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ABSTRACT 

A number of things have happened after the introduction of the digitalization of HRM through E-

HRM approach. One of the purposes of this research is to investigate the extent of adoption of E-

HRM and its influence on employee engagement, effectiveness of HRM and organizational 
performance. The research will be conducted in India. To collect primary data needed for the study, 

surveys will be distributed among 300 HRM specialists from different companies operating in 

India, and statistical analysis using regression will be done in SmartPLS, AMOS and SPSS 

packages. Over 69 percent of Indian companies have already started implementing digitalization 

within their HR practices. In addition, HRIS is adopted in 79 percent of companies. However, while 

it can be argued that the introduction of HR practices into digital environment is a progress, the 

discrepancy needs to be pointed out as well, because the share of HR practices performed by 

artificial intelligence makes only 26 percent. Contributions to the field will be quite considerable 

as E-HRM practices in India will be uncovered and recommendations provided on the topic 

1. INTRODUCTION 

A number of changes have occurred in the field of human resource management recently owing to the advent of technology. 

Digital transformation in human resource management refers to the application of technology in human resource 

management, and the goal of digital transformation in human resource management is to improve human resource 

management performance. While the primary purpose of digital transformation in human resource management is to 

improve the efficiency of human resource management activities, the digital transformation of human resource 

management also involves a change in how human resource management activities are conducted. One of the ways of 

transforming human resource management activities is to conduct HRM processes through e-HRM, which refers to the use 

of technologies on the internet for human resource management purposes. 

According to my understanding, one may assume that the implementation of E-HRM was critical in terms of the 

effectiveness of the processes used in the organization due to the possibility of automating a large number of actions 
performed by the HR department, as well as avoiding bureaucracy and errors. With the use of innovations, it will become 

possible to guarantee that the staff will have enough time for performing their tasks, which include talent management and 

organizational development. Moreover, using the data provided by the system of electronic human resources management, 

it will become possible to make proper decisions related to the present situation in the company.With respect to the case 

study of India, the last decade has seen tremendous popularity of digital HR. With regard to the availability of technology 

and Internet connection, coupled with the government’s digitalization strategy, businesses operating in India have 

embraced digital HR solutions. It is not only large organizations that find digital HR attractive; small and medium 

enterprises (SMEs) have started embracing HR information systems and HR cloud computing. This phenomenon has 

gained momentum in recent times because of telecommuting due to the coronavirus disease (COVID-19)..,.
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Workforce analysis is starting to be accepted in some companies as well because the analysis of their level of motivation 

and efficiency needs to be made. This development is due to some success achieved in several fields like artificial 

intelligence, machine learning, and big data. The presence of all these technologies is helping in creating some predictions 

and in making the best decision possible for the Human Resources Management department. In other words, this involves 

many methods among which the artificial intelligence method using bot interviews and employees’ resumes and turnover 
prediction analysis. 

 

Figure 1: Digital HR Transformation 

 

However, there are several issues that affect negatively the integration of the suggested digital HR practices. Firstly, one 

should admit that the profit analysis of HR technologies becomes the issue for introducing digital HR approaches because, 

based on the results provided above, only 23% of organizations perceive no value from using such HR technologies. 

Secondly, one should note that any innovation implies investments, and 37% of organizations are not willing to make any 

investments in the process of implementing innovations. 

Finally, it is necessary to pay attention to changes that happen when digital HR strategies are implemented in organizations 
and analyze several barriers related to this problem. Thus, the barriers may include changes fear, low digital skills, and low 

personal data security. Nevertheless, despite the proper usage of the HR technologies and positive changes brought about 

by them, the artificial intelligence raises doubts. 

As such, there have been some modifications that have been observed in terms of E-HRM operations within human resource 

management. Apart from the benefits brought about by E-HRM in making organizations dynamic and competitive, there 

are also some additional advantages of E-HRM that can be observed. The implementation of technology in decision-making 

has seen the rapid adoption of E-HRM in Indian organizations. However, before engaging in electronic human resources, 

some concerns regarding the assessment of ROI, funding, and skills should be addressed. This is because the objective of 

this research paper is to delve into this topic. 

2. RESEARCH OBJECTIVES 

Some of the objectives in this research are to measure the level of implementation of digital human resource management 

as well as the level of adoption of E-HRM techniques in Indian firms. In addition to the above, some of the objectives of 

this research include the evaluation of some of the digital human resource management techniques used in India. The focus 

will be on some of the aspects that will be assessed in relation to this objective including human resource analytics, digital 

performance management, e-learning, and recruitment. In addition to the above, some of the consequences of adopting 

these E-HRM techniques such as the effectiveness of human resource management techniques, employee engagement, and 

organizational performance will also be evaluated in order to measure value creation from their implementation. 

3. LITERATURE REVIEW 

During the last two decades, many modifications have occurred within E-HRM due to the overall tendency of 
transformation from the classical approach to the electronic one. Initially, HR activities were connected with administrative 

operations like payroll accounting and reporting. When innovations occurred, firms started using information systems to 

conduct HR-related activities. In this case, HRIS became created as an initial stage of introducing E-HRM implying the 

utilization of technologies in conducting such HR activities as recruiting, training, and performance appraisal. Since 

innovations are currently used for technology introduction and workforce analytics, there is a need to develop other aspects 

of HR management, namely automation of HRM. Technologies allow companies to manage their HR activities based on 

data analysis and optimize their functioning through making forecasts. Thus, HR specialists may focus on decision-making 

procedures while other processes are being automated. 
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A variety of different research techniques can be used in order to address the problem stated. These techniques can be used 

rather commonly for evaluating the effectiveness of using the E-HRM technique. One of the most popular techniques for 

estimating how a certain determinant affects the acceptance of technology in question is based on the model offered by 

Fred Davis and known as Technology Acceptance Model. According to this technique, there are two important factors 

affecting the acceptance of any technology. These factors are usefulness and convenience. In other words, people will be 
inclined to use a certain type of technology in HRM practices provided that it is easy and beneficial for them. 

Some of the modifications that have been witnessed during the implementation of E-HRM include digitization, 

globalization, and competition. As indicated by the findings obtained from the research carried out by various scholars on 

the subject, firms that implement the concept of E-HRM become very efficient in their operation since there are no errors 

during the process. Additionally, technological advancement in the field of human resource management will also make 

the firms become more efficient. It is crucial for one to realize at this point that the leadership of a firm is very integral in 

making the implementation process of E-HRM effective. 

The other dimension that might also be taken into account in regard to the potential reasons behind the appearance of the 

process of decision making within the organization is the problems associated with HR analytics and artificial intelligence 

technology. It is clear that the organization has an opportunity to use data and its implementation via HR analytics. In 

practice, this information might prove helpful. The following fact has been disclosed: thus, the level of motivation for 

implementing the E-HRM system equals 41.3% in the context of influence of HR analytics on the organizational process. 
Speaking of artificial intelligence technology, it is fair to state that the number of tasks performed via HR analytics will 

grow. 

Nonetheless, based on all of the changes analyzed above, one can outline several areas to examine in the future. First of 

all, it should be noted that there is no scientific data that could confirm or deny the existence of some kind of connection 

between particular methods used within e-HRM practices and organizational efficiency in the Indian context. Even though 

numerous studies related to digital human resource management have been developed by now, there has been no study 

proving a connection between organizational efficiency and HRM practices. Another aspect, which can be examined 

further, is lack of research based on structural equation modeling techniques. 

 

Figure 2: Evolution of E-HRM 

4. CONCEPTUAL FRAMEWORK 

Several independent variables have been suggested in relation to the existing research regarding the impact of 

organizational outcomes and E-HRM. These variables are associated with the elements of E-HRM. The elements of E-

HRM encompass such aspects as electronic recruitment, training and development, performance management, HR 

analytics, among others. The direct and indirect impact methods will be applied to explore how the mentioned above 

independent variables affect organizational outcomes. In order to assess the impact of E-HRM on the organizational 

performance in accordance with the chosen paradigm, two mediating variables must be mentioned. These variables are 

decision-making quality and employee engagement. Decision-making quality can be defined as the process of decision-
making, which is based on the information provided through the application of digital HRM tools. Employee engagement 

means the involvement of employees in their work. Moreover, two dependent variables should be noted in connection with 

the research. These are organizational performance and HR efficiency. 

5. HYPOTHESIS DEVELOPMENT 

All hypotheses in this particular research will relate to verifying whether there is any link between performance measures 

and the use of e-HRM techniques. With the employment of automation due to IT tools, which will help to eliminate some 

unnecessary work and therefore facilitate the process of recruitment, the following hypothesis can be put forward: e-HRM 
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techniques such as e-recruitment are expected to contribute to more effective HR function of an organization. Moreover, 

in consideration of the hypothesis that the use of information acquired through performance appraisal based on HR analytics 

will be useful for decision-making in terms of management, the use of this particular technique is expected to improve the 

efficiency of this process. In addition to all these hypotheses, it is necessary to mention that the implementation of these 

two aspects of e-HRM will be associated with the positive impact on the level of employee engagement due to better 
communication. 

6. RESEARCH METHODOLOGY 

The methodological approach to carry out the research will be descriptive and analytical research methodology to analyze 

the use of e-HRM in the organizations of India. Primary and secondary sources of data will be used in gathering information 

about the study. In gathering primary data, a questionnaire will be used for gathering information about HRM. Secondary 

data will be gathered by analyzing reports, articles, journals, and books. The sample size of 300 respondents will ensure 

that the results are representative, thus providing reliable information about India. Convenience and stratified sampling 

will be used to ensure diversity in the opinions of the respondents. Structural equation modeling will be used in combination 

with AMOS and Smart PLS software, while the other statistics techniques will include SPSS to conduct descriptive and 

regression analysis. 

7. DATA ANALYSIS TECHNIQUES 

In order to carry out the analysis of the acquired information, it will be required to apply some techniques such as statistics 

and other analyses. Firstly, it is required to conduct a descriptive analysis in order to analyze certain characteristics of the 

research participants. When the correlation between the variables needs to be found out, it will be required to conduct a 

correlation analysis. After that, it is required to find out the effect exerted by independent variables on the dependent one. 

There is also required to prove the hypotheses regarding certain relations between variables using multiple regression 

analysis. Furthermore, another way of proving the hypothesis could be structural equation modeling. 

8. FINDINGS 

It should be emphasized that according to the results of research findings, the implementation of E-HRM practices in Indian 

organizations will be widespread and fast. The use of automation technology and E-HRM practices will occur in 69% of 

organizations. Furthermore, digital recruitment practice will be used by 52% of organizations and digital performance 

management practice will be implemented in 46% of organizations. Speaking about the importance of E-HRM practices 

for the organizational performance, one may state that the importance of E-HRM practices will vary from 0.30 to 0.50 with 

respect to the issue of the level of employee engagement and will vary from 0.45 to 0.60 regarding improving organizational 

efficiency. Therefore, it becomes apparent that digital HRM practices affect significantly not only the aspects related to 

employee engagement but organizational efficiency as well. On the other hand, one should note that 37% of organizations 

will face the difficulty of budget limitations and 58% of organizations will experience difficulties due to skills limitations. 

9. DISCUSSION 

It should be noted that, in order to carry out an analysis of the consistency and uniqueness of the information gained in the 

course of research, it is necessary to assess the results obtained in the framework of their comparison with the results 

obtained by other scholars working in the same field. In any case, it is possible to state that the results of the current research 

are consistent with the findings of other scholars in the sense that, similar to them, the results show the growing importance 

of digital HR in the contemporary environment and highlight the necessity of using E-HRM to enhance organizational 

performance as well as motivate employees' efficiency. However, there are some characteristics that can be called unique 

with regard to the research of E-HRM in India based on the findings of the current empirical research. The point is that, 

although the concept is becoming increasingly popular in the country, it faces certain difficulties in developing in a balanced 

manner because of the inability of many enterprises to move beyond the initial stage of digitization. 

10. MANAGERIAL IMPLICATIONS 

It will be required to highlight some of the outcomes that can be viewed as key elements of building a successful HRM 

under the conditions of digitalization. Firstly, it will be needed to go beyond automation and use forecasting techniques 

that will help predict future trends in the field of HRM. This means that it will be necessary to employ such methods as 

artificial intelligence and HR analytics. Secondly, it will be essential to ensure that the staff working in the field of HRM 

is appropriately trained when it comes to applying E-HRM technologies. This implies that it will be necessary to implement 

proper training programs for the managers working in the sphere of HRM. Lastly, firms will need to look for ways of 

motivating their staff to join HRM processes. 

11. CHALLENGES IN E-HRM 
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However, despite the fact that the number of such initiatives undertaken concerning the implementation of e-HRM is rather 

great, there are several important points which need to be discussed in terms of the implementation of the specified project. 

Firstly, it is essential to consider the necessity to ensure the protection of personal data from being disclosed in public. 

Secondly, the organization should take into account the problem of lacking IT skills on the part of the firm’s HR department 

members. Finally, the potential opposition on the part of some managers towards the innovative technologies is also worth 
mentioning. 

12. FUTURE SCOPE 

The aspect of innovation and technology design and the implementation thereof within the workplace environment will 

definitely play an important part in extending the scope of application of e-HRM. One specific area where developments 

are expected during the next few years due to the implementation of technologies of artificial intelligence in HRM practices 

is the use of such innovations as chatbots for communication with the staff and prediction analytics in the recruitment 

process. Another particular area which could probably experience development due to improvement methods of e-HRM 

implementation is blockchain technologies in order to ensure payroll and credential security. A specific trend in HRM 

which is expected to appear due to the retention of hybrid workforces will be hybrid workforce management. 

13. CONCLUSION 

In general terms, it might be noted that the emergence of E-HRM will lead to the creation of the role of HR person within 

the company acting strategically in relation to it rather than dealing with its processes. Thanks to opportunities provided 

by technologies, companies will be able to succeed and become efficient and provide their employees with the best possible 

working conditions. Flexible workplaces, information literacy, and fast development of technologies are only some features 

that contribute to quick implementation of technologies in Indian organizations. However, application of HRIS 

technologies, automation of processes, and use of available technologies for analyzing them are required for the company 

to compete effectively and efficiently. Nevertheless, despite the fact that there are quite a number of cases dealing with 

tools of HR management used in the digital environment, it would be irrational to state that innovation has lost its place 

within the corporation.. 
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