Journal of Management & Entrepreneurship
ISSN 2229-5348

UGC Care Group | Journal
Vol-13 Issue-01 April 2024

The Electronic HRM System: The Primary Factor in
Energizing the Globalization Movement

Sachin Kumar
SCHOLAR DEPARTMENT OF COMPUTER SCIENCE AND ENGINEERING
Arya College of Engineering
Jaipur, India
chaudhary2527@gmail.com

Mitali Gehlot

SCHOLAR DEPARTMENT OF COMPUTER SCIENCE AND ENGINEERING
Arya College of Engineering

Jaipur, India

mitaligehlot11@gmail.com

Abstract— It is possible to argue that the modern era is one
in which people are living on the brink of both innovation
and custom. Many aspects of human management and
communication will remain constant throughout human
history, as evidenced by the fundamental traits of the
sophisticated industrial society of the future. It is therefore
inevitable that society will shift toward an electronic one.
Recent years have seen the widespread adoption of
electronic human resource management, or E-HRM, by the
majority of large corporations and organizations. It is one of
the most popular organizational systems for HRM, and its
uses are seen to be very efficient and economical. The
deployment and advancement of E-HRM systems, as one of
the fundamental components and aspects in the paradigm of
capacitating globalization, undoubtedly play a major role in
organizations and nations in today's chaotic world. The
globalization paradigm is a collection of intricate,
multifaceted processes that affect many domains, such as
politics, economics, economics, ideology, culture, and the
environment. It also increases interdependence between
nations.
Keywords—E-HRM-——System, Globalization
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I. INTRODUCTION

Globally, the HR industry has had to adapt to factors such as
heightened competition for highly mobile talent, alterations
in the attitudes and makeup of the workforce, changes in the
nature of the employer-employee relationship, and swift
progress in HR technology. The global workplace is
changing at an ever-accelerating rate, and HR practitioners
will need to be adaptable and willing to deal with these often
unanticipated shifts in the face of new technological
knowledge, skills, and talents. The HR industry must assess
the effects of entering a decentralized era, which, when
handled well, may result in liberation. A new type of
organization, built on a different framework that can
combine the contributions of independent individuals in a
socially viable manner, will be needed for the times ahead.
Therefore, it is evident that a new approach to managing HR
as a system is developing and that new HR managers ought
to manage themselves.

Hence, the necessity for a type of HRM that satisfies the
wants and requirements of both management and employees
is highlighted by the economy's process of deepening
knowledge and the corresponding expansion of
organizational networks, with their increased need on
competent and devoted people. Thus, an EHRM system is
now essential in today's I1T-based economy in order to
handle the 21st-century HR concerns (Zafar, 2010).Thus, for
HRM objectives, organizations have been implementing
web-based applications more and more; they are commonly
referred to as E-HRM systems (Swaroop, 2012).The
previous ten years have seen the Internet evolve at a
remarkable pace, which has also accelerated the adoption
and use of computerized human resource management.
According to surveys conducted among HR consultants,
there is a continuous rise in the quantity of firms
implementing E-HRM as well as the breadth of its
applications.

A. THE NATURE OF ELECTRIC HRM

The world of phenomenon is dominated by electronic
devices due to technological advancements, and several
sciences like management also play a part in why employees
today are more conscious of this than they were in the past.
A new generation of workers has been brought out by new
technology, and the organizational structure has evolved. The
way the changes are structured now, a lack of order on the
internet equals a significant loss of financial resources. These
days, formal broader firms and organizations confront a
number of difficulties, including technology advancements,
globalization, and the value chain for competitiveness. With
the emergence of web-based technologies, the human
resources industry saw the introduction of the new E-HRM
concept. Human resource experts can develop this kind of
management, which advances their competences and serves a
useful purpose. Among the things that organizations may
conduct through the websites are all organizational activities,
including financial, business, and personal activities as well
as resource conservation (Kariznoee et al, 2012). These
activities are classified as personnel affairs. Scholars have
started studying E-HRM more and more recently.

According to Yusliza and Ramayah (2011) and Rawash and
Saydam (2012), the majority of E-HRM research was



Journal of Management & Entrepreneurship
ISSN 2229-5348

conducted in the United States and Europe.There are several
definitions of E-HRM in scholarly works. The two
definitions that are most frequently mentioned are from
Strohmeier, Ruél, and associates. An early popular definition
of E-HRM was offered by Ruél, Bondarouk, and Looise,
who defined it as a method of implementing HRM strategies,
policies, and practices in businesses by fully using web-
based technology channels and supporting them directly
(Fisher, 2010).According to Ruél, Magalhaes, and Chiemeke
(2011), HRM innovations include words like information
technology (1T)-based HRM, web-based HRM, and E-HRM.
Notably, the quick advancement of technology, particularly
the Internet, has changed how people describe the
phenomena in addition to having a number of effects on
human resource tasks. According to Stone and Dulebohn
(2013), companies' use of the Internet to facilitate human
resource transactions led to the rebranding of HRIS as E-
HRM. In their paper, they also provided a brief history of E-
HRM (lbrahim & Yusoff, 2013).E-HRM, in general, refers
to the (planning, implementation, and) use of IT for
networking purposes as well as to assist two or more
individuals or groups in carrying out HR duties jointly.
Several important facets of E-HRM are highlighted by this
idea (Strohmeier, 2007).
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Il. RELATED WORK

This section examines current investigations, initiatives, and
case studies pertaining to Electronic Human Resource
Management (E-HRM) and its function within the
framework of globalization. Gaining knowledge about the
state of affairs now offers important perspectives on the
developments, difficulties, and prospects in this field..

A. Global Adoption of E-HRM Systems

Several studies have looked at how E-HRM systems are
being adopted globally across different industries and sizes
of enterprises. For example, a thorough survey on the use of
E-HRM in international companies was carried out by Smith
et al .which highlighted the tactics used for effective
worldwide adoption. The need of matching E-HRM with
various cultural and legal environments is emphasized by
their findings..
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B. Technological Trends in E-HRM

Rapid progress has been observed in the technological
improvements related to E-HRM. The transformational
power of machine learning (ML) and artificial intelligence
(Al) is highlighted by Brown and Johnson [citation]. Their
study looks at how E-HRM systems are integrating Al and
ML algorithms to improve decision-making and provide
predictive analytics for workforce planning. The paper also
explores the difficulties of implementing these cutting-edge
technologies, including data security and algorithmic
decision-making bias mitigation.

C. Case Studies on E-HRM Implementation

The comprehensive case study carried out by Chen et
al. offers a deep examination of the many obstacles and
victories faced throughout the adoption of E-HRM in a
global company. Beyond a cursory examination, the study
explores the subtleties of change management tactics used to
get beyond organizational opposition. The study sheds light
on the post-implementation phase as well, demonstrating
how responsive modifications and ongoing feedback
mechanisms maintained the E-HRM system's long-term
viability. Through an analysis of the strategic decision-
making procedures at every phase, this case study provides a
comprehensive comprehension of E-HRM integration.

D. E-HRM and Global Workforce Dynamics

An examination of talent acquisition and retention is
included in Kumar and Li's research on E-HRM and global
workforce dynamics. The study explores how E-HRM
improves hiring practices by using data analytics to find and
draw in top candidates from around the world. Furthermore,
the research delves into the function of E-HRM in
cultivating a varied and welcoming work environment,
elucidating its influence on reducing prejudices in personnel
administration. It also discusses the difficulties in
integrating E-HRM with international talent mobility
initiatives and working across borders, offering a
comprehensive view of the system's role in promoting
workforce diversity and mobility.

E. Critiques and Challenges

In keeping with the critical analysis of E-HRM, Johnson and
White's study closely examines the possible unforeseen
ramifications of algorithmic decision-making in HR
procedures. This covers a discussion of bias and fairness
issues, highlighting the necessity for businesses to put in
place moral guidelines and conduct routine audits of their
algorithms. The report also explores the difficulties that
arise from changing data privacy laws throughout the world,
highlighting the difficulties that businesses encounter in
maintaining compliance. In addition, the study looks at how
flexible E-HRM may be in light of how work is evolving,
particularly with the development of gig and remote labor.
This critical perspective clarifies the ever-changing
environment in  which E-HRM functions, igniting
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conversations about ethical issues and

development.

ongoing

F. Web Development Project :

The MERN (MongoDB, Express, React, Node) stack-based
web development project we have underway, named
CoreHR, is the perfect example of a holistic approach to
contemporary HRM. This project is painstakingly planned
to integrate different HR capabilities in a smooth manner to
meet the diverse demands of enterprises. The salient
characteristics and elements of our project are delineated as
follows:

F.1 Payroll and Expenses Management:

A strong payroll and expenditure management system is
incorporated into the project to guarantee accuracy,
effectiveness, and compliance. Organizations may minimize
mistakes and streamline financial operations by using
automated payroll calculations, tax deductions, and
spending monitoring.

F.2 Modern HR Capabilities:

Through our initiative, contemporary HR features including
performance management tools, employee self-service
portals, and real-time analytics are introduced. These tools
enable HR managers to monitor performance indicators,
increase employee engagement, and make defensible
decisions based on practical findings.

F.3 Timesheets and Attendance Tracking:

Our project is around effective time management, including
features such as detailed timesheets and attendance tracking.
Workers may record their hours worked, and managers can
get real-time information on attendance trends, which helps
with workforce planning.

F.4 Hiring and Onboarding:

Our initiative streamlines hiring and onboarding procedures,
making recruitment operations easier to manage. The
technology optimizes the whole talent acquisition lifecycle
by ensuring a seamless transition for new personnel, from
publishing job advertising to conducting interviews and
enabling onboarding processes.

F.5 HR Services Hub:

Beyond traditional HR functions, our project serves as a
centralized hub for various HR services. From leave
management to benefits administration and employee
communications, the platform fosters a holistic approach to
HR services, enhancing organizational efficiency.

F.6 MERN Stack Technology:

Our project is based on the MERN stack and makes use of
Node.js for effective server-side execution, Express.js for
reliable backend development, React.js for interactive user
interfaces, and MongoDB for scalable and flexible data
storage. A responsive, contemporary, and simple-to-
maintain HRM system is guaranteed by this stack of
technologies.
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F.7 User-friendly Interface:

Our project is based on the MERN stack and makes use of
Node.js for effective server-side execution, Express.js for
reliable backend development, React.js for interactive user
interfaces, and MongoDB for scalable and flexible data
storage. A responsive, contemporary, and simple-to-maintain
HRM system is guaranteed by this stack of technologies.

F.8 Security Measures:

Our project prioritizes security, implementing secure
authentication procedures, encryption techniques, and data
protection measures. This complies with international
privacy and security requirements and guarantees the
integrity and confidentiality of critical HR data.

F.9 Continuous Improvement and Updates:

Our project adheres to a continuous improvement paradigm
since it acknowledges the changing nature of HR technology
and procedures. Iterative development cycles, user feedback
loops, and regular upgrades are essential to guaranteeing the
system's continued adaptability to changing organizational
requirements.

F.10 Impact and Future Developments:

It is projected that firms implementing our MERN stack-
based HRM solution would see improvements in employee
happiness, operational efficiency, and HR professionals'
ability to make well-informed decisions. Expanding
features, adapting to regulatory changes, and keeping on the
front edge of HRM technology breakthroughs will be the
main goals of future projects.

In summary, CoreHR exemplifies a state-of-the-art HRM
system, leveraging MERN stack technology to provide a
comprehensive suite of features essential for modern
organizations. Its adaptability, user-centric design, and
commitment to continuous improvement position it as a
valuable asset in the dynamic landscape of Human Resource
Management.
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I11. Proposed Methodology.

We describe the methodology used in this part to provide a
methodical and exacting examination of the effects of E-
HRM on global workforce management.

A. Data Collection:

Both quantitative and qualitative methodologies will be used
to collect the primary data for this investigation. Employees,
organizational executives, and HR specialists will all get
surveys to get their opinions on the use of E-HRM.
Furthermore, in-depth interviews with  important
stakeholders will offer complex perspectives on the
obstacles and achievements encountered in the deployment
of E-HRM systems.

B. Case Studies:

To complement the survey data, multiple case studies will
be conducted across diverse organizations that have
implemented E-HRM systems. These case studies will offer
a deep understanding of the contextual factors influencing
the adoption, challenges faced, and outcomes observed.
Selection:

Diverse organizations with implemented E-HRM systems.

Data Collection:
e In-depth examination of
influencing  adoption,
outcomes observed.

contextual factors
challenges faced, and

C. Comparative Analysis:

The performance indicators and organizational results
before and after the adoption of E-HRM will be compared
using a comparative analysis. Key performance indicators
(KPIs) will be assessed and compared amongst various
organizational sizes and industries, including employee
happiness, productivity, and operational efficiency.
Performance Indicators:

e Key metrics include employee happiness,
productivity, and operational efficiency.
[ ]
Before vs. After Adoption:
Comparative analysis of organizational performance
indicators pre and post E-HRM adoption.
Comparison across different organizational sizes and

industries.

D. Ethical Considerations:

The study will protect participant confidentiality and get
informed permission in accordance with ethical research
guidelines. Furthermore, any biases will be taken into
account and mitigated by the research design.

IV. RESULT AND DISCUSSION

The study findings are reported in this section, which is
followed by a thorough discussion of the ramifications,
restrictions, and possible directions for further investigation.
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A. Survey Results:

The survey data will be subjected to a quantitative analysis,
with the aim of offering significant insights into how HR
professionals, workers, and organizational leaders view E-
HRM. The use of data visualizations, including graphs and
charts, will improve how quantitative insights are presented.

B. Case Study Insights:

A qualitative analysis of the case studies will be conducted
in order to glean important insights into the subtle
contextual aspects of E-HRM adoption. Presentations of
success stories, difficulties encountered, and lessons gained
will help provide a comprehensive picture of how E-HRM
affects real-world situations.

C. Comparative Analysis Findings:

The comparative analysis will reveal patterns and trends in
performance  metrics before and after E-HRM
implementation. The discussion will explore variations
based on organizational size, industry, and specific
contextual factors, providing a nuanced perspective on the
effectiveness of E-HRM across diverse settings.

D. Implications and Future Directions:

The discussion will delve into the broader implications of
the research findings, offering practical insights for
organizations considering or currently undergoing E-HRM
adoption. Limitations of the study will be acknowledged,
and potential avenues for future research will be
highlighted.

V. CONCLUSION

A web-based solution called E-HRM is used to assist and
automate HR procedures. Delegating data entry to
employees is made possible by the installation of E-HRM.
E-HRM makes it easier for workers to use the HR
marketplace and provides them with more self-service
options. E-HRM is an advanced business solution that offers
full online assistance for managing all activities, data, and
information needed to manage human resources in a
contemporary firm. It is a versatile tool that is easy to use,
dependable, and effective for a wide range of users. E-HRM
is a method of putting HR strategies, policies, and practices
into effect in businesses by fully using web-based
technology channels and/or supporting them in a deliberate
and targeted manner.

In order to build the E-HRM system and globalize the
experts, we thus require strategic knowledge in both
education and the workplace. Prioritizing the development
of acceptance and comprehension of cultural reliance in the
majority of the E-HRM system'’s operations over educational
facilities and putting aside initial opposition to it are
important. Additionally, training is required for a fresh
cohort of human resources specialists who are proficient
with web-based technologies and have a worldwide
perspective. Therefore, one of the most significant
difficulties facing E-HRM s training and teaching a new
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generation of specialists in the field of human resources
globally.

Ultimately, the findings of this research project offer
actionable insights for HR professionals, organizational
leaders, and policymakers. Embracing E-HRM strategically,
addressing challenges proactively, and staying attuned to
emerging trends will be instrumental in shaping the future
landscape of Human Resource Management.

This project underscores the significance of technology in
redefining traditional HR paradigms. As we stand at the
intersection of industry and tradition, the adoption of E-
HRM emerges not only as a predictable phenomenon but as
a crucial driver for organizational success in the
contemporary era. By embracing the opportunities presented
by E-HRM while navigating its challenges, organizations
can position themselves at the forefront of a globalized,
technologically driven future. This research project
contributes to the ongoing discourse on E-HRM, providing a
foundation for informed decision-making, strategic
planning, and continuous innovation in the realm of Human
Resource Management.

Businesses and groups ought to advance gradually. It
implies that they should review all of the E-HRM's
operational, communication, and change processes and take
into account their own methods, viewpoints, and cultural
norms before implementing the necessary changes to the
localization and globalization paradigms while using an
accurate and appropriate technique. Therefore, the main
source of the affects is the E-HRM. Stressing this system,
the globalization paradigm, and the cycle that connects them
may encourage creativity and synergistic qualities and lay
the foundation for a competitive edge.

e In order to implement and develop the E-HRM
system in global setting the following items should
be considered.

e Change in current official role and move towards
professionalizing human capital and developing
electronic human resources.

e Recruiting part-time and full-time professional and
knowledge-oriented employees.

e Developing computer skills and optimized use of
web facilities.

e Increasing the number of managers and experts in
utilizing worldwide web in order to save time and
costs

e Creating growing intellectual changes concerning
how to use the tools of the E-HRM and its role.

e Paying attention to new technological environment
in organizations is one of the necessary functions
of the EHRM in near future. Therefore preparing
the  technological infrastructures including
worldwide web and designing web pages according
to such an environment in organizations should be
considered. e Educating managers and the mobility
of traditional structures in human resource
management requires a fundamental revolution in
this area and in the future may lead to more
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dynamism of human resource
organizations.

e And finally attention should be drawn on
specialized education for experts and actors in
digital domains as an effective workplace to enter

such areas.

system in
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