The research instrument will be pre-tested before final administration to the
respondents. According to Saunders et al. (2016), pre-testing allows errors to be
discovered’ before the actual collection of data begins 1% of the population’ is
considered adequate for pilot study.

In this research, a pilot study was conducted in order to test the employed
questionnaire. Testing the questionnaire before using it for data collection is an
important step for researchers. Pilot study can be done by identifying a small
group of participants who resemble the sample of full study. The aim of pilot
testing is to notice the readability problems, to discover confusing instructions,
and to uncover questions which make participants uncomfortable (Bryman and
Bell, 2011; Cooper and Schindler, 2014). Through pilot tests, researchers can cla-
rify the statements in the questionnaire and improve the flow of content; ulti-
mately it allows researchers to increase reliability and validity of the questions
(Saunders et al., 2016).

The Pilot Survey is applied through 60 questionnaires responses from 60 par-
ticipants on desired Vodafone Egypt Firm in order to test the validity and relia-
bility of Cronbach’s alpha to be measured in internal consistency.

Noting that, the minimum sample size to apply any pilot study through is 30
participants in order to run the SPSS Software.

All participants were asked to fill in the questionnaire and provide feedback
with regards to clarity and readability of questions in addition to the layout and

flow. Consequently, critical feedback was obtained from the participants during
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the pilot study and the questionnaire was revised based on these comments.
Some questions were clarified and some of them were repositioned. In addition,
the layout and flow of the questions were edited in order to ensure that partici-

pants had no problems answering the questionnaire.

7.1. Research Validity

Research Validity: Validity should not be confused with reliability and accord-
ing to Bryman and Bell (2011) it is one of the most important criteria of re-
search. There are many types of validity as suggested by Bryman and Bell (2011).

Saunders et al. (2016) suggested four tests of validity for survey research. They
are content’ validity, face validity, criterion validity and construct validity. Con-
tent validity seeks to test precisely the illegibility of the contents of the pheno-
menon under investigation. Face validity ensures that a test measures what it
was set out to measure. Criterion validity is a measure of how well one variable
or a set of variables predict an outcome based on information from other va-
riables of the study. Finally, construct validity tests how well the constructs’
measure the theoretical concept under investigation. To test for the content va-
lidity, copies of the draft questionnaire were first passed to the researcher’s su-
pervisor and three other academics. In order to test the research validity, the
Spearman’s Rho test will be applied.

Spearman’s Rho, which is often represented with the Greek letter p, is de-
signed to measure the strength and direction of the relationship between two or-
dinal variables, but is also used when one variable is ordinal and the other is in-
terval/ratio. It is exactly the same as Pearson’s r in terms of the outcome of cal-
culating it, in that the computed value of rho will be either positive or negative
and will vary between 0 and 1 (Bryman & Bell, 2011). Table 3 includes the re-
search validity test results by Analysis of 60 Questionnaires:

The minimum Spearman’s Rho is 0.752, and the maximum Spearman’s rho is
0.949. All have P-Value less than 0.05.

7.2. Research Reliability

Research Reliability: According to Bryman and Bell (2011), reliability is most
important to quantitative methods where researchers are concerned about whether
the measures are stable or not. Reliability refers to the capability of repeating a
study in order to reach consistency.

Cronbach’s alpha is a commonly used test of internal reliability. It essentially
calculates the average of all possible split-half reliability coefficients. The correla-
tion establishes how closely respondents scores on two groups of indicators are
related (Bryman and Bell, 2011).

According to Sekaran and Bougie (2016), the closer the reliability coefficient
gets to 1.0, the better. In general, reliabilities less than 0.60 are considered to be
poor, those in the 0.70 range, acceptable, and those over 0.80 good. Table 4 in-

cludes the test of re-test reliability results by analysis of 60 questionnaires:

DOI: 10.4236/jhrss.2021.92012

183 Journal of Human Resource and Sustainability Studies


https://doi.org/10.4236/jhrss.2021.92012

D. M. EINakib et al.

Table 3. Testing validity results: Source from Primary Collected data of 60 respondents.

Spearman’s Significance

Variable estion
Qu Rho Level
In Your Organization, HRIS makes
) j ) 0.872 0.000
information very accessible.
InY ization, HRIS i t th
n Your Orgamza'lon S is easy to use the 0.817 0.000
first time you access.
In Your Organization, HRIS can flexibly
. 0.870 0.000
adjust to new work demands.
In Your Organization, HRIS returns answers
. 0.888 0.000
to your requests quickly.
ality of “HRIS
Quality In Your Organization, HRIS provides
System and . X ] 0.845 0.000
o sufficient information
Information
In Your Organization, HRIS provide reports that
K 0.851 0.000
seem to be just about exactly what you need
In Your Organization, HRIS provide
) ] 0.785 0.000
up-to-date information.
In Your Organization, you can get form HRIS
) ) o 0.752 0.000
the information you need in time
In Your Organization, HRIS precise
. . 0.852 0.000
information that you need
In Your Organization, you find it easy to get
. 0.927 0.000
HRIS to do what you want it to do
HRIS Perceived In Your Organization, Using HRIS enables to 0.905 0,000
Ease of Use and perform work’s requirements more quickly ’ ’
Usefulness

In Your Organization, Using HRIS improves
your job performance and enhances your 0.949 0.000
effectiveness in the job.

In Your Organization, HRIS meets the HR

. - 0.949 0.000
requirements of your area of responsibility
. . In Your Organization, The HRIS is of high
HRIS Satisfaction i 0.906 0.000
quality.
In Your Organization, The HRIS has met
. 0.925 0.000
your expectations.
In Your Organization, Using HRIS enhances
) 0.883 0.000
HR Planning
In Your Organization, Using HRIS increases
0.856 0.000
employee benefits
In Your Organization, Using HRIS improves
> 0.927 0.000
HRIS Success the assessment and training needs
In Your Organization, Using HRIS enhances
) > 0.923 0.000
Industrial Relations
Overall, in Your Organization, Using HRIS
enhances Recruitment and Performance 0.916 0.000

Management
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Continued
Your Organization’s productivity level has
) 0.901 0.000
increased over the past 3 years
In Your Organization, the Customer Service
. . 0.926 0.000
metrics are very effective
In Your Organization, the Product to Market
. . 0.912 0.000
Time has improved over the past 3 years
Your Organization’s Revenues are steadily
) : 0.876 0.000
increasing over the past 3 years
Your Organization’s Market Reputation
. 0.891 0.000
stands out among competitors
Organization Your Organization’s Market Share has
. 0.901 0.000
Performance increased over the past 3 years
Statements
In Your Organization, the Employee morale
. 0.914 0.000
has improved over the past few years
In Your Organization, Employee engagement
8 ployee engag 0917 0.000
has increased over the past 3 years
Your Organization’s goods/services are of
. . . 0.825 0.000
superior quality compared to competitors
In Your Organization, the Work Environment
is conducive to good interaction among 0.889 0.000
employees
In Your Organization, Innovation is the key
0.870 0.000

to success

Table 4. Testing reliability results: Source from Primary Collected data of 60 respondents.

Cronbach’s
No. of R d Alpha with
Variable ° f) emo.ve pha wi Mark
Questions Questions removed
Questions
lity of “HRIS Syst
Quality 0 . Yi em 9 Questions - 0.948 Acceptable
and Information
HRIS P ived E f
ereetved sase o 3 Questions - 0.921 Acceptable
Use and Usefulness
HRIS Satisfaction 3 Questions - 0.940 Acceptable
HRIS Success 5 Questions - 0.948 Acceptable
(¢) ization Perfa
rganization Ferformance 11 Questions - 0.974 Acceptable
Statements
Overall Variables 31 Questions - 0.985 Acceptable
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The minimum Cronbach’s Alpha coefficient is 0.921, the maximum Cron-
bach’s Alpha coefficient is 0.974 and the overall Cronbach’s Alpha coefficient is
0.985 for the 31 items that were analysed together.

It therefore indicates that the research instrument used for this study is highly
reliable as it is more than the generally accepted reliability score of 0.7.

8. Structural Equation Modelling (SEM)

The aim of this study is to evaluate the human resources information system
impact on organization performance, and to develop a framework for the rela-
tionship between human resources information system and organization per-
formance. Structural Equation Modelling (SEM) is therefore adopted to examine
the causal relationships between human resources information system and or-
ganization performance.

In this study, the Amos 25 software package (which is a tool box in SPSS) was
used to perform the structural equation modelling (SEM) to investigate the in-
ter-relationships between the constructs of the hypothesized model. The SEM is
a statistical’ technique’ that allows assessment of both direct and indirect effects
of each variable on the other variables.

According to Hair et al. (2019), Hypotheses Testing Following a confirmatory
factor analysis, the valuation of the structural model through testing of the hy-
potheses underlying our research model was conducted. The SEM technique was
chosen because of the nature of the research model and test hypotheses, and due
to the mediating effects.

8.1. Measurement Model

Structural equation modelling (SEM) is a multivariate technique which com-
bines multiple regression with confirmatory factor analysis (CFA) to examine
the series of dependence relationship simultaneously of the hypothesized model.
SEM has two mechanisms, namely measurement model, and structural model.
The measurement model as shown in Figure 2 is basically meant for the reliabil-
ity and validity of the latent variables and observed variables, and the structural
model is concerned with the path strength and relationship among the latent va-
riable (Hair et al., 2019).

According to Byrne (2016), the estimations of the parameters and the overall
fit index of the measurement model are based on the maximum likelihood (ML)
method.

According to Hair et al. (2019), the measurement model enables the research-
er to use several variables (indicators) for a single independent or dependent va-
riable. In a Confirmatory Factor Analysis (CFA), the researcher can assess the
contribution of each scale item as well as incorporate how well the scale meas-
ures the concept (reliability). The scales are then integrated into the estimation’
of the relationships between dependent and independent variables in the struc-
tural model. This procedure is similar to performing a factor analysis of the scale

items and using the factor scores in the regression.
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Figure 2. Measurement Model—CFA.

Composite reliability (CR) is used to measure the reliability of a construct in

the measurement model. CR is a more presenting way of overall reliability and it

determines the consistency of the construct itself (Hair et al., 2019).
The All variances extracted (AVE) should always above 0.50 (Hair et al,
2019). Table 5 shows that All Variances Extracted (AVE) of the particular con-
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structs (HRIS System and Information = 0.572, HRIS Perceived Ease of Use and
Usefulness = 0.690, HRIS Satisfaction = 0.591, HRIS Success = 0.590, Organiza-
tion Performance = 0.571) are more than 0.500. Overall, these measurement re-
sults are satisfactory and suggest that it is appropriate to proceed with the evalu-

ation of the structural model.

Table 5. Model validity measures.

Variables CR AVE

HRIS System and Information 0.870 0.572

HRIS Perceived Ease of Use and Usefulness 0.869 0.690
HRIS Satisfaction 0.812 0.591

HRIS Success 0.878 0.590

Organization Performance 0.936 0.571

8.2. Structural Model

Structural equation modelling (SEM) is a family of statistical models that seek to
explain the relationships among multiple variables. In doing so, it examines the
structure of interrelationships expressed in a series of equations, similar to a se-
ries of multiple regression equations. These equations depict all of the relation-
ships among constructs (the dependent and independent variables) involved in
the analysis. Constructs are unobservable or latent factors represented by mul-
tiple variables (much like variables representing a factor in factor analysis). Thus
far each multivariate technique has been classified either as an interdependence
or dependence technique, SEM can be thought of as a unique combination of
both types of techniques because SEM’s foundation lies in two familiar multiva-
riate techniques: factor analysis and multiple regression analysis (Hair et al.,
2019).

According to Schumacker & Lomax (2016) using the following five steps:
Model specification, Model identification, Model estimation, Testing model fit
and Model modification.

Model Specification: Model specification involves determining every rela-
tionship and parameter in the model that is of interest to the researcher. Moreo-
ver, the goal of the researcher is to determine, as well as possible, the theoretical
model that generates a variance-covariance matrix similar to the sample va-
riance-covariance matrix (Schumacker & Lomax, 2016).

This step involves the specification of a theoretical model that utilizes applica-
ble, related theory and research to determine the latent and observed variables of
interest and the relationships among them. In particular, researcher must specify
a measurement and structural model. A path diagram can be constructed to vi-
sually represent the hypothesized relationships among variable in the theoretical
model (Crockett, 2012).

DOI: 10.4236/jhrss.2021.92012

188 Journal of Human Resource and Sustainability Studies


https://doi.org/10.4236/jhrss.2021.92012

D. M. EINakib et al.

According to Schumacker & Lomax (2016); the model should be developed
from the available theory and research in the substantive area. This should be the
main purpose of the literature review.

The specification of SEM model for this component of the thesis involving
theoretical justification of the relationships in the model was established in
Chapter Three; the model is evaluating the relationship between the human re-
sources information system (HRIS) and organization performance.

Model Identification: According to Hair et al. (2019) identification refers to
the correspondence between the free parameters and the observed variances and
covariances. It concerns whether a single, unique value for each and every para-
meter can be obtained from the observed data in order to prepare for SEM pro-
cedure.

A quick check on model identification is whether the Degrees of freedom
(DF) are equal to or greater than 1 (Schumacker & Lomax, 2016). According to
Rigdon (1995), Degrees of freedom (DF) reflect the difference between the
unique pieces of summary information provided by the data, often called
knowns, and the number of parameters that the data are being used to estimate,
called unknowns.

Model Estimation: According to Schumacker & Lomax (2016), in model es-
timation we need to decide which estimation technique to select for estimating
the parameters in our measurement model and structural model.

Such as the standardized path coefficients, in such a way that the observed va-
riance-covariance matrix is optimally adjusted to the predicted moment matrix.
“Estimation concerns the procedure to be used to derive the parameter esti-
mates, such as the coefficients and standard errors” (Schreiber et al., 2006).

Model Testing: Having provided the SEM program and sample data along
with the measurement and structural models, anyone can check our results and
verify our findings. In interpreting our measurement model and structural mod-
el, we establish how well the data fit the models. In other words, we examine the
extent to which the theoretical model is supported by the sample data. In model
testing, we consider model-fit indices for the fit of the entire model and examine
the specific tests for the statistical significance of individual parameters in the
model (Schumacker & Lomax, 2016).

9, Conclusion

The objective of the study was to find out the adoptions, advantages and chal-
lenges in the implementation of HRIS in Vodafone Egypt Firm. This study ex-
plored the different dimensions of HRIS to find out how HRIS is used as com-
pared with the previous studies which are conducted in different countries. The
purpose of this research is to investigate the proposed researcher’s framework.

The pilot study that has undertaken and presented in this research comprises
an approach which will influence the main study.

As a result of the elaborated pilot study, researcher has been able to both
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modify instruments and improve the research design which will inform the
substantive study. This was a valuable part of the piloting process whereby issues
were identified related to the effectiveness of the instruments and the transfera-
bility of the model adopted by researcher.

H1 supported what observed in: A Human Resource Information System
(HRIS) “is a systematic procedure for collecting, storing, maintaining, retrieving,
and validating data needed by an organization about its human resources -
(Cathcart & Kovach, 1999, cited in Bhuiyan and Gani, 2015).

Moreover, H1 matched with Michael et al. (2012) stated that the biggest ad-
vantage of HRIS to an organization is its ability to create presentations and re-
ports. The HRIS system holds all information surrounding the organizations
human resources initiatives including hiring practices details like a comprehen-
sive listing of all job applicants.

Furthermore, H1 agreed with Soon and Fedric (2001) who stated in article
“Adoption and Impact of Human Resource Information Systems (HRIS)” that
HRIS was used mainly for administrative purposes like payroll and employee
record keeping, rather than strategic applications like succession planning. He
found a tremendous amount of unrealized HRIS potential as very few respon-
dents are using the HRIS strategically to directly improve their competitiveness
HRIS was simply viewed as the use of computer hardware and software applica-
tions to perform HRM activities”.

The present study provides managers with empirical support to the practice of
designing and employing an effective HRIS in its four dimensions as a mechan-
ism to improve organizational performance. Managers and decision makers
should make their HRIS adoption and applications more understandable, au-
thentic, applicable, influential, usable and reliable to increase their HR practices
effectiveness.

Future researchers can use HR Talent Analytics or HR Leadership Analytics
instead of HRIS, further researches can use Strategic Work Force Planning as
Dependent Variable instead of Organization Performance.

Researchers can increase and enlarge the size of their samples from different

sectors in Egypt, for example; high educational, petroleum, and financial sectors.
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