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Abstract- E-HRM (electronic human resource management) in western world is becoming more acceptable and integrated 
but its full potential needs to be understood in rest other parts of the world. That is why this growth action for E-HRM 
demands academic involvement. The key challenge yet to be overcome is that most organisations still do not know what E-
HRM is. This paper therefore attempts to answer the following question what is the E-HRM concept?, Where it can be used? 
How it can be adopted? And what are the benefits and effect of this? In this paper light will be thrown on all these aspects of 
E-HRM while discussing the benefits of it. 
 
 
I. INTRODUCTION 
 
E-HRM is still at its infancy in most of countries as it 
is still unknown or underdeveloped. Now is right time 
for those countries to make academic involvement in 
this field so that the best of this facility can be taken 
out (Sanayei and Mirzaei, 2008). This term E-HRM 
was first coined and explored in 1990s. E-HRM as 
the name defines is combination of two first ‘E’ 
which stands as a prefix and means Electronic. 
Second is ‘HRM’ which means Human Resource 
Management. This blend suggests planning, 
application, implementation and involvement of 
information systems in sharing of HR activities 
through networking and supporting performance 
activities (Strohmeier, 2009). 
 
II. DEFINITION 
 
The turn of the millennium saw significant advances 
in technology. This period saw the emergence of 
strategic HRM (Heikkilä,2010). In the early 1990s 
the term E-HRM was first used. This was broadly 
referring to use of technology or intranet to fulfil 
transactions for HRM (Swart and Kinnie, 2003). 
More recently the same term was referred to as the 
‘umbrella term’ which covered all aspects of HRM 
wherever information technology was being 
integrated with the HR function in the organisation. 
This is seen as adding value for both the employees 
and the managers (Bondarouk and Ruel, 2009; 
Panayotopoulou et al., 2010). In the context of this 
paper the definition of E-HRM is considered to be as 
“a way of implementing HR strategies, policies and 
practices in organisations through a conscious and 
directed support of and/or with the full use of web-
technology-based channels” (Parry and Tyson, 2011, 
p335). 
 
Steve Foster (2009, p49) defined E-HRM as “a way 
of implementing HR strategies, policies and practices 
in organisations through a conscious and directed 
support of and/or with the full use of web-
technology-based channels”. This definition is related 
to the integration of various activities and individuals 

within the organisation, which includes “the planning, 
implementation and application of information 
technology for both networking and supporting at 
least two individual or collective actors in their 
shared performing of HR activities”. As visible from 
various definitions E-HRM is all about connecting 
the employees (external to the HR department), 
managers and the HR Department through a central 
repository or an information system. E-HRM 
occasionally might extend to partners and associates 
which form a part of the external environment of the 
organisation. This is mainly to ease the functioning of 
the HR Department so that they can get rid of 
operational workload so that attention can be given to 
more strategic activities. 
 
III. ORGANISATIONAL PERSPECTIVE 
 
From an organisational and technological perspective 
a HR outsourcing company, CnetG defines E-HRM 
as “leveraging of technology to deliver HR solutions 
that brings about convergence in human capital, 
processes, data and tools as a catalyst towards 
achieving business strategies” (Kumar, 2002, p4). E-
HRM can be said to be mix of HRM, Internet and 
HRIS (Human Resource Information Systems) which 
helps in delivering Human resource services using 
technology. This action helps to drift roles of HR 
personnel to more of strategic role. Over many years 
changes have been noticed in the approaches of HR 
transaction changing from just ‘labour intensive’ to 
‘technology intensive’(Florkowski and Olivas-Lujan, 
2006). These days big portion of HR activities or 
services are being delivered with help of variety of 
Hi-tech software than just HR administrators (Parry, 
2011). This change really shows sign of shift of HR 
to the strategic side so that it can support its 
organisation in achieving its targets and goals, rather 
than just be a mode of delivery. HRM has been faced 
with frequent innovations in information system and 
technology. These include E-HRM (Electronic 
Human Resource Management), HRIS(Human 
Resource Information System) and VHR (Virtual 
Human Resources) (Ngai et al., 2006, p66). 
The reason behind for this fusion or shift is cost 
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cutting, willingness (use of intranet, extranet and 
internet style and going green in the process), 
enhancing time efficiency (using direct style of 
communication between different department with 
the prompt action and decision) and resulting in 
overall effectiveness and efficiency of organization so 
therefore E-HRM can be proved as a catalyst towards 
achieving business strategies and goals. 
 
IV. USE OF E-HRM 
 
E-HRM is composed of loads of ‘ e‘-domains such as 
e-training, e- learning, e-recruitment, e-selection, e-
staffing, e-appraisal and e-salary and compensation 
management these all e-domains benefits both 
insiders and outsiders of the organisation. Some are 
discussed as below: 
 
Recruitment and Selection: There is being a 
dramatic change in the dealing during recruitment 
and selection process due to this technology drift. It 
has made process simpler for both job seekers and the 
organisation. CVs can be sent online to the company 
and their system can scan the key words to match it 
with the current requirement then further details can 
be asked from the qualified candidate. The forms can 
be filled online and all paperwork need to be send or 
checked by company can be attached with the form. 
Even if the candidate doesn’t fit in any of current 
vacancy his details can be preserved in information 
system of company for future use (Ngai et al. 2006). 
Training and development: Very popular approach 
in the field of training and development came which 
is Web Based Training (WBT). WBT allows distant 
learners to attend the training and learning programs 
which are taking place geographical far away where it 
is not possible for the trainee to present physically. It 
can be like online lectures or online field training or 
physically training videos etc. It all happens with the 
use of internet, intranets and extranets. With the use 
of these technologies different types of information 
can be send in any of these forms text, audios, videos 
and pictures anywhere anytime where it is required 
(Ngai et al. 2006). 
Payroll, Benefits and Compensation Management 
Administration: Another good thing happened by 
this collaboration of electronic and HRM is that every 
employee got excess to their payroll account. Now 
employees are capable to see into and can understand 
their salary, perks, bonuses any deductions if made 
and there accumulated balance in the accounts. This 
process is now more transparent as every amount 
debited or credited comes with the date and time and 
if the system is fully mentioned then the reason for 
that can be found too. Compensation forms can be 
filled online now with that the tracking number is 
given to track the file location (Ngai et al. 2006) 
Self-service including web portal: Use of internet, 
intranet and extranet is helping employees in all their 
application though that is related to themselves. Like 

they can update their own employee record whenever 
they feel free or they get time. And by this several 
tasks can be handled at employee’s convenience 
(Ngai et al. 2006) 
Knowledge Management: Knowledge management 
is recent approach to fight in the era of competition 
especially when every country is joining global 
village which is once again possible due to electronic 
connectivity. Every organisation wants to be ready 
for all the innovations that can challenge the 
organisations (Swart and Kinnie, 2003). In 
knowledge management every information of 
competitors of gathered related to their strengths and 
weaknesses. KM can really help company to survive 
in tough competition times if they have used this 
strategy to get market idea. This can further result in 
to stakeholders’ satisfaction, goodwill of company 
and attract investors for the company (Ngai et al. 
2006, p68). 
 
V. ADOPTION OF E-HRM 
 
Foster (2009, p112) highlights the reason for adoption 
and acceptance of technology within organisations 
and says that, “To interact with technology, people 
have to make sense of it; and in this sense-making 
process, they develop particular assumptions, 
expectations and knowledge of the technology, which 
then serve to shape subsequent actions toward it.” 
Adoption of the process is really not easy as it need 
loads of changes especially if it is of new technology 
as it needs evaluation and looking for all pros and 
cons of it but still in this competition world every 
company and department need to be updated and 
upgraded so to match the pace with growth. Here is 
the adoption of E-HRM to the company which is 
thought to bring these different positive changes of 
cost efficiency, time efficiency and quality 
improvement and over all shifting HR to more of 
strategic side.  
 
In other words adoption process is initiation and 
implementation of information technology to support 
HR related tasks and all actors performing in those 
tasks(Strohmeier, 2009). With information 
technology communication technology plays vital 
role in the E-HRM adoption for HR related tasks 
(Panayotopoulou et al., 2010).Word implementation 
here means much broader like putting something into 
practice or making something work. E-HRM is a 
style of performing human resource management 
(Ruel and Bondarouk, 2004). By that it is clear that 
the role of HR will be same but with the use of ‘e-‘ it 
will drift the path way to the bypass of it which will 
help it to go on without any distractions to interfere in 
their role and process whit achievement of company 
standards. As there will be time efficiency and time 
saving so more focus can be done on strategic side of 
HR. This will directly lead to or affect quality of 
product or services. Even companies cannot rely on 
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HR staff as they will feel over-burdened. Lack of 
resources and lack of new technology can make the 
workforce less motivated or aggravate the problem 
situations due to slow connectivity. So in that case E-
HRM may seem to be the good solution which is 
capable of bringing further positive results for 
everyone (Hooi, 2006). 
 
There are different types of activities in which the 
technology can be adopted First are Transactional 
activities which are related to day to day working of 
the company like record-keeping. Second are 
Traditional activities which add value and resources 
to the organisation like recruitment and selection 
process, further training, Compensation related work 
or other performance management related activities 
(Thite and Kavanagh 2009). Integrated HR suite 
applications ,HR functional applications, Interactive 
voice responses (IVR), Employee Self-Service (ESS), 
Manager Self-Service (MSS) portals and HR intranet 
applications, HR extranet applications or HR portals 
are some of major E-HRM technologies out of which 
at least one is being adopted by most of the 
companies related to this field. Some more 
technologies changes will be influencing in the near 
future like cognitive software, intelligent self-service 
system, Hi-tech wireless technologies, 
communication through vibrant network etc. 
(Heikkilä,2010). E-HRM if used efficiently can be a 
boon to employees whole work life as it can improve 
efficiency of person which can be rewarding for him 
in many ways and it can cut cost related to human 
resource management of the company(Bondarouk 
and Ruel, 2009). The use of E-HRM definitely 
increase value of human resources and competitive 
advantage of company increases (Parry and Tyson, 
2011). 
 
Adoption of E-HRM need a strategies there should be 
enough infrastructure to put this into implementation 
like information technology set-ups, internet and 
telecommunication systems. Result of the adoption 
can be dependent on the limitations like software, 
hardware, skills of the workforce and financial 
capacity of the company (Sanayei and Mirzaei, 2008) 
 
VI. THE CHALLENGE 
 
E-HRM has a huge challenge as it has to be accepted 
and adopted by the human capital. The potential of E-
HRM is under-utilised is humans do not understand 
the ease of using them and recognise the potential 
benefit of the same. It needs to be understood and 
accepted as an asset rather than a system introduced 
to replace the manpower. The other challenge is IT 
literacy and adaptability by the employees. Ruel and 
Bondarouk (2004) acknowledged the importance of 
E-HRM by stating that it has potential of transform 
the HR function by moving their orientation towards 
strategic perspective by covering the operational 

perspective. The strategic function being about 
aligning the HR function with the ‘strategic 
management process of the business’ (Wright and 
Dyer, 2000). This implies that that HRM department 
contributes to execution of the business strategy (in 
broadest terms) by managing the human capital of the 
organisation(Parry and Tyson, 2011) 
 
With the role being strategic to organisational 
strategy it is important to manage the transition right 
and not to expose it to misuse, mistakes and 
inappropriate results. The first unexpected misuse 
might be due to lack of necessary and appropriate 
qualifications of the staff working with it. This might 
directly lead to operational usage mistakes all the way 
to making wrong judgements at strategic level of the 
manpower and usage potential. This can eventually 
lead to various problems for the organisation. From a 
misuse perspective the fraudulent use can also occur. 
This might be as small as manipulation of the 
attendance data through self-service to the other 
extreme, such as launching viruses or sabotaging the 
other systems within the organisation. This kind of 
aspects will once again lead to mis-information and 
lead to unexpected and undesired results (Robey et 
al., 2001). 
 
As highlighted the 1990s saw the inception of E-
HRM. This was mainly due to the shortage within the 
labour market during the time. The education level of 
individuals was improving significantly and the 
power shift was moving towards employees from the 
employers. The E-HRM was providing the tools to 
support this development (Ruel and Bondarouk, 
2004).There are numerous examples which show that 
adoption of E-HRM reduces HR administration paper 
work, by reducing face-to-face discussions, especially 
when they are geographically apart. This in turn 
improves efficiency and thereby leads to both 
employee satisfaction and employee performance. 
The organisation as well can have a global outlook 
through collaborations, joint ventures etc. which can 
be feasible due to the current technology by use of 
internet, intranet, extranet and other web tools. This is 
feasible as they do not need to worry about managing 
the HR and the operational aspect. This international 
exposure of the employees to the bigger window and 
the wider reach enhances self-esteem and self-
actualisation amongst the employees.  
 
The communication from the top management and 
employees of the HR department need to be drivers 
by providing the above support and exposure in order 
to implement the E-HRM successfully. They need to 
sell the efficiency/productivity benefit without losing 
the quality standards of HR operational tasks like 
administration work.  These lead to successful 
adoption of E-HRM. This needs to be seen as 
opportunity to enhance the way HRM is implemented 
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(Voermans et al. 2006). Furthermore it is to be seen 
relating to benefit of HR managers by making their 
role being more strategic. This is likely to enhance 
response times, service enrichment and assist as 
decision support systems. This communication from 
the top management and the HR department can 
improve transparency and improve faith in the change 
being implemented. Therefore e-communication 
should be the elementary level E-HRM tool for 
companies to adopt. This makes communication 
reliable and cost effective and leads to 24-7 
functionality and servicing efficiently. 
 
CONCLUSION 
 
Considering the discussion in this paper, one fact is 
that the change has been initiated and the next few 
years shall see significant changes in the HR 
function. The wave is larger in the western world but 
the ripples are already being felt in developing and 
the under-developed countries. There is an 
opportunity for the human resources to become a 
strategic partner in business development and 
contribute on how organisations will be managed, 
what the organisational systems are likely to look like 
and how the department is likely to deliver the HR 
functions to the wider organisation.  
The advances in IT have paved the way for this 
change to occur and acting as a catalyst in bringing 
this change. Advanced E-HRM systems can take 
away pressure of administrative tasks from the HR 
department and let them contribute to more value-
added roles. They give the opportunity to the HR to 
collect and analyse complex data, evaluate 
effectiveness of various functions and feasibility of 
various strategic organisational tasks from the human 
capital perspective (Yusoff et al., 2011). This is an 
area that needs a lot of further research and a lot of 
development to realise full potential of the benefits 
implementation of E-HRM. 
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