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Abstract: The present article aims to shed light on the concept of Human Resource management. Therein, 

the authors have attempted to underline some of the important developments in the arena of HRM and where 

it leads the understanding to. The article elaborates on the growing shift from HRM to E-HRM and why it is 

becoming inevitable for businesses to understand and accept it. The discussion also highlights detailed 

explanation of the features and prospects of E-HRM and its uniqueness in comparison with traditional HRM 

practices. In parallel, the article also expounds on HRM as a strategic concept whilst unleashing on elements 

relating to technological primacy. The article aims to serve as a guideline for individuals enthusiastic to 

conduct scholarly work in the area of E-HRM and its strategic importance in the years to come. 
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1. Introduction

In human resource management (HRM), abrupt increase has been observed during the last few 
decades in the usage of modern information technologies (IT). This prompt increase consequence in 
the appendage of progressively futuristic management of core business process or enterprise 
resource planning (ERP) software designed along with technologies ground on internet that 
systemize as well as operate section of HRM which are connected with management. In assembling 
the administrative agreements and information communications, the delusion of HRM IT 
innovations based on internet which are generally familiar as E-HRM (see Bondarouk & Ruel, 2009; 
Strohmeier, 2007), may be characterized of important economic productivity. It is asserted by some 
researchers that, IT based on internet is a ground breaking technology that will turn the strategy in 
an inevitable manner in which establishment are strengthen (Bower & Christensen, 1995; 
Brynjolfsson & Hitt, 2000). Along this perspective numerous analyst state that how an association 
perform HRM shifting it from being mainly administrative, to be a strategic move towards long term 
plane of gaining international recognition (Lepak & Snell, 1998; Shrivastava & Shaw, 2003). 

This organizational technically change role of HRM is root on nation that how associations are 
organized is powered by the use of information. The operating HRM functions are now well focusing 
on more complicated, judgmental and responsive tasks, because of the attention paid towards the 
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modification of decisions, the advancement of managerial tasks, and highly access in the increasing 
distributive data. In this regard, HRM jobs are highly skilful as new progressive technological effects 
are being adaptive (Ahmed, Majid & Zin, 2026; Brynjolfsson & Hitt, 2000; Liang & Marler, 2012). An 
alternative perspective fulfilled this view. In this perspective an important role is played by strategic 
managers and choices are based on how much technology is helpful for an organization in obtaining 
long-term or planned objectives (Barley, 1986). From this point of view, the strategic outcomes and 
management intention towards organizational change is when e-HRM is selected and the way it is 
restructured in organization (Ruel, Bondarouk & Parry, 2017; Reddington and Martin 2010; Marler, 
2009). In this connection, planned result of long-term decisions related to the ways of delivering HRM 
services are the origination of e-HRM in an institution. Most of the time, the organized results are 
depicted for providing the HRM services in a more efficient way rather than the transformation of 
HRM jobs in to long term prime functions (Ahmed, Khalid, Ammar & Shah; Marler, 2009). 

In this research, we examine the indications for HRM ground on long term strategy, underlying 
these two aspects for deep understanding into the junction of information technology and tactical 
firm processes. Is technological change a forerunner of strategic HRM as few proposed or is 
information technology is a simple mechanism for the accomplishment of strategic planning in which 
the employment of E-HRM is proceeds by HR strategy (c.f. Marler, 2009)? For presenting a substantial 
assessment of these competitive perspective and upshots, a massive Dataset of HR corporation 
situated in North America, Europe, Australia, and New Zealand is proven very lucrative. 

This paper develops through providing definition of foremost conceptual constructs. 
Accordingly, it gives a detail account of the challenging hypothetical framework and associated 
hypotheses.  

2. E-HRM and HRM

As technology has both physical and operating attributes therefore, it is very challenging to turn 
up that describing and measuring E-HRM and information technology (Orlikowski & Scott, 2008) 
Therefore, information technology is a body containing physical components (e.g. hardware, 
software and communication network infrastructure), however differ from individuals but the belief 
is that in organizational works physical technology has no value if it is not using by an individual. 
(Marler & Fisher, 2013). Consequently,  in this exploration E-HRM composed of particularly 
arranged parts of computer hardware, software, and electronically working resources of computer, 
which helps in developing actual HRM activities (uses of policies and resources) interrelating and 
benchmarking sole and grouped data, operating and performing information and imparting in or 
outside the bonds of an organization. E-HRM institute is differs from the standard of physical 
appearance and the utilization of the point which help in increasing the level of individual 
coordination’s and business that stores HR data at group level, produces HR statistics and dispense 
access to HR data and statistics despite the limitations  of horizontal, vertical and geographical 
differences. Variations in the capabilities of organization represented by the changes in E-HRM for 
providing support, through using information of technological communication resources to the 
increasing and automated individual group dealings involving communication, formation, and 
storage of HRM data. 

3. HRM as a Strategic Concept

The strategic HRM has been defined as “the pattern of planned human resource deployments 
and activities intended to enable an organization to achieve its goals” (Wright & McMahan, 1992, 
p.298). The definition includes the configurations of human resources as forms of activities which
with the passage of time become developed and reinforce the adaption and functioning of an 
organization. Most of the researches in strategic HRM has paid more attention on these features of 
planned HRM strategy (see recent literature reviews such as Lepak & Shaw, 2008), while very little 
attentiveness is paid on other strand of strategic HRM which analyses how much HR function is 
involved in management process. In this connection of strategic HRM, HR function is modified from 
being expert in administration to being a business partner for a very long time and become supportive 
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for strategic process because of the ways for the involvement of HR operations in strategic processes 
pointed in the Ulrich's early strategic HRM model (Lawler & Mohrman, 2003). 

In the systematic plans of management functions, managers find out the methods dynamically 
to retaliate to problems and provocations in businesses which founds in external environment, 
through a process of formulation and strategy implementation and increase in the rate of changes 
(Rivkin & Gavetti, 2007). HR related goal, practices and policies are affected by the decisions of top 
managers involved in the strategic formulation of larger processes that emerges from the strategic 
HRM suggested by Marler (2009). In organization where operational capabilities of dominant HR are 
administrative expert and these goals help to build a structure of an administration are very limited 
such tracing the demand of job, managing employee pay cheques beneficial programs and EEO 
compliance rather than Staff experts busy in the transformation of HR activities like development of 
HR strategy that work in a better way as a strategic business partner along with strategic product or 
services (Marler, 2009). Hence in this paper we interpret contribution of strategic HR involvement as 
professionals HR involvement in policy or strategy development of HRM. 

4. Technological Primacy 

To examine the connection between E-HRM and HR strategy include in decision making is 
pertinent to various theories describe the relationship between information technology and 
organizational structure. The structure of an organization impacts on the technological productions 
used in the firm stated that organizational contingency theory emerged from the studies of 
organizational technologies (Woodward, 1958). This theory is applied by subsequent research to 
information technology suggested that an extensive use of information technology produce more 
decentralised settlement  (Leblebici & Pfeffer, 1977), In making decisions substantial diversification 
of people participate (Huber, 1990) and more planned or designed execution are adopted by 
organization (Brynjolfsson & Hitt, 1997). The reason of underlying this theory is to transform input 
to output transactions are necessary that uncertainly manages technology (Thompson, 1967) and to 
reduce uncertainties related to the processes of administration and production that information 
technology is used primarily (Dewett & Jones, 2001). Hence, bases on this theory, organizations will 
gain more success that manages their administrative works by fitting to the capabilities of 
information technology. 

As similar with firm contingency theory, economic theory of neo-classical also state that 
diffusion of technology compiled with comparative forces because all firms have to perform more 
systematized or not to get through. Consequently, to the magnitude that increase in yield through 
new technology as a compliment or as a labor substitute, new technology processes, or cause change 
in organization. E-HRM is anticipated to accelerate HR productivity by shifting of administrative low 
value tasks to higher value skilled task. For example, the use of E-HRM digitizes and automates 
transactional or administrative tasks of HRM, through automating and replacing low value 
administrative tasks with higher value skilled tasks. E-HRM is expected to increase HR productivity. 
For example, Allocation of more time to more value able tasks like designing better HR polices for 
the improvement of organization functions and performance to digitized HR managerial tasks by the 
use of E-HRM. (Parry & Tyson, 2007; Marler, 2009). Secondly more comprehensive and effective 
information which can help the managers in making analytical decisions (Dulebohn & Johnson, 2013; 
Hussain, Wallace & Cornelius, 2007) and planning strategic decisions for an organization should be 
provided greatly by the use of E-HRM. Third selection of E-HRM is enhanced by both constituting 
forces and prescriptive pressures (Marler 2009; Paauwe & Boselie, 2005) in which trader of E-HRM 
software suggests that their HRM software are built on delivering best HRM practices (Marler, 2009) 
thus, other mimesis practices are accelerated. 

In this competitive world, possibley, firms are using those E-HRM software systems that are 
accepted as “best practice”, (Marler 2009; Paauwe & Boselie, 2005). The result of adopting the system 
“best practice” will raise the strategic status of HR managers. In review from various hypothetical 
perspectives, a transformation in the organization’s internal structure enabled by an administrative 
E-HRM is a technology. Systemize and automation of organizational tasks and assignment of more 
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timely and appropriate statistics makes it more efficient and effective to strengthen the contribution 
of those with information to the use of information technology in a better way for making valuable 
decisions. Thus, first hypothesis is derived on the base of this contingence theory of information 
technology that causes changes in organization. 

5. Strategic Primacy 

In contrast, various arguments have been illustrated by some scholars in which strategic 
decision-making of HR results in the deployment of E-HRM. When a HRM plays planned 
contribution in decision making of an organization, HRM practices are linked with the strategic 
management processes of the organization (Wright & McMahan, 1992). The “linking” procedure 
between formulation and implementation of strategy represented by planned HRM strategy. Boxall 
and Purcell (2003) described strategic HRM as a field of study, that is coupled with choices of strategy 
integrated with the usage of labour in the institution and “discussing reasons why these are more 
systematized manages by some organizations than others. From this point of view, the advancement 
of E-HRM may be seen as a strategic alternative as a scheme that empower firm for accomplishing 
its objective and therefore, a result of HRM having strategic role in an organization (Marler, 2009). 

Marler’s (2009) practical model, which is ground on the composition of diverse ideas from 
strategic management, narrates that how planned decisions contribution of HR can predate 
employment of E-HRM in a firm. HRM managers slogs in establishment and utilizes E-HRM 
technology for implementing HR practices and development of human capital to support 
organizational business strategies. In this sense, Martin and Reddington (2010) suggest a framework 
in which the intention of the of E-HRM system are powered by planned HRM strategic decisions 
such as decreasing prices and HR headcount and adjustable targets such as captivating a strategic 
business associate. Marler and Perry (2016) propound that information system of human resources 
(HRMS) have the potential to be the system through which multinational organizations monitor and 
locate their employees in order to achieve and assist a competitive advantage. In this association, 
these assertions hold up the idea that the consequence of strategic HR management is the utilization 
of E-HRM.   

 This Second perspective is consistent with a second hypothetical stream of technology literature 
that is based on the idea of modest constructivism (Leonardi & Barley, 2007; Kwan & Tsang, 2001). 
In this sense, actors in endeavour agencies of an organization over the way in which information 
technology is bringing into service and some modification that may take place. In this viewpoint of 
technology, people have their own discretion and are not administer by external forces of 
technologies. Alternatively, the involvement of all those in progressing and distributive technology 
structure and how establishment are influenced by, it creates the meaning and reality of technology. 
E-HRM thus, is upshot of a set of interpretations that originate from a strategy if HRM that is pertain 
by HRM employee and other functions with its deployment. In this Conceptual framework, 
participation of HR in setting a firm’s strategy is interconnected with conveyance determination such 
as the level to which HRM practices will be delivered through the use of information technology 
based on internet such as E-HRM. This paradigm manifests a more dynamic situation or perception 
of the character played by individuals in the firm, how computer technology is utilized in widespread 
and notably the active contribution played by strategic HR in how information technology is used 
carry out strategic goals.  

6. Conclusion 

This review paper underlines some of the important developments in the arena of HRM to 
understand the contemporary practices. The article has elaborated on the growing shift from HRM 
to E-HRM and why it is becoming inevitable for businesses to consider it. The discussion has also 
highlighted features and prospects of E-HRM and its uniqueness in comparison with traditional 
HRM practices. In parallel, the article also expounds on HRM as a strategic concept whilst unleashing 
on elements relating to technological primacy. The article aims to serve as a guideline for individuals 
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enthusiastic to conduct scholarly work in the area of E-HRM and its strategic importance in the years 
to come.   
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