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Abstract: This study gave an overview of the diversity-related practices of HRM (Human 

Resource Management) and E-HRM (Electronic Human Resource Management) as well as 

the significance of these practices in the workplace. The review makes sense of the 

significance, capabilities and utilization of HRM and E-HRM rehearses inside an association 

and stresses the significance of e-HRM rehearses in working on authoritative execution. The 

effects of e-HRM on the organization's effectiveness are identified in this study. Review 

approach, which is the primary instrument for the current study's analysis of the literature 

review. According to the findings, an organization's ability to meet the demands of today's 

knowledge-based economy necessitates almost a mandatory increase in human resource 

potential. This is a goal for which e-HRM may be of assistance by enhancing human 

resource skills and knowledge to emphasize employee performance. 
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INTRODUCTION: 
The organization's E-HRM practices in human resource management will be reviewed and 

discussed in this paper. In current globalized and knowledge-based environment, integrating 

e-HRM presents a significant obstacle for businesses and management. 

The expansion improvement has pervaded most contemporary associations, which have 

been classified as "21st Century Associations" and which are driven by data and information 

to facilitate development of administrations to the, foundations and overall population in 

accordance with the contemporary pattern towards a paperless workplace (Al Mashrafi, 

2018). E-HRM is the use of online advances to give HRM administrations inside utilizing 

associations. It also includes e-learning and e-recruitment. In addition, e-HRM is a relatively 

new phenomenon that has developed and is now widely utilized worldwide in a variety of 

organizations (Lengnick-Hall and Moritz, 2003). 

Human asset (employees) needs to change, as business climate has changed, or at least, 

HRM is needed to act both proactively and responsively in light of the evolving business 

climate. Thus, it is absolutely vital that HRM frameworks are adaptable and versatile, and 

that HR experts obtain new information to adapt with the capricious idea of business. In that 

capacity, HR experts need to coordinate their insight into center HR capacities with the 

economics of, for which they work, and stay up to date with mechanical turns of events. By 
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doing this, HR experts will actually want to decisively affect their company (Aghazadeh, 

2003).  

The main areas where Electronic HRM (E-HRM) is utilized are management of 

fundamental staff information, compensations rates, work allotment, electronic training, 

performance and prizes (Gupta et al., 2011, P. 42). 

 

HRM : 
HRM alludes to exercises and tasks helpful in boosting employees’ performance in the 

company. It is a dynamic and developing practice utilized by pioneers and supervisors all 

through a firm to improve efficiency, quality, and viability (Gilley, et.al 2009, p.1). 

Moreover, the HRM is a course of the usage of an company's HR to accomplish hierarchical 

targets (Mondy and Noe 2005, p.4).Other specialists characterized HRM as a bunch of 

methods of reasoning, cycles, and techniques that an organization uses to manage(Bruner, 

et.al , 2003, p.42): 

1. Joining and leave processes in the firm. 

2. The development and improvement of workers. 

3. The reward and acknowledgment frameworks. 

4. The complete organizational environment for how individuals are dealt with. 

Moreover, HRM is an example of arranged HR improvements and exercises, which 

influence the way people behave and it is also determined to empower companies to 

accomplish their objectives (Wood, et al., 2006). As a matter of fact, all HR exercises are 

subject to the supervisors' endeavors to figure out and carry out the hierarchical procedure 

(Wei and Lau, 2005). While, Stone accepts that HRM alludes to the arrangements, practices, 

and frameworks in companies for enrolling and fostering their workers, as well as affecting 

their way of behaving, perspectives, and execution to accomplish the company's objectives 

(Stone, 2008). 

 

HRM FUNCTIONS: 
Workers have assumptions about HR capacities, including enrollment, determination, 

training and improvement, inspiration, and termination of their services and the job of HRM 

critically affect HR capacities (Antila and Kakkonen, 2008). 

1. Staffing : Staffing can be seen as a human asset focal point that keeps the company 

provided with the human resources it require consistently to push forward and keep up with 

its serious stance in the commercial and competitive environment (Gilley ,et al, 2009, p.7) . 

2. Training and improvement: It centers around individual turn of events like expertise 

advancement, relational abilities, vocation improvement, job and bunch advancement in 

which training and improvement needs happen for bunch of laborers; and company 

advancement (Wilson , 2005, p.15-16). 

3. Performance Appreciation / Appraisal: It is a basic component in the management 

framework; it is a sub-set of execution and connects with the conventional course of 

evaluating and estimating employee’s execution against concurred targets. Formal evaluation 

happens routinely, typically yearly, in spite of the fact that it can happen more regularly 

(Pilbeam and Corbridge, 2002, p.264). 

4. Remuneration: Compensation is the absolute of all prizes given to workers, 

consequently to their administrations and incorporates immediate and circuitous monetary 

pay (Mondy et al., 2005, p.284). 

5. Wellbeing and Health: Safety includes shielding workers from wounds brought about 

by business related mishaps. However, wellbeing alludes to the workers’ independence from 

physical or psychological disease. These parts of the work are significant in light of the fact 
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that workers who work in a protected climate and appreciate great wellbeing are bound to be 

useful and yield long haul advantages to the company (Mondy, 2008, p.6). 

6. Worker and relations with company: The HR work gives direction, training, help to 

present and keep up with formal cycles; yet it doesn't do line managers' jobs for them. Be 

that as it may, in their job as modern relations subject matter experts, HR specialists might 

manage labor union and their delegates (Armstrong, 2006, p.771). 

 

E-HRM 

As a general rule, E-HRM has characterized as a venture wide methodology that utilizes 

versatile, adaptable, and incorporated innovation to connect inside cycles and information 

laborers straightforwardly to the business targets of the company (Marler, 2009). Moreover, 

different analysts characterize E-HRM as the utilization of any innovation that empowers 

chiefs and workers to have direct admittance to HR and other working environment 

administrations for correspondence, execution, evaluation, announcements, group 

management, informing the executives, and learning of regulatory applications (Lujan et al, 

2007). 

Moreover, E-HRM could be characterized as "the use of any innovation empowering 

chiefs and workers to have direct admittance to HR and other working environment 

administrations for correspondence, execution, revealing, group management, information 

management, learning and regulatory applications" (Wyatt,2006). 

As expressed, E-HRM is the utilization of online advancements for the execution of 

different HRM techniques or practices (Ruël et al., 2004). While, many believes that "E-

HRM is an umbrella term covering all conceivable joining instruments and items among 

HRM and data advancements targeting, making esteem inside and across companies for 

designated workers and management" (Bondarouk et al., 2009,p. 507). 

E-HRM Functions: 
Above it was delineated that E-HRM is the utilization of online innovations to aid the HR 

administration and management, inside company. From this base E-HRM has extended to 

embrace the conveyance of practically all HR arrangements. So by and large, it can be 

summarized that E-HRM incorporate a few capacities (Staffing, Training and improvement, 

Performance examination, Compensation, Safety and Health, Employee and work relations), 

however in this research, only four capacities are addressed, which are as follows: 

1. E-Staffing: As per the end goal of this research, the exploration will be center around 

E-recruitment and E-choosing part of staffing: 

 

a. E-Recruitment: As regular staffing methods are inconvenient and expensive, companies 

need to take on methodologies that would limit the time and cash utilized (Tong, 2009). 

b. E-Selection: It incorporates such exercises as online testing, personal interaction and 

meeting and offering of position. The motivation behind e-selection is primarily to 

accomplish cost decrease, best usage of human resources and supportability. 

2. E-Learning and E-Training: This cycle is being carried out in organizations since it 

doesn't have the limits of conventional preparation, like overall setting (Bell, 2007). 

3. E-Performance assessment: It is the quickest developing E-HRM pattern, which is 

worker self-monitored framework, gives them the likelihood to deal with their own data in a 

web-based network (Payne et al, 2009).  

4. E-Compensation: It addresses a web-empowered way to deal with a variety of 

remuneration instruments that empowers a company to gather, store, control, assess, use and 

circulate salary and other benefits, information and data. 
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THE ADVANTAGES AND BENEFITS OF E-HRM: 
 

The main benefits of the Electronic Human Resources Management framework (E-HRM) 

are: 

1. Human Resources Management Division of an organization could provide better and 

improved services to both administration and employees. 

2. Easing the correspondence among workers, and to work with collaboration and 

incremented participation. 

3. Raising the degree of workers’ job satisfaction. 

4. Precision of the data related with HR in the company, with the chance of assessing them 

whenever and wherever. 

5. The capacity to gather, store and cycle a lot of information, and decrease the time 

expected to handle them with simple accessibility (Gupta and Saxena, 2011). 

6. The framework application establishes a straightforward, clean and transparent climate for 

workers, on the grounds that the framework never described by predisposition. The 

framework is automated and cannot be favorable or biased towards a particular employee, 

which makes the system clean and trustable.  

7. The framework works on the environment of the foundation plainly, which assists the staff 

with unwinding, and subsequently play out their positions impeccably, which thus prompts 

further developed efficiency (Srivastava, 2010, p.48). 
 

E-HRM APPLICATION CHALLENGES: 
 

E-HRM difficulties could be pointed as below (Shilpa et al., 2011, P. 19): 

1. The monetary expense required. 

2. Similarity between what is given by E-HRM framework and work necessities in the 

company. 

3. Data Security 

4. Information management and particularly controlling enormous amount of information. 

5. Loss of correspondence (human correspondence). 

6. Privatization of administrations appropriately through the electronic framework. 

7. Worker training. 

 

RESEARCH GAP: 
There are many researches which have proved that E- HRM practices increases efficiency 

and improves HR functions. However, a new technology deployment in HR system could 

add additional capital cost (Parry, 2010, p.8). There are only a few studies in the direction of 

E-HRM and organizational development. However, there is no other study found till date 

which had covered software companies specifically of Bangalore, India. This research is an 

additional contribution to the already existing research resources and library resources in the 

field of HRM and E-HRM. It would be useful to both academicians and management 

practitioners. It would also acts as a guideline and base for future researchers to carry further 

studies and research on E-HRM and its impact and applications.  

 

CONCLUSION: 

The e-HRM is used in human resource management to verify the long-term availability of 

employees, boost productivity, and cut costs (Nasar et al., 2020; The year 2010; Rouhoma 

and others, 2017). In any business, human resources are regarded as a very expensive 

resource; consequently, they necessitate extremely cautious management. E-HRM gives 

human resource functions a chance to find new ways to commit to the success of the 
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organization. There are currently a lot of technological applications that claim to cover 

nearly every aspect of human resource management; supplementing it, however frequently in 

any event, subbing it (Dhar et al., 2017). E-HRM may be able to assist businesses in 

achieving their goal of increasing the potential of their human resources in order to meet the 

demands of current knowledge-based economy. 

Human Resource Management (HRM) is the most important department of any organization 

as the main function of this department is to deal with such resources which are alive, i.e. 

employees. This department is continuously going through advancement and transformations 

from last two decades, in order to improve organizational performance and profitability. E-

HRM can thus be defined as the integration of Information Technology (IT) and Human 

Resource Management (HRM), mainly through software based and web-based / internet 

based applications / tools. The primary purpose of use of such tools is to aid the HR 

professionals in performing their task and also to bring transparency and support for both 

Managers and Employees of the organization. Managers now can access any HR 

information, process the data, take appropriate decisions and communicate with relevant 

elements of the organization. It also brings transparency to the employees and build-up their 

confidence in HR functions.  
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