
Xi'an Shiyou Daxue Xuebao (Ziran Kexue Ban)/ 
Journal of Xi'an Shiyou University, Natural Sciences Edition 

ISSN: 1673-064X 
E-Publication: Online Open Access 

Vol: 66 Issue 03 | 2023 
DOI 10.17605/OSF.IO/8PMEJ 

 

Mar 2023 | 133  

 

THE INVOLVEMENT AND LINK BETWEEN E-HRM AND HRM 

EFFECTIVENESS 

 

MEHVISH ARSHAD* 

Department of Management science, Superior University 17-km Raiwind Road Lahore, Pakistan. 

NABILA SADIQ 
Department of stores & warehouse, Lahore University 1-Km Defence Road،, near Bhuptian Chowk, Lahore. 

SIDRA PARVEEN 
Faculty of Allied health science, Superior University 17-km Raiwind Road Lahore, Pakistan. 

AFSHAN ARSHAD* 

Department of Biological Science, Superior University 17-km Raiwind Road Lahore, Pakistan. 

SHAHAN MEHMOOD CHEEMA 

Department of Management Sciences, Superior University 17-km Raiwind Road Lahore, Pakistan. 

 
Abstract  

Many Organizations around the world are looking for both profit and not-for profit practices of HR from year 
of 1990 they are focusing on the different HR tools to get the things right. “This paper purposes to look at 
whether this is of benefit to an organization.” Data were together from 150 working employees in the 
organizational sector, e-HRM was introduced for the employees simply to provide them the self-services. 
“The study shows that individual assessment of e-HRM applications influences HRM technical and strategic 
effectiveness. The main thing is that e-HRM has the positive influence on the on the quality of the structure. 
The basic expectations are that e-HRM can reduce costs, increase HR service levels, and provide the HR 
department with the opportunity to become a strategic partner.” This research looks into whether or not this 
is the case. There hasn't been a lot of scholarly research done on the subject that this study is focusing on. 
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INTRODUCTION 

“E-HRM, the exercise of network-based tools for human resource management rules and 
practices, is growing within the organizational lifecycle. Much is requested and conveyed 
about the compensations of e-HRM, but technical proof of these benefits is scarce. There 
is no strong proof to respond to the question as to whether e-HRM contributes to HRM 
effectiveness. Consultancy organizations, rather than researchers, have been overdue 
the first pains to examine whether the efforts place into e-HRM lead to predictable results, 
but these calculations tend to have a non-objective air. The participation of academia in 
this area is additional current and has not yet controlled thoughtful answers. In this article, 
we present the outcomes of a quantitative study on the query of whether e-HRM pays to 
HRM effectiveness. For this determination, we measured the e-HRM applications 
calculation, definite as the level to which e-HRM requests are alleged as suitable for their 
use, and the extent to which employees perceived the resultant HRM to be effective, 
using a stratified sample.”  
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The fast progress of computer-based technologies and the internet has run to notable 
changes in the culture, economy, and shared culture. Information Technology (IT) has 
largely transformed the system in which organizations manage their enterprises, which 
had led to transformation of managerial methods and practices. Therefore, a novel 
Human Resource (HR) technology specifically, the “electronic HRM” (e-HRM) has raised 
in the field of Human Resource Management (HRM) (Bissola & Imperatori, 2014) even 
though a lack of information and studies on e-HRM (Bondarouk, Parry, & Furtmueller, 
2017; Galanaki, Lazazzara, & Parry, 2019)(Marler & Parry, 2016). Introduction of e-HRM 
in organizations is authoritative in supporting HR specialists to carry out their work more 
proficiently, and evolving them as strategic associates (Parry & Tyson, 2011). The 
technology of e-HRM can be used to apply HR strategies, policies and processes. This 
involves the application of internet-based stations to carry out HR and practices activities. 
It offers a gateway to allow HR specialists, managers, and employees to extract, modify 
or examine the necessary linked information and data, for HR managerial purposes. 
“Selected research (RAHMAN & AYDIN, 2018)reveals that many organizations consider 
e-HRM as a mutual organizational practice. The main purpose for adopting e-HRM is its 
significances such as providing quality development, speeding up the processes and 
reducing costs in an organization. Such as, experts of the e-HRM have experiences for 
recruiting and managing human capital. These capabilities create an ability to estimate 
both productivity and effectiveness of employees in an organization (Iqbal, Ahmad, Allen, 
& Raziq, 2018). For this purpose, changing technology has an effect on the e-HRM 
systems by carrying benefits, risks and barriers.” 

Data were together from working employees in the organizational sector, e-HRM takes 
form the services by the employees was presented. Participation involvement, 
assessment of e-HRM (Computer experience, ease of use, job type, job relevance or 
quality) and HRM effectiveness (strategic and technical) performs a significant role 
towards dependent variable organizational goals. Restriction with our complete education 
it describes the important variables the examples could include the implementation of the 
different practices. “Personal features of the respondent’s computer experience and job 
type were overlooked. It looks practical to adopt that such variables do have an effect on 
the relationship between HRM effectiveness and e-HRM; hence, future revisions should 
reflect growing the model of research to take these features into account.” Purpose of this 
study was both not-for-profit and for-profit organizations have been swapping direct HRM 
actions through the help of the different tools used for the manager and t employees are 
very important. The Study provides explanation about the advantage to organization. 
 
2. LITERATURE REVIEW 

2.1. Theoretical Background  

“The practices of the HRM provide an outlook through the help of different studies that 
tends to provide the important aspect that how these practices are applied in a 
organization (BARON; Boxall, 2003; Huselid, 1995). Following (Wright, McMahan, Snell, 
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& Gerhart, 2001), It show the how HRM affects the important areas. E-HRM recommends 
that, whole, the three areas of e-HRM are cost reduction, refining strategic and HR 
services, alignment(Brockbank, 1997; Lepak & Snell, 1998). Certain observed provides 
the description of globalization, “seeing it as an e-HRM dynamic force in huge worldwide 
organizations. Though, the results also display that these areas are not openly clearing 
training, and that Electronic human resource management is frequently engaged near 
cost drops and efficiency rises in HR facilities, rather than pointing to recover the main 
aspect of strategy(Gardner, Lepak, & Bartol, 2003). Current trainings have created that 
in almost half of the corporations with a wholly combined HRIS, HR was not observed as 
a strategic companion. This is despite the thought by (Shrivastava & Shaw, 2003) that” 
“it appears that firms that undertake technology initiatives with a view to enable the HR 
function to focus more on value-added activities are the ones most likely to realize the full 
potential of technology”. (H. J. M. Ruel, Looise, & Bondarouk, 2002)renowned an aspect 
that is properly fine closed by the overhead theory is still exciting to highlight, specifically 
the shifting environment of the employment connection. “Through sourced efficiency in 
the labor marketplace (during the economic upturn of the 1990s), the individualization of 
culture and the improved educational level of people (and as a result of workers), the 
control stability in the employment connection has lifted in the path of workers: they need 
to be capable to set their own profession tracks. In the vision of (H. J. M. Ruel et al., 2002) 
a change to e-HRM can afford tools to care such a growth. This feature improves to 
before-mentioned drivers definitely refining the facility presented to internal customers, 
but social drive. (H. J. M. Ruel, Bondarouk, & Looise, 2004) have also exposed even 
though, in exercise, the e-HRM sorts incline to be diverse, beginning a decent source for 
e-HRM at the effective level appears to be an needed condition for transformational and 
relational e-HRM; and that this wants variations in the responsibilities of HR experts 
(getting skills for operating IT, more e-infrastructures less paper-based management, with 
employees,). They similarly underlined that placing firms by their e-HRM types does not 
suggest a adjudicating around well or poorer e-HRM types. More, it was also revealed 
that there is a “gap” among e-HRM in a methodological intellect (the existing functionality) 
and its use and approval by line managers and employees.” Definite adoption/usage can 
pause by up to three years what is existing. Additional current research indication advises 
that, in several organizations, e-HRM has directed to an essential restructuring of the 
work that HR directors used to do. Many of the recording-type activities, earlier performed 
by HR experts, can now be performed on-line by employees and managers (Martin, 2005; 
H. J. M. Ruel et al., 2004). “On their own desktops, line directors nowadays evaluate 
employee costs, generate HR reports perform appraisals (absenteeism, turnover) 
procedure training desires and oversee capability administration. Employees have 
contact to everything they need to change and manage their private files, strategy their 
development, process financial documents and relate for new jobs. The literature 
suggests that the various goals of e-HRM, and the different types of e-HRM, are estimated 
to effect in outcomes that contain more efficient HRM methods, a higher level of service 
supply and a better strategic input. Such predictable outcomes can be “encapsulated” in 
one thought: HRM effectiveness. E-HRM, at the end of the day, is predictable to contribute 
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to the effectiveness of HRM, which in opportunity should contribute to attaining an 
organization’s goals.” 

“Organizations must growth expenses on study and progress in direction to increase the 
organizational efficiency (Alsawaier, 2018; Isaac, Abdullah, Aldholay, & Ameen, 2019; 
Mutahar, Daud, Thurasamy, Isaac, & Abdulsalam, 2018) Humans the greatest significant 
source of any organization and it has been detected by many management researchers 
that organization who care for their staffs are doing extreme well than those organizations 
which do not care for their HR or which do not keep employees advantage at their top 
priority. In such a situation E-HRM a main of new supervise which makes worker welfare 
relaxed and helps organizations to regulate this source more professionally. E-HRM helps 
in employee controller as well as supports in better employee planning and more 
proficiently works in providing preparation and expansion to employees (Kushwah & 
Maheshwari, 2020). Electronic human resource management (E-HRM) is by and great 
an Planned inspiration by HR exercise to do with the evidence and information by 
releasing it from daily repetitive supplies, operative and to make it extra in consensus with 
the conclusion, workers understanding, change of workforce, information, brand and 
center of excellence. Furthermore, Development and technological changes are an actual 
strength to pattern shift of transactional and outdated HRM practice on the way to 
digitization at the same time achieve transformational level and seek to be a strategic 
companion of all concern.” At present, Organizations and Governments threw several 
events for the essential of E-HRM performs in many segments has appeared. “Paperless 
workplace can be a competitive benefit to the association and its highest management. 
Forth coming investigation should be accompanied to examine the relationship between 
variables by conducting cross-cultural educations as suggested by earlier studies (Isaac, 
Abdullah, Ramayah, & Mutahar, 2017). if we talk about Job relevance the level to which 
operators trust that consuming an e-HRM device is serious in their work condition, Ease 
of use the range to which a employer of an e-HRM request finds the application direct in 
its interactions and operation, Quality the amount to which a consumer finds the 
application well planned and fine set up in its HR content, (Technical HRM effectiveness 
how well the operative HR actions are done, Strategic HRM effectiveness how glowing 
employee behaviors that maintain organizational needs promoted and in the long run), 
Participation the point to which users contribute in the implementation and development 
of the e-HRM requests, Immediate help the extent to which users can get immediate help 
and support while using the e-HRM applications, Social support magnitude to which 
customers are supported by social group and managers in using the e-HRM solicitations, 
Training the scope to which employers can join in planned instructional meetings for 
knowledge to use the e-HRM claims,  provision of information the level to which users are 
delivered with communications and information related to e-HRM Consequences of these 
effects are debated in terms of the continuing effects that technophobia educators will 
have on their existing and upcoming scholars.” 
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3. HYPOTHESIS DEVELOPMENT  

3.1. Quality of e-HR Services and HRM Effectiveness 

Charge has been definite in standards as the services of the efficient value(Marler & 
Fisher, 2013; Ruël & Van der Kaap, 2012); (Wahyudi & Park, 2014). Quality has been 
exposed to be significant value-making issue for employees. One major causes why 
companies use e-HRM recover main factor of quality to staffs(Bondarouk, Schilling, & 
Ruël, 2016);(Parry & Tyson, 2011; Wahyudi & Park, 2014);(Parry & Tyson, 2011). HR 
service quality mentions the ‘hopes of an rise in HRM service value through the 
application of e-HRM’ (Bondarouk et al., 2017) By refining the quality of the services that 
HR offers to employees, companies may be talented to improve their efficiency ((Uen, 
Ahlstrom, Chen, & Tseng, 2012). “Most current e-HRM studies suggests excellence of 
HRM facilities through e-HRM (Bondarouk et al., 2017); (Wahyudi & Park, 2014) which 
rises in managers’ awareness of the HR service will reproduce. Empirical indication 
supports these advices; for example, (Wahyudi & Park, 2014)create that the opportunity 
of e-HRM performs is a strong forecaster of HR service excellence. (Bondarouk et al., 
2017) and (Wahyudi & Park, 2014) results specify that e-HRM is positively related with 
HR service quality. In specific we have involved quality, statin gamin element (HRM 
policies and practices) and the creation of the e-HRM tools. From the works on IT 
operation, There is a great impact of the process of involvement on the information 
technology that affects the complete system(Barki & Hartwick, 1994); (Lin & Shao, 2000).” 

H1: There is a significant and positive relationship between assessment of E-HRM 
Quality of services and HRM effectiveness 

3.2. E-HRM Eases of use and HRM effectiveness  

The system of the HR is a dense to conceive while no reference to the aim that about the 
system. Research has not produced answers for the planned structure(H. J. Ruel, 
Bondarouk, & Van der Velde, 2007)study, which was conducted from different 
organizations, “concentrated on the technical and strategic effectiveness of HRM and 
create their statement that the practice of e-HRM claims has both strategic and technical 
on HRM. Furthermore, (Wahyudi & Park, 2014) study established that e-HRM practice is 
a strong forecaster of perceived HR service quality. Moreover, (Ruël & Van der Kaap, 
2012)definite that e-HRM usage significantly donated to the creation of productivity and 
HR service quality in an organization. (Parry, 2011)decided that e-HRM may help HR to 
growth its value. In instant, due to absence of enough empirical indication, no promise 
was made concerning about the facts. In demand to fully recognize the relationship 
between e-HRM practice and HRM effectiveness, it is significant structure can be 
measured. The effectiveness of the HRM method has been deeply researched since the 
mid-1990s in order to establish how it is related to wanted organizational results(Huselid, 
Jackson, & Schuler, 1997)). As definite by (Guest, 1997), The theory is not related , per 
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se. However, there is a harmony among the HRM works changed performance dealings, 
like financial measures (Huselid et al., 1997)employee satisfaction (Jamrog & Overholt, 
2004) absence rates turn overt (Macky& Boxall, 2007) which were used to specify HRM 
effectiveness.” 

H2: There is a significant and negative relationship between E-HRM ease of use 
and HRM effectiveness 

3.3. Computer experience and HRM effectiveness 

There is a positive relation between computer experience and acceptance of E-HRM. It 
is essential that technology and systems should be user friendly. Workers should be able 
to relate with existing technologies for adoption of EHRM. Employee feels comfortable 
opening new folders on Windows they should have proper knowledge about software’s 
of computer. 

H3: There is a significant and positive relationship between computer experience 
and HRM effectiveness 

3.4. Job relevance and HRM effectiveness 

(Fishbein & Ajzen, 1977) recommended that e-business and systems creators tends to 
provide on refining user preference by refining technology effectiveness and convenience 
through teaching consumers, indorsing simplicity , authenticity, clearness to web site. 
Employees should be aware with structure of worried organization. They should be 
providing with incomes and services so that they become allow using modern 
technologies and systems. Work requires creativity and need enough variety in your work, 

H4: There is a significant and negative relationship between job relevance and HRM 
effectiveness 

3.5. Job type and HRM effectiveness 

Most significantly it is the result of organization that employee’s working design should be 
adapted or not. As workers are elusive assets that cannot be copied easily .Organizations 
should understand the status of employees and they should prepare their employees with 
latest technologies for refining efficiency. 

H5: There is a significant and positive relationship between job type and HRM 
effectiveness 

3.6. HRM effectiveness and Organizational Goals 

Previous studies show the major relationship of organization with the HR practices goals 
(Arthur, 1994)(Datta, Guthrie, & Wright, 2005) Whicker and Andrews, 2004). They 
discovered that human resource management could be a source of long-term competitive 
advantage. Employee skills are influenced by HRM through the acquisition and growth of 
a company's human resources. To achieve the major objectives play a vital role. 
Organizational goals leads to organizational performance HRM effectiveness strategically 
and technically related to company’s goals. 



Xi'an Shiyou Daxue Xuebao (Ziran Kexue Ban)/ 
Journal of Xi'an Shiyou University, Natural Sciences Edition 

ISSN: 1673-064X 
E-Publication: Online Open Access 

Vol: 66 Issue 03 | 2023 
DOI 10.17605/OSF.IO/8PMEJ 

 

Mar 2023 | 139  

 

H6: There is a significant and positive relationship between HRM effectiveness and 
organizational goals 

Theoretical framework 

 

 
4. METHODOLOGY 

4.1. Questionnaire and pre-test  

In this research, we take the result of numerical research as the result. The homework 
aims to answer the main question: we mean that in the statistical overview, we want to 
decide whether there is a reason to believe that there is a positive correlation between e-
HRM evaluation and HRM performance in the entire population. Take a small sample 
(Yin, 1994). Our research is only the first step to better understand this relationship. All of 
them were multi-item measures. Participation/Involvement, Immediate help, Training, 
Social Support and Provision of Information were measured by five, three, three, ten and 
five items respectively(Mingers, 2001; Shane, 2009; Winata, 2015). Assessment of e-
HRM was operationalized using (Computer experience, Job Type,  Job Relevance,  Ease 
of use and Quality) four items respectively and quality was measured by five items 
enhances my productivity(Alegre & Chiva, 2008; Dijkhuizen, Veldhoven, & Schalk, 2016; 
Prajogo & Ahmed, 2006; Zacharatos, Barling, & Iverson, 2005)The operationalization of 
technical HRM effectiveness absorbed on work situations and infrastructures, and we 
turned these into (Technical HRM effectiveness) fourteen items.(Jackson & Schuler, 
1995) Strategic HRM effectiveness motivated on promise, ability and growth 
Organizational goals are the main objective of using e-HRM and measured by four 
items(Haji-karimi & Hoseini, 2010) “We developed five-point scales with which every item 
could be “scored” as follows: 1 strongly disagree, 2  disagree, 3 neutral, , 4 agree, 5 
strongly agree. Content validity was performed by sending the measuring instrument to 
five experts who were inclusive of two human resource managers of hotels and three 
assistant professors having specialized education in training of e-HRM management. 
Based on their suggestions, some minor adjustments were made.” 
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4.2. Sample design and data collection  

“Since all of the population we nominated had a lower weight in the form of an "exhaust" 
sample of all staff with another call to complete the questionnaire. We have pre-selected 
the defendants to cover genders, all age groups, all grades and all units and we were 
especially alert to endorse the participation of a large number of managers. In overall, we 
nominated 124followers of the organization of which 70 were operative employees, 30 
directors and 24 HR specialists. They all established an e-mail invites to participate in our 
schoolwork, and they could connect on a hyperlink to contact the questionnaire. The 
comeback rate was 64 per cent – that is we had accurately 100 respondents: 66male and 
34 females. The electricalins trum entre cycled in emerging the survey did not allow 
defendants to leave queries unreturned, and so there were no absent values to resist 
with. 
 
5. FINDINGS 

The present study organized SEM-PLS for the analysis the projected theory by using the 
Smart PLS 3 for the reason that it’s extensively used and supposed as current calculation 
method in the all professional subdivisions, mostly in openness and travel area. That 
observed investigation expected to forecast and clarify the calculated hidden variables 
stranded with current theory. SEM-PLS has revolutionized as the operative method when 
a topic problem to be verified for a perseverance of applying the physical forming is 
clarification and the approximation of concepts (Hair, Hult, Ringle, & Sarstedt, 2016). 
“Further, that is expected as the elastic method for the model valuation (Ringle, Wende, 
& Will, 2005). The following purpose for accepting the SEM-PLS is worried with smaller 
supplies with high opinion to section size as linked to the Amos and ordinariness of the 
data (Hair et al., 2016) therefore, that research used SEM-PLS to avoid facts familiarity 
issues and model size. Also this, the PLS bootstrapping and algorithm technique are lead 
to find issue loadings for challenging the concept strength and internal constancy 
dependability path constants, consistent significant near to test the theories. First, the 
size model was designed then approximations were originate through physical model 
valuation.(Lee, Im, & Taylor, 2008)” 

5.1. Measurement model assessment  

“This measurement model was predictable and convergent validity was appraise through 
factor loadings, Cronbach’s Alpha, composite reliability (CR) and average variance 
extract (AVE). As shown in level 1, factor loadings surpass the recommend value (0.50). 
Other than this, the values of component reliability exceed the recommended value 
(0.70). Moreover, Average variance extract value is also more than the recommended 
value of (0.50). No item was deleted as all the values are according to recommendation.” 

Similarly, “the findings from Hetrotrait-Monotrait Ratio (HTMT) validated discriminant 
validity of the amount as from Table 2, it can be seen that all values are less than the 
definite cut off value of 0.90 that if values are less than 0.90 then measurement confirmed 
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its discriminant validity. Overall, on the evaluation basis, there find that there is no threat 
of value from discriminant validity.” 

Table 1: Convergent Validity 

CONSTRUCTS ITEMS LOADINGDS Alpha CR VAE 

Computer experience CE1 0.82 0.703 0.866 0.765 

  CE3 0.926       

Ease of use EOU1 0.808 0.774 0.869 0.688 

  EOU4 0.846       

  EOU5 0.834       

E-Training ET2 1 1 1 1 

Immediate Help IH1 0.858 0.793 0.877 0.705 

  IH2 0.876       

  IH3 0.782       

job Relevance JR1 0.826 0.751 0.852 0.658 

  JR2 0.83       

  JR3 0.776       

Job type JT1 0.916 0.809 0.913 0.839 

  JT2 0.917       

Organizational goals OG2 0.835 0.621 0.84 0.725 

  OG3 0.867       

Participation Involvement PI1 0.659 0.675 0.822 0.609 

  PI4 0.822       

  PI5 0.847       

Provision of Information POI1 0.892 0.793 0.871 0.693 

  POI2 0.735       

  POI3 0.863       

Quality Q3 0.849 0.806 0.885 0.72 

  Q4 0.827       

  Q5 0.868       

Strategic HRM effectiveness SHRME1 0.848 0.711 0.872 0.773 

  SHRME2 0.909       

Social Support SS1 0.791 0.613 0.834 0.717 

  SS3 0.898       

Technical HRM effectiveness THRME12 0.732 0.738 0.825 0.485 

  THRME14 0.657       

  THRME3 0.649       

  THRME5 0.762       

  THRME7 0.677       

Note: CR- Composite Reliability and AVE- Average Variance Extract 
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Table 2: Hetrotrait-Monotrait Ratio (HTMT) 

 

 

Figure2: Measurement Model Assessments 

5.2. Structural Model Assessment 

It was supported out for hypothesis assessment after the validation of variable reliability 
and its validity through the model measurement assessment. T-values, standard errors, 
and path coefficients were calculated to find the significant relationship and model among 
the variable with the data collection. Path coefficients values determine whether the 
hypothesis will supported or unsupported. Bootstrapping procedure of calculation 
determines that there should be an estimation of moderating effects, and all this should 
be done in Smart-PLS 3. With refer to table 3 and figure 3, Computer experience is 
significantly and negative effect on organizational goals (β=0.159, t= 1.783, L.L= -0.036, 
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U.L= 0.395), so, H1 is not supported. Results have also shown that there is a significant 
and positive relationship in between Ease of use and organizational goals (β=0.224, t= 
1.6, L.L= -0.092, U.L= 0.429), so H2 is supported. The result shows that there is not 
significant relationship in between E-Training and Organizational goals (β=0.036, t= 
0.264, L.L= -0.219, U.L= 0.305), so H3 is not supported. 

Moreover, the tested result is significantly positive relationship between immediate help 
and organizational goals (β=0.078, t= 0.676, L.L= -0.16, U.L= 0.284), Hence, H4 is 
supported. There shown a significant and negative relationship in between Job relevance 
and organizational goals i.e. (β=-0.061, t= 0.486, L.L= -0.269, U.L= 0.219). So, the 
hypothesis H5 is unsupported.  Organizational goals has a positive relationship with job 
type (β=0.459, t= 3.564, L.L= 0.195, U.L= 0.688), so H6 is supported. Participant 
involvement has significant and positive relationship with organizational goals (β=-0.012, 
t= 0.108, L.L= -0.214, U.L= 0.245). So this hypothesis H7 is supported.  

As there is a significant and positive relationship between  Provision of information 
and organizational goals and after testing (β=-0.067, t= 0.491, L.L= -0.372, U.L= 0.171), 
it seems that H8 is supported. While H9 Quality of services with organizational is not 
supported after testing (β=-0.212, t= 1.57, L.L= -0.46, U.L= 0.056). So, strategic HRM 
effectiveness H10is also not supported with organizational goals (β=-0.037, t= 0.325, L.L= 
-0187, U.L= 0.276). Social support has a positive relationship with organizational goals, 
results shows that H11 (β=0,362, t= 3.274, L.L= 0.126, U.L= 0.56). Hence, Technological 
HRM effectiveness has significant and negative relationship with organizational goals 
(β=-0058, t= 0.523, L.L= -0.218, U.L= 0.184). So, H12 is not supported. 

Table 3: Path Analysis 

Relationships Beta SDEV T.V P.V L.L U.L Decision 

CE -> OG 0.159 0.089 1.783 0.075 -0.036 0.295 Unsupported 

EOU -> OG 0.224 0.14 1.6 0.002 -0.092 0.429 Supported 

ET -> OG 0.036 0.137 0.264 0.792 -0.219 0.305 Unsupported 

IH -> OG 0.078 0.115 0.676 0.05 -0.16 0.284 Supported 

JR -> OG -0.061 0.125 0.486 0.627 -0.269 0.219 Unsupported 

JT -> OG 0.459 0.129 3.564 0 0.195 0.688 Supported 

PI -> OG -0.012 0.114 0.108 0.014 -0.214 0.245 Supported 

POI -> OG -0.067 0.137 0.491 0.023 -0.372 0.171 Supported 

Q -> OG -0.212 0.135 1.57 0.117 -0.46 0.056 Unsupported 

SHRME -> OG 0.037 0.114 0.325 0.745 -0.187 0.276 Unsupported 

SS -> OG 0.362 0.111 3.274 0.001 0.126 0.56 Supported 

THRME -> OG -0.058 0.111 0.523 0.601 -0.218 0.184 Unsupported 
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Figure 3: Structural Model Assessments 

 
6. DISCUSSION 

“In this article, the main assumption is that electronic human resource management 
contributes to the effectiveness of human resource management. To test this, we 
evaluated the results of quantitative education on this topic. Therefore, our aim is to enter 
the first stage of uncertainty, to assemble a broader base of instruction to support or 
disprove this statement.” 

“The results show that people's evaluation of the quality and suitability of work for 
electronic human resource management requests is negatively related to the technical 
and strategic effectiveness of human resource management. The improvement in the 
perceived quality of electronic HRM applications has increased the effectiveness of HRM. 
It should be noted that the type of work required by electronic management of human 
resources, social support and ease of use seems to have a significant positive impact on 
the effectiveness of strategic and technical human resources management.” 
Unexpectedly, consumers will not associate the importance of electronic HRM 
applications with their work or ease of use with the effectiveness of HRM. This does not 
mean that job suitability and quality are not important when implementing new information 
technology, but if we talk relatively, these are not important reasons for the effectiveness 
of human resource management when using e-HRM. Further research shows that the 
number of measured engagement, engagement growth, and implementation 
characteristics (from managers and colleagues), in addition to the level of materials 
presented in the e-HRM proposal, significantly enhance the quality of computing 
application for e-HRM. Good colleagues and managers' livelihoods and good check-in 
facilities lead to a more positive evaluation of the quality of the online HRM application. 
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6.1. Theoretical contribution 

This study contributes to the existing knowledge between e-HRM and HRM effectiveness 
by establishing synergy with ease of use, computer experience, job type, job relevance 
to the organizational goals that has explored as a key contribution in this study. While this 
study pointed at provided that experiential proof for the theory by presenting results from 
a quantitative study 

6.2. Practical Implications 

Practical implications of the study is basic prospects are that consuming electronic human 
resource management will reduce expenses, and recover the HR facility equal and will 
provide the HR sector interplanetary to develop a deliberate mate. This school work 
bexamines the easiness of HR department and by doing work with the help of e-HRM in 
the organization. Practicing these activities continuously increases workers interest to 
perform tasks in the firm. 

6.3. Limitation and Future research direction 

Respectively every study has flaws which, can be considered as limitations and also 
contain recommendations for future research attention. This study has been selected 
limited respondents due to time limitation. Targeting sample was selected from Pakistan 
and the sample size was also limited. Consequently, other research should be conducted 
in other developed countries, with large sample with no time limitation. All the variables 
which have been selected limited other variables in this perspective can be selected one 
should thus be very careful in simplifying the consequences, while we have trust in that it 
is not difficult to make a hypothetical simplification. Although the numerical summary 
should be done dramatically. “It is clear that more research is needed on this topic in other 
contexts. Another limitation of our common homework is that our search form does not 
include framework variables. For example, the jobs performed by the project and the 
personal characteristics of the interview (gender, age, etc.) are ignored. It is reasonable 
to accept that such variables will actually affect the relationship between electronic human 
resource management and the effectiveness of human resource management, so future 
research should consider expanding the research model to consider these aspects. 

E-HRM is undeveloped field of theoretical attention. Research in this field was deprived 
on theoretical thoroughness and depth. In present research work we made an effort to 
contribute to inspiring the pitch through elaborative works study and through expressing 
a thin but related basis for theory structure. Our planned e-HRM effectiveness 
development theory needs extension lead and explanation, for example by support the 
conceptualizations and by connecting setting variables.” 

6.4. Conclusion 

In this research paper, we present the results of quantitative research on whether 
electronic human resource management can pay for the effectiveness of human resource 
management. In order to make this decision, we restricted the evaluation of the 
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application of electronic human resource management, which was clearly defined as the 
degree to which the electronic human resource management request corresponds to its 
practice, and the degree to which the worker believes that the human resource 
management is effective, and thus consumes human resources. An example of classes. 
It spreads in the regulation department. The research plan is as follows: “First, we 
determine the progress of research in electronic human resource management and the 
effectiveness of human resource management, and then we focus on our knowledge 
area, define the current research model and define the research technology. The second 
is the performance of the results. In this study, the main assumption is that electronic 
human resource management contributes to the effectiveness of human resource 
management. To test this, we evaluated the results of quantitative research on this topic.” 
In this way, our goal is to take the first step to assemble a larger base of instructions to 
support or oppose this declaration. The survey results show that the evaluation of the 
quality of human resource management electronic requests is positively related to the 
technical and strategic effectiveness of human resources management. The increase in 
the perceived quality of human resource department electronic requests increases the 
effectiveness of human resource management. It should be noted that the ease of use 
and job suitability of “electronic HRM applications do not seem to have a significant 
positive impact on the effectiveness of strategic and technical HRM. Unexpectedly, 
workers did not link the importance of electronic HRM requirements to their work or ease 
of use with the effectiveness of HRM. This does not mean that ease of use and business 
suitability are not necessary in the process of implementing new information technology 
(this has been confirmed in research in this area), but it does not mean that human 
resources management is effective when consumed. Important reason electronic human 
resource management” 
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