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Abstract 

The implementation of new technology is common in organizations, and has long been of 
interest to researchers in the field of information systems (IS).  Despite this interest, much of the 
research has remained focused on the success of the system being implemented, and not on 
variables of interest to researchers in the area of human resource management.  Therefore, this 
study looks at the impact the implementation process has on employees.  Specifically, this study 
tested a model of the relationship between employee core self-evaluations, employee perceptions 
of user involvement, work related stress, and self-efficacy relating to the new technology, job 
satisfaction, and employee intentions to quit during time when the organization is in the process 
of implementing new technology.  Using a survey methodology, data was collected in a mid-size 
manufacturing firm while implementing barcode scanning throughout their organization.  

Introduction 

In today’s increasingly competitive environment, many organizations find themselves 
turning to innovative technologies as a way to remain ahead of their competitors.  However, the 
results of the implementation of new technology is often faced with unforeseen setbacks, 
including negative employee outcomes such as lower levels of job satisfaction, increased levels 
of job stress, and lower organizational commitment (Lord & Hartley, 1998).  Researchers in the 
field of human resource management have long been interested in discovering ways to improve 
crucial workplace outcomes such as job satisfaction and employee turnover (Petty, McGee, & 
Cavender, 1984; Cotton & Tuttle, 1986), and are increasingly interested in change management 
processes (Worren, Ruddle, & Moore, 1999).  From a practitioner’s perspective, it is imperative 
that researchers in the field of HR continue to explore the area of employee reactions to changes 
in technology.  Therefore, the goal of this study is to investigate elements of the employee and 
actions taken by the employer that can improve employee responses to the implementations of 
new technology in the workplace.  Specifically, we investigated the impact employee personality 
has on job satisfaction and intentions to quit during an implementation of new technology.  
Additionally, we investigated the impact user involvement has on job satisfaction and intentions 
to quit during an implementation of new technology.  This area of research is crucial in order for 
organizations to develop a better understanding of what an organization can do to better utilize 
their human resources as an asset, rather than a liability during the implementation of new 
technology.   



Theoretical Development 

The proposed model (see Figure 1.) suggests that during the implementation of new 
technology, job satisfaction, or the degree to which a person likes his or her job (Spector, 1985), 
will be influenced by both the personality of the employee, and by the inclusion of the employee 
during the implementation process by management.  The construct of employee personality is 
operationalized as employee core self-evaluations.  Core self-evaluation is derived from four 
well established traits in the personality literature (self-esteem, generalized self-efficacy, 
neuroticism, and locus of control).  Such that high levels of self-esteem, generalized self-
efficacy, low levels of neuroticism, and an internal locus of control all contribute to having a 
positive core self-evaluation.  The construct has been described as a broad, latent, higher order 
trait, and is a fundamental assessment of an individual’s feelings of self-worth (Judge et al. 1997; 
Judge et al. 2000).  The construct of employee inclusion during the implementation process is 
operationalized as user involvement.  User involvement refers to a psychological state that 
reflects the personal relevance of the system to the employee (Hartwick & Barki, 1994).  Simply 
put, an employee is involved in the implementation process when he or she perceives the new 
technology to be important and relevant to their job.   

The model also suggests that while both the personality of the employee and the level of 
user involvement will influence employee satisfaction, the relationship will be mediated by the 
employee’s feelings of self-efficacy towards the new technology being implemented and level of 
work related stress.  For this study the construct of self-efficacy towards the newly implemented 
technology is operationalized as barcode self-efficacy.  Barcode self-efficacy is related to an 
individual’s belief in his or her ability to perform specific tasks using the barcode system 
(Marakas et al., 1998).  Work related stress is an undesirable feeling that arises when a person is 
required to deviate from normal or self-desired functioning in the work place as a result of 
opportunities, constraints, or demands in the workplace (Parker and DiCotiis, 1983).  Lastly, the 
model suggests the level of job satisfaction experienced by the employee will influence 
intentions to leave the organization.     

Figure1. Research Model 
 

 
 
 
 
 
 
 
 
 
 
 
Hypotheses 

As previously stated, the construct of core self-evaluations includes four traits: self-
esteem, generalized self-efficacy, neuroticism, and locus of control.  Previous research has 
shown core self-evaluations to be related to job satisfaction (Judge et al. 1998, Judge et al., 
2000).  It has been suggested that the reason for the positive relationship between core self-
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evaluations and job satisfaction is likely because the positive feelings a person has towards 
themself is then extended to their job (Judge et al. 2000). 
H1: Core self-evaluations will positively related to job satisfaction 

When an organization undergoes an implementation of new technology it is important for 
employees who will be impacted by the changing technology to view the change as a worthwhile 
endeavor.  Research has shown that individuals who are highly involved with their job are more 
likely to have more positive job attitudes (Kanungo, 1982). Therefore, in extension, individuals 
who are highly involved with the implementation of a new technology in the workplace are also 
more likely to have more positive attitudes towards their job. 
H2: User involvement will be positively related to job satisfaction 

Previous research in core self-evaluations has suggested that individuals with high levels 
of core self-efficacy measures are likely to feel a greater sense of control over their environment, 
and view themselves more positively; similarly, individuals with low levels of core self-
evaluation will likely feel less in control with of their environment and view themselves more 
negatively (Judge et al, 1998).  Therefore, people who feel more in control with their 
environment, hold themselves to a higher esteem, do not frequently feel anxiety in their lives, 
and generally find themselves to be more capable, are more likely to experience higher levels of 
self-efficacy in regards to the new barcode technology.  Additionally, individuals with high 
levels of user involvement believe that the newly implemented technology is important, and 
personally relevant to their job (Barki & Hartwick, 1994). As a result, they are more likely to feel 
confident in their ability to use the new technology than those who experience low levels of user 
involvement.  Individuals with higher levels of self-efficacy regarding the use of the new 
barcode technology are more likely to be much more comfortable with the changes in technology 
that will impact their job.  Those who are confident in their ability to use the new technology in 
their job are less likely to view the change positively, and view their work environment more 
positively (Judge et al. 1997).  Furthermore, previous research has indicated there to be a positive 
relationship between perceptions of self-efficacy and satisfaction (Judge and Bono, 2001).    
3a: The relationship between core self-evaluations and job satisfaction will be mediated by 
barcode self-efficacy. 
3b: The relationship between user involvement and job satisfaction will be mediated by barcode 
self-efficacy. 

An individual’s core self-evaluation is an assessment of their personal self-worth, 
capabilities, and competencies; therefore, CSE encompasses one’s level of control he or she has 
in their life, and their ability to cope and persevere in the face of adversity (Judge, 2009).  
Individuals who do not feel in control of their lives, lack coping skills, and are unable to 
persevere in the face of adversity are more likely to experience job stress.  Previous research has 
found a relationship between higher scores on core self-evaluation measures and lower levels of 
job stress and job burnout (Best, Stapleton, & Downey, 2005).  Additionally, the construct of 
user involvement describes the extent to which an individual believes that new technology being 
implemented is important, and personally relevant to their job (Barki & Hartwick, 1994).  
Therefore, the more an employee is involved in the implementation process, the more likely they 
will believe the new technology will be beneficial to them.  An individual who perceives the new 
technology to be important and personally beneficial, is not be as likely view the implementation 
of new technology to be a source of job stress.  Quite the contrary, that individual may likely 
view the implementation of new technology to be a panacea that will help remove some of the 
sources of job stress that they are experiencing.  Increased levels of job stress can be associated 



with multiple negative affective feelings, such as discomfort, anxiety, and being overwhelmed, 
which are aroused as a result of an element of the work environment (Parker and Decotiis, 1983).  
It is not surprising that previous research has found increased levels of job stress to be associated 
with higher levels of job dissatisfaction (Zeytinoglu et al. 2007; Parker and Decotiis, 1983).  
H4a: The relationship between core self-evaluations and job satisfaction will be mediated by job 
stress.   
H4b: The relationship between core user involvement and job satisfaction will be mediated by 
job stress. 

The construct of job satisfaction is defined as their affective attachment to their job (Tett 
& Meyer, 1993).  Individuals who are satisfied with their job are not as likely to consider 
voluntarily leave their position.  A meta-analysis conducted by Tett and Meyer (1994) found a 
significant negative relationship between job satisfaction and intentions to leave.   
H5: Job satisfaction will be positively related to intention to quit. 

 
Method 

 
In order to test the model, data for this study was collected at a wholesale waterworks 

supplier located in both the northeast and southeast regions of the U.S.  At the time that the data 
was collected for this study, the organization was in the process of implementing a major change 
in how their inventory was maintained.  The organization was in the final phases of testing out a 
new barcode system.  The new barcode system included a handheld device that allowed the 
workers to scan each item housed in the warehouse.  When a customer came in to purchase an 
item, the employee could then look up precisely how many they currently had of each product, 
and specifically where it was located in the warehouse.  Prior to the implementation of the new 
barcode system, the company would annually shut down for a few days during the “off season” 
and hand count their entire inventory held in the warehouse.  A record of the inventory was then 
placed on index cards, and organized very much like a rolodex.  The president of the company 
expressed that he was extremely dissatisfied with the old system because of two main problems 
1: there were discrepancies in the number of items counted in inventory, and how many they 
anticipated they had in inventory.  2: There were discrepancies between where an item was 
actually located within the warehouse, and where they thought it was located.  The 
implementation of this new technology would give them a more accurate way to keep track of 
their inventory, and a much more efficient way of picking customer orders when they came in to 
purchase an item(s). 

Questionnaires were handed out to all 100 employees.  Of the 100 people surveyed, 
usable data was collected from 59 respondents.  The sample consisted of 50 males, and 7 
females.  The average age of the respondents was 42.7 years old.  The average employee tenure 
was 12 years.  The questionnaires were mailed to all employees.  In addition to the questionnaire, 
the package included a description of the research project, instructions on how to fill out the 
survey, and a self-addressed return envelope. 
 
Measures 

Scales utilized for this study came from a variety of sources.  Whenever possible, existing 
scales were utilized.  No existing scale was available to accurately measure barcode scanner self-
efficacy.  Therefore, a scale was developed following the recommendations of Marakas, 
Johnson, and Clay (2007).  The new scale was developed to reflect how the barcode scanner 



technology is specifically used within the organization.  In order to best modify the computer 
self-efficacy scale created by Marakas et. al., (2007) to reflect the barcode scanning technology, 
previous research utilizing self-developed scales to measure specific types of self-efficacy was 
used as a guideline (Riggs et al., 1994).  A new scale was also developed for intentions to quit.  
The intentions to quit scale included three items that gauge intentions to quit 3, 6, and 12 months 
from now.  Job satisfaction was measured using a portion of Spector’s (1985) job satisfaction 
survey that focused on overall job satisfaction.  Core self-evaluations was measured using Judge, 
Bono, Erez, and Thorensen’s (2003) core self-evaluations scale.  User involvement was 
measured using Hartwick and Barki’s (1994) user involvement scale.  Job stress was measured 
using Parker and DeCotiis’s (1983) job stress scale. 

Results 
 

Table 1. provides the means, standard deviations, and correlations for all variables.  Table 
2. provides the results of the regression analysis.  This table is presented in steps in order to 
provide a clear description of the analysis.  

 

 
Note. * p ≤ .05 (one tailed test)., **p ≤ .01 (one tailed test). 

 
 
Table 2. Regression  Analysis         

        Job Satisfaction     
 Step  Variable 

 
B SE B β 

1 Constant 
 

2.73 1.42 
   

 
Core self-evaluations 

 
0.44 0.24 

 
0.26 * 

 
User involvement 

 
0.2 0.10 

 
0.28 * 

        2 Constant 
 

5.39 1.71 
   

 
Core self-evaluations 

 
0.08 0.26 

 
0.05 

 
 

User involvement 
 

0.11 0.10 
 

0.15 
 

 
Barcode self-efficacy 

 
0.15 0.14 

 
0.15 

   Job stress   -0.38 0.14   -0.41 ** 
Note. R²  = .14 for step 1, R² =  .23 for step 2.  * p ≤ .05 (one tailed test), **p ≤ .01 (one tailed test). 

 
Core self-evaluations and user involvement as a predictor of job satisfaction:  The initial 

model, which included core self-evaluations and user involvement, explained 14% of the 
variance in job satisfaction, and appeared to predict job satisfaction (F (2, 43) = 3.428, p ≤ .05).  

Table 1. Descriptive Statistics and Correlations
N M SD

1.  Core Self-Evaluations 58 5.4 0.65 -0.30 0.44 ** -0.29 * 0.31 ** -0.15
2.  User Involvement 49 4.3 1.52 -0.03 0.26 * -0.20 0.25 * 0.00
3.  Barcode Self-Efficacy 56 5.7 1.22 0.44 ** 0.26 * -0.04 0.28 * -0.20
4.  Stress 59 3 1.2 -0.29 * -0.20 -0.04 -0.38 ** 0.02
5.  Job Satisfaction 58 5.9 1.12 0.31 ** 0.25 * 0.28 ** -0.38 ** -0.45 **
6.  Intentions to Quit 59 1.5 1.07 -0.15 0.00 -0.20 0.02 -0.45 **

1 2 3 4 5 6



Hypothesis 1 and 2 proposed that core self-evaluations (H1) and user involvement (H2) will be 
positively related to job satisfaction.  The results of the analyses provide support for a significant 
positive relationship for both core self-evaluations (β= .439, t (43) = 1.810, p ≤ .05) and user 
involvement (β = .195, t (43) = 1.983, p ≤ .05) on job satisfaction. 

In step two, the mediating variables were added to the model.  The addition of the 
mediator variables improved the model as 30% of the variance in job satisfaction was explained, 
and appeared to continue to predict job satisfaction (F(2,41) = 4.32, p ≤ .01).  This study 
hypothesized that barcode self-efficacy and job stress would mediate the relationship between 
independent variables core self-evaluation and user involvement, and dependent variable job 
satisfaction.  Tests for mediated relationships were tested using the Baron and Kenny (1986) 
approach.  According to this approach, there are four steps in establishing mediation, and all four 
conditions must be met in order for mediation to be determined.  First, the independent variable 
must be related to the dependent variable.  Second, the independent variable must be related to 
the mediating variable.  Third, the mediating variable must be related to the dependent variable.  
Fourth, the effect of the independent variable must be reduced when the mediating variable is 
held constant.   

Barcode self-efficacy as a mediator: In step one, independent variables core self-
evaluations (β= .439, t (43) = 1.810, p ≤ .05) and user involvement (β = .195, t (43) = 1.983, p ≤ 
.05) were both significantly related to the job satisfaction.  In step two, user involvement (β = 
.19, t (45) = 1.803, p ≤ .05), and core self-evaluations (β = .82, t (53) = 3.51, p ≤ .001) are 
significantly related to the mediator barcode self-efficacy.  In step three, barcode self-efficacy is 
significantly related to job satisfaction (β = .26, t (53) = 2.11, p ≤ .05).  Lastly, in step four, core 
self-evaluations (β = .455, t (51) = 1.74, p ≤ .05) remains significant.  However, barcode self-
efficacy (β = .14, t (51) = 1.01, p ≥ .05) is no longer significant.  Therefore, the analysis does not 
support hypothesis 3a.  Thus, the study does not provide evidence to support barcode self-
efficacy as a mediator between core self-evaluations and job satisfaction.  Additionally, the 
analysis does not support hypothesis 3b.  The study does not provide evidence to support barcode 
self-efficacy as a mediator between user involvement and job satisfaction.  In step four, user 
involvement (β = .15, t (43) = 1.42, p ≥ .05) is no longer significant, while barcode self-efficacy 
is almost significant (β = .22, t (43) = 1.59, p = .059).     

Job related stress as a mediator:  In step one, independent variables core self-evaluations, 
and user involvement were both significantly related to the job satisfaction (β = -.35, t(56) = -
3.01, p ≤ .01.  In step two, user involvement (β = -.14, t (47) = -1.367, p ≥ .05) is not a 
statistically predictor of job stress.  Therefore, the analysis does not provide support for 
hypothesis 4b.  The study did not find support for job stress as mediator for user involvement.  
However, core self- evaluations (β = -.53, t (56) = -2.23, p ≤ .05) is statistically significant 
predictor of job stress.  In step three, job stress (β = -.35, t (56) = -3.07, p ≤ .01) is a significant 
predictor of job satisfaction.  Lastly, in step four, core self-evaluations (β = .38, t (54) = 1.72, p 
≤.05) and job stress (β = -.29, t (54) = -2.48, p ≤ .01) continue to be significant.  Therefore, the 
study provides support for hypothesis 4a., job stress partially mediates the relationship between 
core self-evaluations and job satisfaction. 

The relationship between satisfaction and intention to quit: Lastly, this study looked at 
the relationship between job satisfaction and employee intentions to quit their job.  As predicted 
in hypothesis 5, job satisfaction (β = -.43, t (56) = -3.72, p ≤.001) did in fact appear to be a 
predictor of employee intentions to quit. 

 



Discussion/Conclusion 
 

The current study contributes to the field of human resource management in a number of 
ways.  First, the data that was collected for this study was obtained at an organization that was 
concurrently going through the process of implementing new technology.  Second, this study 
includes variables (user involvement, and barcode self-efficacy) that are not typically studied by 
researchers in the field of HR, but rather by researchers in the field of Information Systems (IS).  
The results of this study indicate user involvement and application specific self-efficacy to be 
important predictors of implementation outcomes.  Third, this study highlights the role 
employees’ personality can play on implementation outcomes.  Although employers cannot 
change the personality of their employees, they can become more aware of the impact 
personality differences can have when implementing changes in technology.  Additionally, 
employers who anticipate continuous changes might want to consider personality factors when 
recruiting and selecting new employees.  Fourth, the results of this study highlight the impact of 
job stress on implementation outcomes.  Organizations seeking to improve levels of employee 
job satisfaction can attempt to do so by making efforts to decrease levels of job related stress.  
Additionally, job stress was found to partially mediate the relationship between employee core 
self-evaluations and job satisfaction.  This indicates that employees with certain personality traits 
such as low levels of self-esteem, and generalized self-efficacy, high levels of neuroticism, and 
an external locus of control are more likely to experience job stress than others, which then leads 
to be more dissatisfied with their job.  It is important for organizations to understand that these 
individuals are in fact more likely to experience job related stress than employees who do not 
possess these personality traits.  Therefore, employees who score low on core self-evaluations 
are even more likely to suffer from job related stress, and will likely need greater assistance in 
order to cope with the stress that they experience.             
 
Limitations/Future Research 

It is important to acknowledge the limitations of this study.  I feel it imperative to point 
out that because the data for this study was collected at a specific organization undergoing an 
implementation of new technology, the sample size was smaller than ideal.  As a result of a 
smaller sample size, this study runs the risk of committing type II error.  This risk is important to 
acknowledge because some smaller effect sizes may have gone undetected.  Future research is 
needed to further explore the role of application specific self-efficacy on implementation 
outcomes.  It is quite possible that with a larger sample size application specific self-efficacy 
would have been shown to mediate the relationship between user involvement and job 
satisfaction.          
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