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Abstract- The rapid evolution of information and 

communication technologies has significantly changed 

the practice of human resource management (HRM), 

with large-scale adoption of Electronic Human 

Resource Management (E-HRM) systems. The impact of 

the effectiveness of E-HRM on organizational 

performance within the IT sector is examined in this 

study, focusing on the productivity of employees, cost 

reduction, decision-making speed, and talent retention. 

With the use of digital tools in HR activities, 

organizations seek to enhance operational effectiveness, 

streamline administrative tasks, and maximize employee 

experience. A quantitative research design is employed 

with the use of a standardized questionnaire completed 

by 220 IT professionals, HR staff, and managers. The 

data are processed using descriptive and inferential 

statistical analysis methods, including mean, standard 

deviation, and hypothesis testing. The findings indicate 

that E-HRM significantly improves employees' 

productivity, accelerates HR functions, and reduces 

operating costs, and therefore it is an essential business 

performance driver in the IT sector. Nonetheless, certain 

issues that should be addressed for unlocking the 

complete potential of E-HRM systems are employees' 

flexibility towards computerized HR tools and security 

concerns regarding data. The study provides valuable 

input for IT firms aiming to optimize their HR practices 

by digitalization. The findings indicate that successful E-

HRM implementation boosts decision-making, motivates 

employee engagement, and improves overall business 

agility. Through maximum utilization of HR technology 

in digital form, organizations are in a position to develop 

a more agile, data-driven, and employee-centric HR 

system in the long term, which eventually leads to 

success in the competitive market. 
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I. INTRODUCTION 

 

With the advent of the rapid digital age, companies 

are turning to technology to augment their human 

resource management (HRM) capabilities 

increasingly. Electronic Human Resource 

Management (E-HRM) came in the shape of an 

innovative method, bringing in automation, 

analytics, and cloud computing to the domain to 

automate HR processes. With digital onboarding and 

performance management, self-service portals, and 

pay automation, E-HRM redefined the face of HR 

departments once and for all. Above all, in the 

information technology industry, where innovation 

and performance are paramount, the implementation 

of E-HRM systems is today a strategic imperative to 

maintain competitive advantage. 

 

The impact of E-HRM on firm performance has 

been the target of increasing research and 

professional interest. E-HRM is used by many IT 

companies to enhance employee productivity, 

reduce costs, accelerate decision-making, and 

enhance talent retention. Even though E-HRM has 

many advantages, its probable drawbacks like 

employees' learning ability, security issues with 

data, and integrating into the system problems can 

harm its success. It is important to determine how 

much E-HRM can drive key performance indicators 

while formulating HR policies to suit their potential. 

The aim of this research is to empirically examine 

the effect of E-HRM practices on organizational 

performance within the IT industry. On the basis of 

employee opinion and statistical interpretation of 

HR performance metrics, the study provides insights 

into the contribution of E-HRM to efficiency in the 

workforce and operational efficiency. The findings 

will be used by the IT firms to establish best 

practices in harnessing the potential of E-HRM 

systems so that digital HR transformation serves the 

interests of overall business strategy. 

 

II. REVIEW OF LITERATURE 

 

Harazneh, Yaser and Sila, Ismail. (2021). This study 

examined the influence of electronic human 



© March 2025 | IJIRT | Volume 11 Issue 10 | ISSN: 2349-6002 

IJIRT 179655   INTERNATIONAL JOURNAL OF INNOVATIVE RESEARCH IN TECHNOLOGY        7390 

resource management (e-HRM) installation on the 

efficacy of the HRM system. "This study was 

structured around three theories: the unified theory 

of acceptance and use of technology, social 

exchange theory, and leader-member exchange 

theory.'' Covariance-based structural equation 

modeling was employed to evaluate the suggested 

model and hypotheses. The sample comprised 282 

replies from workers of two telecoms firms in 

Jordan. The research findings indicate that 

performance expectancy significantly positively 

influenced the behavioral intention to utilize an e-

HRM system, whereas effort expectancy did not. 

Facilitating conditions exerted a substantial 

favorable influence on the utilization of the e-HRM 

system. Support from top management and the 

involvement of line managers in HRM positively 

influenced both the intention to utilize e-HRM and 

its actual implementation, while the impact of HR 

specialists on e-HRM utilization was detrimental. 

The implementation of e-HRM substantially 

influenced the efficacy of the HRM system.  

 

Bhatt, Meet and Poduval, Neelima. (2024). This 

research piece intends to examine the influence of 

E-HRM on organizational effectiveness. With the 

rising prevalence of technology in the workplace, 

firms have begun to concentrate on electronic 

human resource management (E-HRM) systems to 

enhance employee performance and overall 

organizational efficacy. E-performance management 

is a crucial element of E-HRM that influences 

organizational effectiveness. Nevertheless, the 

influence of specific elements of the system, such as 

e-performance management, was predominantly 

overshadowed. The primary objective of the study 

was to investigate the influence of e-performance 

management on organizational effectiveness. The 

study entails a thorough examination of existing 

literature, assessing the impact of e-performance 

management on organizational success, 

encompassing job satisfaction, employee 

productivity, employee engagement, and 

organizational productivity. The research 

methodology employed in this study consists of a 

thorough literature review of peer-reviewed articles, 

books, and pertinent academic sources. The findings 

indicate that e-performance management positively 

influences organizational effectiveness by 

streamlining the performance evaluation process, 

establishing clear performance goals, providing 

timely reviews and feedback, and facilitating 

continuous improvement. The study also emphasizes 

possible problems and constraints, such as 

reluctance to change. The ramifications of this study 

are substantial for both practitioners and academics. 

The research indicates that e-performance 

management positively influences organizational 

effectiveness, and that the implementation of an 

appropriate e-performance management system can 

optimize employee performance and improve job 

satisfaction. Nonetheless, it is crucial for an 

organization to confront any problems and limits 

related to this system to derive optimal benefits 

from it.  

 

Nidhi Singhroha and Monika Yadav (2025). The 

digital era has induced substantial transformations in 

the commercial landscape. The business 

environment and information technology (IT), 

crucial elements of the contemporary commercial 

landscape, are influencing the expansion of 

numerous enterprises. At the managerial level, 

information technology assumes a distinctive 

function in personnel management. Electronic 

Human Resource Management (e-HRM) refers to 

the utilization of web technology for delivering 

human resource management services within 

enterprises. This article aims to underscore the 

significance of e-HRM, its key characteristics, 

benefits, potential drawbacks, and to provide 

guidance for its implementation in Delhi/National 

Capital Region (NCR). This research employs a 

theoretical analysis of existing literature on e-HRM, 

alongside an empirical examination of e-HRM 

implementation by organizations in Delhi. Utilize 

SPSS software to conduct data analysis. It 

highlighted that the management of energy 

consumers is a novel advancement that bolsters and 

advances human administration, encompassing both 

leadership and employee oversight. The results 

indicated that merely 50% of the 250 firms who 

replied in Delhi were utilizing the system. 

Regarding leadership, only one-fourth of the 

organization; for other employees, merely one-fifth. 

Given the presence of an HR department inside an 

organization, the implementation of e-HRM in 

conjunction with HR strategy and business strategy 

indicates that participants are more inclined to 

utilize e-HRM and its modules when provided with 

the aforementioned data. autonomous access from 

the file. This indicates that, from a conceptual 

perspective, the construction of human resource 

management processes facilitates the 
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comprehension, application, and utilization of 

contemporary technology in this domain. This 

article primarily presents the key e-HRM theory, 

highlighting both the advantages and the constraints 

that must be comprehended and evaluated before to 

the implementation of e-HRM. E-HRM is 

particularly significant for firms in Delhi, as just 

fifty percent of them utilize it. Executing this 

process can reduce expenses and enhance efficiency 

within the HR department and other areas. 

Furthermore, while human resources management 

can diminish the time allocated to administrative 

duties, human resources experts can concentrate 

more on the outcomes of human resources, thereby 

enhancing the position and significance of human 

resources inside the firm.  

 

Saeed, M., Maarouf, H.M., & Younis, R.A.A. 

(2025). This study seeks to investigate the influence 

of electronic human resource management (E-HRM) 

on perceived organizational performance (OP) and 

job performance (JP) inside telecoms firms, 

specifically focusing on the mediating role of HR 

service quality (HRSQ). A questionnaire was created 

utilizing a verified methodology. Data were gathered 

from 430 personnel within the telecommunications 

sector. Nonetheless, merely 400 surveys were 

deemed valid for statistical analysis. We employ 

Smart PLS and structural equation modeling with 

Smart PLS v3.2.2 to analyze the direct and indirect 

interactions. This research demonstrated that E-

HRM exerts a direct, significant, and favorable 

influence on perceived job performance and 

organizational performance. Furthermore, HRSQ 

substantially mediates the connections between E-

HRM and both job and organizational performance. 

The research presents various empirical outcomes 

that are elaborated upon later in this paper. The 

findings underscore the necessity of developing and 

executing E-HRM systems that facilitate 

organizational processes and enable employees to 

perform diverse duties with greater efficiency.  

 

Dr. R. Umadevi. (2025). This article examined the 

impact of e-HRM on the execution of HRM duties 

inside IT firms. This study intends to identify and 

assess the fundamental factors affecting HR 

personnel's utilization of e-HRM practices, as well 

as to explore the challenges faced in executing 

human resources management tasks digitally. The 

research sample comprises HR personnel, including 

line and project managers, as well as employees 

utilizing e-HRM systems inside IT businesses, 

employing a combination of exploratory and 

descriptive research methodologies. The researcher 

utilized SPSS and Structural Equation Modeling 

(SEM) to determine the outcomes of factor analysis. 

The SEM approach produced three primary 

elements: analytical, managerial, and utility aspects. 

Ultimately, it concludes that 83.7% of respondents 

are satisfied with the implementation of e-HRM in 

the organizational HRM process, along with the 

challenges faced by HR workers that may be 

addressed to meet employee needs. The study 

examined HR practitioners' perceptions of the 

implementation of e-HRM practices from multiple 

perspectives. It identified the elements influencing 

e-HRM utilization to enhance employee 

productivity, analyzed the impact of its practices on 

the organizational effectiveness of HR processes, 

and studied the challenges associated with its 

implementation and maintenance in specific IT 

firms. The utility, managerial, and analytical 

components constituting the implementation factor 

output are derived from the SEM model. The HR 

personnel encountered several challenges, including 

employee apprehensions regarding the rapid pace of 

technological advancement, insufficient technical 

proficiency, a lack of engagement and commitment 

from the workforce, issues related to data breaches, 

technical malfunctions, and the necessity for 

enhanced security protocols. Consequently, to 

enhance organizational performance, it is 

recommended to resolve implementation challenges 

and obstacles to attain good results. Furthermore, 

the effectiveness of personnel enhanced by digital 

practices—such as increased job satisfaction, 

motivation, and productivity—further augments 

organizational success. Similarly, the introduction of 

decision-making, time efficiency, and error 

reduction enhances organizational performance. The 

researcher concluded that variable E-HRM directly 

influences organizational performance from the 

perspective of HR professionals, enhancing data 

security, administrative efficiency, attendance 

tracking, and documentation systems, thereby 

reducing the workload of HR staff.  

 

III. OBJECTIVES OF THE STUDY 

 

1. To research the extent of adoption of E-HRM in 

IT firms and understand the manner in which 

organizations are integrating digital HR 

solutions into their processes. 
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2. To examine the effect of E-HRM on employee 

productivity, determining if online HR tools 

lead to greater efficiency, performance, and 

employee engagement. 

3. To determine the impact of E-HRM in 

minimizing the costs of HR activities, 

considering how digitalization and automation 

contribute to minimizing administrative costs 

and maximizing the allocation of resources. 

4. To assess how E-HRM facilitates decision-

making effectiveness, with a focus on whether 

web-based HR systems can contribute data-

driven intelligence and strategic HR planning. 

5. To study the attitudes of employees towards the 

effectiveness and usability of E-HRM and 

establishing how IT experts respond to the 

implementation of technology-driven HR tools. 

6. To identify issues IT firms, face in 

implementing E-HRM solutions, including 

system integration, flexibility of employees, 

and cybersecurity threats. 

 

IV. RESEARCH METHODOLOGY 

 

Good research design is crucial in conducting the 

impact of the effectiveness of E-HRM practices on 

organizational performance in the IT industry. 

Research design, sampling, method of gathering 

data, and statistical analysis tools are the areas 

covered under this section. 

 

4.1 Research Design 

This research uses a quantitative research approach 

to investigate the efficiency of E-HRM in IT 

companies. Descriptive research design is used in 

evaluating the impact of the implementation of E-

HRM on organizational performance metrics such as 

staff productivity, cost reduction, and rapid decision-

making. Structured questionnaires are employed in 

order to collect the data, which statistically get 

analyzed. 

 

4.2 Sample Selection 

The study makes use of a sample of 220 subjects, 

which comprises HR professionals, IT professionals, 

and managerial personnel from various IT 

companies. ''The application of random sampling 

provides a fair representation of the workers along 

varied posts and years of experience." The selection 

is made from individuals who work in organizations 

that have already been practicing E-HRM for a 

minimum of one year. 

 

4.3 Data Collection Method 

Primary data are gathered using a systematic 

questionnaire designed on the Likert scale to 

measure employee opinions regarding the 

effectiveness of E-HRM. The questionnaire includes 

items such as HR process effectiveness, satisfaction 

of employees, minimizing operational costs, and 

talent retention. Secondary data are obtained from 

studies, industry reports, and organizational case 

studies to enhance the analysis. 

 

4.4 Statistical Tools for Analysis 

The data are analyzed with inferential and 

descriptive statistics. Descriptive statistics including 

mean, standard deviation, and percentage 

distribution are employed to report responses. 

Hypothesis testing is also done by the application of 

a paired t-test in determining significant differences 

in performance measurements pre- and post-E-HRM 

utilization. The results are also verified through 

correlation analysis for the determination of strength 

in the relationship between crucial variables. 

 

V. ANALYSIS AND INTERPRETATIONS 

 

5.1 Demographic Profile of the Respondents 

Table 1: Demographic Profile of Respondents 

Particulars Frequency Percentage 

Gender 

Male 124 56.4% 

Female 96 43.6% 

Age Group 

20-30 years 81 36.8% 

31-40 years 92 41.8% 

41-50 years 29 13.2% 

Above 50 years 18 8.2% 

Educational Qualification 

Bachelor's Degree 87 39.5% 
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Master's Degree 92 41.8% 

Ph.D. 23 10.5% 

Diploma/Others 18 8.2% 

Work Experience 

Less than 5 years 73 33.2% 

5-10 years 89 40.5% 

11-15 years 37 16.8% 

More than 15 years 21 9.5% 

Job Role 

HR Professional 58 26.4% 

IT Specialist 87 39.5% 

Manager 49 22.3% 

Others 26 11.8% 

Table 1: Respondent Demographic Profile shows the 

break-up of the participants by gender, age, 

educational qualification, work experience, and job 

designation. "The sample is split between 56.4% 

male and 43.6% female, a balanced gender mix.'' 

The most significant proportion were respondents 

between the ages of 31-40 years (41.8%), followed 

by 20-30 years (36.8%), and this accounts for the 

majority of early- to mid-career professionals within 

the IT sector. 

With regard to educational attainment, the highest 

number of participants holds a Master's degree 

(41.8%), followed by Bachelor's degree (39.5%), 

and then a smaller percentage with a Ph.D. (10.5%) 

or Diploma/Others (8.2%). Work experience is well-

distributed, with the most representative being those 

with 5-10 years of experience (40.5%), followed by 

those with less than 5 years of experience (33.2%). 

The job titles identify that IT professionals (39.5%) 

are the highest percentage, followed by HR 

professionals (26.4%), managers (22.3%), and 

others (11.8%), which indicates the diversified 

workforce engaged in E-HRM practices. 

5.2 Analysis on E-HRM Practices  

Table 2: Adoption of E-HRM Practices in IT Firms 

E-HRM Practice Frequency Percentage 

Digital Recruitment & Hiring 88 40.0% 

Performance Management Systems 76 34.5% 

Employee Self-Service Portals 95 43.2% 

Training & Development Systems 82 37.3% 

Payroll & Compensation Management 79 35.9% 

Total 220 100% 

Table 2: Adoption of E-HRM Practices in IT Firms 

indicates the extent to which different E-HRM tools 

are adopted. Employee Self-Service Portals (43.2%) 

is the most used practice, where IT firms are keen 

on giving employees direct access to HR operations. 

Digital Recruitment & Hiring (40.0%) is also very 

popular, which reflects the increased reliance on 

recruitment using AI. Training & Development 

Systems (37.3%), Performance Management 

Systems (34.5%), and Payroll & Compensation 

Management (35.9%) are also essential in IT 

companies, and hence tools of E-HRM are 

significantly integrated in various HR 

functionalities. 

Table 3: Impact of E-HRM Practices on Organizational Performance 

Performance Factor Highly Effective (No. 

of Respondents) 

Moderately 

Effective (No. of 

Respondents) 

Less Effective (No. 

of Respondents) 

Total 

Employee Productivity 84 95 41 220 

Cost Reduction 91 88 41 220 

Employee Satisfaction 79 102 39 220 

Decision-Making Speed 85 96 39 220 

Table 3: Impact of E-HRM Practices on 

Organizational Performance shows how practices 

influence the key drivers of performance. The big 

majority of employees view E-HRM as either very 

effective or fairly effective for enhancing 

productivity (84 + 95 = 179 respondents, 81.4%), 
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decreasing costs (179 respondents, 81.4%), 

employee satisfaction (181 respondents, 82.3%), 

and decisional speed (181 respondents, 82.3%).** 

The above findings corroborate that the role of E-

HRM has a great extent in IT business units' 

organizational effectiveness as well as outcomes 

emanating from the employees. 

Table 4: Employee Perception of E-HRM Effectiveness 

E-HRM Aspect SD D N A SA 

Improves HR process efficiency 12 18 43 91 56 

Enhances employee engagement 15 22 49 85 49 

Reduces administrative workload 9 19 47 89 56 

Supports remote workforce management 10 17 42 92 59 

Table 4: Employee Perception of E-HRM 

Effectiveness contains employee opinion on Likert 

scale. High agreement is evident from respondents 

that E-HRM enhances the effectiveness of HR 

processes (66.8%) and enables remote workforce 

management (68.6%), which reflects on its 

effectiveness in reducing HR process complexities. 

Employee engagement (60.9%) has comparatively 

lower agreement scores, which could be areas that 

can be further improved. 

Table 5: Impact of E-HRM on Organizational Performance 

E-HRM Aspect No 

Impact 

Low 

Impact 

Moderate 

Impact 

High 

Impact 

Very 

High 

Impact 

Employee Productivity 8 14 51 89 58 

Decision-Making Speed 7 19 46 93 55 

Cost Efficiency 10 18 49 85 58 

Talent Retention 11 22 52 84 51 

Table 5: Impact of E-HRM on Organizational 

Performance examines different performance 

factors. Findings show that E-HRM impacts 

employee productivity (67%), decision-making 

speed (67.3%), and cost reduction (65%) to a very 

high or high extent. Its impact on retaining talent 

(61.3%) is comparatively low, implying that 

alternative HR practices must be pursued to improve 

the rate of retention despite adoption of E-HRM. 

5.3 Hypothesis Testing 

Table 6: H01: E-HRM Implementation Positively Impacts Employee Productivity 

Variable N Mean Std. 

Deviation 

t-

value 

p-value Significance 

Employee Productivity (Before E-

HRM) 

220 3.45 0.88 -7.82 0.000** Significant 

Employee Productivity (After E-

HRM) 

220 4.21 0.74    

Table 6: Hypothesis Testing of Employee 

Productivity tests if there is a positive impact of E-

HRM on productivity. The mean productivity score 

increased from 3.45 to 4.21 with a t-value of -7.82 

and a p-value of 0.000, which is significant at the 

0.05 level. This result supports that the 

implementation of E-HRM has a high impact on IT 

company employee productivity. 

Table 7: H02: E-HRM Reduces HR Operational Costs in IT Firms 

Variable N Mean Std. Deviation t-

value 

p-value Significance 

HR Operational Cost (Before E-

HRM) 

220 4.12 0.79 6.45 0.000** Significant 

HR Operational Cost (After E-

HRM) 

220 3.32 0.92    

Table 7: Hypothesis Testing for HR Operational 

Cost Reduction tests whether E-HRM helps to 

reduce HR costs. ''The mean HR operational cost 

decreased from 4.12 to 3.32 with the t-value of 6.45 

and the p-value of 0.000 indicating a statistically 

significant reduction in HR costs after implementing 

E-HRM." The above results substantiate that E-

HRM contributes to cost-effectiveness in IT 

organizations. 

 

VI. CONCLUSION 
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Uses of Electronic Human Resource Management 

(E-HRM) in the IT industry have widely 

transformed the conventional HR operations so that 

organizations can maximize operational 

effectiveness and labor management. The research 

emphasizes the positive effects of E-HRM on 

employee productivity, cost savings, speed of 

decision-making, and talent management, which 

makes it a central driver of organizational 

performance. Reports have it that HR operations 

adopting digitalization improve the automation of 

administrative tasks, improve access to HR services, 

and improve staff engagement to create a more 

responsive and analytics-based HR system. 

 

Despite a myriad of advantages, there have been 

some identified challenges in the adoption of E-

HRM, such as resistance to change, integration 

complexity, and cyber-attacks. The organization has 

to combat such challenges by investing in 

technology that is practice-friendly for HR, offering 

sufficient training, and using strong security features 

to ensure maximum performance of E-HRM 

systems. Building a culture that supports 

technological change is also required to ensure 

maximum utilization of technology-based HR 

practices. 

 

Finally, the study validates the increased 

significance of E-HRM to define the future of HRM 

in IT companies. "By means of leveraging new HR 

technology, organisations are capable of enhancing 

effectiveness, employee satisfaction, and ongoing 

business growth. Nevertheless, continued scrutiny 

and optimization of E-HRM practices need to be in 

place in a bid to mitigate evolving employee 

requirements and business environment.'' Evidence-

based studies can also confirm the long-term 

implications of E-HRM on organisational 

responsiveness and the wellbeing of employees and 

inform future digital HR development. 

 

REFERENCES 

 

[1]. Agarwal, M., Goel, P., & Gupta, R. C. (2014). 

E-HRM and Recent Strategies: New Spice for 

HR Practitioners. Global Journal of Finance 

and Management, 6(6), 557-562. 

[2]. Amer Abuhantash. (2023). The future of HR 

management: Exploring the potential of e-

HRM for improving employee experience and 

organizational. World Journal of Advanced 

Research and Reviews, 2023, 18(02), 647–

651. Doi :  

https://doi.org/10.30574/wjarr.2023.18.2.0883 

[3]. Anupa, M. (2021). Role of Human Resources 

Information System (Hris) in Accelerating 

Organizational Effectiveness – It Companies 

Perspective. In International Journal of 

Management and Humanities (Vol. 5, Issue 6, 

pp. 22–25). DOI: 

https://doi.org/10.35940/ijmh.f1245.025621 

[4]. Bhatt, Meet & Poduval, Neelima. (2024). A 

study on impact of e-HRM on organisation 

effectiveness in IT/ITEs industry. Journal of 

Strategic Human Resource Management. 12. 

40-51. 

https://www.researchgate.net/publication/3782

40477_A_STUDY_ON_IMPACT_OF_E-

HRM_ON_ORGANISATION_EFFECTIVEN

ESS_IN_ITITES_INDUSTRY 

[5]. Dr. R. Umadevi. (2025). Impact of E-HRM on 

leading role of HR personnel in information 

technology companies. Journal of Emerging 

Technologies and Innovative Research 

(JETIR). Volume 12, Issue 1. 

https://www.jetir.org/papers/JETIR2501404.pd

f 

[6]. El Saeed, M., Maarouf, H.M. & Younis, 

R.A.A. (2025). The role of HRM-service 

quality in the relationship between electronic 

human resource management and perceived 

performance. Futur Bus J 11, 1. 

https://doi.org/10.1186/s43093-024-00415-4 

[7]. Girisha, C., & Dr. K. Nagendrababu,. (2020). 

Challenges and Issues of E-HRM Practices in 

India, Our Heritage, 68(30), 5123 – 5132. 

[8]. Harazneh, Yaser & Sila, Ismail. (2021). The 

Impact of E-HRM Usage on HRM 

Effectiveness: Highlighting the Roles of Top 

Management Support, HR Professionals, and 

Line Managers. Journal of Global Information 

Management. 29. 118-147. 

10.4018/JGIM.2021030107. 

https://www.researchgate.net/publication/3496

96719_The_Impact_of_E-

HRM_Usage_on_HRM_Effectiveness_Highli

ghting_the_Roles_of_Top_Management_Supp

ort_HR_Professionals_and_Line_Managers 

[9]. Lazarova, M., Morley, M., & Tyson, S. (2008). 

International comparative studies in HRM and 

performance–the Cranet data: Introduction. 

The International Journal of Human Resource 

https://doi.org/10.30574/wjarr.2023.18.2.0883
https://doi.org/10.35940/ijmh.f1245.025621
https://www.researchgate.net/publication/378240477_A_STUDY_ON_IMPACT_OF_E-HRM_ON_ORGANISATION_EFFECTIVENESS_IN_ITITES_INDUSTRY
https://www.researchgate.net/publication/378240477_A_STUDY_ON_IMPACT_OF_E-HRM_ON_ORGANISATION_EFFECTIVENESS_IN_ITITES_INDUSTRY
https://www.researchgate.net/publication/378240477_A_STUDY_ON_IMPACT_OF_E-HRM_ON_ORGANISATION_EFFECTIVENESS_IN_ITITES_INDUSTRY
https://www.researchgate.net/publication/378240477_A_STUDY_ON_IMPACT_OF_E-HRM_ON_ORGANISATION_EFFECTIVENESS_IN_ITITES_INDUSTRY
https://www.jetir.org/papers/JETIR2501404.pdf
https://www.jetir.org/papers/JETIR2501404.pdf
https://doi.org/10.1186/s43093-024-00415-4
https://www.researchgate.net/publication/349696719_The_Impact_of_E-HRM_Usage_on_HRM_Effectiveness_Highlighting_the_Roles_of_Top_Management_Support_HR_Professionals_and_Line_Managers
https://www.researchgate.net/publication/349696719_The_Impact_of_E-HRM_Usage_on_HRM_Effectiveness_Highlighting_the_Roles_of_Top_Management_Support_HR_Professionals_and_Line_Managers
https://www.researchgate.net/publication/349696719_The_Impact_of_E-HRM_Usage_on_HRM_Effectiveness_Highlighting_the_Roles_of_Top_Management_Support_HR_Professionals_and_Line_Managers
https://www.researchgate.net/publication/349696719_The_Impact_of_E-HRM_Usage_on_HRM_Effectiveness_Highlighting_the_Roles_of_Top_Management_Support_HR_Professionals_and_Line_Managers
https://www.researchgate.net/publication/349696719_The_Impact_of_E-HRM_Usage_on_HRM_Effectiveness_Highlighting_the_Roles_of_Top_Management_Support_HR_Professionals_and_Line_Managers


© March 2025 | IJIRT | Volume 11 Issue 10 | ISSN: 2349-6002 

IJIRT 179655   INTERNATIONAL JOURNAL OF INNOVATIVE RESEARCH IN TECHNOLOGY        7396 

Management, 19 (11), 1995-2003. DOI: 

https://doi.org/10.1080/09585190802404239 

[10]. Milon, M., Alam, M. & Pias, M. (2022). 

Exploring the Key Practices of E-HRM in 

Place of Traditional HRM: A Study on Private 

Industry of Bangladesh. Journal of Human 

Resource and Sustainability Studies, 10, 403-

417. 

https://www.scirp.org/pdf/jhrss_202208311520

1521.pdf 

[11]. Nidhi Singhroha, and Monika Yadav. (2025). 

''An Analysis the Impact of e-HRM on 

Organizational Performance in Information 

Technology (IT) Industry in Delhi/NCR." 

International Journal of Management and 

Humanities (IJMH) ISSN: 2394-0913 

(Online), Volume-11 Issue-5. 

https://www.ijmh.org/wp-

content/uploads/papers/v11i5/B175911021024.

pdf 

[12]. Obeidat, S. M. (2016). The link between e-

HRM use and HRM effectiveness: an 

empirical study. Personnel Review, 45 (6), 

1281- 1301. DOI: https://doi.org/10.1108/PR-

04-2015-0111 

[13]. Strohmeier, S. (2007). Research in e-HRM: 

Review and implications. Human Resource 

Management Review, 17 (1), 19-37. DOI: 

https://doi.org/10.1016/j.hrmr.2006.11.002 

[14]. Thathsara, & Sutha (2021). Investigating the 

Influence of E-HRM Practices on 

Organizational Performance: The Mediating 

Role of Organizational Agility (With Special 

reference to Financial Institution). 

International Journal of Engineering and 

Management Research. 11(1), 1-8. 

https://doi.org/10.31033/ijemr.11.1.1,1.  

 

https://doi.org/10.1080/09585190802404239
https://www.scirp.org/pdf/jhrss_2022083115201521.pdf
https://www.scirp.org/pdf/jhrss_2022083115201521.pdf
https://www.ijmh.org/wp-content/uploads/papers/v11i5/B175911021024.pdf
https://www.ijmh.org/wp-content/uploads/papers/v11i5/B175911021024.pdf
https://www.ijmh.org/wp-content/uploads/papers/v11i5/B175911021024.pdf
https://doi.org/10.1108/PR-04-2015-0111
https://doi.org/10.1108/PR-04-2015-0111
https://doi.org/10.1016/j.hrmr.2006.11.002
https://doi.org/10.31033/ijemr.11.1.1,1

