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Abstract 

This study's primary study dimensions aree-recruitment, e-selection, e-training, e-performance 

appraisal, e-communications, and e-compensationwere used to evaluate the effect of electronic human 

resource management methods on operational performance. The organization will benefit greatly 

from the competence, congruence, and commitment of this e-HRM. The existing empirical research 

on electronic human resource management (e-HRM) is reviewed in this article, along with some 

research implications. The review evaluates the relevant theories, the used empirical approaches, the 

selected levels of analysis, the explored topics, and the disclosed findings on the foundation of a 

definition and an introductory framework. 
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I. Introduction 

"A manner of executing HR strategies, policies, and practises in organisations with apurpose and 

directed support and with the full use of web-technology-based channels," according to the definition 

of e-HRM. A more specific definition of the implementation of Internet technology to assist the HR 

function in businesses is known as e-HRM. Employers may utilize electronic human resource 

management (e-HRM) for a variety of purposes, including maintaining employee data in company’s 

database.throughout the entire tenure of the employee, performance management, benefits and 

compensation, development and training, safety and health, employee relations, retention, and work-

life balance guidelines. The adoption of e-HRM is becoming more common among organizations. e-

HRM refers to a set of IT applications that integrate HRM and IT department processes to provide 

value to employees and management within and between companies. The primary goal of e-HRM is 

to enhance HR operations and improve resource management, thereby benefiting the entire 

organization. This increased interest in e-HRM has led to a growth in software and service providers 

offering e-HRM solutions. 

Rather than being considered a single function, HR is viewed as a collection of highly specialized 

competencies, each with its unique objectives, priorities, and requirements. The primary objective of 

e-HRM is to support HR operations and enhance resource management, resulting in benefits for the 

entire organization. The most cutting-edge online technology is used by e-HRM to make HRM 

functions more effective, strategic, and valuable to the firm. Each e-HRM action offers a benefit over 

the conventional method of carrying out these tasks, making e-HRM and its adoption the sole choice 
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for gaining a competitive edge in the modern company environment. Today's talent pool is small, and 

there is a shortage of competent people, making it difficult for businesses both hiring them and further 

retaining them. In all aspects, e-HRM aids firms in overcoming these difficulties. It has altered how 

top management previously regarded HRM that is assuming it to be only a cost center. 

This viewpoint has completely altered as a result of the usage of web-based technologies in HRM (e-

HRM), and HRM is now seen as both an investment hub and a strategic partner. The e-HRM relieves 

workers of their everyday tasks and frees them up to handle more strategic elements of their jobs. This 

system demonstrates to the company that its employees are its greatest asset. 

Any HR practice that can be supported by IT, whether administrative or transformative, is included in 

e-HRM. This is because all forms of IT, such as the internet and ERP systems, can assist HRM. 

The process of e-HRM acceptance and appropriation by organizational members is known as e-HRM 

implementation. 

Initially, targeted managers, employees, and the HR department were the main audience for HRIS, but 

by the turn of the century, the entire staff was actively utilizing e-HRM software. 

There is a significant demand for the usage of e-HRM for various activities in various organizations. 

However, several problems might impact these activities. 

These elements are: 

(a)Information flow (i.e., the use of e-HRM may enhance the flow of information regarding access 

and collecting of job openings information) and social interaction (i.e., the use of e-HRM may change 

social contact between the subordinates and the supervisor favorably or negatively) 

(b) The e-HRM may appear to exert control over an individual by restricting their freedom. 

(c) Employers should embrace the usage of the e-HRM system since their disapproval will render it 

ineffective. 

 

II. RESEARCH METHODOLOGY 

The literature review is fundamentally founded on the optional information. The information pertinent 

to the subject is gathered from various data sets, sites, papers distributed diaries, magazines and paper 

articles and other accessible sources. 

 

III. NEED FOR E-HRM 

The main aim of e-HRM is to assist in the achievement of HRM goals. HR goals have traditionally 

been classified as follows: being economical, improving the quality of services for management and 

staff, and supporting the strategic objectives of the organization. 

 

A. Operational Need 

The notion that e-HRM might boost productivity or cut costs has received support. There have also 

been suggestions that e-HRM will have positive effects on operations of organisation. It was 

suggested that operations like payroll would become more efficient by "enabling more transactions to 

occur with fewer predetermined replies." According to the research, e-HRM may increase efficiency 

by lowering the need for HR professionals, accelerating workflows, cutting expenses, and relieving 

employees of administrative duties. Even though these results were seldom studied, it was discovered 

that the most frequent effects of e-HRM were cost savings and a lighter administrative load for HR 

professionals. 

 

B. Relational Need 

When it comes to relationships, e-HRM gives managers and workers remote access to HR data and 

improve their capacity to interact with other internal and external organizations so that they may 

perform HR tasks on their own. The e-HRM may be utilized to enhance HRM services, such as 

assisting managers and workers.  Although delegating HR responsibilities to managers may not be 

aimed at improving service delivery, it can still have positive effects on the effectiveness of the HR 

function. This is because by taking on more HR-related tasks, managers can gain a better 
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understanding of the challenges and opportunities of managing people, leading to constructive 

feedback that can improve HR processes and practices. Moreover, by empowering managers to handle 

certain HR tasks, HR professionals can have more time to focus on strategic initiatives that can 

directly impact business outcomes. Ultimately, this can contribute to improving the overall 

performance of the organization. 

To clarify, we should treat these as separate criteria: one is the demonstration of improved HR service 

delivery through streamlined processes, and the other is the proof of enhanced data input accuracy. It 

was discovered that line managers' and employees' evaluations of the overall efficacy of HRM were 

favourably correlated with e-HRM utilization. Similar to this, an online performance management 

system received more favourable responses than a paper-based one. It suggests that modern e-HRM 

broadens its focus and attends to all stakeholders' requirements outside the boundaries of the 

corporation. 

 

C. Transformational Need 

People may exchange information and interact across geographic borders thanks to the transformative 

role, which is crucial for enabling virtual teams and network organizations. The strategic approach of 

e-HRM has the potential to alter the HR department. HRM must be "associated with the strategic 

management process of the business" forutilizing an integrated system of rules and processes to 

manage the company's human resources in order to realize the company's internal or external business 

plan. While some studies contend that e-HRM has not yet realized its promise to help the HR function 

to play a more strategic role, others argue that technology may help the HR function become a 

business partner. The strategic integration of e-HRM with the business plan was made easier, and a 

link was discovered between its use and a more strategic HR role. It is currently unclear whether e-

HRM will bring about transformational changes to the HR function. 

 

D. Need of Standardisation 

Instead of necessarily crossing geographic boundaries, standardization should occur across 

departments or units. By using standardized procedures, an organization may make sure that it is in 

compliance with certain HR regulations and enhance management, which contributes to strategy by 

facilitating quicker and more accurate decision-making. Companies have not publicly stated if e-HRM 

makes their HR departments "more strategic." The adoption of e-HRM will not, in the opinion of the 

strategy literature on competitive advantage, make a primarily administrative HR department more 

strategically focused. On the other hand, an already-existing strategic HR role could enable e-HRM to 

become more strategic. 

 

IV. e-HRM functions future direction 

Overall, businesses throughout the world are less startled by e-HRM and are prepared to continue 

investing in it. Recent organizational changes have prompted (or are the result of) new moves in e-

HRM practice. For example, e-HRM practices are now typically integrated into more sophisticated 

ERP systems, where HR modules are interconnected with numerous other modules, rather than 

existing as standalone tools. 

Let us consider important e-HR functions: 

 

A. E- Recruitment&E-Selection 

The organization needs high-quality HR since it will be its future engine for achieving or keeping its 

competitive position. The adoption of the right approach is essential since the selection criteria is 

intricate and drawn out. Managing several interlinked phases of selection is required. Effective 

interaction between selection activities and other HR management operations, such as job analysis, 

planning, recruiting, socialization, performance assessment, and compensation, is necessary to meet 

the objectives. An organization's choice of approach is just as significant as its ongoing process of 

change adaption. 
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E-recruitment refers to the practice of advertising job vacancies on a company's website or online job 

marketplaces, allowing job seekers to search for suitable openings and submit their resumes 

electronically.Online hiring also offers considerable time and response quality savings when looking 

through the prospect pool. Moreover, technology can be used to improve the communication and 

screening of the applicants. An easy online search for resumesand contacting the applicant is part of 

this approach. Online recruiting's potential as a unique strategy for luring prospective prospects is 

examined. The employment process could be made simpler by the internet, especially when it comes 

to long distances. For instance, early in the selection process there was a lot of usage of video 

conferencing through the Internet, which may save time and money in amazing ways. Also, it 

involves actively looking ononline tools and databases to locate resumes of potential candidates. 

Identifying the right individual for each job is important, thus how employees are chosen inside a firm 

is crucial. According to the procedure by which an employer chooses whether to hire applicants for a 

job, selection. In a similar vein, selection is understood to be the selection of the best candidate within 

a pool of competent applicants attracted through the recruiting process. 

Personnel selection is a procedure that serves as a filter since it only permits a small number of 

people—those who possess the necessary qualities—to join the team. Each candidate's knowledge and 

talent is a future asset for the company's pursuit of a sustainable competitive advantage. The 

groundwork for sustaining improved company success will be set by this selecting procedure. Pre-

recruitment, selection, candidate reporting, decision-making, and hiring are the steps that make up this 

process. 

 

B. E- Performance  

The entire human resources evaluation procedure is permitted to take place online, on the front end of 

the internal business network. This shows that the human resources department may get performance 

information online from managers and employees. By reducing the amount of documentation required 

for each supervisory role and supervision, this approach can help the human resources department 

reduce the time and cost connected. Employers' performance objectives, outcomes, and performance 

planning may all be promptly entered by managers using self-service tools on their employees' 

personal profiles. With the help of e-performance management, employees may operate in a setting 

that supports their best efforts. E-performance management aids in tracking employee performance 

within the company and collecting data for performance element measurement. Instead of keeping 

personnel files in offices, online performance management keeps information secure. 

 

C. E- Communication 

In business contexts, there is a greater than 75% penetration rate of online communication, mostly 

email, and email has become the preferred method of communication. Email is a form of employee 

communication included in e-HRM. Online meetings are also one of the important and popular 

communication channels.  

 

D.  E-Compensations 

Organizations provide e-compensation systems that are accessible to all employees from anywhere 

via their intranet and the internet. It comprises both direct and indirect employee compensation, such 

as salaries, wages, and other perks. Employee attendance records, leave records, pay slip generation, 

and yearly reports are all aided by e-compensation. Moreover, e-compensation systems are utilized to 

inform employees about their benefit options and provide them the option to select a benefit plan 

online. 

 

Employers may also confirm or take action on changes to stock management, incentives, and payroll 

via the manager self-service. Managers commonly decide to use an application to notify staff when 

they need to check their work or request their input on a decision.  
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Directors may also set budgets, show the effectiveness of incentive programs, and ensure the morality 

of compensation designation decisions using e-remuneration frameworks. 

 

E. E-Training 

One of the key themes in e-HR is leveraging the internet for training and development purposes, with 

a focus on identifying cost-effective options that offer significant benefits. The internet can be utilized 

for career management, e-learning in various fields, and assessing the need for training. Additionally, 

email and electronic forms on intranets or corporate websites can be used to collect data for 

evaluating training requirements. This limitation has several advantages, including fewer forms to fill 

out, cheaper administrative costs, quicker distribution response times, and greater response rates. Any 

educational activity made feasible by information and communication technology is referred to as 

electronic learning. This could take the form of the government offering services via a local intranet 

(delivered through a network of connected computers) alternatively, access to the full range of 

multimedia resources, including links to various websites and resources, as well as video clips and 

communication systems, may be provided through complete Internet and World Wide Web access, 

subject to availability. 

 

V. Recommendations 

Although some businesses with e-HRM had superior HRM information than businesses without it, e-

HRM was typically employed for administrative rather than strategic decision making.  

It was argued that the advent of e-HRM simply resulted in the substitution of administrative tasks 

with technology-related tasks rather than freeing up the time of HR practitioners. 

The ability of HR to assist the business in attaining its strategic goals through increased efficiency and 

effectiveness is one way that e-HRM has a strategic influence.  

Nevertheless, the design and execution of the system are crucial to realizing higher efficiency and 

effectiveness, and the proper redeployment and upskilling of HR professionals may be necessary to 

boost efficacy and engagement in executing the business goal. 

Employees must get ongoing training to lessen perceived risk associated with the e-HRM system and 

should be capable of using it. 

To improve system performance and reduce execution time, tasks performed through the e-HRM 

system should not take too long. 

Employee attitudes regarding e-HRM are examined, as well as the link between attitude and perceived 

utility and usability. Perceived utility and attitude toward e-HRM have been proven to positively 

correlate in earlier research. 

Staff adoption of the e-HRM system is evidence that it is simple to use and that the company can 

quickly use it. 
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VI. Conclusion 

(1)Organizations implement e-HRM to boost productivity and service delivery, raise the strategic 

focus of the HR department, enhance uniformity and the organization's image, and empower 

managers. 

(2)Efficiency, service delivery and standardization, relationship results, and possible changes in 

organizational image are the key repercussions of e-HRM. 
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(3)Managers' use of e-HRM has primarily concentrated on using its more basic features. Its focus on 

larger enterprises may be another drawback. Large firms, where there are enough personnel to make 

process automation economical, may see e-greatest HRM's influence. 

(4)It is necessary to conduct further study on the effects of e-HRM in smaller firms. 

(5)By supplying the organization's members with accurate information that enables informed 

decisions and prompts appropriate reactions in order to improve operational performance, the study 

demonstrated the importance of E-HRM practices in attaining operational performance. 

(6)This essay advances knowledge of operational performance and E-HRM techniques in the 

literature. 

(7)It illustrates how operational performance and E-HRM techniques are combined.  

(8) These results should help policymakers understand the practices of human resource management 

and help them pay more attention to them given how important they are to enhancing operational 

success. 

(9) The use of e-HRM device permits the HR branch to deliver powerful and inexperienced offerings 

to their colleagues and stakeholder through offering the assessment record this is retrieved and 

segregated through-HRM applications.  

(10) As the general public of the information is electronically managed and maintained, that superior 

the accuracy and, fast get entry to and retrieval of facts with secured get entry to. By having an e-

HRM system, the picture of the business enterprise is being more appropriate a few of the 

competitors.  

(11) New technology and implementation of electronically controlled HR method and the view of the 

technical and non-technical people. For successfulness of any system into the agency, it very masses 

vital that, manipulate, personnel, and clients need to get equally satisfied overall performance.  

(12) Decision Making is essentially indicates that e-HRM can serve as a choice help machine. 

Decision-making, therefore, calls for the capacity to understand abstract thoughts and the selection of 

alternatives to resolve problems.  

 

VII. Challenges faced by organizations in implementing e-HRM 

(1) Lack of basic knowledge of e-HRM application.  

(2) Lack of integration skill 

(3) Low level of technical expertise among instructors  

(4) Shortage of time to adopt new technology.  

(5) Lack of confidence due to less knowledge  

(6) Resistance to change towards new technology.  

(7) Employee’s fear for technology  

(8) Privacy & security issues related to new software. 

(9) Lack of support which is necessary to implement the e-HRM application. 

(10)  The purchase of new IT applicationsfor e-HRM has been hampered by a lack of funding. 

(11) A substantial amount of documentation that is difficult tocomputerize. 

 

VIII. References 

[1] Ball, K. (2001), ‘The Use of Human Resource Information Systems: A Survey,’ Personnel 

Review,30, 6, 677–693. 

[2] Bondarouk, T., and Rue¨l, H.J.M. (2006), ‘Editorial to the Proceedings of the 1st European 

AcademicWorkshop on e-HRM,’ pp. 1–17, 25–26 October, Enschede, the Netherlands. 

[3] Broderick, R., and Boudereau, J.W. (1992), ‘Human Resource Management, 

InformationTechnology and the Competitive Advantage,’ Academy of Management Executive, 6, 2, 

7–17. 

[4] CedarCrestone (2006), ‘CedarCrestone 2006 Workforce Technologies and Service 

DeliveryApproaches Survey,’ 9th annual edn., CedarCrestone. 

[5] Ciborra, C. (2002), The Labyrinths of Information, New York: Oxford University Press. 



BioGecko                                                                     Vol 12 Issue 02 2023                                         

   ISSN NO: 2230-5807 

 

1689 
   A Journal for New Zealand Herpetology 
 

[6] DeSanctis, G. (1986), ‘Human Resource Information Systems: A Current Assessment,’ 

MISQuarterly, 10, 15–27. 

[7] Gueutal, H.G. (forthcoming), ‘A Guest Editor’s Introduction: Special Issue on Electronic 

HumanResource Management and the Future of Human Resource Management,’ Journal 

ofManagerial Psychology. 

[8] Gueutal H.G., and Stone D.L., (eds.) (2005), The Brave New World of e-HR, San Francisco, 

CA:Jossey-Bass. 

[9] Haines, III, V.Y., and Lafleur, G. (2008), ‘Information Technology Usage and Human 

ResourceRoles and Effectiveness,’ Human Resource Management, Fall, 47, 3, 525–540. 

[10] Haines, V.Y., and Petit, A. (1997), ‘Conditions for Successful Human Resource 

InformationSystems,’ Human Resource Management, 36, 2, 261–275. 

[11] Hawkin, P., Stein, A., and Foster, S. (2004), ‘E-HR and Employee Self Service: A Case Study of 

aVictorian Public Sector Organization,’ The Journal of Issues in Informing Science andInformation 

Technology, 1, 1017–1026. 

[12] HRFocus (2003), ‘What Are the Top HRIS Issues in 2003?,’ HRFocus, May, 3–4. 

[13] Huselid, M.A. (2004), ‘Editor’s Note: Special Issue on e-HR: The Intersection of 

InformationTechnology and Human Resource Management,’ Human Resource Management, 

Summer/Fall43, 2&3, 119. 

[14]Hendrickson, A. (2003). ‘Human resource information systems: backbone technology 

forcontemporary human resources’. Journal of Labor Research, 24: 3, 381–394. 

[15]Jackson, S. and Schuler, R.S. (1995). ‘Understanding human resource management in the context 

oforganizational environments’, Annual Review of Psychology, 46: 1, 29–37. 

[16]Lepak, D. and Snell, S. (1998). ‘Virtual HR: strategic human resource management in the 

21stcentury’. Human Resource Management Review, 8: 3, 215–234. 

[17]Marler, J. (2009). ‘Making human resources strategic by going to the net: reality or 

myth?’.International Journal of Human Resource Management, 20: 3, 515–527. 

[18]Martin, G., Reddington, M. and Alexander, H. (2008). Technology, Outsourcing and 

Transforming HR,Oxford: Elsevier. 

[19]Martin-Alcazar, F., Romero-Fernandez, P. and Sanchez-Gardev, G. (2005). ‘Strategic human 

resourcemanagement: intergrating the universalistic, contingent, configurational and 

contextualperspectives’. International Journal of Human Resource Management, 16: 5, 633–659. 

[20]Mintzberg, H. and Waters, J.A. (1985). ‘Of strategies, deliberate and emergent’. Strategic 

Management,6: 3, 257–272. 

[21]Olivas-Lujan, M.R., Ramirez, J. and Zapata-Cantu, L. (2007). ‘E-HRM in Mexico: 

adaptinginnovations for global competitiveness’. International Journal of Manpower, 28: 5, 418–434. 

[22]Paauwe, J. (2004). HRM and Performance, Oxford: Oxford University Press. 

[23]Parry, E. (forthcoming). ‘An examination of e-HRM as a means to increase the value of the 

HRfunction’. International Journal of Human Resource Management. 

[24]Payne, S.C., Horner, M.T., Boswell, W.R., Schroeder, A.N. and Stine-Cheyne, K.J. (2009). 

‘Comparisonof online and traditional performance appraisal systems’. Journal of Managerial 

Psychology, 24: 6,526–544. 

[25]Quinn, J.B. (2003). ‘Strategic change: logical incrementalism’, in J.B. Quinn and H. Mintzberg 

(eds),The Strategy Process, 4th edn, Upper Saddle River, NJ: Prentice Hall. 

[26]Ruel, H., Bondarouk, T. and Looise, J. (2004). ‘E-HRM: innovation or irritation. An 

explorativeempirical study in five large companies on web-based HRM’. Management Revue, 15: 3, 

364–381. 

[27]Ruel, H., Bondarouk, T. and Van der Velde, M. (2007). ‘The contribution of e-HRM to 

HRMeffectiveness’. Employee Relations, 29: 3, 280–291. 

[28]Ruta, C. (2005). ‘The application of change management theory to HR portal implementation 

insubsidiaries of multinational corporations’. Human Resource Management, 44: 1, 35–53. 



BioGecko                                                                     Vol 12 Issue 02 2023                                         

   ISSN NO: 2230-5807 

 

1690 
   A Journal for New Zealand Herpetology 
 

[29]Strohmeier, S. (2007). ‘Research in e-HRM: review and implications’. Human Resource 

ManagementReview, 17: 19–37. 

[30]Tansley, C., Newell, S. and Williams, H. (2001). ‘Effecting HRM-style practices through an 

integratedhuman resource information system’. Personnel Review, 30: 3, 351–370. 

[31]Thite, M. and Kavanagh, M. (2009). ‘Evolution of human resource management and human 

resourceinformation systems: the role of information technology’, in M. Kavanagh and M. Thite 

(eds),Human Resource Information Systems: Basics, Applications and Future Directions, Thousand 

Oaks, CA:Sage. 


