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Abstract-Examining recent studies on Electronic 

Human Resource Management (E-HRM) and its 

connections to strategic HRM outcomes, employee 

adaptation, and organizational performance is the aim 

of this review study. The literature is still dispersed 

and does not fully comprehend how E-HRM systems 

affect organizational outcomes, despite the growing 

use of digital HR solutions. In order to fill this 

vacuum, this study summarizes the results of more 

than 40 investigations that were published between 

1999 and 2011, as well as more recent works. E-HRM 

adoption, worker agility, and organizational 

performance are the three main facets of our review, 

which emphasizes the ways in which these elements 

interact and impact one another. Our integrated 

theoretical framework links these factors, providing a 

model to investigate the connection between 

employee adoption of digital technologies, E-HRM 

practices, although there is evidence that strategic 

HRM can predict E-HRM outcomes, the opposite 

relationship—that is, whether E-HRM causes 

strategic outcomes—is not yet empirically confirmed, 

according to the review. Furthermore, research 

designs are frequently insufficient to demonstrate 

causal directions, indicating that the relationship 

between E-HRM and organizational performance is 

context-dependent. The findings show that the 

objectives of E-HRM have changed from operational 

and efficiency enhancements to a more strategic 

realignment of HR responsibilities. Furthermore, the 

effects of E-HRM have changed from being mostly 

operational to having relational and transformative 

effects. 
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INTRODUCTION 

 

Organizations are increasingly using Electronic 

Human Resource Management (E-HRM) solutions to 

improve the efficacy and efficiency of their HR 

operations in the quickly evolving business 

environment of today. Recruitment, training and 

development, performance management, and 

employee engagement are just a few of the HR tasks 

that may be automated, streamlined, and supported by 

a broad range of digital tools and technology that 

make up e-HRM. E-HRM has been promoted as a 

means of changing the traditional HR job from an 

administrative one to a more strategic partner in 

accomplishing organizational goals as companies seek 

to better match their HR operations with strategic 

business objectives. 



2025 RJSNEML Volume2, Issue 1 (ISSN No.: 3048-7862) Vikrant Group of Institutions, Indore 

 

Understanding the connection between E-HRM and 

organizational outcomes has become increasingly 

important as a result of the move towards digital HR 

solutions. Even though E-HRM system use is 

growing, there is still little and inconsistent research 

on how these systems affect employee adaption and 

how they relate to organizational success. Although 

the advantages of E-HRM for operational efficiency 

have been the subject of numerous studies, less is 

known about how E-HRM affects more general 

strategic HRM outcomes like workforce agility, 

organizational performance, and long-term employee 

engagement. 

This review paper's main goal is to provide a more 

comprehensive theoretical framework by synthesizing 

the body of research on E-HRM and its relationships 

to organizational performance and employee 

adaption. The literature is still in the early stages of 

determining the causal linkages between E-HRM and 

organizational effectiveness, despite the expanding 

quantity of studies. In particular, although there is 

some evidence that E-HRM outcomes may be 

predicted by strategic HRM, the opposite—that E-

HRM causes strategic outcomes—has not been 

thoroughly investigated. Furthermore, the context-

dependent aspect of E-HRM's influence is frequently 

overlooked in the current corpus of literature, with 

many studies having narrow scopes and designs. 

 

LITERATURE REVIEW 

 

The term "e-HRM" describes the management and 

support of HR functions through the use of digital 

tools and technologies. Human Resource Information 

Systems (HRIS), cloud-based HR platforms, AI-

powered tools, and mobile applications are just a few 

of the technologies that are included in these systems. 

E-HRM has grown in significance over the past 20 

years as businesses look to improve data-driven 

decision-making, streamline HR processes, and match 

HR procedures with strategic business goals. 

Early studies highlighted the advantages of 

automating HR tasks like payroll, hiring, performance 

management, and employee data management, with 

an emphasis on the effectiveness and affordability of 

E-HRM systems (Cedar, 2007; Strohmeier, 2007). 

According to these research, E-HRM increases 

operational efficiency by lowering administrative 

workloads and enhancing the uniformity and velocity 

of HR procedures. Additionally, by offering data 

analytics that assist decision-making at both the 

tactical and strategic levels, E-HRM is thought to be a 

catalyst for the transformation of traditional HR 

departments, making them more strategic 

(Bondarouk&Ruël, 2009). 

However, more recent studies highlight E-HRM's 

strategic potential, especially its function in 

coordinating HR procedures with corporate strategy. 

For instance, a 2011 study by Zhu and Foshay looked 

at how E-HRM systems help organizations become 

more agile by promoting improved personnel 

management and allowing for faster adaptability to 

changes in the market. In a similar vein, Maitland and 

Sammartino (2014) proposed that E-HRM can 



2025 RJSNEML Volume2, Issue 1 (ISSN No.: 3048-7862) Vikrant Group of Institutions, Indore 

facilitate performance management, employee 

learning and development, and strategic workforce 

planning—all of which are critical to the long-term 

success of an organization. 

 

THEORETICAL FRAMEWORK: E-HRM, 

EMPLOYEE ADAPTATION, AND 

ORGANIZATIONAL PERFORMANCE 

 

The framework states that the successful 

implementation of E-HRM systems, which improves 

organizational performance, depends on the efficient 

adoption of new technologies by employees. The key 

ideas and their relationships are summed up. 

 

Features of the E-HRM System: The success of e-

HRM systems depends on their usability, utility, and 

connection with business goals. Systems that are 

simple to use and integrate easily with existing HR 

practices can speed up adoption. Employee 

Adjustment This is a complex process that is 

influenced by Technological adoption is the extent to 

which employees purchase and use E-HRM systems. 

Psychological adaptation is the term used to describe 

shifts in attitudes and beliefs around technology, 

including motivation and acceptance. Performance of 

the company: increased productivity, worker 

involvement, 

 

ORGANIZATIONAL PERFORMANCE 

PATHWAYS 

 

Worker adaptation acts as a mediator in the 

relationship between E-HRM and organizational 

performance. The following routes are 

recommended by the model Direct Impact: 

Through work automation, enhanced 

communication, and the facilitation of strategic 

HR decision-making, E-HRM solutions directly 

enhance organizational performance Mediated 

Impact: Employee productivity, engagement, and 

satisfaction are all improved when workers use E-

HRM systems, and this improves company 

performance. 

 

CONCLUSION 

 

A theoretical framework connecting E-HRM 

systems, employee adaptability, and 

organizational success is presented in this 

research. The study illustrates how effective 

adoption and modification of E-HRM systems can 

greatly improve organizational outcomes by 

combining the body of previous knowledge. The 

framework emphasizes the significance of worker 

adaptation for realizing the full potential of E-

HRM systems and offers a thorough model for 

comprehending the dynamics of E-HRM 

implementation. 

 

RECOMENDATION 

 

Although a theoretical framework has been 

constructed in this paper, empirical research is 

required to validate the suggested model. The 

following topics could be investigated in future 

research. 

 

Differences across Cultures: What effects do 

cultural variables have on the uptake and 

efficiency of E-HRM systems? 
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Longitudinal Studies: Analyzing how E-HRM 

affects employee outcomes and organizational 

performance over the long run. 

 

Sector-Specific Studies: Examining how E-HRM 

functions in particular sectors (such as 

manufacturing or healthcare) to comprehend 

differences in performance and adaptation across 

sectors. 
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