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Abstract 
More and more organizations have been replacing face-to-face human resource management 
activities with electronic human resource management, E-HRM for short. E-HRM facilitates the HR 
function to create dynamic and operational capabilities and contributes greatly on HRM effective- 
ness. This article elaborates on E-HRM in detail on the following aspects: Introduction of E-HRM, 
types of E-HRM, role of E-HRM, factors influencing utility, effectiveness of E-HRM, determinants of 
attitude towards E-HRM and the context for E-HRM in China, and it is expected to help people 
understand E-HRM more comprehensively and systematically. 
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1. Introduction 
Great changes have been brought to our economy, society, and culture with the rapid development of science 
and technology, especially the usage of Internet and computer technology. Over the last few years, with the ap-
pearance of these technologies, a new wave of human resource (HR) technology known as electronic human re-
source management (E-HRM) has emerged (Hooi, 2006) [1]. 

The term E-HRM was coined in the 1990s and refers to conducting HRM activities with the use of the Inter-
net or the Intranet (Lengnick-Hall & Moritz, 2003) [2]. Strohmeier (2007) defines E-HRM as the application of 
information technology for networking and supporting at least two individual or collective actors in their shared 
performing of HRM activities [3]. The introduction of E-HRM is expected to facilitate a more efficient and stra-
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tegic way of working for HR professionals (Shrivastava & Shaw, 2003) [4] for the reason that electronic human 
resource management (E-HRM) provides human resource (HR) functions with the opportunity to create new 
avenues for contributing to organizational success. 

The present paper elaborates on electronic human resource management (E-HRM) in detail on the following 
aspects, namely definition of E-HRM, types of E-HRM, factors influencing utility, effectiveness of E-HRM, de-
terminants of attitude towards E-HRM and the context for E-HRM in China. Hopefully, this paper could help 
readers understand E-HRM more comprehensively and sysmematically. 

2. Types of E-HRM 
There are three types of E-HRM. These are described respectively as Operational, Relational and Transforma-
tional. 

Operational E-HRM is related with administrative functions-payroll and employee personal data for instance. 
Operational type of HRM provides the choice between asking employees to keep their own personal data up to 
date through an HR website or to have an administrative force in place to do this. 

Relational E-HRM is related with supporting business processes by ways of training, recruitment, perfor-
mance management and so forth. As to relational HRM, there is the choice between supporting recruitment and 
selection through a web-based application or using a paper-based approach (through advertisements, paper- 
based application forms and letters etc.). 

Transformational E-HRM is related with strategic HR activities known as knowledge management, strategic 
re-orientation. As to transformational HRM, it is possible to create a change-ready workforce through an inte-
grated set of web-based tools that enables the workforce to develop in line with the company’s strategic choices 
or to have paper-based materials. 

3. Role of E-HRM 
Classical human resources management (HRM) includes the recruitment, selection, development, compensation, 
retention, evaluation, and promotion of personnel within an organization (Bernardin & Russel, 1993), which 
could be mostly transferred to the virtual world [5]. Therefore, the HR profession faces an important challenge 
with new E-HRM and virtual actions encountered in the business world. However, E-HRM has been known as 
its position as the dynamic version of HRM. E-HRM functions share similarities with HR management func-
tions, which are planning for organizations and jobs for people, acquiring human resources, building individual 
and organizational performance, rewarding employees, maintaining human resources (Fisher, Schoenfeldt, & 
Shaw, 1996) [6]. Using E-HRM technology is a way of implementing HR strategies, policies, and practices. The 
E-HRM technology supports the HR function to abide by the HR needs of the organization based on the network 
(Ruel et al., 2004) [7]. The E-HRM technology provides a portal which enables managers, employees, and HR 
professionals to view, extract, or alter information which is necessary for managing the HR of the organization. 
Additionally, with the use of E-HRM, fewer HR professionals are needed since E-HRM eliminates the “HR 
middleman”. 

HR executives are counting on technology and the information it provides to help them drive decisions that 
will lead to success of the organization as a whole. Snell, Stueber, and Lepak (2002) note that HR can be more 
strategic, flexible, cost-effective applied with the E-HRM practice [8]. It has been pointed out that IT has the 
potential to reduce administrative costs, increase productivity, speed response times, enhance decision-making, 
and improve customer service all at the same time. The need for cost reduction, higher quality services, and cul-
tural change are the three main forces that drive corporations to seek IT-driven HR solutions (Yeung & Brock-
bank, 1995) [9]. The rapid development of the Internet during the last decade has boosted the implementation 
and application of electronic human resource management (Strohmeier, 2007) [3]. According to Strohmeier 
(2007), E-HRM is the application of information technology for both networking and supporting at least two in-
dividual or collective actors in their shared performing of HR activities [3]. Virtual HR is emerging owing to the 
growing sophistication of IT and increased external structural options (Lepak & Snell, 1998) [10]. Surveys of 
HR consultants suggest that both the number of organizations adopting E-HRM and the depth of applications 
within the organizations are continually increasing. IT is beginning to facilitate firms to deliver great HR services. 
Many experts forecast that the personal forecast will become the main tool for all HR professionals (Kovach & 
Cathcart, 1999) [11]. 
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HRM helps to achieve higher performance through the rapid development of technological innovation. Tech-
nology innovation could serve as an approach to enable HR function to focus more on value-added activities so 
as to realize the full potential of technology and organizational strategy (Shrivastava et al., 2003) [4]. The biggest 
benefit of applying E-HRM practice is the freeing of HR staff from intermediary roles so that they can focus on 
strategic planning in human resource organization and development (Pinsonneault & Kraemer, 1993) [12]. 

4. Factors Influencing Utility, Effectiveness of E-HRM 
E-HRM has been studied increasingly by many scholars. However,Academic involvement in E-HRM started 
relatively late and, to an extent, is still trying to catch up with practice (Ruel et al., 2007) [13]. Previous studies 
on E-HRM have been conducted by various researchers. 

Laumer et al. (2010) studied E-HRM in an E-Business environment among 144 HR managers from German 
top 1000 corpotations. Their survey results revealed that HR managers’ most pressing challenges are staff reten-
tion and internal and external employer branding. They concluded the importance for an E-HRM that needs to 
be both effective-adequately fill vacancies–and efficient–make full use of rare resource [14]. 

Strohmeier and Kabst (2009) examined the factors that affect the cross-national organizational adoption of 
E-HRM in Europe. They found that E-HRM is a common practice throughout Europe since two-thirds of all or-
ganizations have already applied E-HRM. They also found that major determinants of E-HRM adoption are size, 
work organization, and configuration of HRM [15]. 

Voermans and van Veldhoven (2007) made a study on attitude towards E-HRM. They found that differences 
in perceived usability of current IT systems, and the preferred HR roles strategic partner (high preference) and 
employee champion (low preference), were connected to a positive attitude towards E-HRM systems. As for 
managers, user support was also considered to be a predictor of a positive attitude towards E-HRM [16]. 

Olivas-Lujan et al. (2007) conducted a case-based study to investigate how four of the most competitive 
Mexican firms are applying their E-HRM strategy. They discovered that to fully understand the way E-HRM is 
used in firms from emerging economies, it is critical to take into account local idiosyncrasies [17]. 

Ruel et al. (2007) examined the contribution of E-HRM to HRM effectiveness [13]. They found that individ-
ual assessment of E-HRM applications affects HRM technical and strategic effectiveness. This is especially so 
in the perceived quality of the content and the structure of E-HRM applications which have a significant and 
positive effect on technical and strategic HRM effectiveness. They also discovered that the basic expectations 
are that using E-HRM will reduce costs, will enhance the HR service level and will supply the HR department 
space to become a strategic partner. 

Hooi (2006) studied the degree of E-HRM practiced in the small and medium sized manufacturing companies. 
The readiness and feasibility of implementing E-HRM in the SMEs is dependent on the availability of resources 
(expertise, financial, and technical resources) and the attitude of the employees [1]. 

Ruel et al. (2004) conducted an explorative empirical study in five large companies on web-based HRM. 
They concluded that the goals of E-HRM are mainly to improve HR’s administrative efficiency/to achieve cost 
reduction. They also found that international companies seem to use the introduction of E-HRM to standardize 
HR policies and processes [7]. 

According to the current studies combined with the academic literature above, we conclude the following 
factors have great effect on attitude towards using E-HRM: clarity of E-HRM goals, user satisfaction with E- 
HRM, perceived usefulness, perceived ease of use, intention to use E-HRM, user support, social influence, and 
facilitating condition. These are the important factors connected with attitude of the HR professionals towards 
using E-HRM. This information is vital when designing implementation methodologies and change management 
strategies as interventions need to be designed specially to meet the company’s requirement of E-HRM imple-
mentation. Generally, findings of the present study add to previous work on E-HRM adoption by clearly ad-
dressing factors that systematically separate adopting and non-adoption organizations in a cross-national sur-
rounding. Accepting that E-HRM obviously is not a strictly universal practice, it is appropriate for a certain type 
of organizations while inappropriate for other organizations. The above findings thus contribute to our under-
standing of the basic technology factors of E-HRM. 

5. Determinants of Attitude towards E-HRM 
Attitude is depicted to be individual’s positive or negative behavior towards a new idea or new technology and 
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has been known to be a driver of consumer utility or technology adoption (Fishbein & Ajzen, 1975) [18]. As 
shown in empirical studies related to the diffusion of technological innovations, attitude exposes one’s belief 
about the evaluation and consequences of a given behavior (Li, 2004) [19]. 

5.1. Clarity of E-HRM Goals 
There is a positive relationship between clarity of E-HRM goals and attitude towards E-HRM. The goals for ap-
plying E-HRM technology of a specific organization have an effect on the use of the technology. It is therefore 
of great importance that the goals are explained right by the end-users otherwise it might result in unintended 
use of the technology. Ruel (2001) elaborates on the clarity of spirit of office technology. The spirit of the tech-
nology should lead to the right user behavior of end-users of the technology [20]. 

It is recommended by Fishbein that e-business and systems’ developers should concentrate on improving user 
preference by improving technology effectiveness and accessibility through educating the consumers, promoting 
simple format, efficiency, authenticity, and clarity of web site content [18]. 

5.2. User Satisfaction with E-HRM 
There is a positive relationship between user satisfaction and attitude towards E-HRM. User satisfaction is a 
subjective evaluation of the various uses of experiences of an information system based on a pleasant/unpleasant 
continuance (Seddon, 1997) [21]. There are extensive literatures on end-user satisfaction with Information 
Technology. A meta-analysis approach is used by Mahmood (2000) to synthesize and validate the construct of 
IT end-user satisfaction. It is widely accepted that satisfaction with IT as an indicator of IT usage which is 
viewed as a vital driver of IT success [22]. 

Zeithaml, Berry and Parasuraman emphasized that high satisfaction (as perceived by the customer) often re-
sult in favorable behavioral intentions while low satisfaction leads to unfavorable behavioral intentions [23]. 
Many research studies on technology adoption have also proved that user satisfaction has a positive influence 
upon intention. Carlson and O’Cass found that customer’s evaluations of satisfaction with a web site have a sig-
nificant positive influence on attitudes towards the web site in an empirical research from an online survey of 
518 customers [24]. 

5.3. Perceived Usefulness and Perceived Ease of Use 
There is a positive relationship between perceived usefulness, perceived ease of use and attitude towards 
E-HRM. Studies have demonstrated that ease of use and usefulness were linked with attitude toward using 
technology. 

Perceived Usefulness is of great importance as to the acceptance of E-HRM technology by organizations. HR 
professionals are always interested in how E-HRM technology enhances the workplace especially in HR func-
tion as to costs reduction, time management, and task execution. Perceived usefulness is one of the Technology 
Acceptance Model primary core determinants for computer acceptance behavior and its importance has been 
acknowledged in technology adoption (Agarwal & Prasad, 1997) [25]. Lots of existing evidences to support the 
positive effect of perceived usefulness on the adoption of technologies (Venkatesh & Davis, 2000) [26]. 

Perceived Ease of Use reflects the extent of difficulty in understanding, learning, or applying the technology. 
It also reflects the extent to which a new technology is perceived as better than the substitutes. In this context, 
the HR professional’s perception that using E-HRM will include minimum effort or that E-HRM will be easy to 
deal with, is an important factor in E-HRM adoption. Based on Technology Acceptance Model, perceived ease 
of use leads to intention which in turn generates the actual individual usage behavior. 

5.4. User Support 
There is a positive relationship between user support and attitude towards E-HRM. User Support addresses the 
technical support and help given to users in the light of operating the information systems in the organization. 
The importance of user support to the success of user computing has been emphasized in many researches 
(Amoroso and Cheney, 1991; Igbaria et al. 1997) [27] [28]. In the working context, we hold that technical sup-
port to users of the E-HRM system is critical. 

Studies have shown that an individual’s attitude is affected by various constructs or external variables, which 
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may be system features, training, documentation, and user support. Therefore, user support is sure to influence 
the attitude towards E-HRM. 

5.5. Social Influence 
There is a positive relationship between social influence and attitude towards E-HRM. Venkatesh et al. (2003) 
define Social Influence as “the extent to which an individual perceives that important others believe he or she 
should use the new system” (p. 451) [29]. According to the researcher, the use of the E-HRM technology had 
not been mandated by the management of the organizations under study. 

Previous studies demonstrated that Social influence has been an important factor that affects individuals’ atti-
tudes and intentions toward a certain behavior. For example, Chan et al. indicated that the effect of social influ-
ence may have a positive impact on attitude (user satisfaction) while this relationship was not significant in their 
study on mandatory citizen adoption of an e-government technology. Karjaluoto argued social influence strong-
ly affected attitude and behavior toward online banking [30]. 

5.6. Facilitating Conditions 
There is a positive relationship between facilitating conditions and attitude towards E-HRM. Venkatesh et al. 
(2003) describe Facilitating Conditions as “the extent to which an individual thinks that an organizational and 
technical infrastructure exists to support use of the system” (p. 453) [31]. In the study, the facilitating conditions 
include the necessary support from the HR and IT department to supply education and assistance to the em-
ployees. Moreover, facilitating conditions include the technical infrastructure that offers a highly available and 
responsive system to the users. 

It is theorized that Facilitating conditions often have a direct effect on intention and use of information system. 
Chan argued that facilitating conditions have a positive impact on user satisfaction; and this relationship was 
confirmed in their study. Liang, Xue, Ke and Wei demonstrated that the facilitating conditions have significant 
influences on information technology use [32]. 

6. The Context for E-HRM in China 
As to E-HRM in the context of China, research seems to be limited to E-HRM implementation in a local enter-
prise (Xin, 2010) [32] or E-HRM implementation challenges in a state-owned enterprise (SOE) (Zhang and 
Wang, 2006) [33]. We must note that there are several features of the Chinese institutional environment that are 
likely to influence the deployment and utilization of E-HRM in China. 

First of all, the Chinese regulatory context for E-HRM—comprising the national laws that promote and limit 
various behaviors—has undergone huge changes these years (Dezalay and Garth, 2011) [34]. For instance, in 
2008, the introduction of new labor laws produced fears that the improvements designed to protect workers from 
arbitrary firings will increase costs by raising requirements for severance pay (Chen and Funke, 2009) and add 
the workload for human resource [35]. Additionally, communist hukou system (the registration of households) 
has influenced HRM practices. This registration is the legal basis for identification, and an individual cannot 
acquire a legal permanent residence, benefits or privileges in any place other than the registered birthplace (hu-
kou). Corporations have to report hukou data to the authorities (Wang, 2005) [36]. Xue et al. (2005) argue that 
the most problematic function of E-HRM systems is thus the ability to generate reports that meet both the local 
government and central government requirements [37]. 

Secondly, with respect to social knowledge about E-HRM, a strongly hierarchical structure characterizes the 
cognitive institutional environment. This has been the result of centralized planning and has resulted in a histor-
ical absence of the Western HR concept (Björkman et al., 2008) [38]. However, corporate investment in devel-
oping local HR managers and increased academic education in HRM seems to be raising the status of human 
resource management (Cooke, 2004) [39]. Although study shows that HRM in China is not meeting executives’ 
expectations and is associated with administrative work, longitudinal research offers a more positive view of a 
growing strategic role, including the progressive application of Western-style HRM practices (Sumelius, 2009) 
[40]. E-HRM practice application in China is especially challenging due to the lack of well-trained employees, 
information technology infrastructure, high technical and cultural complexity and differences between Western 
and Chinese management practices. 
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Lastly, core values, beliefs about human nature and norms, the normative institutional environment for E- 
HRM has been emphasized in several studies. Chow (2004) argues tendencies towards the use of networks 
(guanxi) in staffing practices [42]. Guanxi, a social capital network which is the continual exchange of services 
and favors within the network (Luo, 2002) is still of great significance [41]. Having the right connections and 
the good viewpoints of co-workers are considered vital (Chow, 2004), In China, an applicant can easily pass 
formal screening criteria within companies with the use of guanxi [42]. It seems overall enterprise resource 
planning use in the Chinese context is being influenced by informal planning and process modeling, which is 
highly dependent on guanxi, which makes communication barriers between users and demands resources in 
terms of system modifications (Ge and Voss, 2009; Huang and Palvia, 2001) [43] [44]. Other research showed a 
preference for sustaining harmonious Confucian-based relationships in how performance appraisals are con-
ducted (Hempel, 2001) [45]. Furthermore, Huo and Von Glinow (1995) suggest that typical Chinese cultural 
features such as the concept of “face” and respect for authority deciding the desirability of certain HRM practic-
es [46]. That Chinese culture respects seniority and hierarchy, values social harmony, and adopts an egalitarian 
approach to HR service distribution is noted by Cooke (2013) [47]. 

China has its unique national conditions and culture, whether E-HRM will succeed in China depends largely 
on if the corporations focus on China’s national conditions and cultural characteristics. To conclude, this litera-
ture review demonstrates a need to understand how standardization and adaptation to the local context affect 
E-HRM in terms of it realizing its strategic potential and the particular institutional forces that are influencing 
this. 

7. Conclusions 
Human resources are considered as the most expensive resource in any organization; therefore, they need careful 
management. The goal of human resources management is to make sure that a company has the right number of 
people with the required knowledge, skills, abilities and competencies, in the right place, at the right time, at an 
affordable cost and who are motivated and determined to achieving the current and strategic need of a firm. 
E-HRM practice provides a more efficient and strategic way of working to reach the goals. E-HRM facilitates 
human resource functions with the chance to create new avenues for committing to organizational success. 

Nowadays, a great many technological applications have emerged, claiming to cover nearly every “traditional” 
human resources management (HRM) activity; not only complementing it, but often even substituting it (Martin, 
Alexander, Reddington, & Pate, 2006) [48]. In order to meet the demands of today’s knowledge-based economy, 
it is almost a must for companies to maximize the potential and productivity of their employees, a goal towards 
which HRM information systems and E-HRM could be of help. 
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