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Abstract—As we look at our daily lives and the world around us, it is be-
coming more and more difficult to learn new things and our new knowledge is
suffering because of the fast and intense way of life we lead. The development
of technology has greatly influenced this way of life. In recent years, we have
witnessed the rapid growth and development of technology and seen how tech-
nology affects many aspects of our lives. Therefore, the aim of this paper is to
contribute to the understanding of the concept of e-learning in organizations and
the influence of organizational support on the intention to use e-learning sys-
tems and how the use of e-learning improves individual work performance. The
paper used structural equation modeling technique to test the hypotheses at the
level of employees in different sectors. The results showed that the most signif-
icant predictor of individual job performance was intention to use e-learning,
followed by knowledge sharing. In addition, the results showed that knowledge
sharing and personal innovativeness were significant predictors of perceived
usefulness.

Keywords—education at work, lifelong learning, adult learning, 21st-century
abilities, individual job performances, organizational support

1 Introduction

We live in a world of rapid technological advancement where it has become im-
perative to be "online", both personally and professionally. Today's workforce is ex-
pected to be highly skilled, constantly improving their skills and acquiring new skills
through lifelong learning[1], [2]. Insufficient time and the fast pace of life require
employees to adapt in all areas, including learning. The increasing number of COVID
-19 cases requires distance learning and promotes its rapid growth. E-learning, de-
fined as online learning and teaching using network technologies, is undoubtedly one
of the most powerful responses to the growing need for education [3]. The goal of e-
learning is to build knowledge that is transferable to the workplace and skills that are
directly related to organizational performance, or to help individuals achieve personal
learning goals [4]. Workplace learning can be summarized in the tools, processes, and
activities in the workplace through which employees learn from basic skills to high-
tech and managerial practices that are directly applied to their jobs, tasks, and roles. It
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includes both formal and non-formal learning. From a consumer behavior perspective,
people who are willing to use e-learning are no different from customers in e-learning
environments, given their requirements for both learning quality and personal satis-
faction [5]. It is obvious that we live in a time of great and constant changes, where
organizations have to adapt very quickly to all changes if they want to maintain their
competitiveness and have a good position in the market competition. As a result,
many organizations have replaced the traditional way of training employees with e-
learning systems. However, for e-learning to work successfully, it is not enough to
just implement the system. Understanding the factors that influence users' intention to
use e-learning not only helps e-learning system developers to design popular content,
but also helps teachers and providers to develop strategies that tend to increase the use
of e-learning systems [6]. If we talk about the factors that influence the use of an e-
learning system, then it is certainly necessary to emphasize the importance of organi-
zational support. [7] Argue that employees who perceive greater organizational sup-
port find their work more enjoyable, perform their tasks in a better mood, and suffer
from fewer stress symptoms such as anxiety. If the information system is supported
by different levels of management, users and designers will feel positive. In addition
to organizational support, an important fact is the personal characteristic of the user,
i.e., personal innovativeness. Moreover, it has been found in the scientific literature
that knowledge sharing is an important predictor of intention to use a particular tech-
nology [8]-[11]. Collecting knowledge is easy, but sharing it is more difficult. More
and more companies are beginning to realize that shared knowledge is knowledge
skillfully used and utilized [12]. This is why many researchers place emphasis on
incentive systems for successful knowledge management. For this reason, many re-
searchers focus on incentive systems for successful knowledge management. Finally,
another important effect of e-learning use is higher individual job performance, which
is associated with e-learning use in academic discourse. Although some knowledge
can be acquired through e-learning systems, it is still controversial whether this out-
come can improve job performance[13].

This is divided into five sections as follows. First, the theoretical basis of this study
is pointed out and an overview of previous studies in this field is given. Then, relevant
hypotheses are derived to develop structural models with relationships based on or-
ganizational support theory. This is followed by the methodology, data analysis and
the results section where we test our model. Finally, we summarize the conclusions
and discuss the results with the presentation of limitations and future research direc-
tions in this area.

2 Development of conceptual model and hypotheses

As mentioned earlier, e-learning is an interesting topic that is constantly evolving
and has a lot of room for research. The factor that raises the most questions and
doubts in this whole scientific field and is considered crucial when it comes to e-
learning is the intention to use the e-learning system once it is implemented. While
the flexibility and abundance of learning resources are the main advantages of e-
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learning systems, they are also challenging for users who are not accustomed to the e-
learning environment[14]. Many users drop out of their online courses prematurely,
resulting in a high retention rate for e-learning compared to traditional face-to-face
instruction under the guidance of a lecturer[15]. Certainly, there are many factors that
influence the intention to use or retain the use of e-learning systems, and one of the
most important ones that we will focus on in this paper is organizational support.
When employees feel that the organization is making significant efforts to implement
new technologies, a climate is created that influences employee behavior by changing
their attitudes and perceptions within the organization [16]. Employee involvement in
e-learning is a change that should be managed at all levels of the organization. Pri-
marily, this change should be reflected in the strategic documents of the organization.
In integrating the e-learning system, companies should also provide incentives that
motivate employees to participate [17]. Studies suggest that organizational policies
and procedures are a critical dimension of a work environment conducive to learning.
Therefore, the elements that make up the organizational policy infrastructure, such as
business strategies, incentive systems, financial and budgetary support for staff devel-
opment, and organizational decision-making structure, are critical factors for the suc-
cess of e-learning [18]. The purpose of this research is to determine the influence of
organizational support on the intention to use the e-learning system. Therefore, the
following hypothesis is proposed:

H1: Organizational support has a positive impact on the intention to use the e-
learning system.

Organizational support when using an e-learning system will lead to better work
performance of an individual. [19] stated that perceived organizational support and an
individual’s work performance are positively related and also confirmed by [20], [21].
Even when employee performance is unsatisfactory, a firm can improve the situation
by focusing on employee needs and concerns. Once employees feel organizational
support, they are motivated to reciprocate with quality results [22], [23]. [24] Consid-
er perceived organizational support from a resource allocation perspective and sug-
gest that perceived organizational support provides resources that enable workers to
achieve work goals. These resources come not only in the form of socio-emotional
support, but also in the form of equipment, physical assistance, funding, technology
and ideas [25]. As we can see, in the professional literature, emphasis is often placed
on the correlation between organizational support and the work performance of an
individual, and in this part of the research, an analysis of the mentioned correlation
will be performed. Therefore, we propose following hypothesis:

H2: Organizational support has a positive impact on individual job performance.

E-learning has become the leading way to disseminate knowledge in the business
environment, whether it is large, medium, or small organizations and companies. The
main goal of any company or organization is to improve business results. One of the
ways to achieve the above goal is certainly to incorporate online training, education or
simply "embedding" the concept of lifelong education and learning of any form in the
pores of the company. Technology is known to fit well into any private, school, or
work assignment, and to improve employee performance [26]. Precisely because of
the above, we will link the intention to use in individual job performance since the
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intention to use in technology is a predictor of use and continuous use, and reflects the
willingness of people to use technology and be dependent on them [27], [28]. In ac-
cordance with this research, the following hypothesis was defined:

H3: Intention to use has a positive impact on individual job performance.

Along with the very thought of e-learning as a new and modern way of learning,
we naturally associate the concept of innovation. It is inevitable that the factor of
personal innovation in this whole story stands out as one of the important factors.
While several variables of individual differences could potentially affect how individ-
uals respond to innovation, personal innovativeness, as a construct important for stud-
ying an individual’s behavior toward innovation, has a long tradition of researching
the diffusion of innovation in general [29]. Therefore, the question arises as to how
this personal innovativeness as a direct or indirect factor affects the intention to use
the e-learning system? What is the advantage of people who are naturally inclined to
adopt the new and unknown in relation to those who are not? Individuals who have a
high level of innovation positively recognize the relative benefits and ease of use;
accordingly, they demonstrate a greater intention to use new information technology
[30]. [31] Concluded that personal innovativeness determines the user's perception of
usefulness and the perception of ease of use in the short and long term, and ultimately
influences the attitude towards the acceptance and intention to use new technology. In
accordance with the given research, the paper will analyze the impact of personal
innovativeness on the perceived usefulness of e-learning systems, and propose the
following hypothesis:

H4: Personal innovativeness has a positive impact on the perceived usefulness of e-
learning systems.

If we lay down and in the simplest way try to define the purpose of the e-learning
system, the answer would most likely be the acquisition and exchange of knowledge.
In addition to the acquisition of knowledge, which is clearly the primary goal of using
e-learning systems, the exchange of knowledge is one of the factors that has proven to
be extremely important among users of e-learning systems. Knowledge sharing is
defined as providing task information and knowledge on how to help others and col-
laborate with others to solve problems, develop new ideas or implement policies and
procedures [32]. Some of the important elements discussed in the literature dealing
with knowledge sharing are trust, shared vision, and connections between social inter-
actions. These elements were considered important elements in encouraging the ex-
change of knowledge, which were needed during the implementation of the
knowledge management system [33]. [34] Note that the expected association and
contribution are the main factors of an individual's attitude towards knowledge ex-
change. In this case, “expected association” means that employees believe they could
improve their relationship with other employees by offering them their knowledge,
and “expected contribution” means that employees believe they could contribute to
the success of the organization. [35]. In their research, [35] analyzed the relationship
between technology acceptance and participation in knowledge sharing; they found
significant correlations between knowledge sharing and technology acceptance. As
mentioned earlier, evidence from the literature indicates a positive relationship be-
tween knowledge sharing and perceived usefulness and perceived ease of use of a
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particular technology [36], [37]. Empirical results have shown that knowledge acqui-
sition, knowledge exchange, perceived usefulness and perceived ease of use have a
positive direct impact on the intention to use e-learning systems [38]. [37] In his re-
search proves that knowledge sharing is the most significant factor influencing the
perceived usefulness of technology as well as individual job performance. Therefore,
according to the above data, we propose the following hypotheses:

H5: Knowledge sharing has positive impact on individual job performance.

H6: Knowledge sharing has a positive impact on the perceived usefulness of e-
learning systems.

The TAM (Technology Acceptance Model), created by [39] proposes that per-
ceived ease of use and perceived usefulness of technology are predictors of user atti-
tudes toward technology use, subsequent behavioral intentions, and actual use. Includ-
ing results from many years of information systems research, TAM may be particular-
ly suitable for modeling computer acceptance, including Internet services [40]. If we
look at this problem from the side, not considering what the results of numerous stud-
ies require, looking logically from the perspective of any person who has been in
contact with new technology throughout life, then each user can conclude that if we
perceive that certain technology is useful for various reasons, it will result in an in-
crease of intention and willingness to use the same. In addition, the impact of per-
ceived usefulness on the intention to use an e-learning system has certainly been ana-
lyzed through many studies and is very often mentioned in the literature dealing with
e-learning such as [41]. Previous studies examining the use of IS have found that the
perceived usefulness of IS is a critical perception that triggers the intention to contin-
ue using the information system [42], [43]. [44] Suggest the usefulness of IS as a
central success factor in a modified version of the IS success model. The intention to
continue using IS is a critical issue addressed by research, but it is also important to
understand the behavior after IS adoption and the factors that drive it. Studies show
that the perceived usefulness of IS, which has been found to influence the initial adop-
tion of IS, also plays an important role in the use of IS after adoption [45]. Analyzing
the existing literature, we can clearly see the importance of research and analysis of
the impact of perceived usefulness on the intention to use e-learning systems, and
accordingly we propose the following hypothesis:

H7: The perceived usefulness of the e-learning system has a positive impact on the
intention to use the e-learning system.

In accordance with the stated and explained research hypotheses, the conceptual
research model is presented in Figure 1:
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Fig. 1. Conceptual model

3 Methodology

3.1  Sample characteristics

The snowball method [46], [47] was used in this study, which is a method of non-
random sampling where the starting point is the initial identification of a certain num-
ber of members of the target population who meet the criteria to enter the sample.
They represent the initial source of the requested information and through them other
members are reached who refer to other persons who meet the set criteria. This pro-
cess continues until the desired sample size is reached. In the case of this paper, the
questionnaire was distributed by e-mail to companies, i.e., individuals who meet the
above criteria in order for employees of these companies to complete the question-
naire. The questionnaire was created using the software tool LimeSurvey. The number
of finalized questionnaires was 240. During initial check of collected data, 18 outliers
were detected and removed from the sample and 222 observations remained for anal-
ysis, which was a relevant sample for this study.

In addition to the 6 groups that contained questions on organizational support, per-
ceived usefulness of the e-learning system, personal innovativeness, knowledge ex-
change, intent to use and work performance, the questionnaire also contained ques-
tions related to the demographic characteristics of respondents. These were questions
about gender, age, level of education, position in the company, and ownership of the
company. In Table 1 we can see detailed information about the respondents.

194 http://www.i-jet.org



Paper—E-learning in Organizations: Factors Affecting Individual Job Performances

Table 1. Demographic characteristics of respondents

Characteristics n %
Gender
Female 98 44%
Male 124 56%
Age
18-25 30 13%
26-35 58 26%
36-45 57 26%
46-55 58 26%
56-65 19 9%
Level of education
Elementary education 0 0%
Secondary education 25 11%
College education 10 5%
Higher education 123 55%
Master or similar 56 25%
PhD 8 4%

Through the analysis of descriptive statistics of the sample we can see that 98
women participated in the research, which is 44% and 124 males, which is 56%.
Therefore, we conclude that men were slightly more represented in the study. When
we talk about the age of the respondents, the same percentage of 26% had three age
groups: from 26 to 35 (58 respondents), from 36 to 45 (57 respondents) and from 46
to 55 (58 respondents). Furthermore, 30 respondents belonged to the age group from
18 to 25, which is a percentage of 13% and 19 respondents, ie 9% were from the age
group from 56 to 65 years. What was also examined as an important item is the level
of education of the respondents, where the largest number of respondents, more pre-
cisely 123, had a university degree, which is a percentage of 55%. This is followed by
56 subjects who are MA or MR, which is 25%, 25 subjects, ie 11% with a high school
diploma, and 10 subjects, i.e. 5% with a university degree. 8 respondents declared
themselves as DR, which represents a percentage of 4%, while there are no respond-
ents who have only primary education.

3.2 Measures

When it comes to measuring scales, indicators are largely adopted from previous
literature. We used a total of 20 indicators for the proposed research model. These
indicators attempted to quantify organizational support, perceived usefulness, indi-
vidual job performances, personal innovativeness, knowledge sharing and intention to
use. items were measured using a seven-point Likert scale with anchors from 1 =
“strongly disagree” to 7 = “strongly agree”. The indicators, originally in the English
language, were translated into the local language. Two academic experts were en-
gaged in the process of the questionnaire adaptation.
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The organizational support construct containing four indicators was adopted from
[48]. The construct of perceived usefulness refers to how the use of e-learning system
will be useful in acquiring new knowledge, organization, and more effective learning,
improving learning in the workplace, faster acquisition of new knowledge and skills
related to work, and the usefulness of e-learning system in forming positive work
atmosphere among colleagues and establishing the practice of knowledge exchange.
All items are adopted from [49]. The construct of personal innovativeness was meas-
ured by three statements. They refer to the tendency to experiment with new technol-
ogies, hesitation in adopting new technologies, and self-initiative in discovering and
adopting new technologies. All items are adopted from [30]. The knowledge sharing
construct was measured with three items. They relate to all the potential benefits that
knowledge sharing through e-learning systems brings, such as: flexibility in place and
time, support for discussion, strengthening relationships with the instructor and col-
leagues, and facilitating collaboration. Measures are adapted from [38]. The construct
of intent to use the e-learning system was measured through three items. They relate
to whether the user, if he has access to the e-learning system, intends to use it, and, if
he intends to continue using it, in what way and for what e-learning will be used, as
well as whether the user intends to use e-learning instead of the traditional way of
learning. The items are adapted from [42], [50], [51]. The construct of an individual’s
work performance was measured through four items and they are adopted from [52]
and relate generally to the attitudes of employees regarding their performance in the
organization.

Prior to the implementation of the research process, the content validity of the
questionnaire was checked by experts from the academic and business community.
Content validity implies understanding the meaning and content of each variable. The
content validity of the questionnaire was checked by three experts from the business
community and one expert from the academic community. The online version of the
questionnaire was sent to them by e-mail and they fill out the questionnaire and leave
their comments on it. Based on the comments received from these persons, the neces-
sary corrections were made.

Table 2. Measures

Construct Item Source
Organizational |The company | work for has a performance appraisal system that links financial
; - [53]
support rewards to the use of newly acquired knowledge and skills.

In the company where I work, there are rewards and incentives for acquiring and
using new knowledge and skills in business.

The company | work for rewards employees for using newly acquired
knowledge and skills at work.

Perceived An e-learning system would be useful for me to construct knowledge in my

usefulness work context. [49]

Using an e-learning system would allow me to organize my learning more
efficiently.

Using an e-learning system would increase the efficiency of my job-related
learning.

Using an e-learning system at my job would allow me to acquire job-related
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competencies faster.
Personal inno- [If | heard about new information technology, | would look for ways to experi-

vativeness ment with it. [30]
Among peers and colleagues, | am usually the first to try new information.
I like to experiment with new information technologies.
Knoyvledge The e-learning system supports conversations with my lecturer and work col- [38]
sharing leagues.

The e-learning system allows me to share different types of resources with my
lecturer and work colleagues.

The e-learning system facilitates collaboration among work colleagues.
Intention to use |l intend to continue using the e-learning system to gather knowledge. [42]
I intend to continue using the e-learning system to build knowledge.
| intend to continue using e-learning to share knowledge.

Individual job

performance Using an e-learning system improves productivity in doing my job. [52]

Using an e-learning system improves my efficiency / effectiveness in doing my
job.

Allin all, e-learning is useful in doing my job.

| am satisfied with the effects of using e-learning on my job.

4 Data analysis

41  Measurement model

Validity and reliability. Data analysis was conducted following two-step proce-
dure recommended by [54]. The first step involved the validity of measurement mod-
els by examining their reliability, convergent, and discriminatory validity.

Content validity was confirmed with the process of adopting items from the exist-
ing literature considering the construct definitions. Convergent validity was con-
firmed by checking the value of the standardized factor loadings. The coefficient of
internal consistency is a popular coefficient of reliability testing [55], [56] whose
value, according to [57] should not be less than 0.5 (¢>0.5). In our case, factor load-
ing coefficients ranging from 0.785 to 0.919, indicating the internal consistency and
reliability of the measures as they exceed the 0.50 cut-off limit, which is presented in
Table 3.

Table 3 shows the final results after confirmatory factor analysis. After checking
the suitability of the model and respecification, model was created for which both
reliability and validity were checked. Model reliability is a data testing technique that
aims to confirm theoretical assumptions. Reliability is measured through the use of a
composite reliability (CR) measure, whose value should not be less than 0.6, while
values above 0.7 adequately measure reliability [57]. In Table 3 we can see that for all
measurement models CR is greater than 0.7, which confirms the reliability of the
measurement model. When it comes to the validity of measurement models, conver-
gent and discriminant validity was checked. In convergent validity, the relationship
between a latent construct and the manifest variables that bind to that construct is
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tested. We checked it using the values of the average derived variance (AVE) and
factor loads, as the most common measures of convergent validity. A value of stand-
ardized factor loads greater than 0.50 [57] and an AVE greater than 0.5 represent
appropriate convergence. Therefore, in Table 3 we can see that all values of the aver-
age derived variance (AVE) are greater than 0.5 and that the value of all standardized
factor loadings are greater than 0.50. Satisfaction of these criteria confirms the con-
vergent validity of the measurement model.

Table 3. Loadings, reliability and validity

Item St. Loadings Cronbach’s Alpha CR AVE
li1 1 0.816 0.822 0.894 0.738
li2_1 0.875
li3_1 0.884
nk2_1 0.928 0.906 0.941 0.842
nk2_2 0.926
nk2_3 0.898
opl_1 0.877 0.816 0.891 0.732
op2_1 0.901
op2_2 0.785
pk2_1 0.863 0.922 0.945 0.811
pk2_2 0.919
pk2_3 0.913
pk2_4 0.905
rué_1 0.857 0.881 0.918 0.736
rué_2 0.864
ru7_1 0.870
ru7_2 0.840
rzl 2 0.901 0.856 0.912 0.777
rzl_3 0.882
rzl_4 0.860

Discriminant validity is a measure that tests the diversity of constructs within a
model. The verification method used in this paper is to compare the square root of the
AVE value with the correlation values of that construct with other constructs. Accord-
ing to [58] the square root of the average derived variance must be greater than the
correlations between the constructs. Table 4 presents the correlation matrix below the
diagonal, while the values of the square root AVE are presented on the diagonal. As
can be concluded from the above, all constructs meet the condition of discriminatory
validity.
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Table 4. Correlation matrix for discriminant validity

Individual . Organiza- . Personal
- Intention | Knowledge : Perceived | . -
Construct job per- - tional innovative-
F to use sharing usefulness
ormance support ness
Individual job performance 0.858
Intention to use 0.593 0.918
Knowledge sharing 0.514 0.381 0.881
Organizational support 0.390 0.216 0.299 0.856
Perceived usefulness 0.448 0.429 0.455 0.306 0.900
Personal innovativeness 0.383 0.499 0.275 0.246 0.433 0.859

Note: Bold values represent Square-root of AVE

Discriminant validity was also assessed using hetrotrait-monotrait ratio (HTMT ra-
tio) correlations. According to [59] all values need to be below 0.9 acceptable thresh-
old. This also confirms that we do not have problems with discriminant validity (Ta-
ble 5).

Table 5. HTMT ratio

_InlelduaI Intention | Knowledge |Organizational | Perceived | . Persor!al
Construct job perfor- - innovative-
to use sharing support usefulness

mance ness
Individual job perfor-
mance
Intention to use 0.663 0.663
Knowledge sharing 0.586 0.432 0.586
Organizational support 0.451 0.250 0.353 0.451
Perceived usefulness 0.496 0.469 0.509 0.354 0.496
Personal innovativeness 0.449 0.580 0.329 0.297 0.497 0.449

4.2  Structural model

To test the structural model used in this paper, the Structural Equation Modeling
(SEM) modeling technique was used. This technique is a multivariate method that
combines factor analysis and multiple regression, and thus simultaneously checks the
interrelationships between manifest variables and latent constructs, but also between
multiple latent constructs. Its main feature is the possibility of simultaneous assess-
ment of several interdependent relationships [57]. The structural model is assessed
based on R2 and Q2 and significance of paths. The value for the R2 should be equal
or ver 0.1 [60]. The results in Table 5 presents that all values of R2 are above the 0.1
and confirms that predictive capability is established. Also, the values of Q2 are
above zero that additionally confirms that there is significance in prediction of con-
structs. Furthermore, using SRMR, model fit was assessed. According to [57], values
of SRMR needs to be below 0.1 and SRMR values for our model is 0.056.
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In this part of the paper, an analysis of the relationships presented by the hypothe-
ses is performed. Table 6 presents a standardized coefficient that shows the change in
the dependent variable relative to the change in the standard deviation of the inde-
pendent variable; a t-value that indicates whether a particular parameter is significant-
ly different from zero in a population.

Table 6. Hypotheses testing

Hypothesis B |STDEV | T Statistics | P Values
H1 Organizational support -> Intention to use 0.093| 0.058 1.609 0.108
H2| Organizational support -> Individual job performance |0.250| 0.052 4.775 0.000
H3 Intention to use -> Individual job performance 0.440| 0.062 7.113 0.000
H4 Personal innovativeness -> Perceived usefullness 0.333| 0.070 4727 0.000
H5 Knowledge shareing -> Individual job performance 0.347| 0.069 5.029 0.000
H6 Knowledge shareing -> Perceived usefullness 0.364| 0.076 4.758 0.000
H7 Perceived usefullness -> Intention to use 0.401| 0.060 6.690 0.000
R2 Q2
Individual job performance 0.489| 0.347
Intention to use 0.192| 0.155
Perceived usefulness 0.310( 0.239
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Analysis of these data leads to the conclusion that organizational support has a pos-
itive but not significant impact on the intention to use (B = 0.093, t = 1.609, p =
0.108). Personal innovativeness has a positive significant impact on perceived useful-
ness (B = 0.333, t = 4.727, p = 0.000). Knowledge sharing also has a positive impact
on perceived usefulness (B = 0.364, t = 4.758, p = 0.000). Perceived usefulness has a
positive impact on intention to use (f = 0.401, t = 6.690, p = 0.000). Intention to use
have positive impact on individual job performances (B = 0.440, t = 7.113, p = 0.000).
Organizational support has a positive significant impact on an individual’s job per-
formance (B = 0.250, t = 4.775, p = 0.000). Coefficient of determination for dependent
variables is 0.489 for Individual job performance, 0.192 for Intention to use and 0.310
for Perceived usefulness respectively.

5 Discussion and conclusion

The results showed a positive but insignificant effect (B = 0.117, t = 1.748, p =
0.080). of organizational support on intention to use e-learning systems. Although
previous research confirms positive and significant impact within these variables,
reasons for the difference in this research can be multiple. Companies in developing
country that is subject of this research dealing in specific area when it comes to organ-
izational policies and the way the organization is run. Consequently, the question is to
what extent organizations in this area generally recognize the importance of organiza-
tional support. In addition, the concept of e-learning is relatively new in this area, so
there is a possibility that some organizations have not yet identified the potential ben-
efits of e-learning, and do not provide support in the form of incentives and accessi-
bility and technical support. It is possible that people who running organizations are
still more oriented towards the traditional form of learning at work, and these skills
are acquired through training and education organized by the company, instead of
learning through e-learning systems. The availability of technical support can also be
one of the problems due to which the organization does not provide support to e-
learning. Another fact to consider is that half of the respondents are employed in
state-owned firms, which are very likely to put less focus on an individual’s personal
progress and firm competitiveness than privately owned companies do. The fact that
this hypothesis is not supported does not diminish the correctness of its formulation,
but emphasizes the need for further research and examination of factors influencing
this relationship, since the importance of organizational support for the intention to
use e-learning system is mentioned and proven in many scientific papers [61]-[63].
Employer support with approval and resources, and a positive learning climate pro-
vides for training and development that depends on employee motivation to train.
This may explain why previous results of employer support were inconsistent. Per-
haps those with higher rather than lower motivation to learn and motivation through
expectations, make more use of the support offered by their employers, to participate
in training and development, and thus meet their important learning outcomes and
needs [64]. Personal innovativeness of users has a positive impact on the perceived
usefulness of e-learning systems is supported. It is natural that those respondents who
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are innovative and prone to "try out" new technologies are more likely to give the e-
learning system a chance, than those who are not. Therefore, such users will sooner
discover all the potential advantages of the system, and perceive it as useful. In addi-
tion, users who are not innovative by nature are likely to ignore the potential benefits
of e-learning, and will not perceive the system as useful, due to the fact that they are
not prone to new technologies. This result of the analysis is actually a very significant
item if we consider that the analysis also showed a negligible impact of organizational
support on usage intent and perceived utility. If there is no support from the organiza-
tion (or it is not significant).

5.1  Theoretical and practical implications

The subject of the analysis of this paper is e-learning in organizations and the in-
fluence of organizational support on the intention to use e-learning systems. In addi-
tion, internal factors related to the intention to use the e-learning system were ana-
lyzed, such as perceived usefulness, personal innovativeness, knowledge sharing and
work performance. The analysis was conducted by applying the structural equation
modeling method. The literature review analyzed the concepts and elements of e-
learning in organizations and the impact of organizational support on the intention to
use e-learning systems. The same concepts were examined in both theoretical and
empirical literature. The validity of the measurement models was verified. All rele-
vant terms and methods used in the analysis are defined in detail. A model was con-
structed in accordance with observations and conclusions from previous scientific
work and findings. What the work contributes to knowledge are the empirical results
of the review of the used integrated structural model. Considering the fact that the
respondents are employed in companies of different industries and in different posi-
tions, the research principle can be applied in different industries and can also serve as
an idea for a new direction and way of conducting comparative analysis for existing
theoretical assumptions. The findings also suggest that future research should focus
on the factor of organizational support in the use of e-learning systems and how to
maximize the influence of organizational support on the intention to use e-learning.

5.2  Managerial contribution

Day by day many changes are taking place in the world, people are living faster
and the influence and use of technology is increasing. Aware of the times we live in,
organizations must constantly keep up with and implement technology and technolog-
ical changes to achieve the best possible results and maintain or increase competitive-
ness. Being a successful manager today is much more challenging than it used to be.
Faced with constant change, managers are often forced to make decisions and assess-
ments "on the fly." Every successful manager today certainly recognizes the benefits
and importance of technology, and therefore e-learning, when it comes to learning.
Consequently, e-learning systems are popping up more and more in organizations.
Since the concept of e-learning is relatively new in developing countries and definite-
ly not as developed as it should be, this paper can be of great importance to managers
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in implementing and using e-learning systems in business. The main finding of the
analysis is that organizational support has no significant influence on the intention to
use the e-learning system. This point can be of great importance for managers who
may not have realized the benefits of e-learning themselves or may not provide ade-
quate support for their employees to use e-learning. Judging from the analysis of the
research, managers should definitely reconsider their way of working and their atti-
tude towards employees when it comes to using e-learning systems. In addition, other
findings indicating that perceived usefulness influences intention to use, that personal
innovativeness and knowledge sharing influence perceived usefulness, and that organ-
izational support influences individuals' work performance may be very important
findings for managers and provide them with some guidance for future ways of work-
ing, implementing e-learning systems and attitudes towards employees.

5.3 Limitations and future research

In addition to presenting the results of this scientific research, it is necessary to
consider some limitations. First, the model was validated on only one sample in a
developing country in one point in time and should be validated on another sample so
that the results can be generalized and the model can be used worldwide. Second, the
model used cross-sectional data collected only at one point in time, whereas the mod-
el could be better generalized if longitudinal data were used. In addition, there are
other factors that may influence the use of e-learning systems that need to be consid-
ered in future research. Despite the limitations mentioned above, we believe that the
model created in this paper, together with the data obtained through the analysis, is
very important for organizations that are increasingly involved in e-learning and also
for future academic work that will address this topic.
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