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Abstract

The current advancement of information technology has revolutionized the working of
Human Resource (HR) in the mid-size organization. As new information systems has been
introduced in almost every domain, there is an increasing need to examine the factors that
impact HR employees’ symbolic adoption towards new information system. Further due to
vulnerability of information system database there is a need to examine the technology trust
associated with information system in mid-size organization. The study also examines the
relationship between Task-Technology Fit (TTF) & Technology Acceptance Model (TAM)
with symbolic adoption of HR employees. Additionally, the study investigates the mediation
role of Symbolic Adoption of new information system to explain the effects of Task-
Technology Fit and Technology Acceptance Model factors on individual performance. The
319 HR employees from mid-size organizations working with HRIS responded to the survey
questionnaire. The data were analysed using SEM- AMOS. The partial mediating role of
symbolic adoption of new information system has been established between the study
variables. The study finding also reveals that actual use of information system alone does not
predict individual performance, rather it modifies the strength or direction of the engagement-
performance relationship. Further, the research implications, limitations, and future
recommendations were discussed.

Keywords: Information System; Task-Technology Fit (TTF); Technology Acceptance Model
(TAM); Perceived Usefulness; Perceived Ease of Use; Engagement; Performance; Symbolic
Adoption; Adoption Intention.

1. Introduction

The adoption of HRIS in mid-size organizations marked a significant change in the working
of HR employees. HRIS automates and ease HR functions like planning, managing and
collecting data while ensuring data security within an organization. It also integrates and
allows easy access of employee data and facilitates in decision making [1]. Employee
performance and engagement is an important consideration for a mid-size organization’s
individual and organizational development [2], [3], [12], [4]-[11]. Reference to the
organization's technological adoption and employee intentions towards its adoption could be
seen from the prior study [4], [6], [9], [10], [13]. The current research examines the impact of
new information technology on HR employees. The study has taken the concept of Task-
Technology Fit (TTF) and Technology Acceptance Model (TAM) with symbolic adoption of
Human Resource Information System (HRIS) that affect employee performance. This will be
an important addition to the information system literature as the study focuses on employee’s
symbolic adoption rather than employee’s behavioural intentions in mandatory environment.
The symbolic adoption occurs much before than actual adoption of any new information
technology, therefore it is important to measure symbolic adoption of new information system
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before its actual adoption. HRIS is defined as "a system used to acquire, store, manipulate,
analyze, retrieve and distribute pertinent information about an organization's human
resources" [12], [14], [15]

The mid-size organizations are not ready to accept this advancement in information
technology due to their financial and technology readiness, lack of expertise, and employee
resistance [16]-[18]. Now-a-days, information system facilitates organization’s Human
Resource in their day-to-day operations and decision-making but literature states the reason
for its failure is resistance of employees towards adoption of new information systems [6],
[12], [19]-[25].

Previous studies showed and highlighted the significance of symbolic adoption of information
system [2], [9], [26], [27]. The symbolic adoption is the mental acceptance of any new
technology. Behaviour intentions have been replaced with symbolic adoption in mandatory
environmental setting of an organization. It is not in the hands of HR to use it or not, they
have to obliged the new information system impose on them by the organization, though for
their benefits. But still, it’s a human tendency that people do not want to come out of their
comfort zone of doing work and learn something new. Thus, the current study focuses on the
mandatory environment within mid-size organization where Human Resource Information
System has been implemented. Therefore, the study identifies the determinants of user’s
acceptance in mandatory environment and explain its relationship with individual
performance. Organizations are investing in new information system as it maintains, sustain,
and improve their employee performance. Nevertheless, they are adopting and implementing
the new information system without taking employee’s considerations and thus it creates
dissonance in their mind, i.e., whether to adopt this new technology or not. As symbolic
adoption always occurs before the actual adoption of new information system, it might impact
the information system’s use and the extent HR accompanied it for their day-to-day activity in
mid-size organization. Any discord between symbolic and actual adoption leads to
dissatisfaction and misuse of technology. Dissonance didn't allow employees to invest time
and energy in learning more about technology [28], [29]. Thus, countering this effect by
positively supporting and moulding end-users' perceptions towards technological adoption via
influencing their symbolic adoption is essential. Larger organizations are having good amount
of financial capital along with all new updated technologies, so it’s being easier for them to
adopt the modern changes in technology and switch to new work culture. But this is not the
case with the mid-size organization, as they face many problems like lack of capital, lack of
expertise, lack of infrastructure and lack of proper training regarding how to use this
information technology. Sometime they themselves don’t want to adopt this new information
system due to not trusting the new information systems or they are very much satisfied with
their traditional way of manually doing work [30]. They don’t want to adapt or change
themselves in accordance with changing organizational perspectives. Literature also emphasis
on the technology trust which might affects the strength and direction of HR employees
towards adoption of any new information technology in the mid-size organizations [30]-[33].
Today, organizations are also facing a technology trust issues due to online anonymity, data
breaching and misinformation prevalence regarding information systems, which raised
questions about the trustworthiness of these information systems [31], [34]. Though, due to
the mandatory nature of this new information system, HR have to adopt these technologies,
thus it becomes more important to explain the factors that are responsible for enhancing the
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technological acceptance level within HR. We had also examined how TTF along with TAM
determine the factors of Symbolic adoption of information system and how this indirectly or
directly affect employee performance.

To understand the issue and enhance the acceptance level towards new information system in
mandatory environment within the mid-size organizations, TTF and TAM are integrated and
tested with symbolic adoption of information system (HRIS). Prior research has talked about
TTF, TAM and its relations with individual and organizational performance [35]-[38]. Still
there are little research focuses on how it impacts HR employee’s symbolic adoption,
employee performance in the mandatory environment. Thus, we define three objectives of the
current study, firstly the study investigates and understand the relationship of TTF (Task
Technology Fit) and TAM (Technology Acceptance Model) with symbolic adoption of HRIS.
Secondly the study examines the mediating role of employee’s symbolic adoption of HRIS
with study variables.

To address this gap, we formulated research questions: What is the effect of TTF and TAM on
symbolic adoption of new information system- HRIS? Does symbolic adoption of HRIS plays
a mediation role between the technology adoption factors (TTF & TAM) and influence
individual performance? To what extent does employee engagement strengthen or direct the
relationship between actual usage of information systems and individual employee
performance?

The current study empirically tested an integrated model of information systems; it integrates
two theories namely; task technology fit (TTF) and technology acceptance model (TAM) to
examine the role of symbolic adoption of information systems. The study includes sections as
literature review and hypothesis development, research methodology and data analysis. Later
paper concludes by discussing study’s implications, limitations, and future recommendations.

2. Literature Review and Hypotheses Development

2.1. Task Technology Fit (TTF)

Researchers have used Technology-Task Fit (TTF) for examining the technological adoption
within various types of organizations. The TTF, have been applied by prior study in relations
to intention to adopt technology [39]. Literature explores various theories towards technology
adoption intention of users, however TTF developed by Goodhue and Thompson (1995) states
that users will accept technology when they symbolically believe that the new technology
would be useful and is beneficial in improving their task performance [40]. The TTF is based
on the individual task performance and information systems.

TTF has been widely used in predicting the user’s technology adoption behaviour [39], [41]-
[44]. Recently researchers applied TTF in enhancing the users’ adoptions in e-learning in
healthcare organization [41], social media use in higher education [42]; organizational digital
transformations [44]); accounting information systems for microfinance [45].

The TTF model include task characteristics and technology characteristics where Task
characteristics have seen as “the actions carried out by individuals in turning inputs into
outputs”. The technology characteristics refer to “the technology used by individuals to
perform their tasks” and the task-technology-fit is identified “the degree to which a
technology assists an individual in carrying out his/her tasks [40], [46]. And if technology fits,
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it would positively impact employees’ task and it might result in better employee performance.
Information systems facilitate users in completion of their tasks.

2.2. Technology Acceptance Model (TAM)

TAM, developed by Fred F. Davis (1989) is the most trusted model for understanding the
user’s intentions behaviour. Literature states that recent researchers have been widely used
TAM for understanding the user’s technological adoption behaviour [8], [10], [44], [47]-[49].
The TAM model includes perceived usefulness (PU) and Perceived Ease of Use (PEOU)
where PU is "the degree to which a person believes that using a particular system would
enhance their performance”. If users symbolically accept that new information systems would
facilitate in their performance enhancement, they would easily adopt the new changes. On the
other hand, PEOU is “the degree to which a person believes that using a particular system
would be free from effort" [50]. Moreover, users are more likely to adopt new information
systems if they find them easy to use. Additionally, PU and PEOU of the information systems
affect user’s symbolic adoption towards new human resource information systems.

2.3. Symbolic Adoption of Human Resource Information System

Prior studies state the importance of symbolic adoption of information technology within an
organization and how it facilitates HR in their day-to-day activities [48], [51]. Organizations
have recently faced a pandemic like COVID -19 that changes their overall look and enhances
the role of technology in HR activities. The advancement of technology plays a crucial role in
the realm of HR. Human Resource Information System is tool in the hands of organization to
gathers, maintain, evaluate, and distribute the relevant information about its Human Resource
[52], [53]. And thus, it is imperative to understand the symbolic adoption of this information
system within mid-size organization which occurs before the actual adoption of information
technology.

Grounded on the cognitive dissonance theory [54], [55], any mental discord towards new
technology would leads to dissonance in its adoption. This discrepancy develops
unsatisfactory attitude of HR towards new information system and that might not lead them to
fully engaged with the new information system technology. The under-utilization of
information technology for which organizations have spent lots of money, is a concern for
mid-size organizations [25], [28], [56]. The current study tries to focuses on the factors that
trigger the symbolic adoption of information systems in the mid-size organizations. Symbolic
adoption is defined as "a peak motivational state reflective of a user's mental evaluation of the
technology and its use as a worthwhile concept" [28]. With evaluating technology’s symbolic
adoption, the employees of the mid-size organizations might enhance the adoption of new
information system and thus it might lead to the enhancement of their performance and
engagement towards organizational task.

Impact of Technology Characteristics and Task Characteristics on Task-Technology Fit

The compatibility of new information technology with HR tasks in the mid-sized
organizations is determined by the task characteristics and task technology of the system. The
current study applies the Task-Technology Fit (TTF) model as a theoretical framework to
evaluate technology effectiveness and its alignment with HR tasks. Developed by Goodhue
and Thompson (1995), the TTF model posits that new technology is beneficial only if it
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supports employees in their tasks, thereby improving individual and organizational
performance [40].

A better fit between technology and task leads to enhanced user performance, satisfaction, and
greater technology acceptance [3]. The TTF model demonstrates that both task characteristics
and task technology affect task-technology fit, which in turn influences HR performance [57],
[58]. Essentially, task-technology fit is based on users' assessments. HR departments will
adopt new information systems only when they fit well with their tasks and improve their
performance [49]. When employee believe that, the task given by organization would be
facilitated by new information systems, they start applying it. Thus, in turn it might impact
their performance level.

Based on the preceding discussion, we hypothesize that:

HI. The Task Characteristic of new information systems influences Task Technology Fit.

H2: The Technology Characteristic of new information systems influences Task-Technology
Fit.

2.4. Impact of Task-Technology Fit (TTF) on Symbolic Adoption of HRIS

Both the dimension of TTF model i.e. task characteristic and technology characteristic would
be fruitful only when HR employees are ready to accept the new information technology. And
they will accept it when they see that it facilitates in their day-to-day activities [42]. It is
expected that the better Task-Technology-Fit will enhance acceptability level of HR
employees towards new information systems [43]. Information systems provide many benefits
to organization only when they integrate themselves with the new systems. Task
characteristics, is the requirement of the HR employees which leads towards fulfilment of
their assigned work [59]. Researchers explain task characteristics as a series of action required
for completion of one’s job [60], [61]. So, it is necessary for HR employees to understand the
importance of new information systems which facilitates in the completion of their work. If
they perceive that new information system is for their benefit and betterment, they would
easily accept it. Thus, it becomes imperative to examine HR employee’s symbolic
information system adoption prior its actual adoption.

Based on the preceding discussion, we hypothesize that:

H3: The Task-Technology Fit (TTF) influence HR employees Symbolic Adoption of HRIS.

2.5. Impact of Perceived Usefulness (PU) and Perceived Ease of Use (PEOU) on Symbolic
adoption of HRIS

After the outbreak of Covid-19 the scenario within an organization have been changed
drastically and thus the urgency of automating technology within an organization arises. This
rapid changes in technology transforms the work of HR within the mid-size organization. The
acceptance of new technology within an organization is mandated and employees have to use
these new technologies. Fred David in 1986, developed a framework Technology Acceptance
model (TAM) for understanding the user’s technology acceptance. The TAM plays an
important role in analyzing the users’ technology acceptance and use of technology. TAM has
two determinants: Perceived Usefulness (PU) and Perceived Ease of Use (PEOU)[50], [62].
According to TAM, these two factors influence an individual’s attitude towards using the
technology, which in turn affects their behavioural intentions and actual technology use. In
mandatory environment the behavioural intention has been replaced with symbolic adoption
of new technology. TAM is the most trusted model in the technology adoption domain and
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numerous recent studies have applied TAM across various contexts in relation to the
technology adoption[44], [47]-[49], [63].

Literature states that the perceived usefulness and perceived ease of use affects the intention
to adopt new information system- HRIS [10], [41], [47]. The PU and PEOU plays a pivotal
role in enhancing the mid-size organization’s HR symbolic adoption towards adoption of new
information system. Positive symbolic adoption perceptions will enhance employees trust and
usefulness towards new technology and motivates them towards full utilization of HRIS
technology. The organizations believe that for being competitive in the market they need to
upgrade themselves with new technology and for successful utilization of new information
system, organizations have to consider employees symbolic adoption much before then their
actual technology adoption.

Based on the preceding discussion, we hypothesize that:

H4. The Perceived Usefulness (PU) of new information technology influences symbolic
adoption of HRIS.

H5. The Perceived Ease of Use (PEOU) of the new information systems influences symbolic
adoption of HRIS.

2.6. Mediating Effects: Symbolic Adoption of Human Resource Information Systems

The symbolic adoption of Human Resource Information Systems (HRIS) has been defined as
“a peak motivational state reflective of a user’s mental evaluation of the technology and its
use as a worthwhile concept” [28]. Symbolic adoption is crucial for moulding HR employees’
attitude towards actual adoption of new information technology. Symbolic adoption occurs
before actual adoption of any information technology, first an impression about any new
technology develops within the minds of its user’s then they evaluate the technology in terms
of benefits and ease of use. Symbolic adoption includes: heightened enthusiasm, which is “the
eagerness with which a user approaches the behaviors associated with technology use.”
mental acceptance, the extent to which a user views the artifact, in principle, as a good idea.”
use commitment, “the degree to which one is committed to the use of the technology
independent of whether it is mandated or not.” and effort worthiness refers to “the user’s
positive evaluation of the return on resources expended to be able to use the technology” [28],
[64]. Initially, researchers examined behavioural intention to adopt any information
technology. However, due to the mandatory nature of this technology symbolic adoption of
new information technology has to analyse much before than its actual adoption, and thus the
behavioural intentions has been replaced with symbolic adoption of any new technology [28],
[65]-[68]. The TTF model plays an important role in IS literature, which states that any new
information systems will be fully utilized to its capability by its employees only when the
information technology capabilities match the task associated with it, and if it matches it will
positively impact individual performance [40]. If technology fits and facilitates in the easing
the tasks of the employees, it might impact their performance, as Task-Technology Fit, align
with work requirements of the employees [69]. Additionally, if employees symbolically adopt
information systems, they are likely to start using it in their day-to-day work activities. The
positive impact on HR employees would only be visible when they start actually using the
new information systems [70]. Additionally, in light of the importance of the information
systems for individual and organizational growth, researchers have begun to investigate
different technology adoption theories. Addition to TTF, TAM is also readily acceptance
theory in the field of information system. The model is extensively examined and tested in
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relation to information system research [71]. If the HR perceive that using a new information
system would positively impact their performance level and ease their work, they would
likely to accept and support towards acceptance of new information system in the mid-size
organization. And this acceptance towards a system must be checked before the actual
adoption, thus it becomes imperative to understand HR employee’s symbolic adoption
towards new information systems.

Based on the preceding discussion, we hypothesize that:

H6: Symbolic adoption of HRIS mediates the relationship between Task-Technology Fit and
actual use of information systems.

H7: Symbolic adoption of HRIS mediates the relationship between Perceived usefulness (PU)
and actual use of information systems.

HS8: Symbolic adoption of HRIS mediates the relationship between perceived ease of use
(PEOU) and actual use of information systems.

2.7. Impact of HR employees’ actual usages of information systems on employee
performance

When HR employees develop a positive symbolic adoption towards the new information
systems they might actually start accepting, engaging, and using the new information systems
in their day-to-day activity. The actual usage of new information systems could be measured
with the intensity i.e. the technology type; duration i.e., time spent in new information
systems, and frequency i.e., how often HR employee uses the new information systems for
their day-to-day work [72]. And when they engaged themselves with the new information
systems, start learning and doing their day-to-day assigned work, it might impact their
performance level. By actually adopting and using technology will ease their work with
accuracy and thus that will impact their performance level.

HY9: The actual use of information systems impact performance level of HR employees.

2.8. Moderating effect of employee work engagement

Engagement is the “emotional and intellectual commitment towards the organization or the
amount of discretionary effort exhibited by employees in their job” [73]. The main element of
work-engagement includes vigor, dedication, and absorption [74]. Vigor is “high levels of
energy and mental resilience while working, the willingness to invest effort in one's work, and
persistence in the face of difficulties”. Dedication is “a sense of significance, enthusiasm,
inspiration, pride, and challenge”. Absorption is “being fully concentrated, happy, and deeply
engrossed in one's work whereby time passes quickly”’[75].When employees symbolically
adopt and start using the new information systems, they engage themselves with the
technology for the completion of their work requirement and thus it might strengthen their
performance level. Thus, employees work engagement along with technology will strengthen
or give path towards reaching their desired performance level. Thus, it being essential to
examine the moderating role of work engagement. So, the current study examines the
moderating role of work engagement between actual use of information system and individual
performance.

HI0: Employee engagement in information systems moderates the relationship between
actual use of information systems and employee performance.

3.Research Model
Based on the above literature and hypothesis relationship a conceptual model is proposes as-
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FIG I The conceptual model of the study

4. Research Methodology

4.1. Participants and Data Collection

The current study has adopted the deductive approach which test and review the related
information systems research and theories and thus the casual relationship was developed and
examined with the help of quantitative survey method. The current study aims to examine the
impact of symbolic adoption of new information system on HR employee’s performance level.
The respondents for the study include HR employees working in the mid-size organizations in
National Capital Region, India. These organizations have successfully implemented new
information system (HRIS) over the past six months. They are registered under Udyog
Aadhaar Memorandum (UAM), Ministry of Micro, Small, and Medium Enterprises (MSME).
The Indian mid-size organizations can invest up to Rs. 125 crores in plant and machinery or
equipment and their annual turnover can reach up to Rs. 500 Crore. The Indian mid-size
organization generally employ between 100-999 employees. The information and
communication systems play an important role in assisting the HR employees in their day-to-
day work and also help them in strategically align their work with organizational goal.

Before collecting the data from these mid-size organizations, the preliminary questions were
asked from the HR of this mid-size organization like “Do you invest in the new information
systems”; How many months you have been using or applying the new information system in
your organization? Only those organizations have been taken who have responded positively
and are using new information system- HRIS since past 6 months. Thus, for the current study
we have selected the sampling using a judgemental sampling technique. The preliminary
questionnaire were floated online to the HR of the mid-size organizations in Delhi/NCR,
those responded positively and accepted to do further survey, were taken as a sampling size
for the current study. Five hundred structured questionnaires were distributed to the mid-size
organization out of which 319 were taken for the final data analysis. The demographic details
as given in Table No. 1.

Table No. 1 Demographic Details of the respondent (N=319)

Category N %
Gender

Male 229 71.8
Female 90 28.2
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Age

20-30 yrs 34 10.7
31-40 yrs 241 75.5
41-50 yrs 42 13.2
Above 50 yrs 2 6
Education

Graduate 193 60.5
Post Graduate 126 39.5
Work exp

1-10 yrs 111 34.8
11-20 yrs 199 64.2
21-30 5 1.6
Above 30 yrs 4 1.3
HRIS Work Exp

6 months-2 yrs 258 80.9
2yrs-4 yrs 61 19.1

4.2. Measures

The end-users’ perceptions of Task Characteristics, Technology Characteristics, and TTF
were measured with Zhou’s 3 item scale [76]. The current study has taken the Davis’s scale
for measuring Perceived Usefulness (PU) and Perceives Ease of Use (PEOU) [50]. To access
symbolic adoption of information system- HRIS, we adopted multi-dimensional scale of
Karahanaa and Agarwal 2006 [28]. Actual Use of HRIS has been studied with the help of
Venkatesh Scale [62].End-users engagement has been measured with Utrecht Work
Engagement Scale (UWES) [74]. Individual Performance has been studied with the help of
Kositanurit scale [77].

5. Data analysis and results

5.1. Preliminary analysis and measurement model

The items were taken from prior validated scales with minor modifications in the words
related to Information System. For assessing the dimensionality and psychometric properties
of the constructs CFA was performed in AMOS. Using the maximum likelithood (ML)
estimation, we ran a CFA model with all the constructs (i.e., task characteristics, technology
characteristics, task-technology fit, perceive usefulness, perceived ease of use, symbolic
adoption of information system, actual use, and individual performance). The four dimensions
measuring symbolic adoption of information system have been parcelled. Similarly, the three
dimensions of work engagement items have been parcelled[78]. Reliability analysis showed
that the constructs had Cronbach's alphas above .70, indicating adequate internal consistency
(Hair et al., 2018). Further, the study applied three criteria "Factor loadings >0.7>, Average
Variance Extracted (AVE) >0.50, and Composite Reliability (CR)>0.7" for establishing the
convergent validity [79], [80].

The correlation matrix along with Cronbach's alpha, composite reliability, and AVEs values
have been shown in Table no. 2
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Table No. 2. Correlation Matrix, Cronbach's Alpha CR and AVEs

Correlations
Variable/ AV
Alpha CR | E 1 2 3 4 5 6 7 8 9
TaskCh {08 [0.6 |,
1 | (0=381) 1
Tech ¢ch [ 0.8 [0.63 [.339" |
2 |[(0=83) |2 *
TTF 0.7 [0.52 | .221* | 419" |
3 [(0=76) |9 * *
PU 0.8 [0.74 | .173* | .322" | 406" :
4 [(0=84) |9 * * *
PEOU 0.8 [0.5 |.183"|.150" | .177* | .673" {
5 [(@=82) |2 * * * *
SYM AD [ 0.8 [ 0.52 | 261* | .164" | 263" | 411" | 285" .
6 |P(0=285) |4 * * * * *
USE 0.8 [0.67 | 467" | 293" | 351" | .490* | .299" | .334"
7 ((X:.Sl) 2 * * * * * * 1
ENG 0.9 10.75 | 360" | .256* | .350" | .377" | .229* | .318% | .410"
8 ((1296) 6 * * * * * * * 1
PERF 0.8 [0.67 | 0.05 |.285" .| .253% | .174" . |.162% | 293"
o | (@=85) 6 9 y 119* | & ; 140" | . ; 1

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

Note: TaskCh= Task Characteristics, Tech ch=Technology Characteristic, TTF=Task
Technology Fit,

PU=Perceived Usefulness,PEOU=Perceived Ease of Use, Sym Adp= Symbolic
Adoption

USE=Actual Use, ENG= Engagement, PERF=Individual

Performance

5.2. Common method bias

To assess common method variance, the Harman’s single-factor test was conducted using
SPSS. The analysis revealed that a single factor accounted for 29.82% of the total variance,
which is below the critical threshold of 50%. Therefore, common method bias does not appear
to be a concern in this data set [81].

5.3. Analysis of Structural Model: The Mediation Analysis

The relationship or the direct effects between variables (hypotheses H1, H2, H3, H3, and H5)
has been examines with AMOS software in order to test the significant level between the
variables. The validity of the measurement model is presented in Table No. 3. The direct
relationship between task characteristics and TTF i.e, the regression weight for task
characteristic in the prediction of TTF ( Task Ch —>  TTF) is significant at f= 0.26, p
<0.001.
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The direct relationship between technology characteristics and TTF i.e, the regression weight
for technology characteristic in the prediction of TTF ( Tech Ch —>  TTF ) is significant
at p=0.51, p <0.001.

The direct relationship between TTF and symbolic adoption i.e, the regression weight for TTF
in the prediction of Symbolic adoption of information system ( TTF-—>Symb_ Adopt ) is
significant at = 0.36, p <0.001.

The direct relationship between perceived usefulness and symbolic adoption i.e, the
regression weight for perceived usefulness in the prediction of symbolic adoption
( PU——=>Symb_Adopt) is significant at = 0.40, p <0.001.

The direct relationship between perceived ease of use and symbolic adoption i.e, the
regression weight for perceived ease of use in the prediction of symbolic adoption
( PEOU——> Symb_Adopt) is significant at = 0.34, p <0.001.

The direct relationship between symbolic adoption and actual use of information systems i.e,
the regression weight for symbolic adoption in the prediction of actual use of information
system ( Symb_Adopt———=> Use) is significant at = 0.33, p <0.001.

The direct relationship between actual use and Individual Performance i.e, the regression
weight for actual use in the prediction of Individual Performance (Use———=> Indiv_Perf.)is
significant at f=0.10, p <0.001.

Table No. 3. The Results of Structural model

Proposed Hypothesis B) SE
Direct Effect

Task Characteristics —* TTF 0.26%"* 0.71
Technology Characteristics —» TTF 0.51*** 0055
TTF —»  Symbolic Adoption 0.36***  0.059
PU —*  Symbolic Adoption 0.40%**  0.029
PEOU -—» Symbolic Adoption 0.35%**  0.081
Symbolic Adoption —» Actual Use g33%es 9122
Actual Use —» Individual Performance 0.1ns 0.054
Notes: **¥p < 0.001: **p < 0.01; *p < 0.05: ns=not significant
Model fit indices is within the acceptable level Chi-square/df=2.069,
CFI= .901, RMSEA=.074, Standardized RMR = .05.

Next, the mediation effects between the variables were examined, first we examine the criteria
required for testing the mediation effect. For this we have taken Preacher and Hayes’s
approach, which suggest that for establishing the mediation effects independent (exogenous)
variable must have a significant relationship with mediator variable, mediator variable must
have a significant relationship with dependent (endogenous) variable, and the effect of an
independent (exogenous) variable on a dependent (endogenous) variable reduces while
coming of the mediator variable. When all the above criteria fulfil the mediation is established
[82].
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Further for determining the mediation effects we examine the indirect effects using bootstrap
methods [83]. The 5000 resample with confidence interval (CI) of 95% was performed in
AMOS to assess the indirect effect on actual use of information technology.

Table No. 4. Mediation Effect (Direct and Indirect Effect)
The summary of the mediation effects

Hypothesis Direct Effect Indirect Effect Result

TTF » Symb_Adpt » Actual Use 230 08** Partial Mediation
PU » Symb_Adpt » Actual Use & Y 05** Partial Mediation
PEOU » Symb_Adpt » Actual Use T 16*** Partial Mediation

Note: ***p<0.001; **p<0.01; *p<0.05

Further, for checking whether there is partial, full or no mediation we have taken the
following criteria shown in Table No. 5 [84], [85].

Table No. 5. Criteria for establishing mediation effect

Direct Effect Indirect Effect Mediation
Significant Significant Partial Mediation
Not Significance Significane Full Mediation
Significant Not Significance No Mediation

The bootstrapping results showed that symbolic adoption of information system partially
mediated the effects between the variables, TTF (direct effect=0.23, p < 0.001; indirect
effect=0.08, p < 0.01), perceived usefulness (direct effect=0.32, p < 0.001; indirect
effect=0.05, p < 0.01), and perceived ease of use (direct effect=0.46, p < 0.001; indirect
effect=0.16, p < 0.01) on Actual use of information system. Hence, H6, H7, and H8 were
accepted. Table no. 3 exhibits the result of the mediation test.

5.4. Actual Use and Individual Performance

The relationship or the direct effects between actual use and individual performance
(hypotheses H9) has been examines with AMOS software in order to test the significant level
between the variables. The validity of the measurement model is presented in Table no. 2.
The direct relationship between actual use of information system and individual performance
i.e, the regression weight for actual use in the prediction of individual performance (Actual
Use — ==—=—=23% Indiv_Perf) ) is significant at f=0.10, p <0.05.

5.5. The moderating effect of Employee Engagement

To test the hypotheses (H10), a moderation analysis was conducted to examine whether the
effect of Engagement (ZENG) on Performance (ZPEREF) is influenced by the level of Use
(ZUSE) in SPSS AMOS. The result is shown in Table No. 6

Table No. 6. Moderation Effect

Estimate S.E. CR. P

ZPERF <--- ZUSE 110 062 1.777 .076
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ZPERF <--- ZENG 256 058 4390 wHx*

ZPERF <-- Use x Eng | .157 057 2760 .006

The results of the regression analysis have been summarized in Table 5. The study finding
shows that the regression weight for ZENG in predicting ZPERF was found to be statistically
significant at the p < .001 level (two-tailed). This indicates that Engagement has a strong
positive effect on Performance. Further, the regression weight for the interaction term (Use X
Engagement) was significant at the p < .01 level (two-tailed). This confirms the presence of a
moderation effect, suggesting that the relationship between Engagement and Performance
varies depending on the level of Use. Interestingly, the regression weight for ZUSE alone was
not statistically significant at the p < .05 level, indicating that Use by itself does not have a
direct effect on Performance. Thus, the study finding reveals that ‘use’ alone does not predict
performance, but it modifies the strength or direction of the engagement-performance
relationship.

6. Discussion

In the discussion section we discuss the study results, where we have tested the set of
hypothesis i.e., the direct relationship (H1- HS and H 9), the mediation analysis (H6-HS), and
the moderator analysis (H10). The first set of hypotheses i.e., the direct relationship effects of
the task characteristics and technology characteristic of new information system on Task-
Technology fit (TTF) has been analyse. The test findings show that both the task and
technology characteristics significantly effects the TTF, the result is in line with the previous
study [41]. Further, the test also reveals that the direct relationship effects of TTF, perceived
usefulness, and perceived ease of use on symbolic adoption of information system like HRIS
is significant [86]. Additionally, the study also states that there is a significance relationship
between actual use of information system and individual performance. The research result is
in line with the previous study related to TAM and TTF [43], [47], [53].

Next set of hypotheses (H6-H8) is related to the mediation effect of symbolic adoption of the
new information system- HRIS. The study finding shows that the symbolic adoption of
information system partially mediates the relationship between TTF, perceived usefulness,
and perceived ease of use with actual use. The prior literature reveals that there exist a
relationship between the above stated variables [53]. Additionally, the research also studies
the moderating effect of employee engagement. The result of the moderating effect reveals
that engagement has a significant effect on performance level and the interaction effect is also
significant which thus confirms the presence of a moderation effect, suggesting that the
relationship between engagement and performance varies depending on the level of actual use.

7. Implication

7.1. Theoretical Implications

The current study makes several contributions to the literature of information system. Due to
digitization and competitive nature of the industry, organizations are adopting the new
information system for fulfilling their day-to-day activities. In the study we analyze that
before every actual acceptance of information system there is symbolic adoption of
information system. This symbolic adoption determines the level of HR employee
involvement in new information system in the voluntary setting of a mid-sized organization.
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The study findings states that symbolic adoption mediates the relationship between the
variables, which is in consistent with some of the prior study [68], [87], however literature
stated the need to analyze the variable symbolic adoption in voluntary organizational settings.
The study introduces symbolic adoption of information system i.e., the mental acceptance of
new information system as a mediator factor between TTF, perceived usefulness, perceived
ease of use and actual use of new information system. Secondly, the research also studies the
moderator effect of employee engagement between actual use of new information system and
individual performance. The study extended the line of research toward end users' symbolic
adoption domain in mandatory environmental settings. Notably, the study identifies the
mediating mechanisms of HRIS symbolic adoption, broadening the research avenues on
information systems. The study targeted the mid-size organization’s HR employees and the
symbolic adoption factors that help and trigger them to adopt such technology by affecting
their cognitive dissonance symbolically.

7.2.  Managerial Implications

Our findings carry significant practical implications for both practitioners and researchers in
the field of Information Systems (IS). This study not only investigates the symbolic adoption
of a new information system but also examines its actual utilization and the resulting impact
on individual performance, with a specific focus on the moderating role of employee
engagement. The results suggest that when HR professionals move beyond symbolic
acceptance to actual usage and actively engage with the new information system, their
performance levels show improvement. The more frequently and effectively they incorporate
the system into their daily HR functions, the greater the potential for enhanced efficiency,
accuracy, and decision-making.

Moreover, this research contributes to a deeper understanding of the behavioral and
psychological transformation among information system end-users. It highlights how
engagement with the system can positively influence users’ cognitive attitudes, shift
perceptions and foster a more open and proactive approach to technology adoption. This
cognitive shift is crucial, as it underpins the successful integration of information system into
organizational workflows.

Additionally, the study underscores that the full realization of HR performance improvements
is contingent upon the comprehensive and strategic use of the system’s functionalities. When
employees harness the full capabilities of the information system, not merely as a compliance
tool but as an enabler of productivity and innovation, the benefits to individual and
organizational performance become more substantial. Thus, this research bridges the gap
between system implementation and performance outcomes, offering actionable insights for
maximizing the return on information system investments.

8. Limitations and further recommendations

The study carries some limitations too which future research should take up and resolve it
accordingly. The research measures the symbolic adoption of HR employees towards new
information system in mid-size organizations. So, the research could be replicated with
another set of industries in India or in other countries. Due to enhanced utilization of
technological application in HR functions, many small, medium, and large organization are
adopting and getting benefits of this system. Thus, it becomes important to measure the new
information system. The study has taken cross-sectional data, which possess some limitations,
so the future researcher must take up the study with longitudinal data, which establishes the
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true cause and effect relationship between variables. The current study has taken a single
source for data collection, which may account for standard method variance. Data for
exogenous, mediator, moderator, and endogenous variables should be collected from multiple
sources for more robust findings. The study has taken the symbolic adoption of information
system as a mediator variable, future researcher may take up different mediating variables like
information system quality, HRIS experience, HR expertise, management support, and user
involvement. The current study hasn’t analysed the demographic data of the study; the future
researcher may replicate the study by taking into consideration demographic profile of the
respondent as a moderator variable.

9. Conclusion

Information system created a new revolution in the industries. The new information system in
mid-size organization plays a critical role in enhancing HR employee operational efficiency
with easing their functional day-to-day activities. By implementing new information system
like HRIS, it benefited organizations in taking data driven decisions that improve efficiency,
reduces paper work, improves engagement and thus enhance individual performance. By
introducing HRIS, it automates routine HR tasks (payroll, attendance, leave, performance
reviews, benefits), it reduces paperwork and manual overhead. The mid-size organization
could take HRIS as an IT solution to all their problems by targeting employees' symbolic
adoption that in turn enhances the actual use of information systems. The finding contributes
to information system and technology acceptance research in mandatory environmental
settings.
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