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ABSTRACT

This study explored the benefits that are perceived by Universiti Utara Malaysia’s
(UUM) supporting staff to be achievable through the implementations of UUM
Community Portal, and also to examine users’ satisfaction towards the system. 78
respondents from 6 departments and 1 college at UUM participated in this study. The
findings show that participants perceived “quick response and access to information” as
the major benefit in adopting UUM Community Portal. However, “improve accuracy and
enhance competitiveness” were perceived by the participants as having less benefit.
Results also show that participants’ age and education level did not influence their

perception towards the benefits in adopting the system.

In terms of satisfaction level, participants generally felt satisfied with the system, and this
includes all the five dimensions, namely the content, format, accuracy, timeliness and
ease of use. However, ease of use was one aspect of the system that participants felt most
satisfied with, and content generated by the system was the aspect that participants felt
least satisfied with. Participants’ age did not influence the feelings of satisfaction but,
participants with high education level were found to be less satisfied than participants

with low education level (secondary education).

In conclusion, the results from this study indicate that currently users of UUM

Community Portal, the supporting staff, perceived that there are benefits of adopting the

system and they are generally satisfied with the system.
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CHAPTER 1

INTRODUCTION

1.1 Introduction

The main reason for many organizations to adopt IT into HR is due to the increasing
pressures of economic and competitive changes. Many organizations are looking for
better ways to reduce cost in doing business as well as in managing their human
resources. By adopting IT into HR, many believed that HR can deliver better services at a
lower cost. Through IT, it is possible to increase transactions without increasing
resources, increase timeliness through processing power, increase performance (e.g.,
accuracy, precision, completeness), and simplify processes (Lengnick-Hall & Moritz,

2003).

Apart from the cost factor and the effort to improve the quality of HR services, many
organizations are also looking for a better strategy to stay competitive. One way of doing
this is by fully utilized the workforce talents and skills. As organizations attempt to
compete through people, HR functions are being called to be more strategic; to provide a
greater amount of flexibility in the programs, policies, practices, and services they
provide; to be more cost effective; and to maintain their roles as service provider to
managers and employees (Lepak & Snell, 1998). Thus, IT has been seen the best solution
to help HR maintain up-to-date information on the workforce and their skills from across

the organization; deliver people who are skilled, creative, challenging, motivated, flexible
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