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Abstract: Past literature supports positive links between electronic human resource management practices (E-HRM), and job 

performance. However, poor application of e-HRM practices in the Nigerian public sector resulted in poor job performance and 

unwholesome ethical practices. As a result, calls for further research have been suggested, particularly on the direct process 

through which the adoption and implementation of e-HRM practices such e-communication; e-compensation, e-training and 

e-performance appraisal are likely to influence job performance. Hence, the purpose of this research is to investigate the 

relationship between electronic Human resource Management (E-HRM) practices and job performance (i.e. task, contextual, 

adaptive performance, and counterproductive work behaviour at the individual level. We employed a quantitative approach with 

survey from 214 academic and non academic staff in five higher institutions in Northern part of Nigeria. Using partial least 

square structural equation modelling (PLS-SEM), the quantitative results indicated that some of the components of E-HRM 

practices were positively associated with job performance. For instance, both e-communication, and e-compensation were 

significantly and positively related to all the dimensions of job performance (i.e. task, contextual, adaptive, and 

counterproductive work behaviour. Also, e-training was found to be positively related to task and adaptive performance only. 

Similarly, results showed that e-performance appraisal practice was only related to contextual performance and 

counterproductive work behaviour. On the contrary, e-training practice demonstrated no significant effect on contextual 

performance and counterproductive work behaviour. Similarly, no significant direct effect was found between e-performance 

appraisal and task and adaptive performance. Implications of the findings for future research and practice, as well as the 

limitations of the study are highlighted. 

Keywords: Job Performance, E-Hrm, E-Training, E-communication, E-compensation, E-performance Appraisal 

 

1. Introduction 

Undoubtedly, as at today, organisations are faced with 

fierce global competition, and are thus, compelled to keep 

pace with developments by having adaptive and innovative 

insights and in order to remain relevant, organizations hugely 

need the contributions of highly performing individuals 

(employees), so as to deliver the products and services they 

specialized in [1, 2]. Moreover, its success hugely depends on 

the participation and the job performance of its employees. 

Importantly, past literature on the determinants of job 

performance have largely focused on organizational, personal, 

and job related factors such as recruitment and selection (e.g. 

[3], development [4-6], integration [7] workplace social 

inclusion [8], job insecurity [9], emotional intelligence [10], 

job passion [1] organizational commitment [11, 12] 

psychological well-being [13], and job satisfaction [14]. In 

general, these studies have found that organizational, 

personal and job related factors are likely to have a 

significant effect on job performance. But, most of these 
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studies did not attempt to operationalise employee job 

performance as a multi-dimensional construct as suggested by 

earlier researchers [15-17]. And recent researchers rather 

majority of these studies operationalized job performance as a 

unidimensional construct [18, 4]. Arguably, it is an indication 

that studies that operationalized employee job performance as 

unidimensional construct had not comprehensively captured 

the actual measurement of job performance. In addition, in 

spite of the advancement made investigating each of these 

theoretical perspectives to describe job performance, there has 

been little, if any, role for technology in explaining job 

performance at the individual level. Taken together, it is clear 

that management research has not focused much attention on 

the role technology (i.e. e-HRM) plays in influencing 

employee job performance [19, 20]. 

Even though e-HRM has been identified as a relatively new 

concept in management literature, it is continuously gaining 

popularity and attracting attention from both the business and 

academic world, in fact most of the extant literature supports 

the assertion that e-HRM practices offer organisations with a 

variety of potential benefits [21, 22, 23, 24]. For example, it 

has been revealed that e-HRM enhances HR efficiency, 

decreases administrative burdens, saves time, facilitates HR 

planning, reduces costs, as well as improves job performance 

among employees [25, 26, 27]. But, yet, it has been argued 

that as a matter of strategic urgency, organisations should 

develop a policy framework for the use of E-HRM practices, 

in order to assist in the creation of a highly competent, 

effective and performing workforce in the organisation [28]. 

But, more specifically the performance of employees in the 

developing nation like Nigeria is characterized by inefficiency 

[29], lackadaisical attitude to the job [30], among others. This 

perhaps is very evident in the way organisations in Nigeria are 

battling with ineffective filing system and where manually 

documented records become very irretrievable and even loss 

in some instances. These problems remain incessant and that 

made the Nigerian Government to establish numerous public 

service reform measures such as SERVICOM, which is an 

agency that is targeted at enhancing the performance of 

employees at the workplace for optimum service delivery and 

improved organisational efficiency and effectiveness. 

To date, it is widely acknowledged that there is paucity of 

research on e-HRM and job performance in Nigeria more 

specifically in public tertiary organisations. To address this, 

the need for a comprehensive study that will capture the 

relationship between electronic human resource management 

practices and all the four elements of job performance as a 

multi-dimensional construct becomes necessary [31]. In this 

respect, each of these four aspects of job performance (task, 

contextual and adaptive performance, and counterproductive 

work behaviour) could likely offer unique contribution toward 

improving organizational effectiveness [4]. More importantly, 

as recently posited that designing, adopting, and 

implementing (e-HRM) practices is highly needed to facilitate 

the development of an effective, competent and highly 

performing workforce in the public sector [32, 33]. 

Therefore, the current study seeks to address this 

knowledge gap by investigating whether e-HRM practices 

hold a key to explain job performance at the individual level. 

Towards this end, this paper is structured as follows. In the 

first part, we reviewed the relevant literature related to 

E-HRM practices, and job performance leading towards 

theoretical development. We then explained the methodology 

used for the present research in the third part. In the fourth part, 

we present the findings and discuss them in the light existing 

empirical studies. In the fifth part, conclusions are drawn. We 

then highlight the managerial implications of the results in the 

sixth part. In the final part, the limitations and 

recommendations for future research have been highlighted. 

2. Review of Literature 

2.1. Job Performance 

Job performance has typically been conceptualized as the 

“actions and behaviours that are under the control of the 

individual that contribute to the goals of the organization” [34]. 

These behaviors can be differentiated based on their 

effectiveness, which has a potential influence on outcomes 

[15]. A person’s job performance is the most important 

research criterion of organizational behavior, and is simply 

defined as “all kinds of behaviors at work” [35]. It comprises 

grades, results, values, and achievements obtained by an 

employee from work. In a narrow sense, job performance is 

described as employee productivity, while in a broader sense it 

is described as the combination of efforts, skills, and results 

attained and is critical for both employees and organisation 

[36]. Put differently, it simply describes behaviors of 

employees that can make a significant difference to the 

accomplishment of the organizational goal [37]. This signified 

that individual employee performance is the expected value of 

what workers do in organizations which are significant 

towards increasing organizational effectiveness. 

Job performance at the individual level, as conceptualized 

refers to “those actions or behaviors under the control of the 

individual, that contribute to the organization’s goals and that 

can be measured according to the individual’s level of 

proficiency,” which includes both productive and 

counterproductive employee behaviours that contribute to or 

detract from organizational goals [38]. Previous studies have 

generally considered employee job performance as a two 

dimensional construct. For instance, it has been contended that 

the entire job performance at the individual level domain 

could be encompassed by the comprehensive dimensions of 

contextual performance and task performance or three 

dimensional construct, namely, task performance, 

organizational citizenship behavior, and counterproductive 

work behavior [15, 39, 34]. But, according to job performance 

at the individual level is a multidimensional construct that is 

composed of four dimensions: task Performance, contextual 

performance, adaptive performance, and counterproductive 

work behaviour [40]. Other Studies have recognized four 

broad classes of employee behaviors, namely, task 

performance, contextual performance, adaptive performance 
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and counterproductive work behaviour performance [15, 34] 

Several studies have opined that task performance is the most 

important feature of work behaviors, which in many cases have 

been considered as a synonym for the term “overall job 

performance” More so, it has been described ‘as the 

effectiveness with which employee (job incumbents) perform 

activities or behaviors that contribute towards achieving the 

organization's technical core (objectives) either directly by 

carrying out a part of its technological process, or through 

indirect ways by providing the needed services or materials” 

[15, 36] Contextual performance as a second dimension refers 

to an employee’s personal effort that is not directly linked to 

his/her main tasks but are important in that it shapes the 

organizational, social, and psychological background and can 

facilitate task activities and processes [40]. On same vein, 

contextual performance is defined “as individual behaviors that 

support the organizational, social, and psychological 

environment in which the technical core must function” 

Contextual performance involves behavior of an employee that 

is not within the established job description but still encourages 

organizational effectiveness. More so, argued that contextual 

performance contributes to organizational efficiency by serving 

as organizational, social, and psychological viewpoints in 

which the practical and technical core functions operate [15]. 

The third dimension, adaptive performance is defined as the 

degree to which an individual adapts to changes in a work 

roles or work system, examples include, dealing with 

uncertain or unpredictable, solving problems creatively, 

learning new tasks, technologies, work situations, and 

adapting to other individuals, cultures, or physical 

surroundings [34]. The final dimension, counterproductive 

work behavior, is defined as behavior that harms the 

well-being of the organization such as absenteeism, theft, 

off-task behavior, misuse of time and resources, misuse of 

information, poor-quality work, and poor attendance [4] 

For this research, four dimensions of employee job 

performance that increase organizational effectiveness based 

on prior study are considered [4]. They include: task 

performance, contextual performance, adaptive performance, 

and counterproductive work behaviour [15, 31]. 

Nonetheless, we are not suggesting that other constructs as 

domains of job performance (e.g., job-specific task 

proficiency, in-role performance are unimportant [41]. Rather, 

we maintain that task performance, contextual performance, 

adaptive performance, and counterproductive work behavior 

could collectively provide a broadly comprehensive (yet 

parsimonious) accounting of the construct space of overall 

individual job performance. However, we believe these four 

types of dimensions can be considered to capture the full range 

of behaviors that constitute individual job performance in 

virtually any job. The relevance of the four dimensions, and 

their exact indicators, might however differ on the basis of the 

specific context. 

2.2. Electronic Human Resource Management (E-HRM) 

Practices 

Although several researchers agree that performance is a 

process but, there is paucity of studies to disentangle the 

various aspects of the performance process and more 

importantly, most of the extant literature has remained 

confined to particularly person-specific predictors [42, 43]. As 

a result, situational predictors that are generally noted to be 

significant in disentangling the various aspects of the 

performance process have largely remained ‘untested’ in 

connection to the need to arrive at a more comprehensive 

understanding of what happens while individuals are 

performing. For example, E-HRM practices are notably 

acknowledged and empirically modeled for their significance 

in predicting key individual employee behaviours and 

outcomes [21, 22, 45, 23, 46, 27]. Surprisingly, only little 

scholarly attention can be traced upon the relationship 

between E-HRM practices and job performance hence making 

it very unclear with many questions still unanswered [27, 47]. 

Other studied have also identified the importance of e-HRM 

practices that helps integrate information and mechanisms 

between human resource department and IT departments. 

Particularly, given that HR practices notably exist in any other 

organization, highlighting how employees’ job performance 

may be improved upon electronically through them would 

responsively allow employees and the management greater 

accessibility to human resource related services and 

information through the organisation's web portal or intranet 

[48, 49]. 

Arguably, a fundamental issue with research on job 

performance is that it has mainly focused on person-specific 

variables s and, therefore, the potential role of electronic 

Human Resource Management (e-HRM) practices in 

enhancing job performance at the individual level has rarely 

been explored [23, 2]. 

Accordingly it has becomes increasingly important to 

maintain, improve, and optimize the job performance of 

employees [50]. As such the success of an organization always 

depends on the participation and job performance of their 

employees. They are the one who are responsible in achieving 

the vision and goals of the organization. For example, prior 

studies have argued that high performing employees get 

promoted, awarded and honored. More so, career growth for 

employees who perform well on the job are much better than 

those of moderate or low performing individuals [51]. 

2.2.1. Electronic Training Practice (E-training) 

Training is viewed as an activity targeted to enhance 

additional skills or competency in an employee on the job one 

currently possesses in order to increase the performance [52]. 

Meanwhile, e-training is described as the provision of 

E-learning facilities, modules as well as web-based training 

opportunities through the Internet [53]. Further, described 

e-training as “the use of technology to deliver specific 

knowledge to an employee through a medium as internet or 

intranet, using print (e-text, eBooks, e-magazines), audio 

(streaming audio, audio tape), video (video tape, streaming 

video, satellite transmission, cable), reviews and examinations 

(electronic, interactive, paper), and synchronous-chat 

(videoconferencing, and teleconferencing or communication 
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(asynchronous, threaded discussions, weblogs, forums [54, 

55]. 

The relevance, benefits and advantages of e-training have 

been extensively highlighted [56]. For instance, it is suggested 

that using e- training systems, may likely decrease delivery 

cycle time because organisations are able to deliver training to 

many people quickly, increase learner convenience all at 

lower costs. Interestingly, prior studies have also found that 

adopting E-HRM for training and development purposes 

could result in cost reduction by eliminating the time away 

from work, costs of travel, training material and refresher 

courses [57]. Specifically, the adoption of e-learning promotes 

a better and more effective learning process, as well as 

enhancing high performing workforce [58, 59]. On same note, 

the result of a previous study conducted offers clear evidence 

on the importance of e-training within European 

organisation’s training strategies and projects a better picture 

of its application [57]. The findings of the study indicated that 

In the UK, Benelux, and Spain and, nearly 40% of 

organisations train more than 50% of their employees through 

e-training system. Therefore, appropriate e- training 

opportunities can offer and boost employee performance as 

well as the continuous development of human resources in 

order to keep organizations ahead of their competitors [60, 

61]. 

Previous studies have acknowledged a significant 

relationship between e-training opportunities with employee 

outcomes [62, 63, 54]. More so, handful of studies can also be 

tracked outlining the significant relationship between e- 

training and job performance [59, 64]. Other studies have also 

demonstrated the influence of e-training on job performance 

at the individual level [59, 63]. For example, existing 

literatures have revealed a positive and significant association 

between e-training and employees’ job performance [59, 65, 

66]. 

A study conducted found the effectiveness of distance and 

online learning [67]. It was established that about 92% of all 

distance and online education studies found that distance and 

online education is at least as effective, if not better, than 

traditional education. Similarly, an investigation established 

that e-training is positively and significantly related to job 

performance among employees of Ministry of Education in 

the Kingdom of Bahrain [59]. 

These findings led to assert that e-training assists in keeping 

employees’ skills current to aid bottom-line performance, 

more particularly, they also revealed that employees who 

perceived e-training to be effective demonstrated 

improvement in their job performance than those who saw 

e-training as ineffective. This implies that the adoption and 

implementation of effective e-training systems is likely to 

produce a more committed, satisfied, productive and higher 

job performers. 

Summarily, in the training literature, findings revealed that 

the primary intent of e-training is to improve job performance 

of employees and the degree of satisfaction felt by the 

employee, and to also produce a productive and performing 

workforce [65]. Despite the importance of continuous training 

and development in current times, unfortunately, there is a 

scarcity of research on e-training and job performance. 

Moreover, suggestions from the performance literature at the 

individual level also highlight it as an important research gap, 

requiring urgent empirical investigation. Therefore, based on 

the above highlighted arguments and empirical evidences the 

following hypotheses are proposed: 

H1a: E-Training is positively related to task performance. 

H1b: E-Training is positively related to contextual 

performance. 

H1c: E-Training is positively related to adaptive 

performance. 

H1d: E-Training is positively related to counterproductive 

work behavior. 

2.2.2. Electronic Communication Practice 

The use of e-communication in human resource 

management practices involve sending and receiving 

messages electronically through computer systems or the 

internet such as voicemail, email, cell phone and others [68]. 

E-communication systems facilitate the efficient and effective 

conduct of human resource functions. It offers workers access 

to the internet in a fast, effective and easy way and also assists 

employees to perform their jobs [69]. In addition, a prior work 

discovered some uses of E-HRM in communication, which 

include, web-based information sharing facilities, web-based 

on-line suggestion schemes to drive employees to greater 

levels of creative thinking and performance, team briefing via 

intra-mail systems, and an open-door management approach, 

which is enabled via various electronic communication 

channels with the workforce [70]. 

Being able to apply ICT for workplace related tasks, 

anytime and anywhere, can possibly have benefits in terms of 

flexibility, efficiency, and performance [71]. For instance, 

when employees experience appropriate communication in 

their organization like receiving timely and adequate 

feedback information electronically, then favorable 

organizational outcomes from such workers would be 

expected. Undeniably, organizations continue to inject huge 

investments to develop virtual information and 

communication technology (ICT) platforms to facilitate 

effective communication and, consequently, improve 

employees’ job performance [72]. 

Moreover, an empirical study indicated that 

e-communication practice significantly influences job 

performance among a sample of early-career professionals 

employed in a range of different types of organizations in 

Mid-Atlantic United States [73]. This was in tandem with the 

findings of a similar study which also revealed that 

e-communication led to higher levels of employee 

performance among ICT professional in the USA [74]. In 

addition, another research also established positive 

relationship between e-communication and employee 

performance [75]. Based on the above highlighted arguments 

and empirical evidences the following hypotheses are 

proposed: 

H2a: E-Communication is positively related to task 
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performance. 

H2b: E-Communication is positively related to contextual 

performance. 

H2c: E-Communication is positively related to adaptive 

performance. 

H2d: E-Communication is positively related to 

counter-productive work behavior. 

2.2.3. E-Compensation Practice 

In the recent years, compensation and reward systems have 

become the critically competitive factor for attracting, 

motivating, and retaining the crucial work force in an 

organization. Accordingly E-compensation refers to using 

ICT in designing the compensation and benefit packages for 

the workforce that assists in ensuring that the salaries are fairly 

distributed, in tracking the records of an employee benefit 

package and crucial compensation information [76]. It also 

aids the managers to develop the organisation’s budget, 

analyzing the effect of current incentive systems and ensuring 

the fairness of their compensation system, as well as 

accessibility to compensation information and data through 

the organisation’s intranet or over the internet in which all 

the employees would be able to access it via browsers in 

which an individual employee can make his or her own 

decisions by electronically selecting his/her preferred benefits 

and rewards [76, 25]. In addition, it streamlines the 

cumbersome bureaucratic tasks through the introduction of 

workflow functionality and real-time information processing 

in a cost effective manner. Consequent upon that, an 

increasing number of organisations are turning to technology 

to facilitate their job tasks and have started enhancing their 

compensation systems via the use of intranet and internet. 

E-Compensation is also considered to be one of the key 

determinants that could influence the job performance of 

employee [77, 78]. Empirical studies on the relationship 

between e-compensation and job performance revealed that 

e-compensation positively relates with job performance [79, 

80]. More importantly, a study found that employees mostly 

seek to remain in an organization that can effectively manage 

the compensation and rewards systems for employees [77]. 

This implied that employees prefer to remain and work in 

organizations that can allow them to make their own decisions 

by electronically selecting their preferred benefits and rewards 

and in return perform optimally in terms of task, contextual, 

adaptive, and counterproductive work behaviours. 

Based on the above arguments, the following hypotheses 

are, thus, formulated: 

H3a: E-Compensation is positively related to task 

performance. 

H3b: E-Compensation is positively related to contextual 

performance. 

H3c: E-Compensation is positively related to adaptive 

performance. 

H3d: E-Compensation is positively related to 

counterproductive work behavior. 

2.2.4. Electronic-Performance Appraisal Practice 

Electronic performance appraisal (e-performance appraisal) 

refers to the use of technology necessary to produce systems 

and processes by which an employee is assessed and rated, 

according his/her performance on the tasks needed within the 

organisation [81]. E-performance appraisal systems, 

especially online systems offer numerous benefits for 

organisations such as centralizing HRM functions and allow 

easy access to wide variety of data and information about 

employees. Of particular relevance to organisations, when 

properly adopted, such systems have the potentials to improve 

employee performance and organisation’s competitiveness 

[82]. More so, e-performance appraisal practice allows users 

to submit their ratings easily through the organisations 

network [83]. 

Conventionally, e-performance appraisal systems is used as 

an archive, which stores past assessments and permits 

comparisons between assessments to be done over time. 

Notably, it allows organisations to access and retrieve data 

from the employee’s job description, and transfer the 

information into the evaluation from any computer that has 

internet and at any time making it easier and faster for the 

organisation to generate accurate HR related reports [84]. 

Mean while the opinion that an employee can also use the 

e-performance appraisal system to manage his or her own 

personal performance goals based on his/her performance 

appraisal results [85]. It is clear from the foregoing that 

e-performance appraisal system is likely helpful for collecting 

performance data and monitoring an employee’s performance. 

Arguably it is important to note that e-performance 

appraisal systems assists the organization retain and motivate 

top talent by gaining insight into top performers across the 

organisation, but, very limited research has been done to 

evaluate the impact of e-performance appraisal on employee 

behaviour and outcomes [86]. E-performance appraisals are 

seen as important in shaping employee behaviours, but they 

are more assumed than practically investigated. There is no 

doubt in the fact that e-performance appraisal is regarded as an 

important HRM practice, influencing employee behaviours 

including monitoring and enhancing employee performance 

[87]. 

Since e-performance appraisal has the potential to capture 

and store variety of information and data about employees it 

can be a valuable decision making tool [88, 89]. For example, 

employees’ database generated by such systems can be 

applied to identify low and high performers. Interestingly, 

e-performance appraisal practice enhances employee 

performance as it can continuously monitor performance, 

record a great deal of data, and measure this data 

unobtrusively [90]. It has been asserted that employee 

performance increases when employees perceive that 

electronic performance monitoring leads to more objective 

performance appraisals and improved performance feedback 

[91]. Similarly, employees appraised through electronic 

system that collects and reports wide range of performance 

criteria were found to accept their performance ratings as 

more accurate and fair [92]. Undoubtedly, findings from a 

prior study supported positive influence of e-performance 

appraisal on job performance of [82]. On same vein a positive 
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link between e-performance appraisal and job performance 

was established in the context health professional workers in 

Greece [93]. Thus, the aforementioned evidence clearly 

suggests that: 

H4a: E-Performance appraisal is positively related to task 

performance. 

H4b: E-Performance appraisal is positively related to 

contextual performance. 

H4c: E-Performance appraisal is positively related to 

adaptive performance. 

H4d: E-Performance appraisal is positively related to 

counterproductive work behavior. 

3. Research Framework 

Based on the hypothetical statements and for a better 

understanding of the proposed relationships, the research 

model is developed as shown in Figure 1. 

 

Figure 1. Research Framework 

4. Methodology 

4.1. Participants 

Data were collected from 253 academic and non-academic 

staff of the six tertiary institutions in Northern part of Nigeria. 

In all, 214 questionnaires were returned, and among these 

returned questionnaires, 39 were discovered incomplete and 

hence were discarded. The remaining 214 were subjected to 

further analysis and interpretation. Most of the participant 184 

(93.6%) were male, while the remaining 30 (6.4%) were 

female. On the basis of age grade, majority of the participants 

out of 214 are below 31–40 years of age group (61.6%), 

followed by below 30 years (32.6%), and the remaining 

(7.8%), to higher age groups. With regards to job experience, 

more than half (55.4%) stated to have 11 years and above 

followed by 33.2 per cent having 6–10 years of experience and 

the remaining 11.4 per cent had 0–5 years of service work 

experience. The academic qualification of participants 

indicates that majority of the participants (61.2%) had a 

master’s qualification, whereas 29.4 per cent reported having 

a Degree/HND. The remaining 9.4 percent respondents are 

PhD graduates. 

4.2. Measures and Instrumentation 

4.2.1. Job Performance 

Individual work performance scale that contains task 

performance, contextual performance adaptive performance, 

and counterproductive work behaviour was used [4]. 

Task performance is operationalized as the behavior of an 

employee in relation to the quality, quantity and efficiency of 

the core activities he/she is assigned to perform. It was 

measured by 13 items. Contextual performance is 

operationalized as the behavior of an individual worker that is 

outside job description but increases the organizational 

effectiveness. We measured contextual performance with 16 

items. To measure adaptive performance, 8 items developed 

was adopted [4]. Adaptive performance is operationalized as 

the extent to which employees behaviors adapt to the different 

changes in the work place. Finally, counterwork productive 

behaviour is operationalised as behavior that harms the 

well-being of the organization. It was measured by 10-items. 

4.2.2. Electronic-HRM Practices 

Electronic-HRM practices were measured by three 

independent practices including e -compensation, e- 

communication and e-performance appraisal. e 

-communication was measured by six-item scale adopted for 

this study from [94]. The scale has been developed to measure 

e-compensation. We also used an 11-item scale developed to 

measure e-performance appraisal [94]. 

5. Data Analysis 

The present research ensured assumptions with respect to 

normality, linerarity and multicollinearity of the data prior to 

the conduct of the main analysis [95, 96]. Consequent upon 

the attainment of these assumptions, partial least squares (PLS) 

path modelling approach was employed in conjunction with 

Smart PLS 2.0 software, as instrument of quantitative analysis 

[98]. The present study considers the application of PLS path 

modeling as the most suitable technique for the following 

reasons: Despite PLS path modeling sharing similarities with 

conventional regression approach, the PLS path modeling has 

the advantage of estimating many relationships 

simultaneously [98, 99]. For example, it is regarded as one of 

the most powerful statistical tools in testing the links between 

indicators and their corresponding latent constructs 

(measurement model) and the links between constructs 

(structural model) at the same time [100]. 

The present research work applied a two-step process to 

determine the research model and this process involves 

assessing both the measurement (outer) model and structural 

(inner) model [101, 102]. 

5.1. Measurement Model Assessment 

A measurement model evaluates the links between 

indicators and latent constructs [103, 104]. Herein, individual 

item reliability, internal consistency and discriminant, and 
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convergent validity are determined. 

Individual item reliability was determined through 

evaluating outer loadings of each of construct’s measure [105]. 

Hence, any models which measures outer loadings of 0.70 or 

above are considered more reliable. Further, composite 

reliability coefficient was evaluated to determine internal 

consistency reliability of the employed measures. For this, the 

rule of thumb suggested was considered which contends that 

composite reliability coefficient should be no less than 0.70 

[106] Ascertaining convergent validity is contingent upon the 

recommendations of [107]. Thus, the convergent validity is 

better evaluated through AVE scores, whereby it is 

recommended that each of the latent construct should value 

0.50 or above [107]. For the present research work Table 1 

presents further details in this regard. 

 

Figure 2. Measurement Model. 

Table 1. Loadings, Composite Reliability (CR) and Average Variance 

Extracted (AVE). 

Construct items Loadings AVE CR 

Job Performance     

Task performance TS1 0.846 0.746 0.959 

 TS2 0.896   

 TS3 0.864   

 TS6 0.843   

Contextual performance CX1 0.841 0.662 0.906 

 CX2 0.910   

 CX3 0.881   

 CX4 0.792   

Adaptive performance AD1 0.829 0.746 0.854 

 AD2 0.878   

 AD3 0.796   

Counterproductive work 

behaviour 
CW1 0.862 0.673 0.891 

 CW2 0.892 0.686 0.897 

 CW6 0.854   

E-Communication CM1 0.839   

 CM2 0.861   

 CM3 0.807   

E-Compensation CP2 0.920 0.757 0.925 

 CP3 0.930   

 CP4 0.878   

E-Performance 

appraisal 
PA1 0.917 0.769 0.959 

Construct items Loadings AVE CR 

 PA2 0.890   

E-Training TR1 0.901 0.741 0.875 

 TR2 0.869   

 TR3 0.907   

 TR4 0.858   

Table 1 showed that each of the construct’s AVE has 

adequately attained the suggested threshold by ranging in 

between 0.556 and 0.733. In addition, all of the constructs had 

a composite reliability above recommended threshold of 0.70 

[102]. The reliability ranged from 0.787 to 0.878. More so, 

discriminant validity was also determined following the 

suggestions that the square root of AVE should be higher than 

the compared reflective loadings of other constructs in a 

cross-loadings table [108]. Results of the study revealed that 

the AVE values of all the latent constructs have resulted in 

between 0.776 and 0.859, thus, suggesting adequate 

discriminant validity has been achieved as per the 

recommendation of Fornell and Larcker. 

5.2. Structural Model Assessment 

At this level, PLS-SEM calculates the test of hypotheses and 

the significance of the path coefficients of latent constructs as 

contained in the research model. First, the significance of path 
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coefficients of the main model was ascertained through 

applying bootstrapping procedures with 5,000 bootstrap 

samples on 214 cases to outline path coefficient’s significance 

level of the direct theorized relationships [102]. The main direct 

effect model is depicted in table 2. 

5.3. The Main Effects 

This part presents the findings of the hypothesized main 

effects as predicted at the outset. Accordingly, the assessment 

criteria for affirming each hypothesis was the use of t-values 

greater than or equal to 2.326 at 0.01 and greater than or equal 

to 1.645 at 0.05 one-tailed level of significance for each path 

loading [107]. For example, bootstrapping results in Figure 2 

and Table 2 showcase that e- training opportunities positively 

enhanced employees’ job performance (β = 0.080, p = 0.001), 

thus supporting our first theoretical hypothesis. Likewise, it 

could be recalled that we theorized that e-compensation is 

positively related to contextual performance. Results (Table 2 

and Figure 2) outline that e-compensation had a significant 

impact in improving contextual performance (β = 0.595, p = 

0.001), thus this finding provide support for hypotheses H3b 

among others. 

 

Figure 3. Structural model. 

Table 2. Test of hypotheses. 

H Relationships Beta t-value Decision 

H1a e-training�Task performance 0.080 3.320 Supported 

H1b e-training�Contextual performance 0.576 0.208 Not supported 

H1c e-training�Adaptive performance 0.218 2.576 Supported 

H1d e-training�counterproductive work behaviour 0.021 0.560 Not supported 

H2a e-communication�Task performance 0.273 4.478*** Supported 

H2b e-communication�Contextual performance 0.056 4.412*** Supported 

H2c e-communication�Adaptive performance 0.847 4.093*** Supported 

H2d e-communication�counterproductive work behaviour 0.144 3.038*** Supported 

H3a e-compensation�Task performance 0.533 4.529*** Supported 

H3b e-compensation�Contextual performance 0.595 4.349*** Supported 

H3c e-compensation�Adaptive performance 0.332 1.954** Supported 

H3d e-compensation�Counterproductive work behaviour 0.683 5.058*** Supported 

H4a e-performance appraisal�Task performance 0.595 1.496 Not supported 

H4b e-performance appraisal�Contextual performance 0.842 4.231*** Supported 
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H Relationships Beta t-value Decision 

H4c e-performance appraisal�Adaptive performance 0.111 1.508 Not supported 

H4d e-performance appraisal�Counterproductive work behaviour 0.156 1.402 Not supported 

Note *** indicated significance at p< 0.01; **indicated significance at p<0.05. 

6. Discussion of Findings 

The present study aimed to investigate how certain e-HRM 

practices can influence task, contextual, adaptive performance, 

and counterproductive work behaviour of employees in the 

context of tertiary institution. Fundamentally, the research 

attempted to explore the direct relationship between e-l HRM 

practices, including-training e-communication, and 

e-compensation and e-performance appraisal with job 

performance. 

Task performance is operationalized as the behaviors of an 

employee that are within his or her job description. Whiles 

adaptive performance refers to the extent to which workers 

adapt to the varying changes in their work place. In respect to 

task performance and adaptive performance the findings of the 

study revealed that all the four e- HRM practices with 

exception of e-performance appraisal had significant positive 

influence on task and adaptive performance. This clearly 

supported that the assertion that when employees perceived 

that their organization implemented ICT in designing the 

compensation and benefit packages, provided e-learning 

facilities, modules as well as web-based training opportunities 

through the Internet, and communication practices that 

involves sending and receiving messages electronically 

through computer systems, with these in place then the 

employees tend to demonstrate higher task and adaptive 

performance. These results supported the argument of past 

studies, as our findings show (E-HRM) and its components, 

has a significant positive correlation with job performance 

[76]. On the contrary, e-performance appraisal was not a 

predictor of task and adaptive performance. The possible 

reason for insignificant relationship is that not all activities in 

e-performance appraisal system influence employee 

performance positively. As a result, organisations need to 

create a comprehensive model for financial appraisal to 

evaluate employees fairly and consequently to motivate better 

employee performance. 

Furthermore, contextual performance which is 

conceptualized as the activities of a worker that is not within 

his or her job description but still enhances organizational 

effectiveness. 

In respect of contextual performance, the study supported 

that three e-HRM practices including e-communication, 

e-compensation and e-performance appraisal are good 

predictors of contextual performance. In contrast, the beta 

value of e-training is. 0.576 (p=.208) which shows that one 

unit of change in the e-training makes 0.576 unit change in the 

job performance of the employees. Hence the result failed to 

accept the stated hypothesis that e-training has a significant 

positive impact on the job performance of the employees. 

Thus, suggesting that employee’s perception on the presence 

of e-communication, e-compensation and e-performance 

appraisal systems provides them with adequate opportunities 

to exhibit more positive contextual behaviors. For this reason, 

it is suggested that for organization to achieve positive 

contextual performance, these e-HRM practices should be 

further be emphasized with more attention given. However, if 

they are left unattended, these practices, could results in less or 

even poor contextual performance. 

Contrary to expectations, e- training and e-performance 

appraisal practices are not statistically significant with 

counterproductive work behaviour in this research work. This 

is an indication that presence of, e- training and e-performance 

appraisal practices may not necessarily influence more 

positive counterproductive work behaviour. It is suggested 

that Management could reduce employee counterproductive 

work behaviour by putting into action the adoption and 

implementation of employee oriented e-Hrm practices that 

may prevent the propensity to act against the organisations. In 

spite of the fact that, majority of e- HRM practices examined 

indicated positive relationships with different facets of job 

performance at the individual level, interestingly only 

e-communication and e-compensation practices demonstrated 

significant positive influence on all the four facets of job 

performance (task, contextual, adaptive, and 

counterproductive work behaviour. 

From the foregoing, it is reflective that organisations should 

pay more attention particularly on these practices as 

neglecting them or inability to adopt and ensure its 

implementation could likely be among the major reasons for 

poor performance of workforce. 

7. Implications of the Study 

The findings of this research have documented several 

implications both theoretically and practically. On the 

theoretical side, this study extends the extant literature on 

e-HRM practice and job performance by revealing empirical 

evidence on the link between e-HRM practices and employee 

task, contextual, adaptive performance, and counterproductive 

work behaviour. 

To the Management and practitioners in the field of job 

performance, the adoption, implementation and usage of this 

model will offer them the platform to better understand e- 

HRM practice to pay more attention to in order to optimally 

improve employee job performance. For instance, the findings 

revealed that all the practice with exception of e-performance 

appraisal need to be considered if the goal of organization is 

higher task performance. 

On same note, e-communication and e-compensation are 

the best practices in promoting all of the four dimensions of 

job performance (task, contextual, adaptive performance, and 

counterproductive work behaviour). Summarily, the research 

opined that Management of tertiary institutions, specifically 
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Kaduna Polytechnic should as a matter of urgency embrace- 

HRM practices in order to boost their employees’ task, 

contextual and adaptive performance and minimize the 

counterproductive work behaviour of their employees. 

8. Limitations and Direction for Future 

Study 

Even though this research offered additional supports to 

better understand the influence of e- HRM practices in 

enhancing and proper management of employee task, 

contextual, adaptive performance and the counterproductive 

work behaviour of their staffs. However, the research work had 

some limitations. Firstly, the study investigated only e-training, 

e-compensation, e- communication and e-performance 

appraisal. Therefore, the need for future research that will 

explore other e-HRM practices like e-recruitment & selection 

and other dimensions of job performance, such as 

organisational citizenship behaviour (OCB) may be fruitful. As 

e-recruitment & selection practice will allow the organization to 

employ the best candidates electronically with required skills 

and expertise, while the examination of OCB may encourage 

employees towards behaviours that are positive and 

constructive with performance. Secondly, in this study the 

participants located in the Northern Nigeria. Therefore, in order 

to generalize the findings, future research that will comprise 

participants from the southern part of Nigeria. 
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