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Abstract
Despite the increasing use of e-HRM to enable the HR function to become more strategic in its
activities, studies reveal that in many organisations HR has not realised the benefit of achieving
the transformational role of operating and contributing strategically- a role e-HRM promises
to provide. At the same time, studies have not been able to provide a unifying understanding
of how this can be achieved. To address this, the research explored e-HRM’s contribution to
sustaining business performance (SBP), using an interpretative phenomenological analysis
(IPA). Drawing mainly from the ‘Integrated Value Chain theory’ and the ‘Dynamic capabilities
theory’, and complementing these with RBV and TAM, exploratory models were developed
and hypotheses were generated. The hypotheses were tested in a single case study, using
questionnaires which were complemented with semi-structured interviews, in order: 1) to
explore and identify factors that can influence how e-HRM can contribute to SBP; 2) to explain
the mechanisms and social structures involved in SBP using e-HRM; and 3) to examine HR
professionals’ and Line managers’ attitude towards the value e-HRM creates in their
organisation, aimed to understand how any differences between individuals or groups may
influence e-HRM’s contribution to SBP. The research demonstrates that e-HRM can contribute
to organisational performance when it is used to consequentially enable ‘improved HRM
strategic orientation’, and it can contribute to SBP when it is used as a management system to
drive cycles of ‘continuous improvements’- to encourage ‘organisational renewal’. The factors
that influence e-HRM’s ability to contribute to SBP were shown to include: the ‘e-HRM
contextual factors’ that moderate and determine e-HRM’s contribution to SBP. While the
mechanisms and social structures that link e-HRM to SBP were shown to include: the ‘e-HRM
configuration’ for e-HRM’s contribution to SBP, made up of the relevant social actors,
strategies, activities and e-HRM technologies that have internal fit and work together to ensure
that the technology can contribute to SBP. Line managers’ and HR professionals’ attitude
towards the value e-HRM creates in the organisation was not shown to influence their strategic
use of the technology and their attitude towards e-HRM did not influence its contribution to
SBP. Its contribution to SBP was revealed to be moderated and determined by the relevant
social actors having access to the relevant web-based technology that will enable the strategic
use of e-HRM in the organisation. The research contributes an integrative multidimensional
‘Model linking e-HRM to sustaining business performance’- an adaptation of Strohmeier’s
framework of a ‘complete picture’ of e-HRM. Implications of the research along with its
limitations and future research suggestions are stated.
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1.0 INTRODUCTION
1.1 Introduction
The research explored e-HRM’s contribution to sustaining business performance using an
interpretative phenomenological analysis (IPA). It was undertaken to further the debate and
offer some empirical grounding for the link between e-HRM and organisational performance,
in answering numerous calls for more academic research that provides this understanding. The
implications of the findings will be significant to the existing body of knowledge in the field,
since it will provide some understanding as to how e-HRM can create strategic value and
contribute to organisational performance.

1.2 Background of the Research Problem
Although the Human Resource Management (HRM) function was one of the early adopters of
information technology (IT) in organisational setting for payroll and employee records
(Panayotopoulou et al., 2007; Beulen, 2009), as managers realised that employee productivity
and motivation had a significant impact on organisational profitability, they consequently
began to adopt the use of IT to manage this organisational resource more effectively, to achieve
its optimum use (Houldsworth and Jarasinghe, 2007; Sadiq et al., 2012). Thus, information
systems (ISs) became necessary for organisations to provide an on-going assessment of the
utilisation of its human resource, to ensure that they are effectively and efficiently used to
accomplish organisational objectives, which goes beyond mere bookkeeping to management
science (Hyde and Shafritz, 1977). In line with this, DeSanctis (1986) initially defined human
resource information systems (HRIS) as, “a specialised information system within the
traditional functional areas of the organisation designed to support the planning,
administration, decision-making and control activities of HRM” (p.16).
With the increasing advancements in technology, the onset of the issues like e-commerce in the
business world since the 1990’s, globalisation, the constantly evolving customer preferences,
and changes in competitiveness (Panayotopoulou et al., 2007; Ferguson and Reio, 2010),
today’s businesses find themselves operating in rapidly changing or dynamic business
environment (Teece et al., 1997). An environment in which competitive resources do not last
for a long time because of the compression of competitive time associated with it (Ruel et al.,
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2011), which requires quick responses from businesses, so that they can maximise profits and
exploit new opportunities to sustain their success in such environments (Court, 2011).
Managing people in this type of environment has brought an increase in the need for the HRM
department to become agile, to enable businesses to respond quickly to the changes in their
environment. Thus, the HRM department (also known as the HR function) has increasingly
evolved away from being ‘administrative transaction processors’ to being ‘strategic business
partners’ (Gates and Langevin, 2010), in the expectation that by becoming strategic in its
activities, it will increase its capability to enable organisations to create, improve, and sustain
their competitive advantage in this type of environment (Lemmegaard 2009; Pritchard, 2010;
Wahyudi and Park, 2014). This has been associated with the increasing implementation of
integrated electronic HR information systems known as: ‘electronic Human Resource
Management’ (e-HRM) (Strohmeier and Kabst, 2009). A technology that promises to help the
HRM department move from a HR information system mainly concerned with automating HR
administrative tasks with little or no interactive data provided to staff outside the department,
to one that shifts HR technological support beyond the HRM department to its service users’
outside the department, so that it can devote quality time to improve its strategic contribution
(Karakanian, 2000; Tansley et al. 2001; Panayotopoulou et al. 2007; Florkowski and OlivasLujan, 2007; Martin and Reddington, 2010; Reddington et al., 2011).
Linked to this, the drivers for e-HRM adoption has been argued to lie in its potential to enable
the HR function to improve its operations (operational driver), to improve interactions
between employees and managers (relational driver), and for its potential to provide the
opportunity for the transformational/strategic HR role (transformational driver) (Voermans
and van Veldhoven, 2007; Thite et al., 2012).
Part of the consequence of using e-HRM is that specific HRM activities are devolved to Line
managers (Oiry, 2009), as it is believed that people management resides properly with Line
managers who are the people directly responsible for supervising staff (Brewster and Larsen,
2000). And they are the ones who operate at the workplace alongside the people they manage,
which makes their reactions to be more immediate and appropriate for organisations aiming
to achieve organisational profitability through the human resource (Whittaker and
Marchington, 2003). Additionally, the Chartered Institute of Personnel and Development
(CIPD) believe that HRM administrative activities can only be successfully delegated to Line
managers if it can be processed electronically (CIPD, 2006).
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In effect, e-HRM implementation has led to Line managers assuming more day - to - day HRM
responsibilities and HR professionals assuming more strategic roles in organisations
(Reddington, 2008). Resulting in the re-distribution of HRM tasks (Oiry, 2009; Reddington et
al., 2011), with the expectation that this will help free up time for HR professionals to perform
more strategic and value-added work (Tansley et al., 2001; Ruel et al., 2007).
Despite the increasing use of e-HRM, studies reveal that in many organisations the HR function
has not realised the benefit of achieving the transformational role of operating and contributing
strategically- a role e-HRM promises to provide (Tansley et al., 2001; Ruel et al., 2007;
Bondarouk and Ruel, 2013; Marler and Fisher, 2013). While, studies which suggest that eHRM enables the HR function to become more strategic have not been able to put forward a
unifying understanding of how this value creation takes place (Gainey and Klass, 2008; Parry,
2011). As a result, it remains unclear if e-HRM can make the HR function to become more
strategic in its activities and if it does, the question remains: how can this be achieved? This
has implications for HR’s strategic contribution and the implementation and development of
e-HRM, because without sufficient empirical evidence supporting how e-HRM affects
organisational performance, managers will have insufficient evidence to base their increased
investment and use of e-HRM. Following this, e-HRM academics have increasingly called for
more research that provides an understanding as to how this technology can contribute to HR’s
strategic contribution and to organisational performance (Strohmeier, 2007; Foster, 2009;
Marler and Fisher, 2013).
To contribute to addressing this and to advancing the knowledge in e-HRM research, the
research investigated e-HRM from the Social Construction perspective. By drawing from
Bondarouk (2011b) which explains that social construction of technology does not consider eHRM as a purely technical product of design, but as a phenomenon grounded in and constituted
by social forces. Which led Bondarouk to state that the intended social actors of e-HRM are
the active constructors of e-HRM’s use and development, thus, they are the active constructors
of e-HRM’s reality. In addition to this, Kinnie et al. (2005) states that the ‘HR strategic partner
role’ implies that the HR function will become preoccupied with issues related to the strategic
partnering of the HR function with Line managers. Aiming to enable HR to meet its goals of
contributing to business performance, through effective strategic formulation and strategy
execution (Ulrich and Brockbank, 2005). Which suggests that HR professionals and Line
managers are the social actors intended to use the technology to enable the HR function to
achieve the ‘HR strategic partner role’, through the way they both use it strategically. Thus,
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they are the expected active constructors of e-HRM’s strategic use and its ability to fulfil its
promise of enabling HR to achieve the transformational role of operating and contributing
strategically. Findings from HR and performance studies (CIPD, 2002; Purcell et al., 2003;
Purcell and Hutchinson, 2007) reinforce this by demonstrating that the way Line managers
apply HR policies and practices does significantly influence HR’s contribution to
organisational performance.
The Resource Based View (RBV) (Barney, 1991) adds that like all other ISs which derive their
potential to create value from human activity processes, e-HRM’s ability to create value will
not lie in an organisation’s possession of the technology, but in how it is used by the intended
end-users to contribute to expected business outcomes (Lengnick-Hall and Lengnick-Hall,
2006). In light of this, to further the debate and contribute to e-HRM research, HR professionals
and Line managers were used as the focus level of the research, since they are both integral to
actively constructing e-HRM’s strategic use and its contribution to business performance. Thus,
the research explored their lived experiences of the social phenomenon investigated to generate
some understanding on how e-HRM can contribute to making HR to become more strategic in
its activities and contribute to sustaining business performance in rapidly changing
environments.

1.3 Justification of the research
In addition to having a unifying understanding of how e-HRM can create strategic value, it has
also been pointed out that e-HRM is currently under-explored and studies have largely been
centred on small isolated aspects of e-HRM (Bondarouk et al., 2011). Since studies focused on
a ‘complete picture’ of e-HRM (i.e. that investigate e-HRM’s ‘context’, ‘configuration’, and
‘consequences’ in a comprehensive manner) are rare, as current topics mainly focus on subsets
of e-HRM’s context, configurations, and consequences (Strohmeier, 2007). Additionally,
Strohmeier (2012) adds that despite the increasing number of books on e-HRM, it is still not
easy to get the ‘big picture’ of e-HRM, as the literature remains fragmented. There is also little
agreement on a framework that conveys how the use of the technology can be used to exploit
its full benefits with the HR function (Bondarouk et al., 2011) and how e-HRM can predict
strategic outcomes in organisations remains unanswered (Marler and Fisher, 2013). Besides
these, more theoretical grounding is needed in the field as Strohmeier (2007) observed that the
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field is under-theorised. A notion supported by Reddington and Martin (2006), Ruel et al.
(2011), Bondarouk et al. (2011) and Marler and Fisher (2013). Linked to this, Strohmeier
(2007) argues that there is the need for more theoretical grounding in the field because it is a
central condition for continuous progress. Thus, it was the theoretical inadequacies, the limited
understanding of e-HRM, and the lack of a unifying understanding of how e-HRM can create
strategic value observed within the field that were the main motivations behind the research.

1.4 Research Aim
The research aimed to explore the contribution of e-HRM to sustaining business performance
from the lived experiences of HR professionals and Line managers, to provide some
understanding on how e-HRM can create strategic value and contribute to organisational
performance, and to sustaining business performance in rapidly changing environments.

1.5 Research Objectives
To achieve this, the research objectives included the following:
1) To explore and identify factors that influence how e-HRM can contribute to sustaining
business performance,
2) To explain the mechanisms and social structures involved in sustaining business
performance using e-HRM, by providing an in-depth understanding of the factors
identified to influence this within the research,
3) To critically examine HR professionals and Line managers’ attitude towards the value
e-HRM creates in their organisation, aimed to understand how any differences between
individuals or groups influences e-HRM’s contribution to sustaining business
performance,
4) To propose a model that enables academics and practitioners to understand the link
between e-HRM and sustaining business performance.

24

1.6 The Expected Contribution of the research

1.6.1 Academic Contribution
It was expected to contribute to empirical knowledge by focusing its inquiry on finding out
how e-HRM can make HR to become more strategic in its activities, which is a distinct gap in
transformational e-HRM research. It was additionally expected to contribute to knowledge by
analysing e-HRM’s relationship to sustaining business performance in rapidly changing
environments- which remains an unexplored area. By underpinning it with the ‘Integrated
Value Chain theory’ that enabled it to meet the requirement of a robust e-HRM research as
suggested by Bondarouk and Ruel (2009) and enabled it to investigate ‘Transformational’ eHRM technology (which would have been impossible otherwise), this was expected to enable
the research to contribute to advancing the theoretical knowledge of the field.

1.6.2 Practitioner Contribution
The ‘Model linking e-HRM to sustaining business performance’ developed at the end of the
research is expected to enable academics and practitioners to understand the link between eHRM and sustaining business performance. This is of considerable importance for e-HRM
practice because the way e-HRM can create strategic advantages for the HR function and
organisations is understood by business leaders and owners determines its planning,
implementation and development.

1.7 Structure of the thesis
This section gives an overview of the structure of the thesis and contains a summary of the
contents of each Chapter. The thesis is organised and presented in nine Chapters as follows:
Chapter 1 is the introductory Chapter which provides the background of the research problem,
the justification of the research, the research aim and objectives, its expected contributions, and
the structure of the thesis.
Chapter 2 sets out the literature review for the research which helps to provide a theoretical
structure and the methodological approach.
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Chapter 3 reviews the development of the exploratory models used to undertake the research.
Chapter 4 reviews the research methodology and methods.
Chapter 5 provides the details of the main study, to support the evaluation of the quality of the
research process, the findings, discussion and conclusions that follow.
Chapter 6 presents the data analysis and results of the first stage of the research.
Chapter 7 presents the data analysis and results of the second stage of the research.
Chapter 8 discusses the integrated interpretations of the research findings, which leads to the
development of the ‘Model linking e-HRM to sustaining business performance’.
Chapter 9 discusses the final conclusions drawn from the research, and discusses the
contributions to theory, knowledge, and practice. Consideration is given to the limitations of
the research and implications for future research directions.

1.8 Chapter Summary
This introductory Chapter provides an outline of the structure of the thesis and provides a
summary of what the research entailed, and it explains the contribution the thesis intends to
make to the existing body of knowledge in e-HRM theory and practice. It sets out the research
topic investigated and provides the theoretical and practical rationale as to why the research is
of considerable importance in the field of e-HRM. Since it will provide some understanding as
to how e-HRM can create strategic value and contribute to organisational performance, which
is topical in e-HRM research and answers numerous calls for more research that provides this
understanding.
The next Chapter is the Literature Review Chapter that sets out the literature review for the
research and critically evaluates e-HRM literature and research. It helps to provide an
understanding of the status of the field and provides the details on how the gaps in ‘e-HRM
value creation research’ were identified. The theories commonly used and the variables
commonly investigated in ‘e-HRM value creation research’ were also critically analysed, to
provide a basis for the justification for the theories used to underpin the research, its
methodological approach and the variables systematically analysed.
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Chapter 2
Literature Review
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2.0 LITERATURE REVIEW
2.1 Introduction
This Chapter sets out the literature review for the research that links the literature to the research
aim and provides a theoretical structure for the research and the methodological approach. It
describes and evaluates the main concepts of the research. By critically evaluating extant eHRM literature and research, it provides details of how the research gaps in e-HRM value
creation research were identified. It starts by defining e-HRM, it continues with an evaluation
of e-HRM technologies- directing the discussion to the ‘Transformational e-HRM’ technology,
to justify why the research focused its inquiry on it. It moves on to the critical evaluation of eHRM research by moving from more general issues to specific findings in e-HRM value
creation research- to examine the current state of this area of research and to provide details of
how the research gaps in this area of e-HRM research were identified.

2.2 Defining e-HRM
This section provides the comparison and critical evaluation of a few e-HRM definitions that
helped the research to come up with an operational definition for e-HRM, which was applied
throughout the research. This was done because it is believed that having the right
conceptualisation of e-HRM will lead to a better methodological approach to investigating it.
Linked to this, Olivas-Lujan et al., (2007) states that the term electronic Human Resource
Management (e-HRM) was first used in the 1990’s as ‘e-HR’. While, Panayotopoulou et al.
(2007) says that it was described at that time as, “conducting Human Resource ‘transactions’
using the internet” (p. 278). Several academics and researchers have provided various
definitions of e-HRM which remain consistent with the idea that e-HRM is: the use of the
internet for performing HRM activities (as illustrated in Table 2.1), and supports the idea that
e-HRM is an incorporation of IT and HRM practices, implemented to improve people
management activities in organisations (Bondarouk et al., 2011; Ruel et al., 2011).
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Table 2.1: Examples of e-HRM definitions
Authors

Definition

Watson Wyatt (2000)

E-HRM refers to, “the broad access to human resources data, tools and
transactions available on the web in most workplaces today. It describes the
“net effect” of the explosion in web technologies and the dramatic impact this
growth has had on the way employees now receive employment-related
information through integrated self-service applications. It also includes the
variety of new technologies that help connect multiple systems, tools and
databases, both inside and outside organisations” (p.1)

Watson Wyatt (2002)

E-HRM is, “the application of any technology enabling managers and
employees to have direct access to HR and other workplace services for
communication, performance reporting, team management, knowledge
management, learning…in addition to administrative applications” (p.3)

Hopkins
(2003)

E-HRM is, “the strategic application of web-based technologies to HR-related
systems that along with other organisational changes which will lead to a more
broadly based access to HR information and wider opportunities for managing
that information” (p.7)

Kettley and Reilly (2003)

E-HRM is, “the application of conventional, web, and voice technologies to
improve HR administration, transactions and process performance” (p. ix).

Ruel et al. (2004)

E-HRM is, “a way of implementing HR strategies, policies, and practices in
organisations through a conscious and directed support of and/or with the full
use of web-technology-based channels” (p.365-366).

Paauwe (2004)

E-HRM is, “the web-enabled HRM delivery by making use of intranet and
internet” (p.207)

Ruel et al. (2007)

E-HRM is, “the use of web-based technologies for human resource
management practices and policies” (p.280)

Voermans and Veldhoven

E-HRM is defined as, “the administrative support of the HR function in
organisations by using internet technology” (p.887)

and

Markham

(2007)
Reddington (2008)

E-HRM is, “the term used to describe technology’s role in the transformation
of solely HR activity” (p.18)

Gainey and Klaas (2008)

E-HRM refers to, “using computer-based technologies to put HR activities in
the hands of “customers” (p.51)

Strohmeier

Kabst

E-HRM is, “the application of IT to both network and support diverse actors
in their shared performing of HR tasks” (p.483)

Reddington

E-HRM is, “concerned with the application of internet and web-based systems
and increasingly, mobile communications technologies to change the nature of
interactions among HR staff, line managers and employees from pure face-toface relationship to one that is increasingly mediated by such technologies”
(p.518)

and

(2009)
Martin
(2009)

and
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The definitions presented in Table 2.1, reveal that the authors have various opinions as to what
exactly e-HRM is and does for the HR function. As some suggest that it is an administrative
tool which supports the day-to-day operations of HR administrative duties (e.g. Kettley and
Reilly, 2003; Paauwe, 2004; Voermans and Veldhoven, 2007). Some others suggest that it is a
relational tool that improves the communication and information flow between the HR
function and its service users, which also improves the interaction between managers and
employees (e.g. Gainey and Klaas, 2008; Strohmeier and Kabst, 2009; Martin and Reddington,
2009).
While another group describe it as a transformational/strategic tool that facilitates
improvements in HR’s strategic orientation and contribution to organisational performance
(e.g. Watson Wyatt, 2002; Hopkins and Markham, 2003; Ruel et al. 2007; Reddington, 2008).
The definitions that describe e-HRM as an administrative tool have been criticised of narrowly
reflecting it, since its adoption is expected to enable the HR function to not only realise
improvements in its administrative efficiency and effectiveness. As e-HRM is expected to
provide opportunities to deliver HRM services more innovatively to meet the challenges of
today’s IT based economy (Zafar et al. 2010), which goes beyond merely providing
administrative support. Additionally, e-HRM’s primary objective is: to provide a complete
online support for the management of HR data, information and processes, aiming to achieve
a better distribution of the HR information and the optimisation of HR services (Srivastava,
2010; Guiderdoni- Jourdain and Oiry, 2011). It is therefore expected to support all HRM
activities which include: administrative, relational, and strategic HRM activities (Lepak and
Snell, 1998). Considering this, Foster (2008) argues that definitions that focus only on the
operational/administrative outcomes of e-HRM may be inadequate to describing the term. So,
also will solely focusing on either its relational or strategic outcomes.
This inconsistency and inadequacy in describing the term resulted to the need for a definition
that encompasses e-HRM’s functionalities and its contributions to the HR function. Following
this, a consensual definition of e-HRM contributed by Bondarouk and Ruel (2009) has been
suggested and accepted by e-HRM researchers present at two e-HRM conferences (Bondarouk
et al. 2011). Seeing that it covers the integration of IT and HRM (addressing the
multidisciplinary nature of the field); it focuses on e-HRM users (people who help create value
in organisations by using this web-based system); and it focuses on e-HRM’s value creating
potential (the expected outcomes). As Bondarouk and Ruel (2009) define e-HRM as:
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“an umbrella term covering all possible integration mechanisms and contents between
HRM and information technologies, aiming at creating value within and across
organisations for employees and management” (p.507).

For the research, this consensual definition of e-HRM was extended to enable it to have the
conceptualisation of the term that enabled it to have a good methodological approach to
investing it, and facilitated the achievement of the research aim. As it defined e-HRM as:
An integrated approach to HRM that encourages organisations to undertake their HRM
activities as integrated operations, using all possible IT- enabled integration
mechanisms to seamlessly integrate their HRM activities and information, to provide
them with a standardised structure to undertake their HRM activities efficiently and
effectively, and make available standardised and harmonised HR-based information,
aiming to create value for the HR function, for its service users and for the
organisation(s).

Adopting this definition for the research encouraged the following:
•

The empirical examination of e-HRM by connecting and analysing the HRM and IT
aspects of the phenomenon,

•

The empirical examination of the perceptions of the users of e-HRM who help create
value in organisations by using this web-based technology and examine how this can
influence the use and contribution of e-HRM, and

•

The empirical examination of e-HRM’s value creating potential through the
improvements in HR’s strategic effectiveness realised by using e-HRM.

There are, however, other concepts commonly used to describe e-HRM, which include: virtual
HRM (Strohmeier, 2007), web-based HRM (Ruel et al., 2004), Business-to-Employee (B2E)
(Huang et al., 2004), computer-based human resource management, IT- based HRM (Ruel et
al., 2011), HR intranet (Alleyne et al., 2007), e-HR (Panayotopoulou et al., 2007), Human
Resource Information system (HRIS) (DeSanctis, 1986), Human Resource Information
Technologies (HRIT) (Florkowski and Olivas- Lujan, 2006), and HR portals (Ruta, 2005).
Linked to this, Strohmeier (2007) and Reddington (2008) point out that these other concepts
are either broader or narrower concepts to e-HRM which complicates the understanding of the
term, thus, suggesting that they cannot fully replace or represent the concept of e-HRM. For
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instance, ‘virtual HRM’ is described as a, “network-based structure built on partnerships and
mediated by information technologies to help the organisation to acquire, develop, and deploy
intellectual capital” (Lepak and Snell, 1998, p.216). HR portal is described as, “the vehicle
through which HR information and applications can be channelled effectively and efficiently”
(Ruta, 2005, p. 36). While B2E is defined as, “the application of any technology enabling
managers and employees to have direct access to HR and other work based services for
communication, performance reporting, team management, knowledge management and
learning ... in addition to administrative applications” (Watson Wyatt, 2002). Drawing from
this, e-HRM is the term that is used to refer to all web-based HR technology in this thesis.

2.3 E-HRM Technology
The e-enablement of HRM activities began with the provision of read-only standard
information on handbook, notices and personal information, which included payslips and
employee data (Kettley and Reilly, 2003). This gradually moved to a more interactive option
supported by self-service facilities for managers (MSS) and employees (ESS) (Payne et al.,
2009). Allowing managers and employees to initiate or amend HR processes using the internet,
including employment and training information, access to e-learning opportunities, holidays,
attendance, expenses, performance management and appraisal - without consulting the HR
department, unless they consider it necessary to do so (Lepak and Snell, 1998; Lengnick-Hall
and Moritz, 2003; Martin, 2005; Ruta, 2005).
This interactive option gives employees and managers the responsibility for maintaining their
own records, ensuring greater accuracy of information and reduction in the time HR
professionals spend on administrative duties (Tansley et al. 2001; Martin, 2005). Managers can
also authorise and monitor their teams more efficiently and effectively using this option. As a
result, e-HRM has led to the redistribution of HRM administrative tasks and responsibilities
from the HRM department to the frontline (Karakanian, 2000; Oiry, 2009).
To achieve this, Strohmeier (2007) states that e-HRM is made up of front-end and back-end
systems – as illustrated in Figure 2.1. The front-end systems are ‘interactive web-based
technologies’ which primarily connect different actors (HR professionals, employees and
managers) (Panayotopoulou et al., 2010). They include HR portal, wireless or mobile HR
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applications, Human Resource Self-Service systems (i.e. ESS and MSS) or interactive response
systems (such as, Interactive Voice Response systems (IVRs)) (Olivas-Lujan et al., 2007).
The front-end systems require the support of various back-end systems, for example, HR data
warehouses or HR modules of Enterprise Resource Planning (ERP) systems, which are used
for storing, processing and retrieving data. The front-end systems present opportunities to
streamline HR’s administrative/transactions for operational HRM activities and for
streamlining the transactional-side of strategic HRM activities. While, the back-end systems
provide the platform to which HR data warehouses or HR modules of ERP systems are
integrated to the entire organisation through possible IT-enabled integrating mechanisms. This
is achieved when organisations have their ESS and MSS systems (that is, their interactive webbased front-end) connected through an integration interface with either Payroll software,
Performance Management software, and Time and Attendance software or connected to more
HR solution modules (such as, Recruitment, Training and Development, Talent Management)
to form a complete Human Resource Information System, to have a fully integrated web-based
front-end. This integrated web-based front-end becomes integrated to the entire organisation at
the back-end using possible integrating mechanisms that allows an organisation’s Human
Resource Information System to become integrated with other IT systems at the back-end.
That is, possible integrating mechanisms, such as- an organisation’s ERP system. Since ERP
systems are software packages which through the standardisation of work activities, enable the
integration of a number of separate IT systems from the different functional areas of an
organisation (which include: Distribution, Sales, Manufacturing, Finance, and Human
Resources) to form a single common database back-end, which will apply throughout the
enterprise and are updated in real-time (Walker, 2001; Lengnick- Hall and Lengnick-Hall,
2006; Light and Wagner, 2006).
The HRM department is therefore able to use e-HRM for a wide range of its activities, which
include: workforce planning, recruitment and selection, managing employee information
across the entire employment cycle, performance management and appraisal, training and
development, compensation and benefits, employee relations, retention, health and safety, and
work-life balance policies (Parry et al., 2007; Parry and Tyson, 2010). However, choices have
to be made regarding which HR activities will be offered solely through web-based HRM (eHRM), which will be offered face-to-face, and which will be offered face-to-face with some
support of a HR software system (Ruel et al., 2007).
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Figure 2.1: A basic illustration of e-HRM Technology

Figure 2.1 suggests that an organisation’s ERP system (and all other possible integrating
mechanisms that allow the integration of an organisation’s HRM information system to other
IT systems back-end) provides the backbone for an enterprise-wide information system
(Saloner and Spence, 2002), that gives e-HRM the opportunity to integrate HRM processes and
information with other organisational processes and information to ensure consistency of HR
policies and practices, and ensure the efficient and effective management of an organisation’s
HR information that can be used to drive organisational decisions and facilitate business
success (Srinivasan and Dey, 2014). This is expected to enable HR to improve its capability to
assume a more strategic role and improve its capability to contribute to creating and sustaining
an organisation’s competitive advantage (Reddington, 2008), just as Jackson (2010) states.
Since Jackson (2010) states that ERP systems enable a company’s strategic goals to be aligned,
as information flows from one central core to all units within the organisation and by
streamlining business processes and integrating data from multiple systems and sources, ERP
systems also facilitate the attainment of competitive advantage.
ERP systems and all other possible back-end IT-enabled integrating mechanisms are therefore
believed to have helped e-HRM to align an organisation’s HRM strategy to its Business
Strategy, aimed to enable the HRM department to acquire, manage, develop, and retain people
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in line with an organisation’s strategic choices to enable it to achieve pre-determined business
outcomes through their employees (Holbeche, 2003). Whether this can be achieved or not is
argued to depend not only on the type of e-HRM technology an organisation adopts, but also
on how the technology is understood, perceived, and used (Voermans and Veldhoven, 2007;
Bondarouk, 2011b). Which led the research to also investigate: ‘the type of technology
adopted’, ‘users’ understanding of the technology’, ‘users’ perception of the technology’, and
‘how the technology is used in the organisation studied’.
Additionally, MSS and ESS systems of an e-HRM technology are described as the key concepts
of e-HRM (Lengnick-Hall and Moritz, 2003), because they both create a trend of delegating
HR administrative responsibilities that were once considered to be the domain of HR, directly
to employees and managers in the front-line (Shani and Tesone, 2010). The delegation or
devolution of HRM administrative responsibilities to the front-line is significant to e-HRM’s
potential to contribute to organisational performance because it enables the achievement of the
three main expectations of e-HRM, which include: HR administrative cost reduction (i.e.
reducing cost through increased efficiency by using automated processes); HR operational
improvement levels (i.e. having better employee relations and communication); and freeing of
HR professionals from routine administrative duties, so they can devote quality time to
improve their strategic contribution in organisations (Tansley et al. 2001; Martin, 2005).
These key concepts of e-HRM have, however, been criticised of dehumanising the personnel
department (Olivas-Lujan et al. 2007; Reddington, 2008), because using self-service systems
to undertake HR activities is said to have removed the human from human resource
management (Shani and Tesone, 2010). In relation to this, Francis and Keegan (2006) argue
that the emphasis on the HR strategic partner role emphasised by the adoption of e-HRM in
organisations has its associated costs of shrinking the HR’s employee champion role and costs
to employee well-being. This is contrary to what Kinnie et al. (2005) suggest as the way
strategic HRM should be designed because by emphasising the ‘HR strategic partner role’ that
focuses on processes, it implies that the HR function will become preoccupied with issues
related to the strategic partnering of the HR function with Line managers, aiming to enable HR
to meet its goals through effective strategic formulation and strategy execution (Ulrich and
Brockbank, 2005). Thus, de-emphasising the HR employee champion role which is people
focused and concerned with getting employees motivated and committed to their organisation
(Ulrich, 1997). Thus, as the HR function works towards becoming a business function, this is
said to put a greater distance between HR and the people it serves (Reilly and Williams, 2006).
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To address this, Kinnie et al. (2005) suggests that the design of strategic HRM needs to
integrate both ‘Business Strategy’ and ‘employee objectives’, because the achievement of
business goals depends on the alignment between the individual objectives of the workforce to
organisational outcome goals. A notion supported by Purcell and Hutchinson (2007) and
Boxall and Purcell (2008) who similarly argue that the relationship between HRM and business
performance results from employees’ appropriate behaviours and performance, which is
influenced by high levels of employees’ organisational commitment and engagement. As HR’s
link to business performance results from employee commitment in terms of their willingness
to stay with an organisation and employee engagement- which is their willingness to put in
extra effort in carrying out their tasks (CIPD, 2002; Boselie et al. 2005).
Voermans and Van Veldhoven’s (2007) who investigated this reveal that workers and
managers who prefer a strategic role for the HR function are more positive towards the
adoption of e-HRM in their organisation. Whereas, those who prefer HR’s employee champion
role were found to have a more negative attitude towards the adoption of e-HRM. In relation
to this, Baldwin (2007) explain that employees who expect that the HR function should deliver
their administrative and transactional duties smoothly also expect this to be done at a personal
level because they want to feel respected, recognised, involved and supported by HR.
Linked to this, Ulrich’s (1997) book on Human Resource Champions emphasises that a HR
business partner adds value to an organisation by playing multiple roles which include:
strategic partner, administrative expert, employee’ champion and change agent- all at the same
time, to deliver strategy execution, administrative efficiency, employee commitment and
cultural change to the organisation. Lemmergaard (2009), however, sees the need for HR to
simultaneously carry out these multiple roles as a source of tension between the expected,
perceived and enacted HR roles because of inherent paradoxes. Hence, Lemmergaard says that:
“the role of the strategic partner conflicts with the role of employee champion, [since]
the former requires the HR function to cooperate with top management with the risk of
alienating employees because long-term strategic planning and employee needs might
not cohere” (Lemmergaard, 2009, p.187).

To encourage a more focused and critical debate in this area of e-HRM research, the research
investigated how these inherent paradoxes can be overcome as e-HRM is used to create
strategic value. In doing this, the research contributed to moving the discourse in e-HRM
debate beyond issues related to e-HRM’s promises to facilitate the strategic partner role to
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one which encompasses how e-HRM can support the HR function to simultaneously carry out
its multiple contradictory roles as it creates strategic value and contributes to organisational
performance. A supporting view from the CIPD adds weight to this line of reasoning by arguing
that the relevance of the HR function relies fundamentally on its strategic contribution in
addition to its administrative and relational roles in organisations (CIPD, 2006).

2.3.1 Classification of e-HRM technology
Some ways of classifying e-HRM technologies have been done in line with the developmental
stages of the support e-HRM provides to organisational processes, as illustrated in Table 2.2.

Table 2.2: Classification of the developmental stages of e-HRM practices and applications
Author

Developmental Stages
1

2

3
Executive Information
Systems
Transformation
Transformational
Transformational
-management
development, business
partner, strategic
planning, organisation
development, knowledge
management

Tannenbaum (1990)

Expert Systems

Remenyi et al. (1991)
Snell et al. (1995)
Carrig (1997)

Automation
Operational
Transactional
-benefits administration,
record keeping, employee
services, communication,
performance management

Decision Support
Systems
Information
Relational
Traditional
-performance
management, training,
recruiting, employee
relations, compensation,
management
development

Lepak and Snell (1998)

Operational

Relational

Transformational

Wright and Dyer (2000)
Shrivastava and Shaw
(2003)
Gardner et al. (2003)
Lengnick-Hall and
Moritz (2003)

Transactional
Adoption

Traditional
Implement

Transformational
Institutionalisation

Automation
Publishing information

Ruel et al. (2004)

Operational

Information
Automation of
transaction
-workflow, supply chain
integration, electronic
input
Relational

Transformation
Transformation of HR
-strategic partnering,
centres of expertise,
service centre
administration
Transformational

Sanchez and Aguayo

Electronic Data
processing

Management
Information

Decision support

(2007)

Note: Category 1 and 2 commonly support HR transactional or traditional functions, while the e-HRM
applications used in category 3 focuses on the value-creating strategic functions of HR.
Source: mainly based on Foster (2009) and Bondarouk (2011a).
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Thus, the technologies have been commonly classed either as the ‘Operational’, ‘Relational’
and/or ‘Transformational’ e-HRM technologies. Meaning that e-HRM technologies are
generally classified according to the HRM activities that they support in organisations which
include: operational HRM, relational HRM and transformational/strategic HRM activities
(Ruel et al., 2004; Ruel et al., 2007; Reddington et al., 2011). Following this, the typology of
e-HRM technologies used throughout this thesis are the ‘Operational’, ‘Relational’ and
‘Transformational’ e-HRM technologies, which are elaborated in the sections that follow.

2.3.1.1 Operational e-HRM

Operational e-HRM technologies also known as transactional e-HRM (Broderick and Bodreau,
1998) or administrative e-HRM (Ball, 2001), is primarily focused on automating HRM
processes to improve the administrative and operational efficiency of the HR function. Because
it is based on an ‘automate style’ of information management (Zuboff, 1988; Tansley et al.
2001), which is about automating the voluminous administrative tasks of HRM to offer release
from administrative burdens, to decrease costs and to increase efficiency (Strohmeier and
Kabst, 2014). Accordingly, it supports the routine day-to-day transactional HRM activities,
which includes the basic business processes, such as- payroll and employee record-keeping and
administration, time and attendance management, and e- access control (Lepak et al. 2005).
This type of technology is expected to create value by making the delivery of HR services more
cost efficient and effective. Lengnick-Hall and Moritz (2003) agrees, as they suggest that the
HR function can reduce costs in organisations by reducing the costs of providing these services
through headcount reductions and reducing the cost of HR administration by undertaking HR
activities and storing HR information electronically. By using ‘Operational’ e-HRM
technology, it is believed that employees’, managers’, and HR professionals will be able to
obtain data and information necessary to perform their day-to-day HRM activities efficiently
and effectively.
Meijerink et al. (2013) say that the ‘use value’ of transactional/operational e-HRM technology
(i.e. the extent to which it meets the needs of those who use it), is the extent to which the
technology delivers timely, accurate, and standardised HR services in a consistent manner. As
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a result, it is necessary that the technology contains the required information needed to
undertake HRM activities in the most efficient and effective manner.
For a technology to be classified as an ‘Operational’ e-HRM technology, it means that it is only
used to ensure the flow of HRM activities, that is, used to enable the recording of the details of
HRM activities in a standardised way as they are undertaken and used to retrieve the data
needed for HRM transactions when needed (i.e. a form of bookkeeping) (Hyde and Shariftz,
1977).
Strohmeier and Kabst (2014), however, argue that merely automating HRM tasks does not
allow HR to take full advantage of the technology because this goes beyond merely automating
HRM tasks to providing information that drives organisational decisions. Since taking full
advantage of an information system will lie in using it to ‘automate’ organisational processes
(i.e. a form of bookkeeping) and using it to provide ‘information’ that can be used to drive
organisational decisions that can enable organisations to create and sustain their competitive
advantage and performance overtime (i.e. a form of management science).

2.3.1.2 Relational e-HRM

Relational e-HRM technology is concerned with providing better interactions between HR and
across professionals and their service users (such as- managers, employees and job seekers)using web-based technologies, aiming to improve HR customer service and employee
relationship management (Strohmeier, 2013).
It fundamentally uses a relational database to store and categorise all the separate files of
everyone working in an organisation, so that all the information related to an employee can be
accessed from any company location, simply by entering the employee ID (Shani and Tesone,
2010). Thus, it emphasises the use of the self-service functionality of e-HRM that provides the
opportunity for the use of the HR technology to go beyond the HRM department (Karakarian,
2000; Oiry, 2009). By using self-service systems, it is expected that managers and employees
will have direct access to their personal HRM- related information, which will allow them to
individually handle their HRM transactions that were formerly handled only by HR
professionals. And managers will also have access to the HR-related information for their
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teams, to enable them to manage the performance of the members of their teams more
efficiently and effectively.
Thus, extending the principle of technology-based relationship building from customer
relationship management (CRM) domain to the employee relationship management (ERM)
domain (Strohmeier, 2013). And it aims to enable HR to provide transparency in their relations
with employees, which may lead to improving the levels of trust employees have for
management (Bissola and Imperatori, 2014). However, they often have strong transactional
element to them, as they are closely linked to the day-to-day people management processes.

2.3.1.3 Transformational e-HRM

Transformational e-HRM also known as informational e-HRM (Strohmeier and Kabst, 2014)
or decision-support e-HRM (Sanchez and Aguayo, 2007)- is diagnostic (analytical) in nature
and used to increase the quality of HR related decisions (Strohmeier and Kabst, 2014). Since
it is based on an ‘informate style’ of information management (Zuboff, 1988), that provides a
richer environment from which organisations can draw strategically relevant HR information
that can be used to drive organisational decisions and facilitate business success (Tansley et
al., 2001). Thus, it is expected to facilitate HR’s move to being a value-adding component of
the Business Strategy (i.e. a strategic partner) that contributes to business success
(organisational performance) (Rogers and Wright, 1998). It is this type of e-HRM technology
that the research inquiry was focused on because this is the e-HRM technology that is
generally implemented by organisations to facilitate a strategic approach to HRM, towards
improving HR’s strategic orientation and its contribution to organisational performance
(Reddington et al., 2011).
As a strategic oriented e-HRM technology, it deals with non-routine and non-administrative
HR activities that are aimed at implementing strategy, creating a new culture or accomplishing
business goals (Lepak and Snell, 1998; Ruel et al., 2011). However, the information it uses is
derived from operational processes, which leads it to rely heavily on the efficiency and
effectiveness of those processes.
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What allows ‘Transformational’ e-HRM technology to enable the HR function to improve on
its strategic orientation and its contribution is believed to lie in its ability to free up HR
professionals from their routine administrative duties, so that they can devote more time to
strategically relevant activities (Gainey and Klass, 2008). From the technological point, this
technology is expected to bring improvements to HR’s strategic orientation and its
contribution to organisational performance through its ability to make HR information to
become strategically relevant (Tansley et al., 2001). This stems mainly from the fact that this
technology goes beyond the ‘automation’ of existing HRM activities to providing a
sophisticated electronic system that allows the ‘integration’ of business activities to an
integrated HRM system (thus, ensuring both horizontal integration across HR processes and
the vertical integration of HRM processes with the Business Strategy), so that the HR
information that are combined, analysed and retrieved from these systems can be strategically
relevant (informational), and help to improve HR’s contribution to strategic decision-making
and business performance. Thereby, improving HR’s strategic orientation and its ability to
contribute to organisational performance (Njoku and Ebie, 2015).
Bondarouk (2011a) supports this, as it suggests that when e-HRM technologies are combined
or integrated, they encourage the use of e-HRM as Business Intelligence applications to
support informed managerial decision-making. Shani and Tesone (2010) add that
‘Transformational’ e-HRM can enable HR professionals to evaluate their own business
performance, e.g. by calculating return on training investments, turnover costs, and humanvalue added, which enables the HR function to provide evidence that it is a legitimate strategic
partner and it is crucial for achieving organisational goals.
Within the context of managing HRM activities in the front-line, ‘Transformational’ e-HRM is
expected to help remove some of the bureaucratic processes in organisations, which will allow
the HR function to create flexible organisations. As it encourages the decentralisation and
delegation of HR decision-making to the front-line (Reddington et al., 2011), that should help
businesses become flexible and able to respond quickly to changes in business needs (Njoku
and Ebie, 2015). Since ‘Transformational’ e-HRM is expected to enable managers to integrate
their HR-oriented objectives with the wider Corporate objectives (Tansley et al., 2001), aiming
to ensure that they can use the HR information provided by the technology to make front-line
HR decisions that will enable them to ensure that their staff can respond quickly to changes in
business needs.
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For a technology to be classified as ‘Transformational’ e-HRM technology, it means that it does
not only support the flow of HRM activities, it goes further to allow the HRM department and
Line managers to acquire strategically relevant HR information for managerial decisionmaking.

Because with easy access

to

information

and

report-generating tools,

‘Transformational’ e-HRM is expected to provide the HRM department and frontline managers
with an overview that gives them new perspectives for HR analysis and decision-making within
their teams (for Line managers) and the organisation (for the HRM department) (Reddington et
al., 2011). Following this, for this thesis, ‘Transformational’ e-HRM is defined as,

The use of e-HRM technologies to provide HR professionals and Line managers with
the tools to generate strategically relevant HR information to operate strategically, as
they carry out their HRM activities, aiming to improve HR’s strategic capability to
encourage higher levels of business performance through the productive use of
everyone working in organisations.

For ‘Transformational’ e-HRM to contribute to organisational performance, Bondarouk
(2011a) argues that, in as much as the typology of e-HRM used in organisations matter, what
is important is that the use of e-HRM needs to evolve from technical applications towards
strategic applications. Reddington et al. (2011) stress that without this progressive
development of e-HRM from an ‘automate’ style system into the use of sophisticated IT
applications in organisations; new HR delivery models will not be as effective.
That’s why Foster (2008) argues that ‘Operational’ e-HRM should be a pre-requisite for
‘Relational’ and ‘Transformational’ e-HRM, and moving from the use of an operational
through to the relational and to the transformational stages of e-HRM will enable organisations
to develop a more ‘strategic capability’. Which should be the case because the most important
thing for the HR function is for it to first get the use of e-HRM for its administrative activities
right before it can successfully transit to the use of the ‘Transformational’ e-HRM technologies.
As it is also believed that if the HR function is not able to successfully acquire, store,
manipulate, analyse, retrieve, and distribute pertinent information regarding its human
resources, it will become less able to successfully use the information within the ‘Operational’
e-HRM technology to support the use of a more sophisticated e-HRM technology like
‘Transformational’ e-HRM (CIPD, 2006).
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2.4 A Critical Review of e-HRM Literature and Research
This section sets out a critical review of 108 peer-reviewed e-HRM literature and research,
done to better understand the status of the field and to reveal the issues or gaps in e-HRM value
creation research. The review was based on a review of more than three decades of e-HRM
academic literature published between 1983 and 2015. Peer-reviewed journals were used
because they offer an element of quality control, since only articles that have gone through the
peer-review process are accepted for publication. Secondly, because of the need to retain
academic rigour in the field. Although the list is not exhaustive, it indicates that there has been
increasing academic interest in e-HRM research since the 1980’s.
The primary method for identifying relevant journal articles for the review was a
comprehensive literature search focused on scholarly journals using keyword searches for
electronic human resource management and similar concepts such as, e-HR, e-HRM, HRIS,
HRIT, Human Resource Information Systems, HR and Technology, IT and HRM, HRM and the
Internet and HR Portals, in several well-known online databases (such as- Emerald Insight,
Science Direct (Elsevier), Wiley Online Library (Wiley), Business Source Premier
(EbscoHost) and Google Scholar). This was supplemented with citations of the articles that
met the inclusion criteria.
The review began with the categorisation of the articles into six main themes which include:
‘e-HRM adoption research’, ‘e-HRM functionality research’, ‘e-HRM’s impact on the HR
function research’, ‘e-HRM’s impact on HRM effectiveness research’, ‘e-HRM value creation
research’ and ‘journal articles based on literature reviews or conceptual papers’, as summarised
in Table 2.3. While the chronological overview of the journal articles reviewed is set out in
Appendix 1.
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Table 2.3: Summary of the journal articles reviewed
Topics

Description

No.

e-HRM adoption
research

Studies focused on factors affecting e-HRM adoption, diffusion,
acceptance and use in organisations. It also includes studies that
compare e-HRM adoption across countries and regions.

29

e-HRM functionality
research

Studies centred on the functionality of e-HRM including the benefits
of using e-HRM for various HRM activities.

11

e-HRM’s impact on
the HR function
research

Studies that examine the impact of the use of e-HRM on the HR
function with some emphasis on its impact on Line managers and
employees and their perception of the HR function as a result.

9

e-HRM’s impact on
HRM effectiveness
research

Impact of e-HRM on HRM effectiveness as perceived by HR
professionals and Line managers.

11

e-HRM Value
Creation research

Studies focused on HR’s ability to become more strategic by using
e-HRM (i.e. the benefits of Transformational e-HRM technology).

14

Literature Review/
Conceptual papers

Literature reviews and conceptual papers on e-HRM which do not
contain empirical studies.

34

Total

108

The five categories in Table 2.3 in which the empirical studies were placed do not represent
definitive categories because some articles could be categorised into more than one theme, but
the overriding theme in each article was used as the basis for their allocation into a category.
The 34 Literature review/ Conceptual papers which do not contain empirical studies were
observed to have reviewed issues around the five topics mainly researched in e-HRM. For
instance, e-HRM adoption was reviewed in three articles (Houtzagers, 1998; Martin and
Reddington, 2009; Hoch and Dulebohn, 2013); e-HRM functionality was reviewed in five
articles (Lepak and Snell, 1998; Gebauer, 2003; Stone et al., 2006; Srivastava, 2010; Mundey,
2010); seven articles reviewed e-HRM’s impact on the HR function (Legge, 1989; Steinhaus et
al. 1990; Karakanian, 2000; Masrek et al. 2007; Strohmeier, 2009; Kashive, 2011; Meijerink
et al., 2013); the impact of e-HRM on HRM effectiveness was reviewed by one article (Shani
and Tesone, 2010); e-HRM value creating potential was reviewed by nine articles (Martinsons,
1995; Kinnie and Arthurs, 1996; Lengnick-Hall and Lengnick-Hall, 2006; Marler, 2009;
Jackson, 2010; Davoudi and Fartash, 2012; Markova, 2012; Strohmeier, 2013; Marler and
Fisher, 2013; Njoku and Ebie, 2015).
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While five articles reviewed past e-HRM studies (Mayfeild et al., 2003; Strohmeier, 2007;
Bondarouk and Ruel, 2009; Stone and Dulebohn, 2013) and books on e-HRM (Strohmeier,
2012). Two articles in this category reviewed other topics, as Lim (1999) reviewed the state of
information economy in the Asian Pacific Region and Fujimoto et al.’s (2007) article reviewed
the impact of cross-cultures in multi-national firms on the use of online communication
systems.

2.4.1 e-HRM adoption research
The review reveals that e-HRM implementation is a highly-researched area, since almost half
of the research studies (40%) were based on e-HRM adoption issues- as illustrated in Table
2.3. This area of research has been focused on factors affecting e-HRM adoption, diffusion,
acceptance and use (such as, Haines and Petit, 1997; Rodger et al. 1998; Florkowski and
Olivas-Lujan, 2006; Hooi, 2006; Voermans and van Veldhoven 2007; Marler et al. 2009;
Strohmeier and Kabst 2009; Heikkila and Smale, 2011). It also includes studies that examined
ways to improve the effectiveness of e-HRM systems (Ruta, 2005; Hosvani and Ramezan,
2010), and studies that compared e-HRM adoption and level of use across different
organisational sizes (Caroll and Wagar, 2010), as well as, across countries and regions (such
as, Panayotopoulou et al. 2007, 2010; Strohmeier and Kabst 2009; Heikkila and Smale, 2011).
The term adoption is used interchangeably with the term implementation in e-HRM literature.
Linked to this, Strohmeier and Kabst (2009) define e-HRM adoption as, “the process of
initiating and implementing IT, to network and support diverse actors in their shared
performing of HR tasks” (p.484). While, Bondarouk (2011b) define e-HRM implementation
as:
“the adoption of an [e-HRM] application during the transition period between the
technical installation of a new e-HRM system and its skilful and task-consistent use by
employees, line managers and HR professionals” (p.16).

Studies reveal that e-HRM adoption has been on an increase since the mid-1990’s (Martinsons,
1995; Kinnie and Arthurs, 1996; Tansley and Watson, 2000; Bondarouk and Ruel, 2009), and
its use is common practice throughout Europe, as Strohmeier and Kabst’s (2009) reveal- since
two-thirds of all the organisations they studied have already adopted e-HRM. Other studies
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reveal that both the number of organisations adopting e-HRM and the depth of application of
e-HRM are continually increasing (Strohmeier, 2009; Heikkila and Smale, 2011; Kashive,
2011). This is not surprising, since the use of technology to support the HR function has become
inevitable in contemporary organisations, especially if it intends to successfully attract, develop
and retain modern day employees.
Organisations were also observed to mainly adopt e-HRM to reduce the cost of HR service
delivery; to enable employees take ownership and responsibilities of their personal
information; to improve the quality and timeliness of HR information and services; and to
transform the HR function into a customer-focused and responsive function (Kettley and
Reilly, 2003). Several empirical studies (such as, Ruel et al., 2004; Ruel et al., 2007;
Panayotopoulou et al., 2007; Martin and Reddington, 2009; Olivas- Lujan et al., 2007; Parry
and Tyson, 2010) support this, as they find the implementation of e-HRM applications to be
related to HR administrative cost reduction, HR operational improvement levels, and the
opportunity for the HR function to improve its strategic contribution in organisations.
Drawing from IT research (such as, Davis et al. 1989; Davis, 1993; Venkatesh, 2000), the
continued focus on this area of e-HRM research is relevant to the continued adoption and use
of e-HRM, because it is believed that understanding the issues that prevent intended users from
using IT systems is helpful to enabling organisations to identify and address those issues. In
line with this, e-HRM adoption research similarly reveal that one of the main causes of e-HRM
adoption failures is related to the fact that the technology is not used appropriately and at the
intended levels due to the lack of acceptance and use of the systems (Voermans and van
Veldhoven, 2007; Ruel et al., 2007), as elaborated in the next section.

2.4.1.1 Challenges to e-HRM adoption
1) Users’ acceptance factors
Like most IT projects, Marler et al. (2009) argue that users’ acceptance factors need to be
considered for organisations to realise the maximum benefits of e-HRM adoption. Rodger et
al.’s (1998) study supports this, by demonstrating that the unawareness of the value-adding
potential of a newly implemented e-HRM system by intended users, prevented the system from
providing better human resource information in the organisation.
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Voermans and van Veldhoven’s (2007) study on Attitudes towards e-HRM similarly found ‘the
differences in users’ perception of usability of IT currently in use in their organisation’ to
predict ‘positive attitudes towards e-HRM adopted in the same organisation’. While, Martin
and Reddington (2010) proposed in their model of e-HR that ‘users’ acceptance of e-HRM’ can
moderate the relationship between ‘e-HRM architecture’ and ‘e-HRM outcomes’. And Parry
and Tyson’s (2010) study illustrated that users’ engagement with e-HRM systems for its
acceptance and use, in addition to users’ training in e-HRM use, the design and implementation
of the e-HRM system, familiarity with technology in organisations and HR skills were factors
which acted as barriers to the translation of e-HRM goals to actual outcomes. Some other
studies emphasised the importance of properly communicating the benefits of e-HRM to the
business, to the intended users’ during the adoption process, to have successful e-HRM
adoption (Hooi, 2006; Jones, 2009; Troshani et al., 2011).
In line with this, Ruel et al. (2004) suggest that to improve users’ acceptance level for the use
of e-HRM, organisations need to change the employees’ mind-set because e-HRM adoption
will require and imply that employees’ will need to do their work differently. This should be
the case because the adoption of e-HRM is commonly associated with increased
responsibilities for managers and employees, in terms of their increased involvement in
carrying out their HR tasks and responsibilities, which will require readiness and willingness
to adjust to these changes for a successful adoption of the technology (Hooi, 2006).

2) Technological context factors
Panayotopoulou et al.’s (2007) study found technology awareness, such as individual employee
IT competence and collaboration between HR and IT to be the critical success factors for
successful e-HRM adoption. While, Troshani et al. (2011) found integration, user- friendliness,
accessibility, efficiency and vendor support to positively influence e-HRM adoption in public
sector organisations in Australia.
Shilpa and Gopal (2011) argue that there is the need for the presence of IT culture already in
existence in the organisation and the need to have security of the information held in the
system. While, Haines and Petit’s (1997) work found ‘system conditions’ (such as training and
documentation- i.e. data quality); ‘the presence of on-line applications’; ‘the number of human
47

resource management applications’; ‘the ease of use’; ‘the perceived usefulness of the system’
and ‘user support’ to represent antecedents of successful e-HRM adoption. Which, Voermans
and van Veldhoven (2007) reinforces, since they similarly find ‘user support’ to be a predictor
of a ‘positive attitude towards e-HRM’ and ‘its use in organisations’.

3) Organisational readiness factors
Since e-HRM is an IT-enabled phenomenon which depends on having adequate IT
infrastructure in place, the availability of Personal Computers (PCs) in all corners of the firm
and sufficient PC skills for management and employees was suggested by Ruel et al. (2004),
as pre-requisites for successful e-HRM adoption. Organisational size was emphasised by
Panayotopoulou et al. (2010) as a predictor of e-HRM adoption, because they argue that
increasing organisational size creates a critical mass which justifies the acquisition of
innovations and necessitates adoption behaviour. Burbach and Royle (2014) advocate this, by
demonstrating that e-HRM diffusion usually depends on organisational size and structure to
ensure the diffusion of business practices.

4) Resources Issue
Ngai and Wat’s (2006) study undertaken in Hong Kong reveal that insufficient financial
support is the greatest barrier to e-HRM implementation. A study on small and medium
enterprises (SMEs) in Malaysia (Hooi, 2006) support this, as it also demonstrates that the lack
of financial resources acts as a barrier to the adoption of e-HRM in most of the companies
studied. This led the companies to practice more of conventional HRM, rather than e-HRM.
Indicating that, e-HRM may fail to deliver meaningful savings for HR or provide quality
improvements for customers without proper investment towards its adoption (Florkowski and
Olivas-Lujan, 2006).
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5) Underutilisation
Oiry (2009) reveal that organisations consistently fail to fully capitalise on the value-adding
potential of e-HRM and they were seen to use it instead for transactional activities. Burbach
and Royle (2014) add that successful implementation is critical in the context of e-HRM
diffusion, and point out that underutilisation appears to result from poor management of the
implementation process. Burbach and Royle also indicate that some e-HRM practices may be
easier to implement successfully than others, contingent on both the organisational and
institutional fit of the practice to be transmitted.
The importance of using a fully integrated system, rather than using a multitude of sub and
legacy systems was additionally highlighted by Burbach and Royle (2014). Because they also
observed that using a multitude of sub and legacy systems only gives rise to people and
technology issues, and it diminishes an organisation’s capacity to exploit the strategic
advantages of the e-system.

2.4.2. e- HRM functionality research
This category includes e-HRM studies centred on e-HRM’s functionality, including the
benefits of using e-HRM for various HRM activities. The studies could reveal that e-HRM is
used to support recruitment and selection processes (Girard and Fallery, 2010; Holm, 2014); to
enable organisations to operate as office-less firms (Lai and Burchell, 2008); to support staff
appraisals- by operating as an online appraisal system which leads to significant increase in the
levels of rater accountability and employee participation in appraisals (Payne et al. 2009). It
was also reported to contribute to staff retention levels, especially by allowing organisations to
align their employees’ assignments with their personal preferences and capabilities (Beulen,
2009); used for information sharing and employee learning (Chae et al., 2011), and reported to
have the potential to enable the HR function to meet the changing business needs of
organisations faced with a dynamic business environment (Zafar et al., 2010).
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2.4.3 e-HRM’s impact on the HR function research
Linked to the expectation that e-HRM adoption will lead to the devolution of specific HRM
activities to managers and employees (Tansley et al., 2001; Martin, 2005), it has been observed
to have affected the HR architecture- by affecting the responsibilities of different HR
stakeholders performing HRM activities (Oiry, 2009). And it has led to a radical transformation
of HR processes and capabilities, since new capabilities are required for HR professionals to
apply the technologies and operate administratively, relationally and strategically (Reddington
et al., 2011). In line with this, Ruel et al. (2004) state that e-HRM is a push factor for changing
HRM within an organisation from a bureaucratic approach to a market approach.
While, Alleyne et al. (2007) add that using e-HRM to support Line managers has positively
impacted their role, because e-HRM has helped to improve communications between managers
and their teams; improve the way they carry out their HR activities through well-designed
intranet communication systems; improve the employee data gathering system; improve the
type and quality of HR information used for managerial decision-making; and it provides
managers’ self-service which has been a welcome replacement for cumbersome paper-based
administrative systems. In investigating customers’ perception of the HR function, Alleyne et
al. could reveal that the use of HR intranet applications to perform HR activities influences the
perceived satisfaction of the HR function by its service users.
Ngai et al. (2008) who investigated the perceptions of the importance of the internet to human
resource practitioners in Hong Kong, found the most important reason for adopting e-HRM to
be related to helping managers to stay informed.
Besides this, Bondarouk et al. (2009b) helps us to understand that the varied perceptions of HR
professionals and Line managers towards HRM innovations makes them to use it differently.
Since the expectations, perceptions, and understanding of HRM policies and practices, and the
consequent application of HRM innovations by HR professionals’ will be based on the strategic
importance of the HRM policies and practices. Whereas, Line managers who see people
management tasks as extra work, may not to apply HRM innovations correctly and positively,
because of their perceptions towards HRM policies and practices. This led Bondarouk et al. to
state that how HRM policies and practices work in reality is not predetermined, rather HRMin-practice will be affected by the intended actors’ expectations, perceptions, and
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understanding of the HRM policies and practices, which draws largely on their HRM frame of
reference.
Abdul-Halim and Che-Ha (2010) reveal that most companies have the tendency to outsource
their recruitment and training functions, and find that outsourcing allows companies to enhance
expertise, improve HR service quality and provide competitive advantage. Sheehan and Cooper
(2011) find the relationship between ‘HRM outsourcing’ and ‘perceived financial
performance’ to be ‘positive for smaller companies’ and ‘negative for larger companies’,
while, the positive relationship between ‘HR involvement’ and ‘organisational effectiveness’
was shown to be enhanced ‘when HRM activities were kept in-house’, rather than ‘when they
were outsourced’. While, Bondarouk et al. (2015) identified ‘HRM strength’ (i.e. ‘HRM
distinctiveness’ and ‘HRM consistency’) to be the main antecedent of ‘HRM service quality’.

2.4.4 e-HRM’s impact on HRM effectiveness research
Ruel et al. (2007) believe that e-HRM can have an impact on HR’s effectiveness (i.e. HRM’s
contribution to an organisation’s performance), as their study reveals that e-HRM influences
HRM’s ‘technical’ and ‘strategic’ effectiveness. Dickson and Nusair (2010) helps to support
the notion that e-HRM can improve the efficiency and effectiveness of the HR function.
Hussain et al. (2007) and Kassim et al. (2012) confirm that e-HRM adds value to the work of
the HR function. While, Bondarouk et al.’s (2009a) study suggests that for e-HRM to affect or
influence HR’s effectiveness the perception of the different user groups need to be considered
during the design stage. Besides this, Parry and Tyson (2010) illustrate that the efficiency,
service delivery, and standardisation goals of e-HRM are commonly achieved in organisations,
as well as, some transformational impact on the HR function. On the other hand, Delmotte and
Sels (2008) see the use of e-HRM for HR outsourcing as an opportunity for the HR function,
as well as a threat, since the use of e-HRM is usually associated with HR headcount reduction.
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2.4.5 e-HRM Value Creation research
Dery and Wailes (2005) investigated the relationship between ‘e-HRM’ and ‘HR becoming
more strategic’ and found e-HRM to be necessary for HR to operate a more strategic role, but
not sufficient to make this a reality. This led them to conclude that e-HRM is simply an enabler
for that change to take place, but not sufficient for it to take place. To become more strategic,
Dery and Wailes suggest that HR needs to be able to use information from their e-HRM
technology to initiate and support strategic decisions, designed to position their organisation to
gain competitive advantage. Ruta (2009) supports this, by demonstrating that e-HRM can be a
strategic tool which can enable HR managers to perform their role in a more effective and
efficient way, through the easy access to a substantial amount of data, information and
knowledge, and through the characteristics of integration, personalisation and interaction.
Haines and Lafleur’s (2008) findings were shown to support relationships between IT use and
greater involvement of HR in strategic HR roles of ‘business partner’ and ‘change agent’.
Whereas, Gainey and Klaas’ (2008) reveal that the more technology is used to provide HR
services, the more respondents experience cost reductions, improved communication across
the organisation, more employee involvement in HR area, less reliance on HR staff, and more
HR involvement in strategic initiatives- as e-HRM freed the HR staff, so they could make more
strategic contributions to their organisation.
Martin and Reddington (2010) add that ‘e-HRM outcomes’ are dependent on the e-HRM
architecture an organisation adopts and uses to deliver its HR services. They, however, point
out that some ‘e-HRM outcomes’ can be perceived as intended and others as unintended. Since
undesired and unintended outcomes may also occur alongside the desired and intended
outcomes. The authors ended by arguing that the issue of unintended outcomes may result from
‘poor handling of change management’ and ‘technology acceptance by the users of the system’.
Parry (2011) helps to provide evidence that e-HRM enables the HR function to become more
strategic- by acting as a means to redeploy HR professionals from transactional work to more
strategic and value adding activities in organisations. While, Ruel and van der Kaap (2012)
provides some evidence which suggests that the relationship between ‘e-HRM usage’ and
‘HRM value creation’ does exist. As it finds that ‘e-HRM usage’ in line with its intended
purpose positively relates to ‘HRM value creation’ (i.e. ‘HR’s effectiveness’, ‘efficiency’ and
‘its service quality’). Wahyudi and Park (2014) also find ‘e-HRM usage’ to be a strong
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predictor of ‘perceived HR service quality’, but not a predictor of ‘the creation of a strategic
role for the HR function’.
Bondarouk and Ruel’s (2013) study could not convincingly provide evidence for e-HRM’s
relationship to ‘creating strategic value for HR’, as they found that the promised strategic eHRM outcomes studied could not be convincingly realised. Nonetheless, Bondarouk and
Ruel’s study reinforces Dery and Wailes’ (2005) findings, as it similarly argues that e-HRM
may be necessary but not sufficient to enabling the HR function create ‘dynamic’ and
‘operational’ capabilities. Which led Bondarouk and Ruel to conclude that the debate on eHRM and its strategic value has yet to reach a definitive conclusion, and finalised their work
by asking the question: does e-HRM create strategic value and if so how?
Strohmeier and Kabst (2014) explored the ‘types’, ‘context’ and ‘consequences’ of e-HRM to
gain a deeper understanding of the reasons, kinds and successes of the different types of eHRM. The study identified three types of e-HRM users (in terms of organisations), which
include: the ‘non-user’ (organisations that do not employ e-functions), the ‘operational users’
(organisations that employ e-functions for operational e-HRM), and the ‘power users’
(organisations that make use of ‘Operational’, ‘Relational’ and ‘Transformational’ e-HRM
technologies). The study could demonstrate that the type of e-HRM in use is related to the
‘organisational context’, the ‘organisational size’, and the ‘strategic orientation’ of both
business and HRM. ‘Non-users’ were revealed to be organisations with a small number of
employees, while, the ‘power users’ were large organisations with a large number of employees
and a strategic orientation in general business and HRM. Additionally, the ‘power users’ eHRM configuration was observed to exceed success contributions of other e-HRM
configurations. Regarding how e-HRM relates to HR’s strategic orientation, the study adds to
Dery and Wailes (2005) findings, as it finds ‘Transformational’ e-HRM to be a consequential
enabler, rather than it being the preceding trigger of strategic HRM.
A more recent study, Marler and Parry (2015) find that ‘strategic HR involvement’ and ‘greater
e-HRM capability’ are both directly and reciprocally related. Overall, some studies suggest that
e-HRM can contribute to HR becoming more strategic, whereas, others were not able to
provide evidence to support this. However, studies which suggest that e-HRM can create
strategic value have not been able to put forward a unifying understanding of how this takes
place. As such, it remains unclear if e-HRM can create strategic value, and if it can, the question
is: how can this be achieved?
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2.5. A critical examination of e-HRM value creation research

Haven examined the status of e-HRM value creation research, this section sets out a critical
examination of the theories, the variables, and the results of previous research (Appendix 2
contains the chronological overview of the analysis). This section therefore, provides the
details of how the issues or gaps in this area of e-HRM research were identified.

2.5.1 Theories used for e-HRM value creation research
e-HRM value creation research has been predominantly underpinned by the Resource-based
view (RBV) (Wernerfelt, 1984); followed by the Dynamic capabilities theory (DCT) (Teece et
al., 1997); the Contingency perspective (Lawrence and Lorsh, 1967); and the Strategic HRM
theory (SHRM) (Fombrun et al., 1984) (as illustrated in Appendix 2 and 3). This is not
surprising because these theories are Business strategy/Strategic Management theories
commonly used to provide explanations as to how ‘HR policies and practices’ relate to
‘organisational performance’ in HRM and performance studies (Boselie et al., 2005). And RBV
is the dominant research paradigm used to provide explanations as to how ‘IT’ relates to
‘organisational performance’ in IT business value research (Liang et al. 2010; Perez-Arostegui
and Martinez-Lopez, 2014).
Using these theories to clarify how ‘e-HRM’ relates to ‘organisational performance’ in e-HRM
value creation research is expected, because e-HRM is an incorporation of ‘IT’ and ‘HRM
processes and practices’ (Bondarouk et al., 2011; Ruel et al., 2011). And e-HRM value creation
research is particularly about providing knowledge on how e-HRM can enable the HR function
to become a value-adding component of the Business Strategy (i.e. a strategic partner) that
contributes to facilitating business success (organisational profitability).

2.5.1.1 Contributions of the theories to e-HRM value creation research
As an original contribution to e-HRM literature and knowledge, a critical analysis of the
assumptions; contributions; and limitations of these Business Strategy/Strategic Management
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theories to ‘e-HRM value creation’, thus, ‘e-HRM value creation research’ was undertaken and
summarised in Table 2.4.

Table 2.4: The contribution of the theories to e-HRM value creation research
Theoretical
perspective

Assumptions of e-HRM value
creation

Contribution to e-HRM
value creation research

Limitations to e-HRM
Value creation research

E-HRM can create value when
it is organisation-specific and
innovatively exploited to
contribute to creating
competitive advantage.

E-HRM can create
competitive advantage,
but this depends on how
it is used.

It neglects the factors
that allow the protection
of resources and
capabilities.

Dynamic
capabilities
theory
(DCT)

E-HRM can be a ‘dynamic
capability’ that facilitates
‘organisational renewal’ and
SCA.

It identifies e-HRM as a
‘dynamic capability’ that
can contribute to
creating and sustaining
competitive advantage.

It does not provide a
basis of linking ‘e-HRM
usage’ to an
organisation’s profit
margin through its
business value chain.

Contingency
Theory
(CT)

E-HRM can be of strategic
value, if it can enable the
strategic alignment between
HR and the Business Strategy,
to ensure HR can contribute to
the Business Strategy.

E-HRM can be used to
achieve the strategic
alignment that ensures
that HR can contribute to
business success.

It does not provide a
holistic view of eHRM’s value creation
potential.

Strategic
theory
(SHRM)

E-HRM can contribute
strategically by enhancing
HR’s ability to align
organisation-specific skills to
HR processes and the Business
Strategy, to ensure
organisations can achieve
expected business outcomes.

It provides a holistic
view of e-HRM’s value
creation- by suggesting
that e-HRM can provide
‘strategic relevant
information’ (i.e. its IT
advantage) and it can
contribute to the
competency-based
approach to HRM (i.e.
its HRM advantage),
which can enhance HR’s
strategic capability,
which in turn can enable
HR to contribute to
creating competitive
advantage and SCA.

It does not provide a
basis of linking ‘e-HRM
usage’ to an
organisation’s profit
margin through the
business value chain.

Resource
View
(RBV)

Based

HRM

Drawing from the critical analysis of these Business Strategy/Strategic Management theories,
it was identified that they all propose that e-HRM can create strategic value, by improving
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HR’s strategic capability, that can in turn enable the HR function to contribute to creating
competitive advantage and sustained competitive advantage (SCA), overtime. As RBV
proposes that e-HRM can create strategic value when the technology is organisation-specific
and innovatively exploited to contribute to creating competitive advantage (Barney, 1991;
Perez-Arostegui and Martinez-Lopez, 2014). The Contingency perspective adds that, this can
be achieved when e-HRM is used to enable the strategic alignment between HR processes and
the Business Strategy, to ensure that HR can contribute to achieving expected business
outcomes (Fabi et al., 2009).
Drawing from RBV and the Contingency perspective, SHRM theory proposes that this can be
realised through e-HRM when it is used to enhance HR’s capability to align organisationspecific skills to HR processes and the Business strategy, to ensure that organisations can
achieve expected business outcomes through the effort of the people working in for them
(Soderquist et al., 2010). While, DCT emphasises that in rapidly changing environments, for
e-HRM to be a source of competitive advantage and SCA, organisations will need to use eHRM as a ‘dynamic capability’ to enable ‘organisational renewal’ and ‘SCA’ (Teece, 1982;
Bowman and Ambrosini, 2003).
The literature review of the critical analysis of these theories is set out in the sections that
follow.

2.5.1.1.1 Resource Based View
Since the 1990’s RBV has become increasingly essential in Strategic Management, as it
proposes that focusing on internal resources can help create competitive advantage. Penrose
(1958) who established the foundations of RBV used this theory to describe organisations as
‘a collection of productive resources’, of which its use overtime is determined by
administrative decision, and argued that competitiveness resided in the ‘uniqueness’ of each
organisation. Given the harsh competitive environment and the fact that resources might be
copied and/or transferred by competitors, almost immediately, this moved the attention of RBV
away from the earlier emphasis on the possession of ‘resources’ to emphasising on
organisations using their resources to facilitate SCA (Hamel and Prahalad, 1994), making the
main idea in RBV to now be about ‘sustained valuable uniqueness’.
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This current idea in RBV builds on Porter’s (1985) SCA theory, which aims to identify how an
organisation’s strategic choices can lead to improved business performance. Since an
organisation is said to have a competitive advantage when it implements a value creating
strategy that is not simultaneously being implemented by any current or future competitor,
while, SCA is achieved when competitors are unable to duplicate the benefits of this strategy
(Humphreys et al., 2014). Building on Porter’s SCA theory, Barney (1991) contributed to RBV
by moving the discussion in Strategic Management away from an organisation’s external
environment and its position within its competitive environment to focus on the internal
resources, capabilities and competencies, and proposed how competitive advantage could be
achieved through the innovative exploitation of distinctive internal resources or capabilities.
By arguing that for organisations to remain competitive in their industry, they must possess
unique internal resources, which must also be valuable (able to contribute to efficiency and
effectiveness), rare (not found outside the organisation), inimitable (difficult to replicate), and
non-substitutable (difficult to replace).
In HRM studies, the resource-based approach to HRM emerged in the 1990’s and has largely
been translated to be the “management of capabilities and core competencies” (de Leede and
Looise, 2005, p. 110), because RBV views human resources as the internal assets which
organisations can effectively exploit to gain competitive advantage (Robinson, 2006). While,
HR practices are viewed as competitively important in organisations not because they fit
employees to the requirements of business processes, but because they enable organisations to
acquire, develop, and retain the human capital that is needed for business success, which is not
available in other organisations (Scarbrough and Elias, 2004; Khandekar and Sharma, 2005;
Parry, 2011). Strohmeier (2007) points out that for the criteria of rareness of employees to be
achieved using e-HRM, the corresponding e-HRM activities in organisations should not be
easily replicated by competitors who simply buy the same HR software packages.
In relation to this, Zhang (2011) emphasised that although competitors can buy the same
software packages, it is more difficult for them to replicate the unique and intangible resources
organisations use to implement and exploit the software, thus, sustaining the IT-based
advantage. While, Perez-Arostegui and Martinez-Lopez (2014) add that, in as much as, IT
assets do not fulfil the four characteristics of resources that have strategic potential (i.e. of
being- valuable, rare, inimitable, and non-substitutable), this can only exist in IT capabilities
that are organisation-specific and cannot be easily transferred, such as- IT competence (i.e. the
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degree to which an organisation possesses knowledge of its IT and uses this effectively to
manage the information generated in the organisation).
In the same way, e-HRM’s ability to create strategic value will be expected to lie how it is used
by the intended end-users to contribute to achieving the expected business outcomes, rather
than it simply being a factor of an organisation’s possession of the technology. Particularly, in
an organisation’s ability to make e-HRM organisation-specific (for it to have the strategic
potential of being- valuable, rare, inimitable, and non-substitutable) and innovatively
exploiting the technology’s capability to enhance HR’s capability to contribute to creating and
sustaining an organisation’s competitive advantage (Barney, 1991; Perez-Arostegui and
Martinez-Lopez, 2014).
Lin (2011) used RBV to study e-HRM’s link to ‘organisational innovation’ and proposed that
e-HRM can be an important source of innovation if it is adopted in an organisation at the right
time and transformed into inimitable competitive advantage. By focusing on the indirect effects
of IT on organisations, Lin hypothesised that the adoption of IT by HRM can allow
organisations to facilitate ‘employee creativity’, which can be transformed into ‘organisational
innovation’, that can help businesses to establish and maintain their competitive advantage.
The study could demonstrate that ‘IT’ and ‘Virtual Organisational (VO) structure’ adoptions
positively moderate the relationship between ‘employee creativity’ and ‘organisational
innovation’.
While, Parry (2011) proposed that e-HRM can be used by HR to deliver HR practices in a more
effective and efficient way that can contribute to the achievement of business strategy through
the more efficient management of generic labour, by reducing costs and increasing the speed
of HR processes in organisations. Although the study could demonstrate that e-HRM may help
HR to increase its value by becoming more strategic, there was no evidence of cost savings due
to reductions in HR headcount.
Using RBV, Bondarouk and Ruel (2013) argued that the HR function can achieve SCA to the
extent with which it exploits its human resources to generate value for the external
environment. And that attaining SCA will depend on HR’s capability to not only use the
existing capabilities of their human resources, but also in their capability to renew their
resource-base by developing new capabilities, which falls within the Dynamic Capabilities
theory (Teece et al., 1997).
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It was therefore observed that RBV was not sufficiently applied in those studies and it was not
used to provide a unifying explanation as to how e-HRM can contribute to creating competitive
advantage and SCA. And as Marler and Fisher (2013) observed, RBV has not been used to
determine: 1) if e-HRM is a resource or capability that creates competitive advantage or better
organisational performance; 2) how e-HRM can become a strategic capability; and 3) how
strategic HRM turns e-HRM into a strategic capability.
Nonetheless, Bondarouk and Ruel (2013) point out that the shortcoming of RBV to e-HRM
research is that it ignores the factors that allow the protection of resources and capabilities (i.e.
the factors related to the ‘reconfiguration’ and ‘renewal’ of resources and capabilities), since it
focuses only on how to facilitate the creation and development of resources and capabilities.

2.5.1.1.2 Dynamic Capabilities Theory
For organisations operating in dynamic business environments, DCT (Teece et al., 1997) takes
the resources and capabilities of RBV further and makes them relevant and valuable in such
environments, by adopting a process-based approach to keeping ‘organisational resources and
capabilities’ and ‘the changing environment’ aligned through its emphasis on resources and
capabilities ‘adoption’, ‘development’, ‘reconfiguration’ and ‘renewal’ (Wang and Shi, 2011).
Aiming to ensure the protection of resources and capabilities (Bondarouk and Ruel, 2013).
Since it argues that in dynamic business environments, an organisation’s competitive
advantage no longer rests on its ownership and control of unique resources and capabilities as
RBV suggests, but on an organisation’s ability to use its internal processes and routines to
‘renew’ and ‘change’ the stock of its resources and capabilities, to constantly deliver a stream
of new and innovative products and services to customers (Nielsen, 2006; Parnell, 2011).
Emphasising the importance of having ‘dynamic capability’ to achieve SCA, because ‘dynamic
capability’ is an organisation’s ability to ‘assemble’, ‘integrate’, ‘build’, and ‘reconfigure’
internal and external competencies to address rapidly changing environments (Teece et al.,
1997).
Bowman and Ambrosini (2003) advocate this and add to it by arguing that new resources and
capabilities can be created and developed when organisations ‘reconfigure support activities’,
‘reconfigure core processes’, ‘leverage existing resources’, ‘encourage learning’, ‘provoke
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learning’ and through ‘creative integration in organisations’. Suggesting that in the context of
e-HRM, e-HRM can be a ‘dynamic capability’ if it is creatively integrated in organisations and
used to enable the reconfiguration of support activities, enable the reconfiguration of core
processes, used to leverage existing resources, used to encourage learning, and used to provoke
learning.
Njoku and Ebie (2015) agree with this, as they similarly argue that for e-HRM to be a ‘dynamic
capability’, organisations will need to draw from the Learning Organisation theory (Senge,
1992), because an organisation’s capability to achieve its goals depend on the capability of its
workforce meeting specific demands and dealing with circumstances as they arise. And the
Learning organisation is about people acquiring information and insights that enables them to
‘create’, ‘develop’ and ‘renew’ their knowledge and skills, by reflecting on the results of their
work and by identifying ways to improve these results (Walburg et al., 2006). Since it is about
the ‘complex adaptive system’ metaphor (Morgan, 2006), which relates to ensuring that
organisational processes are driven by cycles of ‘continuous improvements’, that will enable
organisations to continuously adapt to changing environments and sustain their
competitiveness and success in such environments (Mugglestone, 2006; Williams et al., 2009;
Court, 2011). Because cycles of ‘continuous improvements’ encourages and facilitates
‘organisational renewal’ (i.e. an organisation’s ability to deliver new and innovative products
and services that enable them to maximise profits and exploit new opportunities to remain
successful in rapidly changing environment). That’s why Walburg et al. (2006) describe the
principle of the Learning Organisation to be about performance improvement through
‘continuous improvements’, that is, excellence based on enabling staff to do their very best,
rather than on imposing sanctions for poor-performance.
Using the Learning Organisation theory, Paauwe and Boselie (2005) similarly argue that if
organisations can create a workforce that is eager to learn; can display a willingness to change;
and are innovative, creative, flexible and adaptive, then through their HRM systems, such
organisations can ‘create’, ‘develop’ and ‘renew’ the competences in their workforce that will
enable them to realise a whole range of strategic options through their workforce. In the same
way, Njoku and Ebie (2015) argue that for e-HRM to be a ‘dynamic capability’, it will be about
organisations using the technology to enable them to keep their human resources and the
changing environment aligned through e-HRM’s capability to support the ‘renewal’ of the
competencies and capabilities of the human resources that will enable organisations to meet
the demands of rapidly changing environments. Consequently, pointing out that the HR
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function is pivotal to building an organisation’s ‘dynamic capability’ (i.e. its ability to
assemble, integrate, build, and reconfigure internal and external competencies to address
rapidly changing environments). And in contributing to building an organisation’s ‘dynamic
capability’, this implies that it will be about the HR function using e-HRM as a management
system that is purposefully focused on driving cycles of ‘continuous improvements’, that will
encourage and provoke ‘continuous learning’ and ‘innovation’, towards facilitating
‘organisational renewal’. In line with this, Eisenhardt and Martin (2000) suggest that in using
DCT in high dynamic markets, this demands experiential and unstable processes based on
‘learning’, that is, based on ‘learning’ and ‘innovation’, aiming to facilitate ‘organisational
renewal’.
DCT additionally proposes that to attain SCA, this will also lie in the synergistic interaction
among resources and capabilities, and that those resources and capabilities might complement
each other, creating co-specialised assets (Teece, 1982; Pitelis and Teece, 2010). Since cospecialised assets are derived when an asset relies upon another asset, to create strategic value
or succeed. Although both assets are highly specialised, they are dependent on each other
because one is of no use for anything else without the other. Teece (1982) therefore suggests
that as a ‘dynamic capability’, e-HRM’s ability to contribute to SCA will lie in the synergistic
interaction among resources and capabilities, which will be about resources and capabilities
complementing each other, thus, creating co-specialised assets.
The Dynamic Capabilities perspective was used by Lin (2011) to suggest that e-HRM can
directly be a source of competitive advantage in rapidly changing environments, by allowing
rapid access to organisational knowledge and indirectly by being an enabling technology that
necessitates ‘innovation’ through its many applications. Bondarouk and Ruel (2013) similarly
view e-HRM as an enabling technology within the Dynamic Capabilities perspective. As they
argue that e-HRM enables HR’s ‘operational’ and ‘dynamic’ capabilities, that allows
organisations to maximise the strategic capabilities of the HR function. To maximise HR’s
strategic capabilities, they also argue that this lies in ‘e-HRM’s ability to enable the changing
role of the HR function from that of an administrative expert towards becoming a strategic
partner’, as e-HRM enables HR to spend less time on HR administration. This line of reasoning
was not confirmed in their study, since their data demonstrated that the two acclaimed strategic
advantages of ‘changing the role of the HR function towards becoming a business partner’ and
‘increasing the time available for strategic HR issues’ expected of e-HRM, were not
convincingly realised.
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By linking ‘organisational innovation’ through ‘employee creativity’ (which included
‘learning’), Lin’s (2011) work emphasised on ‘learning’ and ‘innovation’, thus ‘organisational
renewal’. Whereas, Bondarouk and Ruel (2013) did not emphasise on ‘organisational renewal’.
Nonetheless, DCT has not been sufficiently applied in this area of research to provide a
unifying understanding of how e-HRM can contribute to creating competitive advantage and
SCA.

2.5.1.1.3 Contingency Perspective
The Contingency perspective (Lawrence and Lorsh, 1967) builds on the diagnostic qualities of
the Systems theory to determine the most appropriate organisational design and management
style for a given set of circumstances. And it proposes that for HRM to influence business
performance, there must be a fit between HRM and the Business Strategy, and the Business
Strategy should precede and be tightly fit to the HRM strategy, to ensure smooth operations of
an organisation (Fabi et al., 2009). Implying that, for an organisation to attain competitive
advantage through its human resources, the individual contribution of the people working in
that organisation should be aligned to the Business Strategy and business outcomes. Making
this perspective to be about the best fit approach (Thite et al., 2012).

To use e-HRM to support the HR function carry out its activities (as a way of implementing
HR strategies, policies and practices), the Contingency perspective emphasises that the e-HRM
strategy should be preceded by and aligned with the Business and HR strategy, so that e-HRM
can contribute to attaining business success (Karakanian, 2000; Ruel and van der Kaap, 2012).
Thus, emphasising that for e-HRM to be of strategic value it will be through IT strategic
alignment (Scott, 1991), so that the e-HRM strategy will be in tune with the organisation’s
strategy and its HRM strategy, to ensure that the technology can contribute to ensuring smooth
operations of the organisation and it can contribute to attaining business success (Ruel et al.,
2011). The Contingency perspective therefore provides a theoretical foundation for the
strategic role of ‘Transformational e-HRM’, since it suggests that e-HRM can be of strategic
value if it can be creatively integrated in organisations to achieve IT strategic alignment
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between the Business Strategy, HRM strategy, and e-HRM strategy (elaborated in section
2.3.1.3 and 3.4.2).

Ruel and van der Kaap (2012) used this perspective to underpin their study and proposed that
the outcome variable (i.e. organisational performance) depends on the best fit with the
independent variables (i.e. ‘individual characteristics’ and ‘organisational characteristics’). In
their study, the moderating variables (‘facilitating conditions’, ‘data quality’, ‘HR technology
competence’ and ‘consistency of HRM policy and practice’) were contextual factors that were
expected to facilitate the relationship between ‘e-HRM usage’ and ‘HRM value creation’. The
study could confirm this relationship, as its data could demonstrate that ‘using e-HRM in line
with the system’s intended purpose’ and ‘the contextual factors facilitating its use’ are
positively related to ‘HRM value creation’.

Ruta (2009) used this perspective to argue that organisations should adopt an appropriate and
strategic HR portal configuration, to enable them to manage the individual positions of their
employees in ways that will allow the creation and development of intellectual capital.

In as much this theory holds the theoretical basis to which the strategic role of
‘Transformational e-HRM’ can be explained, it however leads e-HRM value creation
researchers to provide a limited understanding of e-HRM value creation. Since it does not
enable them to provide a holistic view on how e-HRM can be used to create strategic value
and contribute to attaining business success.

2.5.1.1.4 Strategic Human Resource Management Theory
The origins of SHRM theory has been traced back to Fombrun et al.’s article written in 1984,
which extensively explored the relationship between HR and Business Strategy. This theory
has since evolved to address how organisations can improve their performance through
increasing the likelihood of achieving business goals using effective people management
activities, such as- effective recruitment, deployment, development, management, and staff
retention (Rogers and Wright, 1998; Redman and Wilkinson, 2006; Chanda et al., 2007;
MacFarlane et al., 2011).
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Consistent with the Strategic Management theory, SHRM theory derives its theoretical
significance from RBV that sees human resource as a strategic resource and a source of
competitive advantage for improving organisational performance (Thite et al., 2012; Schalk et
al., 2013). As it aims to identify how the strategic choices an organisation makes in relation to
its human resource can lead to improved business performance. And it argues that the
fundamental priority of the HR strategy is to secure and maintain the kind of human resource
that are necessary for an organisation’s viability (Boxall and Purcell, 2008).
Building on the Contingency perspective, SHRM theory suggests that HR processes should not
only be rare, deliver enduring value, and be difficult to imitate, but they should also be aligned
with organisation-specific objectives and contingencies. This best fit perspective therefore
suggests that HR’s competencies should be distinct from those possessed by competitors (Lepak
et al., 2004). Linked to this, since the 1990’s this ‘distinctive-competency’ alignment
perspective has dominated much of SHRM research (Paauwe and Boselie, 2005). Soderquist et
al. (2010) advocates this, by emphasising that the concept of competency in HRM provides a
basis of integrating organisation-specific skills to the HR processes, as well as, the Business
Strategy and business outcomes, so that businesses can achieve their outcome goals through the
efforts of their employees. Implying that the concept of competency in HRM helps to ensure
that organisations can innovatively exploit people embodied skills to achieve competitive
advantage (Robinson, 2006).
This builds on Prahalad and Hamel’s (1990) initial research on ‘core competencies’ in which
they argue that by combining people embodied skills into competencies, an organisation’s
resources, capabilities and skills can enable it to adapt quickly and dynamically to changing
opportunities. To which Wright et al. (2001) add that, to achieve competitive advantage through
core competencies, the skills and motives of employees need to be aligned with organisational
systems, structures, and processes that produce organisational capabilities. Which led
Armstrong (2006) to state that the emphasis on the concept of Competency in HRM is
essentially about business performance. While, Simmons and Iles (2000) see it as a holistic
approach to people management, since it is aimed at enabling organisations to ensure that the
right skills and effort are focused on the things that really matter to the organisation and will
make an impact on business performance. Garavan et al., (2001) and Girard and Fallery (2010)
add that ‘competence management’ within HRM practices is now considered a strategic tool
and a source of competitive advantage, because having competent employees potentially creates
SCA, where such competencies are organisation-specific and are difficult to imitate.
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Transferred to the context of e-HRM, if organisation-specific skills are integrated into the subfunctions of e-HRM, such as; e-recruiting, e-learning, e-performance appraisals, e-performance
management, and e-competence management, then these activities should enable HR processes
to ensure that people-embodied skills can be innovatively exploited to achieve expected
business outcomes, using e-HRM. In this sense, underpinning the technology by a competencybased approach to HRM should allow the technology enable organisations to recruit, deploy,
develop and retain the right people, with the right skills, for the right positions, at the right time,
who can contribute meaningfully to achieving expected business outcomes (Njoku et al., 2012).
It therefore follows that SCA and performance could be realised through e-HRM when the
competencies underpinning the technology are organisation-specific and remain difficult to
imitate.
Schalk et al. (2013) used SHRM theory to argue that e-HRM is a HR strategic tool that is
designed to gather, store, and use information on the human resources an organisation should
feed the process of strategy development, implementation, and evaluation, that will enable it
secure and maintain the kind of human resources that are necessary for its viability.
Thus, in this theory e-HRM is suggested to be as source of ‘strategically relevant information’
that can contribute to an organisation’s viability. However, the ‘competency-based approach’
of e-HRM has not been used in this stream of research when using SHRM theory to explore eHRM’s potential to contribute strategically, which makes it an unexplored area.

2.5.2 Variables investigated in e-HRM value creation research
Contrary to Ruel and van der Kaap’s (2012) findings, the critical review in this thesis reveals
that there is a growing interest in studying ‘Transformational e-HRM’ outcomes. Since most
studies analysed used variables that are related to ‘Transformational e-HRM’ outcomes, rather
than ‘Operational e-HRM’ outcomes, as was observed in the critical review undertaken by Ruel
and van der Kaap (2012). The findings from the analysis also reveals that none of the studies
investigated ‘Relational e-HRM’ outcomes. This is believed to be related to the fact that
‘Relational e-HRM’ is largely about the use of the self-service functionality of e-HRM to
support the execution of HRM activities, towards realising improvements in the interaction
between the HRM department and its service users and among its service users (Shani and
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Tesone 2010; Strohmeier, 2013), which is consistent with the key features of both the
‘Operational’ and ‘Transformational e-HRM’ technologies (as elaborated in section 2.3). The
question that arises from this is: Is ‘Relational e-HRM’ a classification of e-HRM technology
or is it simply the key feature of the ‘Operational’ and ‘Transformational e-HRM’
technologies?
Strohmeier and Kabst’s (2014) exploratory study similarly finds ‘Relational e-HRM’ to make
sense only if it is backed-up by ‘Operational’ or ‘Transformational e-HRM’, because the
‘Relational user’ configuration on its own lacks internal fit and might be less successful, if it
even exists. Strohmeier and Kabst’s study was, however, not about explaining basic
relationships between variables, thus, it did not provide an explanation on how variables relate.
Studies that examined relationships between variables generally investigated the relationship
between ‘e-HRM usage’ and ‘HR’s ability to become more strategic’ (which include; Dery and
Wailes, 2005; Haines an Lafleur, 2008; Ruta, 2009; Ruel and Van der Kaap, 2012; Bondarouk
and Ruel, 2013; Tansley et al., 2014) and the relationship between ‘e-HRM usage’ and ‘e-HRM
outcomes’ (which include; Gainey and Klaas, 2008; Martin and Reddington, 2010). Whereas,
Lin (2011) investigated the relationship between ‘e-HRM usage’ and ‘organisational
innovation’, mediated by ‘employee creativity’.
Thus, the investigations have mainly been around the relationship between ‘e-HRM usage’ and
‘HR’s ability to become more strategic’. This is crucial to having an understanding about this
relationship, but it leaves the field with unanswered questions as to how e-HRM can contribute
to attaining expected business outcomes (i.e. organisational performance).

2.6. Identifying the Research Gaps in e-HRM value creation research
While there is growing academic interest in ‘Transformational e-HRM’ research,
investigations relating ‘e-HRM’ to ‘sustaining business performance’ remains an untapped
area. Studies that investigated e-HRM’s relationship to ‘HR’s move to operate strategically’,
have not produced a general understanding of how e-HRM can contribute to this and to
business performance, which leaves us with limited knowledge about these topics.
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Although, the Business strategy/Strategic Management theories used for previous studies all
indicate that e-HRM can create strategic value by improving HR’s ‘strategic capability’, the
theories have not been sufficiently applied to this stream of e-HRM research and they have not
been used to provide a unifying understanding of how e-HRM can create this value. At the same
time, there isn’t a widely acknowledged investigative framework to undertake e-HRM value
creation research.
Besides these, because of the multidisciplinary nature of e-HRM, Bondarouk and Ruel (2009)
emphasise that a robust e-HRM research will lie in its ability to assimilate both IT and HRM
knowledge domains and offer conceptualisation to unfold both IT and HRM. More so, since eHRM value creation research is about providing knowledge on how e-HRM can contribute to
enabling the HR function to become a value-adding component of the Business Strategy that
contributes to facilitating business success, this leads to the need for well-established theories
that can enable future research to address these issues.
It was also identified that constructs related to ‘strategic e-HRM outcomes’ (i.e. e-HRM
consequence) realised by using e-HRM are commonly used as the ‘expected outcome’ (i.e. the
dependent variable), rather than them being used as the ‘mediating variable(s)’ that should
influence and predict ‘expected business outcomes’ (as illustrated in Appendix 2). This is
believed to be another contributor to the limited knowledge of how e-HRM can contribute to
‘organisational performance’. Since this understanding is expected to lie in how ‘strategic eHRM outcomes’ realised by using e-HRM can enable ‘HR improve/enhance its capability to
enable organisations to create, improve, and sustain their competitive advantage and
performance’ (Lemmegaard 2009; Wahyudi and Park, 2014). Emphasising that the ‘dependent
variable’ should be the ‘expected business outcomes’ that HR’s ‘strategic capability’ should
facilitate, so that future investigations will be able to relate ‘e-HRM usage’ to ‘expected
business outcomes’, thus, ‘organisational performance’.
It is for this reason that the research used the ‘strategic e-HRM outcomes’ realised through eHRM as the ‘mediating variables’- used to determine how they can influence and predict
‘expected business outcomes’ (the dependent variable), which enabled it to generate some
understanding as to how e-HRM can create strategic value and contribute to business
performance, and to sustaining business performance overtime.
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2.7 Research Questions
To contribute to the body of knowledge around e-HRM’s relationship to sustaining business
performance, the research provided answers to two key research questions that were formulated
to address this gap in e-HRM research. They include:
Question 1: How can e-HRM contribute to sustaining business performance?
Question 2: What key factors influence how e-HRM can contribute to sustaining business performance?

2.8 Chapter Summary

This Chapter sets out the Literature Review for the research, that links the literature to the
research aim and contributes to providing the theoretical structure used for the research and its
methodological approach. It describes and evaluates the main concepts of the research by
critically evaluating extant e-HRM literature and research. It also provides details of how the
research gaps in ‘e-HRM value creation research’ were identified. In identifying the gaps, it
was pointed out that using well-established theories that can address both the multidisciplinary
nature of e-HRM and explain how e-HRM can enable HRM become a value-adding component
of the Business Strategy that contributes to facilitating business success (organisational
profitability), is what is needed for this area of the research. Since e-HRM value creation
research will benefit from it, towards advancing the field.
The next Chapter- Theoretical Development and Exploratory Models Chapter sets out how the
theories that helped the research to address the issues stated above were identified and applied.
Also discussed in the next Chapter is how the theories were used to develop the exploratory
models that were used for the research and how the hypotheses used to develop the integrative
multidimensional model that links e-HRM to sustaining business performance were generated
from the models. Accordingly, the exploratory models and the hypotheses were developed to
enable the research to answer its research questions, address its research objectives, and achieve
its aim.
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Chapter 3
Theoretical Development and Exploratory Models
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3.0 Theoretical Development and Exploratory Models
3.1 Introduction
By identifying in the previous Chapter that the Business strategy/Strategic Management
theories commonly used for e-HRM value creation research were inadequate for the research
and that there isn’t any existing investigative framework for e-HRM value creation research,
this Chapter discusses how the theories for the research were identified and selected and how
the exploratory models were developed. It starts with an extensive review on the selection of
the broad theoretical framework - the Systems theory (Bertalanffy, 1950). It continues by
identifying and selecting the specific theoretical foundation for the research- the ‘Integrated
Value Chain theory’ (an extension of Porter’s Value Chain theory developed as an original
contribution of the research). It discusses how the ‘Integrated Value Chain theory’ clarifies
value creation through HRM, IT, and e-HRM that led to the development of some of the
exploratory models used for the research. One of the models focused on exploring e-HRM’s
link to sustaining business performance realised by using e-HRM for ‘Strategic HRM
activities’ (i.e. e-HRM’s HRM contribution). Another focused on exploring e-HRM’s link to
sustaining business performance realised by using e-HRM to ‘make employee information
available for managerial decision-making’ (i.e. e-HRM’s IT contribution).
Models focused on exploring users’ attitude towards the value e-HRM creates in their
organisation and how this affects their strategic use of the technology were developed- using
the Technology Acceptance Model (TAM) (Davis, 1989). The final model was developed to
explore how ‘improved strategic HRM orientation’ realised from the strategic use of e-HRM
influences e-HRM’s contribution to sustaining business performance- using RBV (Barney,
1991). The models were developed to link literature to the research objectives and to provide
a clear structure for the research process and its methodological approach (Table 3.3).
The second part of this Chapter describes the development of the exploratory models, which
defines and describes the relationships between the various interrelated components on the
models. Hypotheses were generated from the models because the research was designed as a
two-stage data-based theory building exploratory research (Kelle, 1998), in which the first
stage involved developing exploratory models, the categories and their properties, as well as,
generating hypotheses. While, the second stage was about testing the hypotheses to further
refine them, towards the development of an integrative model that links e-HRM to sustaining
business performance.
70

3.2 Organisation and Management Theories
e-HRM research field is closely associated with various fields in Business and Management
research (Bondarouk et al., 2011), because it is about investigating how an organisational
technology implemented in modern organisations can enable a Management function (HRM)
to contribute to facilitating business success. Thus, the main Organisation and Management
theories used to study the relationship between various organisational factors and business
performance were considered to provide the broad theoretical foundation for the research.
Building on the fact that the theories of Modern management draw from four key approaches
(i.e. Classical, Human Relations, Systems, and Contingency theories) (Cole and Kelly, 2011),
these approaches were initially considered. But since the Contingency perspective is a subset
of the Systems theory, it was from the remaining three approaches that the Systems theory was
identified to be the most suitable approach to provide a broad theoretical foundation for the
research.
Although the Classical school includes theories like the Scientific Management theory- a
reflection of the Bureaucratic and the Administrative theories, that is fundamentally about
individual workers and their jobs in terms of increasing work efficiency (Tannenbaum, 1966).
Thus, a mechanistic view that emphasises planning, standardising, and improving human effort
at the operative level, to increase productivity (i.e. maximising output with minimum input)
(Robbins et al., 2013), it was not suitable for the research. And, in as much as the Human
Relations school is a behavioural view that emphasises quality of work life and focuses on the
human factor at work and how it can improve productivity (Kast and Rosenzweig, 1985).
Leading Human Relation theorists to argue that employee satisfaction leads to a productive
worker as they focus their attention on finding out how organisations can increase this to
improve productivity (Robbins et al., 2013), it was also not suitable for the research. They were
not suitable for the research because they both neglected technology (Kast and Rosenzweig,
1985), which is the aspect of the organisation the research explored. And they both looked at
individual organisational variables in isolation (Cole, 2005), whereas, the research explored
both people and technology.
The Systems theory which was used for the research provides a more comprehensive approach
to studying the relationship between various organisational factors and business performance,
by allowing theorists to study the relationship between two or more organisational variables
(ibid). And, it seeks to wed behavioural with strictly mechanistic views, thus, allowing theorists
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to draw from both the Classical and the Human Relations schools. As it considers the
organisation as an integrated whole, whose goal is to achieve overall system effectiveness,
while harmonising the conflicting objectives of its components (Van Gigch, 1974). Therefore,
proposing that organisations are complex ‘social systems’ responsive to several interdependent
and important variables, which all work towards the achievement of set goals (Katz and Kahn,
1966). Leading Systems theorists to study: people (as individuals or in groups), technology
(which includes the impact of ‘technical systems’ to organisations), organisational structures
(i.e. the division of job tasks and the integration or co-ordination of these activities), and the
environment (i.e. the external conditions affecting the organisation) (Kast and Rosenzweig,
1985), and how they interact with one another and with their external environment to
accomplish organisational goals (Cole, 2005).
An important aspect of the Systems theory that was relevant to the research is the fact that it
facilitates the analysis of complex human endeavours in a complex and dynamic environment,
in situations where providing an understanding of ‘how set goals can be achieved’ is the major
objective (Kast and Rosenzweig, 1985). Since the research aimed to understand how the
interrelationship between various HR activities supported by e-HRM can contribute to
enabling the HR function to contribute to facilitating ‘the achievement of set goals’ within a
complex and dynamic business environment.
Considering this, the Contingency perspective was the thread of the Systems theory on which
the specific theoretical foundation was built. Because the Contingency perspective builds on
the diagnostic qualities of the Systems theory to provide organisations with diagnostic tools to
determine the most appropriate organisational design and management style for a set of
circumstances. And it is premised on managers seeking congruence between their organisation
and its environment, and among its various sub-systems, and how the various sub-systems can
all work together towards the achievement of set goals (Kast and Rosenzweig, 1985). And
emphasises the need to take an organisation’s context into account, before considering the
strategies and practices its sub-systems will adopt, to maximise the opportunity to achieve set
goals. What was particularly important about using the Contingency perspective thread of the
Systems theory for the research is the fact that it provides a theoretical basis for the strategic
role of ‘Transformational e-HRM’ technology. Since it emphasises on the need for an
organisation to establish IT strategic alignment (Scott, 1991), when aiming to use IT/ISs to
contribute to achieving set goals, because this ensures that IT/ISs can be of strategic value and
contribute to achieving set goals (as elaborated in section 2.5.1.1.3).
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3.3 Systems theory
Using the Systems theory in academic research is not new, since it has been used in the natural
and physical sciences for many years (van Gigch, 1974). One of the founders of this theory is
the biologist Ludwig von Bertalanffy who is generally credited for developing the General
Systems Theory (Bertalanffy, 1950; 1968) - a theory generally described as a multi-disciplinary
approach of how things are organised and relate to one another within their environment (Elliot
and Starkings, 1998)- based on three major elements: inputs, conversion and outputs. ‘Inputs’
are elements entering the system from its environment, those leaving the system back to its
environment are called ‘outputs’, while, ‘conversion’ is the process by which inputs change
state into outputs before they are sent back to the environment (van Gigch, 1974) (- as
illustrated in Figure 3.1).
In Organisation and Management research there are studies that are known as the Principal
Systems approaches. Some of them were summarised in Table 3.1 for the research.

Table 3.1: Some Principal Systems approaches to Organisation and Management theory
Systems theorists
Parsons, T.

Trist, E. L. and
Bamforth, K.
Rice, A. K.

Emery, F. E. and
Trist, E. L.
Katz, D. and
Kahn, R. L.

Lawrence, P.R
and Lorsh, J.W.
Pugh, Hickson
and others

⃰ Porter, M.

Contributions

Dates

The Social Systems theory which provides the best theoretical basis
for the study of human communication.
The working environment in organisations are Socio-technical
systems, rather than either a technical system or a social system.
An organisation is an open system which takes inputs from the
environment, converts them into outputs and sends the outputs back
into the environment.
The types of environments were described as- Placid, randomised;
Placid, Clustered; Disturbed, Reactive; and Turbulent Field.
Diagnostic Systems theory that laid the foundations for the
Contingency perspective. The theorists also described the
functioning of an organisation as Sub-systems, in which any part of
an organisation’s activities is suggested to affect all other parts of the
organisation and contribute to its success.
Building on the diagnostic qualities of the Systems theory, the
Contingency theory of organisations was developed.

1951

Building on the Contingency perspective the Structural Contingency
theory was instituted, which proposes that organisational
effectiveness is a function of the goodness of fit or consistency
between environmental and structural variables.

The Value Chain Model builds on the Diagnostic and the
Contingency perspectives to contribute the concept: sustained
competitive advantage (SCA). It provides the basis to which internal
organisational activities and the linkages between all the activities
can both be sources of competitive advantage and contributors to
organisational profitability.
⃰ included by the researcher

1951
1963

1965
1966

1967

1968/69

1980; 1985
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Following Table 3.1, organisations are described as ‘social systems’ (Parsons, 1951) because
they comprise of activities and interactions of groups consisting of two or more social actors,
in which their actions are organised into a system of differentiated roles that work together to
achieve a common purpose. Parsons (1951) emphasises that social systems need to be coordinated to allow each member of the system to contribute to the realisation of certain shared
goals through collaborative activity, which highlights the need for effective human
communication.
Trist and Bamforth (1951) investigated the reasons why organisations were not attaining the
expected benefits from new technology implementation, and found that effective work was a
function of the interdependence between ‘technology’ (i.e. equipment, physical layout and task
requirements) and ‘social needs’ (especially relationships within groups). As they observed
that the ‘technical systems’ (i.e. technical factors) contribute to maximising task
accomplishments, but it was dependent on the ‘social systems’ (i.e. human factors, especially
the relationships within groups) that helped to improve the quality of work life. Thus, providing
evidence to support the idea that for organisations to achieve overall system effectiveness (thus,
business success), it will be about wedding the behavioural with strictly mechanistic views,
while harmonising the conflicting objectives of its components, as proposed by the Systems
theory (Van Gigch, 1974). And highlight that ‘technical systems’ contribute to business success
in line with the mechanistic view, while, ‘social systems’ contribute to business success in line
with the behavioural view. Which consequently led Trist and Bamforth to describe
organisations as ‘socio-technical systems’, rather than it being either a ‘technical system’ or a
‘social system’.
Luhmann adds that organisations are autopoietic systems (i.e. systems capable of reproducing
and maintaining itself), that cannot directly communicate with their environment, nor can
actors in the environment directly influence its decisions (Luhmann, 1995). Linked to this,
organisations were commonly studied using the Closed-systems theory (Katz and Kahn, 1966).
Since Bertalanffy’s (1950) General Systems theory proposes that living organisms are Opensystems that break down and build up chemical materials and cyclically exchange chemical
materials with its environment. Whereas Closed-systems are systems that do not interact with
their environment either because they have no environment- that is, no outside systems which
impinge on them or for which no outside systems are to be considered. Thus, Open-systems
were associated with living organisms and non-living organisms with Closed-systems.
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3.3.1 Open systems theory
Parsons (1951) more than any other utilised the Open-system approach to study social structure
in social science research, moving a considerable body of sociological thought away from the
previously prevailing Closed-system theory towards the Open-system approach. Since he was
more interested in social stability and the adjustment made within the societal super-system to
keep it functional and to preserve that stability. He additionally contributed conceptual tools to
precisely describe sub-systems and their specific functions.
Within Organisational and Management research, the Open-system approach has been traced
back to Rice (1963) in which organisations were likened to living organisms that operate as
Open-systems and interact with their environment. As they take inputs needed to carry out
business activities from their environment, convert them into outputs which are in line with the
purpose of the business, and finally send out the outputs into the environment (- as illustrated
in Figure 3.1).

Figure 3.1: Basic Model of an Open System

Borrowing from Parsons (1951), Katz and Kahn (1966) similarly view organisations as ‘social
systems’ that need a means of effective human communication, to allow each member of the
system to contribute to the realisation of shared goals through effective co-ordination of work
activities. They therefore revised the ‘Open-system model’ to include the key factors of
information and results, as well as, the need for a steady state in organisations (- as illustrated
in Figure 3.2). In this revised model, Katz and Kahn describe organisations as ‘Closed-loop
systems’ that are self-regulating, which through the information feedback they receive, they
can make corrective changes to keep the system on course or in a steady state (Cole, 2005).
Since for non-living organisms to possess limited attributes of living organisms, it is argued
that this will require the addition of a feedback feature that will enable them to attain a state of
equilibrium (van Gigch, 1974).
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Figure 3.2: Revised Open-System Model
Source: Cole (2005, P.77)

More so, as organisations are clearly non-living organisms, for them to have attributes of living
organisms and for the Open-system theory to become widely applicable to study organisations,
the ‘Open-system model’ required the inclusion of a feedback feature that indicates the means
through which organisations can receive feedback on information and results from within and
outside. Thus, since having a feedback feature is crucial for living organisms to survive and
thrive in their environment, Katz and Kahn (1966) believed that it will equally be vital for
organisational success.
Lupton (1969) supports this thinking and add that viewing organisations this way gives them
the power to adapt to changing environments through their reactions to stresses and strains
generated by conflict and uncertainty, which in turn, enables them to learn to survive. Lupton
also states that organisations like organisms are expected to learn from experience how to
change their goals, revise their procedures and rules, and look forward to finding new and
significant information to survive in their environment.
By introducing the feedback feature on the ‘Open-system model’, Katz and Kahn (1966)
highlighted the importance of IT and ISs in organisational settings and established them as
diagnostic tools relevant for business success. Since IT and ISs are the means through which
organisations can receive feedback on information and results from within and outside, that
will aid them in making decisions that will facilitate their survival and success in their
environment. Thus, Katz and Kahn consequently established the Diagnostic Systems theory
that laid the foundation for the Contingency perspective within the Systems perspective. For
the Contingency perspective (Lawrence and Lorsh, 1967), builds on this diagnostic quality of
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the Systems theory to provide organisations with diagnostic tools that enables managers to
attain congruence between their organisation and its environment and among its various subsystems, aiming to enable them to survive and remain successful in their environment, by
maximising the opportunity to achieve set goals (Kast and Rosenzweig, 1985).
Still borrowing from Parsons (1951), Katz and Kahn (1966) divided organisations into five
sub-systems and described the functioning of an organisation as follows:
1. The Production or Technical sub-system: This is the primary sub-system that
includes all the functions required to design, produce, distribute, and service an
organisation’s product or service.
2. The Supportive sub-system: It includes functions that are involved with processing
administrative transactions.
3. The Maintenance sub-system: It is concerned with ensuring an organisation’s
stability. As it supplies rules and values, and applies rewards to the members of an
organisation, to ensure that it runs smoothly.
4. The Adaptive sub-system: It is concerned with an organisation’s future, particularly
with ‘organisational renewal’ (i.e. an organisations ability to have a stable ‘learning
capability’ that will enable it to engage in ‘continuous learning’ and
‘evolution/innovation’ in rapidly changing environments).
5. The Managerial sub-system: This function is involved with linking other subsystems into a coherent framework, by engaging in planning, organising, coordinating, and controlling organisational activities. Making it to concern itself with
integrating organisational activities, aiming to ensure that implicit and explicit goals
can be achieved.

Each sub-system is further explained to have the capability to receive inputs from the
environment upon which it performs some form of transformation process to create outputs or
outcomes (Katz and Kahn, 1966). These outputs in turn, sometimes become inputs to other
sub-systems and at some point, in the future, an output from a sub-system proceeds through a
chain of activities to eventually become an input to itself (Boland and Fowler, 2000). Building
on this, the sub-systems approach put forward the idea that any part of an organisation’s
activities affects all other parts of the organisation and can contribute to its success (Katz and
Kahn, 1966).
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Drawing from the sub-systems perspective (Katz and Kahn, 1966), modern organisations
operate as incorporations of three sub-systems. For their sub-systems include: the ‘Production
or Technical’ sub-system, the ‘Supportive’ sub-system, and the ‘Managerial’ sub-system.
Since the functions of the ‘Adaptive’ and the ‘Maintenance’ sub-systems are incorporated into
the ‘Managerial’ sub-system.
These two contributions by Katz and Kahn (1966) to the Systems approach were seen to be of
relevance to building the specific theoretical foundation for the research, because they
emphasise that:
1. Diagnostic tools that provide feedback on information and result are crucial for the
survival and success of an organisation, and ‘Transformational e-HRM’ is a diagnostic
tool used to provide feedback on HR information and results to enable the HR function
to contribute to facilitating business success (Strohmeier and Kabst, 2014). As it is used
to make employee information, capabilities and development available for managerial
decision-making, to improve management productivity and business performance
(Hyde and Shafritz, 1977; Tansley et al., 2001).
2. The Sub-systems approach proposes that any part of an organisation’s activities affects
all other parts and can contribute to its success. Following this, it is expected that an
organisation’s HR activities should affect all other parts of the organisation and
contribute to its success. And using e-HRM to enable the HR function to operate more
efficiently and effectively, should also affect all other parts of an organisation and
contribute to its success.

There were, however, downsides to using Katz and Kahn’s (1966) theoretical framework for
the research, which include the fact that it is dated and it does not provide a clear explanation
on how contemporary organisations can use IT and ISs to gain and sustain competitive
advantage and performance in rapidly changing environments. Linked to this, the Value Chain
Model (Porter, 1985)- a Business Strategy theory that builds on the Contingency perspective,
while drawing from and remaining consistent with Katz and Kahn’s (1966) contributions to
the Systems theory and addresses these issues was adopted as the specific theoretical
foundation for the research, as elaborated in the next section.
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3.4 Value Chain Model
The Value Chain Model is a theoretical framework that uses the principles of the Systems
theory to provide explanations regarding the role of IT and ISs in an organisation’s competitive
advantage and performance. It does this by providing the basis to which the benefits of IT and
ISs can be linked to the profit margin through the business value chain (Porter, 1985), while
drawing from and remaining consistent with Katz and Kahn’s (1966) contributions to the
Systems theory. Because in providing explanations on how modern organisations seeking to
gain competitive advantage can achieve this, it draws from and remains consistent with Katz
and Kahn’s (1966) logic to achieving business success, as elaborated below.
A study commissioned by KPMG International (Welsing et al., 2012), adds weight to the use
of this theory for the research, since it believes that it will be helpful to HR and e-HRM
research. As they argue that this theory will provide a coherent means of developing an
understanding on how HR can deliver sustained and differentiated performance improvements
to organisations, because it requires deep insights into the business value chain.
Accordingly, based on the business value chain, the Value Chain Model was developed by
Michael Porter as a Business strategy theory that will aid the analysis of an organisation’s
internal environment, to decide where and how most value can be added to an organisation. It
is a general framework for thinking strategically about the internal activities involved in any
business and for assessing their relative cost and role in differentiation (Porter, 1985).
For it argues that assessing these factors in relation to an organisation’s internal activities is
crucial to organisations seeking to gain competitive advantage to outperform their competitors.
As it proposes that competitive advantage can be gained from an organisation’s ability to attain
differentiation, cost leadership and/or focus that enables it to generate an advantage to
outperform competitors (Porter, 1980; 1985). Building on the Diagnostic Systems perspective
(Katz and Kahn, 1966) and the Contingency perspective (Lawrence and Lorsh, 1967), the
Value Chain model was developed to act as a diagnostic tool for the internal analysis of
organisations aiming to determine, explain and enhance their competitive advantage (Porter,
1985).
In developing this model, Porter divides an organisation into the discrete activities it performs
in designing, producing, marketing, and distributing its products and links them to the
organisation’s competitive position (Porter, 1985) (as illustrated in Figure 3.3). This way, the
79

emphasis of the model is on an organisation’s activities, because Porter believes that focusing
on an organisation’s activities is vital to gaining competitive advantage. By stating that
activities are what organisations do and an organisation’s activities define the resources and
capabilities that are relevant to its success. Hence, competitive advantage is suggested to lie
in an organisation’s activities, in organisations choosing to perform their activities differently
or in organisations choosing to perform different activities from their competitors (Magretta,
2012).
Also drawing from Business Strategy theory, Porter adds that an organisation’s success is
dependent on the extent to which it delivers relevant value to its customers (Walters and
Rainbird, 2007). As he argues that what will lead customers to always pay more than the sum
of the costs of creating a product or service for organisations to generate profit, not just in the
short term or through good economic period is something they value. And value to customers
is the satisfaction and benefits they receive from buying or using products or services, for which
they are willing to pay more than the sum of the costs of creating the value, leading
organisations to generate profit (Witcher and Chau, 2010).
Jones and Hill (2010) therefore describes the Value Chain Model as, “the idea that a company
is a chain of activities for transforming inputs into outputs that customers value” (P. 81), which
is consistent with the Systems theory that views organisations as, a system of interrelated and
interdependent sets of activities which enables inputs to be converted into outputs (Cole, 2005;
Robbins et al., 2013). It is different from the Systems theory in that the Systems theory only
emphasises that an organisation’s activities lead to the production of the outputs which are in
line with the purpose of the business, without mentioning whether the output produced is one
that customers value. Which the Value Chain theory addresses by emphasising that the
activities of organisations seeking to gain competitive advantage to outperform their
competitors, should not simply aim to transform inputs into outputs that only meets the purpose
of their business, rather in transforming inputs into outputs they need to focus on delivering
outputs that their customers value (Porter, 1985).
By emphasising on the need to create customer value, Porter was aiming to draw the attention
of businesses to the need to focus on what will lead them to always generate profit, not just in
the short term or through good economic periods, but also in changing environments. Which
is about having a Business Strategy centred on: attaining sustained competitive advantage
(SCA) to retain competitiveness in changing environments. This led the Value Chain theory to
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consequently contribute the concept: sustained competitive advantage to the Systems approach
(as illustrated in Table 3.1), for which the theory extends Business strategy theory to the
Systems approach by suggesting that: for businesses to remain successful in changing
environments- not just in good economic periods, they need to focus on ‘gaining’ and
‘sustaining’ their competitive advantage by focusing on creating customer value.
Creating customer value on the other hand is known to incur costs and for many organisations,
there is a decision to be made concerning the precise relationship between the value delivered
to the customer and the cost of creating, producing, communicating, delivering and servicing
the value (Walters and Rainbird, 2007). The Value Chain theory thus emphasises the need to
focus on cost efficiencies and creating a basis for differentiation (Porter, 1985)- because to
generate profit while creating customer value, organisations need to operate cost efficiently
and use their activities to attain differentiation from their competitors, so they can gain
competitive advantage through cost advantage and differentiation. While sustaining
competitive advantage gained or established is expected to lie in organisations sustaining their
ability to operate cost efficiently and sustaining their differentiation from competitors’
overtime.
Porter suggests that organisations can achieve this by following the propositions of the Value
Chain Model, as illustrated in Figure 3.3:

Figure 3.1: Porter's Generic Value Chain Model
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The Value Chain model (Figure 3.3) distinguishes organisational activities into: primary
activities and support activities. The ‘primary activities’ are directly concerned with the
creation or delivery of a product or service and they can be grouped into five main areas:
inbound logistics, operations, outbound logistics, marketing and sales, and service. Each of
these primary activities is linked to ‘support activities’, which help to improve their
effectiveness and/or efficiency. There are four main support activities proposed by the Value
Chain model which include: procurement, technology development (including R&D), human
resource management (HRM), and infrastructure.
While the Margin on the model represents an organisation’s profit margin. And generating
profit is argued to lie in an organisation’s ability to manage the linkages between its activities,
and optimise value and cost. Since generating profit fundamentally lies in organisations
delivering a product or service that customers value and are willing to pay more than the sum
of the costs of creating the value (Witcher and Chau, 2010).
Building on this, the Value Chain Model proposes that an organisation’s competitive
advantage can come not just from having great products or services but from any activity along
its value chain (Porter, 1985). An idea that draws from and remains consistent with Katz and
Kahn’s (1966) contribution of the Sub-systems approach, which suggests that: any part of an
organisation’s activities affects all other parts of the organisation and can contribute to its
success.
The theory additionally suggests that the many discrete activities an organisation performs and
the linkages between the activities can both contribute to an organisation’s relative cost position
and to creating a basis for differentiation. Since these can frequently be derived through the
co-ordination and optimisation of the linkages between organisational activities, just as from
the individual activities themselves. Porter further suggests that an organisation’s linkages
represents its IT and ISs that help to provide feedback on information and results that enables
organisations to make decisions that facilitates their survival and success in their environment.
An idea that draws from and remains consistent with Katz and Kahn’s (1966) Diagnostic
Systems theory which proposes that organisations need to have diagnostic tools that provide
feedback on information and results, to aid them in making decisions that facilitates their
survival and success in their environment. This is elaborated in section 3.4.2 titled: Creating
value through IT and ISs.
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3.4.1 Creating Value through HRM
Seeing that HRM is one of the ‘support activities’ on the Value Chain Model, thus, a function
that engages in processing administrative transactions (Katz and Kahn, 1966), what was
important to the research was for it to find out: how this theory can be used to provide a
theoretical basis for HR’s move from being a ‘support sub-system’ to being a ‘Managerial subsystem’? Because it was believed that having the answer to this question will lead the research
to have a theoretical basis on which it can understand and explain how using
‘Transformational’ e-HRM to support HR as a ‘Managerial sub-system’ can enable HR to
become strategic in its activities and contribute to sustaining business performance in high
dynamic markets. Linked to this, the Value Chain theory argues that ‘support activities’ add
value to organisations, although indirectly (Porter, 1985). But that the specific value added by
HR’s activities (as a support activity) is difficult to know, which makes its contribution to the
margin difficult to calculate.
Nonetheless, the theory also argues that there is value added by HRM activities because the
HR function like any other organisational function has a role to play in lowering the cost
structure and increasing the perceived value of products through differentiation (Jones and Hill,
2010). Reinforcing the position of the Value Chain theory which maintains that although the
activities of ‘support activities’ are difficult to calculate, they do contribute to the margin
(Porter, 1985). Which is an important aspect of the Value Chain model because in developing
this model, Porter pointed out that managers of ‘support activities’, such as- HRM and
Technology Development do not often have a clear view of how their job relate to their
organisation’s overall competitive position, which the Value Chain model aims to clarify.
Rogers and Wright (1998), however, argue that as an element in the profit-equation, the HR
function is a cost to be minimised and a value-adding component of the Business Strategy
which should be maximised. Suggesting that as an element of the profit-equation the HR
function is expected to contribute to minimising costs and expected to be a value-adding
component of the Business Strategy that should be maximised, rather than it operating as a
support/ administrative function, as proposed by the Value Chain model. Drawing from this, it
follows that to contribute to generating profit, the HR function will need to contribute to
creating marketable valuable products (i.e. a product which appeals to customers and sells at
a certain price range to generate profit). In line with this, Johnson et al. (2012) state that the
HR function can create this value in how and where it reduces costs without affecting the value
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created for customers, by outsourcing some of its activities that are relatively free-standing and
not core HR activities, thus, contributing to lowering costs towards improving the profit
margin.
And as a value-adding component of the Business Strategy (i.e. a strategic partner) that should
be maximised, it follows that the HR function will need to contribute to creating a basis for
differentiation by ensuring that organisations have motivated people (i.e. people driven or
willing to go the extra mile on their tasks), who are committed to organisational goals. Because
they have received adequate information on organisational values and goals and they are
adequately trained and adequately compensated, and will therefore be willing to contribute
their efforts to creating the differentiation that will enable organisations to gain competitive
advantage and generate profit. Scarbrough and Elias (2004) advocate this, as they argue that
by enhancing employee motivation and skills, the efficiency and flexibility of such processes
(i.e. the relationship between employee contributions to business processes) is increased,
thereby leading to better performance.
Shipton et al. (2005) add to this, by saying that HR can create value through their responsibility
of establishing the framework which helps employees to understand their tasks better and
develop the basic skills necessary for effective performance. While, Jones and Hill (2013)
argue that HR can create this value by improving employee productivity (i.e. output produced
per employee), which lowers costs and improves customer service, thereby raising the
perceived value of the product. Kramar (2014) agrees, as it suggests that the outcomes of HR
activities can potentially lead to improving productivity, positive social outcomes, and reduced
turnover, since HR activities lead to many positive mediating factors that are expected to
significantly influence business performance.
Drawing from this, the research argues that HR will be able to contribute to generating profit
through its contribution to attaining operational efficiencies and by maximising its opportunity
to being a value-adding component of the Business Strategy which needs to be maximised.
And as a value-adding component of the Business Strategy, it will be about enabling
organisations to ensure that the ‘Human Capital’ can contribute to creating a basis for
differentiation and generating profit. Which will in turn enable the HR function to operate as
an organisational function of strategic relevance (i.e. as a ‘Managerial sub-system’), rather than
it merely operating as a ‘support activity’, as proposed by Porter’s Value Chain model.
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3.4.2 Creating value through IT
Like HRM activities, defining the actual impact of IT on organisations has been argued to be
highly problematic and it is seen to consistently rank as one of the top concerns in managing
IT. This lack of a consensus on the strategic value of IT is argued to lie largely on the fact that
outputs of IT and ISs do not have direct links to the quantitative financial measures of
organisational performance (Liang et al., 2010; Chaffey and White, 2011; Perez-Arostegui and
Martinez-Lopez, 2014). Leading to ‘IT productivity paradox’ (i.e. the absence of a value of the
productivity derived from significant IT investments) (Perez-Arostegui and Martinez-Lopez,
2014).
Nonetheless, studies that have been able to provide evidence of a relationship between IT and
competitive advantage suggest that there is a consensus that competitive advantage cannot be
gained by merely possessing IT, but only from its appropriate use in organisations (Adcock et
al., 1993). This is important to understanding the relationship between IT and organisational
performance because it places the competitive advantage debate firmly within the realms of
information- the expected output of information systems, and not on the possession of the
technology (Chaffey and White, 2011). While, Adcock et al. (1993) add that competitive
advantage realised from IT comes from the underlying Management processes which use it.

Linked to this, Porter states that the linkages between the activities on the Value Chain model
represent the role of IT and ISs in an organisation’s value chain. The most obvious linkages on
the model are the ones between the support activities and the primary activities represented by
the dotted lines (as illustrated in Figure 3.3). And the model proposes that their contribution to
the margin (i.e. the profit margin/organisational profitability)- is derived from their ability to
help organisations manage and optimise the feedback on their information and results. An idea
that draws from and remains consistent with Katz and Kahn’s (1966) contribution to the
Systems theory- regarding the need to have diagnostic tools that provide organisations with
feedback on information and results that will aid them make decisions that will facilitate their
survival and success in their environment.

The linkages are also argued to have the potential to contribute to gaining competitive
advantage because they reflect the need to co-ordinate organisational activities and the ability
to co-ordinate and optimise the linkages is argued to often reduce costs and enhance
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differentiation. But as Porter’s Value Chain Model was designed to only provide explanations
on how primary activities and support activities can contribute to an organisation’s competitive
advantage and performance, it does not provide a theoretical basis on which managerial
activities (i.e. the ‘Managerial sub-system’) and IT/ISs of strategic value can be understood
and explained. Which the research believes constitutes a contributor to the continued
administrative role of the HR function and e-HRM technology.
Since within the context of e-HRM, the model only provides explanations on how the
‘Operational’ and ‘Relational’ e-HRM technologies can contribute to an organisation’s
competitive advantage and performance. As it can be argued using the model that since
‘Operational’ e-HRM is used to ‘automate’ HR processes and information to enable the HR
function to efficiently and effectively carryout its ‘administrative transaction processes’ (i.e.
operational HRM activities) cost efficiently and effectively, this can contribute to gaining
competitive advantage through operational efficiencies. And it can be argued using this model
that ‘Relational’ e-HRM can contribute to gaining competitive advantage by enabling
organisations to enhance differentiation, through its value potential to enhance HR’s ability to
improve employee relationship management (Strohmeier, 2013). As it provides the opportunity
to have better interactions between HR professionals and their service users and between
managers and their staff, which enables HR to provide transparency in its relations with
employees that may lead to improvements in the level of trust employees have for management
(Bissola and Imperatori, 2014). Which is expected to enhance HR’s ability to ensure that
organisations have motivated people who are committed to organisational goals and are willing
to contribute their efforts to creating the differentiation that will enable organisations to gain
competitive advantage and generate profit. Whereas, the contribution of ‘Transformational’ eHRM to gaining competitive advantage and generating profit cannot be using this model.
To address this gap/limitation of Porter’s Value Chain Model for e-HRM value creation
research, the research draws from the Diagnostic Systems perspective (Katz and Kahn, 1966)
which argues that for IT/ISs to contribute to creating a basis for differentiation to enable
organisations gain competitive advantage and generate profit (thus, attain business success),
they should be used as diagnostic tools that provide the feedback on information and results
that can be used to facilitate business success (i.e. they should be of strategic value). And the
Contingency perspective (Lawrence and Lorsh, 1967) argues that for IT/ISs to be of strategic
value, organisations need to optimise their linkages reflecting their strategy. Thus, they are
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expected to use their linkages to gain competitive advantage through IT strategic alignment
(Scott, 1991), as it is expected of ‘Transformational’ e-HRM and all other ISs of strategic value
that are used by the ‘Managerial sub-system’. Since the ‘Managerial sub-system/Managerial
function’ is concerned with integrating organisational activities, to ensure that implicit and
explicit goals can be achieved through effective co-ordination of the other organisational
functions (Katz and Kahn, 1966).
Linked to this, Porter (1985) argued that the linkages highlight the importance of integrating
organisational activities, since he believes that this will ensure that the required co-ordination
takes place (i.e. through IT strategic alignment). And he described the need to co-ordinate
organisational activities as integration and concluded his theorising on this issue using the
Value Chain theory in 1985- by suggesting that for organisations to maximise their opportunity
to gain competitive advantage from the co-ordination and optimisation of the linkages between
organisational activities, they need to establish integrating mechanisms to ensure that the
required co-ordination takes place (Porter, 1985).
Thus, to make Porter’s Value Chain model adequate for the research (and for organisations
operating in high dynamic markets), the research extended the model to include managerial
activities, to provide a theoretical basis on which managerial activities and IT/ISs of strategic
value can be understood and explained using this model. Accordingly, it built on the
propositions of Porter’s Value Chain theory which suggests that IT and ISs have an important
role to play in co-ordinating and optimising the linkages between organisational activities
because they can be used to establish integrating mechanisms to ensure that the required coordination takes place (i.e. through IT strategic alignment). Which is supported by ISs literature
(Chaffey and White, 2011) that states that co-ordinating and optimising the linkages requires
an effective flow of information among organisational activities and this can readily be
supported by IT and ISs, which are the ‘technical systems’ used to facilitate the flow of
information within and across organisations. While, Jackson (2010) adds that IT and ISs can
‘automate’ and ‘integrate’ many activities and information along an organisation’s value chain.
Extending Porter’s Value Chain model to include managerial activities enabled the research to
propose a thread of the Value Chain theory called: the ‘Integrated Value Chain theory’, which
proposes that integrating mechanisms are sources of competitive advantage, alongside an
organisation’s activities and the linkages between the activities. Because integrating
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mechanisms are expected to integrate all of an organisation’s value chain activities and all its
information systems (i.e. its internal information), providing the opportunity for organisations
to efficiently and effectively co-ordinate and optimise all their internal activities and internal
information. Aiming to have all their activities and information aligned with the Business
Strategy through efficient and effective means, so that the information derived by undertaking
their value chain activities as integrated operations can be used to drive organisational decisions
and facilitate business success.
Drawing from the Diagnostic Systems perspective (Katz and Kahn, 1966) and the Contingency
perspective (Lawrence and Lorsh, 1967), the ‘Integrated Value Chain theory’ therefore
proposes that IT/ISs used by the ‘Managerial function’ are diagnostic tools that provide
feedback on information and results that aid organisations in making decisions that facilitate
their survival and success in their environment. As it proposes that competitive advantage can
be derived from IT/ISs of strategic value, through their role in creating a basis for
differentiation realised through their ability to provide organisations with enhanced and
improved quality of data derived from an integrated value chain, that can be used to drive
business decisions and facilitate business success.
Thus, an original contribution to theory from the research is that it identified, described, and
developed this thread of Porter’s Value Chain model called the Integrated Value Chain theory,
which supports the idea that an organisation’s value chain activities will need to be operated as
an integrated value chain and that organisations operating in high dynamic markets will need
to operate as an integrated value chain with external partners and strategic alliances, to
maximise profits and exploit new opportunities to sustain organisational success.
Building on this, to ensure that the required co-ordination takes place (i.e. through IT strategic
alignment), organisations have increasingly turned to using IT to provide them with all possible
integrating mechanisms that will enable them to use their IT and ISs to integrate their value
chain activities and undertake them as integrated operations that reflect their Business Strategy,
so that the activities can all work together to enable them achieve set goals. To optimise their
linkages, organisations are expected to use all possible integrating mechanisms that will enable
them to integrate the information generated from the integrated activities into a single common
database to form an ‘enterprise-wide information system’, from which they can retrieve
strategically relevant information that will aid them in making decisions that facilitates
business success. Thus, enabling the horizontal integration of an organisation’s value chain
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activities and their vertical integration to the Business Strategy that enables the ‘enterprisewide information system’ to be of strategic value.
It therefore follows that all possible integrating mechanisms that enable organisations to have
an integrated value chain front-end and all possible back-end integrating mechanisms that
enable the integration of all of an organisations ISs to form ‘an enterprise-wide information
system’ (such as, ERP systems), are expected to contribute to operational efficiencies and to
an organisation’s ability to create a basis for differentiation that enables organisations to gain
competitive advantage and generate profit. By enabling organisations to undertake their value
chain activities as integrated operations and by efficiently managing the information gathered
through integrated operations, so that the information retrieved from such sophisticated ISs can
be used to drive organisational decisions and facilitates business success.
In line with this, organisations have adapted to doing business in high dynamic markets using
this Value Chain perspective, where the role of each member of the chain has become
significant and co-ordinating and optimising the linkages along the chain has become a source
of competitive advantage (Barua et al. 2007). And they have increasingly turned to the internet
and web-based technologies and found out that without ERP software sharing accurate
information across members of the chain, this will be impossible because e-business does not
work without good internal processes and data, which are made possible by possible back-end
integrating mechanisms like ERP systems (Srinivasan and Dey, 2014). Confirming that ERP
systems and all other possible back-end integrating mechanisms used to co-ordinate and
optimise the linkages in organisations, by bringing all of an organisation’s information into a
single common database, are sources of competitive advantage, especially in high dynamic
markets. Srinivasan and Dey (2014) add that when fully installed as integrated suites, ERP
systems can be thought of as ‘central repositories of internal Corporate information’ that helps
organisations to effectively and efficiently manage all their internal information resources, so
they can use the information derived from it to drive organisational decisions and facilitate
business success.
Following on from this, is the issue of understanding how IT and ISs can contribute to
‘sustaining competitive advantage’ and ‘sustaining business performance’. Regarding this,
Porter writes that competitive advantage can be sustained when competitors outside an
organisation find it difficult to understand the configurations of the activities within that
organisation (Porter, 1985). In general, the easiest distinctive competencies prospective rivals
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tend to imitate are usually those based on valuable tangible resources like buildings,
manufacturing plants and equipment, since they can often purchase these (Zhang, 2011; Jones
and Hill, 2013). This makes this issue to lie firmly in ISs contributing to making it difficult for
competitors to understand the configurations of an organisation’s activities, in relation to how
it attains operational efficiencies and creates a basis for differentiation overtime (Porter, 1985).

3.4.3 Creating value through e-HRM
Since e-HRM encompasses all possible integrating mechanisms between IT and HRM
(Bondarouk and Ruel, 2009) that enables the ‘automation’ and ‘integration’ of HRM processes
and information, it is expected to enable organisations to realise ‘operational’, ‘relational’ and
‘transformational’ e-HRM benefits (as elaborated in section 3.4.2). Additionally, since
‘Transformational e-HRM’ is a part of an organisation’s ERP system (Strohmeier, 2007;
Panayotopoulou et al. 2010), this creates the opening for an integrated HR system to be linked
to all other business processes and information for real-time transaction processing and
decision-making (Ruel et al. 2011), that enables e-HRM to contribute to facilitating business
success (as elaborated in section 2.3).
Drawing from the ‘Integrated Value Chain theory’, it follows that ‘Transformational e-HRM’
can be of strategic value, because it ensures the IT strategic alignment of an organisation’s HR
processes and information to its integrated value chain that enables an organisation’s HR
processes and practices to be aligned with the Business Strategy (as elaborated in section
2.3.1.3). Thus, enabling the strategic integration of an organisation’s HR processes and
information, that provides the opportunity for organisations to maximise the opportunity to coordinate and optimise their HR processes and information, to ensure that the HR information
retrieved from e-HRM can be used to drive organisational decisions and facilitate business
success (Srinivasan and Dey, 2014).

Buller and McEvoy (2012) advocate this, by saying that although the Value Chain theory
explicitly acknowledges that HRM is an essential ‘support activity’, the theory also believes
that when integrated with other value chain activities HRM will become necessary for
organisations to gain and sustain their competitive advantage. Implying that for the HR
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function to successfully evolve away from being ‘administrative transaction processors’ (i.e. a
function in the ‘Supportive’ sub-system), to being a ‘strategic partner’ (a function in the
‘Managerial’ sub-system) (Katz and Kahn, 1966), this will be associated with HR maximising
the opportunity that ‘Transformational e-HRM’ provides, towards enabling it to become a
value-adding component of the Business Strategy that contributes to facilitating business
success.
Regarding e-HRM’s role in improving HR’s ability to contribute to operational efficiencies,
the Value Chain theory (Porter, 1985) proposes that this will lie in organisations using e-HRM
as automating mechanisms to co-ordinate and optimise its HR processes and information and
in using e-HRM to make available feedback on information and results electronically. Martin
and Reddington (2010) advocates this, by stating that e-HRM contributes to HR’s operational
efficiencies by reducing HR’s transaction costs, reducing HR headcount and as organisations
leverage the ‘law of digital assets’- to reuse information flexibly on an infinite number of
occasions at little or no marginal cost.
While e-HRM’s role in enhancing HR’s capability to contribute to creating a basis for
differentiation, is proposed by the ‘Integrated Value Chain theory’ to be realised through two
main ways: Firstly, when organisations use e-HRM as integrating mechanisms to co-ordinate
and optimise their HR processes and information, to ensure the efficient and effective
management of their HR information that can be used to drive organisational decisions and
facilitate business success. Thus, when the enhanced and improved quality of data derived from
‘Transformational e-HRM’ is used to provide managers with strategically relevant HR
information they can use to ensure that the right mix of people are used to attain the
differentiation that will enable their organisation gain competitive advantage and generate
profit (i.e. its IT contribution).

Secondly, it is expected to be realised when e-HRM is used as integrating mechanisms that
enable HR to ensure that organisations can undertake their HR activities as integrated
operations, towards ensuring that they have motivated people who are committed to
organisational goals and are willing to contribute their efforts to creating a basis for
differentiation that will enable organisations to gain competitive advantage and generate profit
(i.e. its HRM contribution). Regarding its contribution to sustaining business performance,
drawing from the Value Chain theory (Porter, 1985), it can also be argued that by enabling
91

organisations to undertake their HRM activities as integrated operations and as a part of an
organisation’s integrated value chain, ‘Transformational e-HRM’ should contribute to
achieving SCA. Since it will contribute to making it difficult for competitors to understand the
configurations of an organisation’s HRM activities in relation to how it contributes to attaining
operational efficiencies and to creating a basis for differentiation overtime (Porter, 1985).

A review by Ruel and van der Kaap (2012) suggests that studies which have investigated eHRM’s relationship to business performance have generally focused on e-HRM’s contribution
to HR’s operational efficiency (in terms of the cost reductions realised through e-HRM).
Whereas, determining e-HRM’s contribution to enhancing HR’s capability to create a basis
for differentiation (i.e. its ‘strategic capability’), remains an unexplored area in the field
(Bondarouk and Ruel, 2013; Tansley et al., 2014). This is a gap in e-HRM value creation
research that was identified at the end of the PhD thesis by Foster (2009), who developed the
‘e-HRM Value Model’. As Foster stated in his concluding remarks that e-HRM has the value
potential to contribute to attaining competitive advantage through its impact on ‘HR cost
reduction’, ‘people management and productivity’ and ‘strategic capability’, but that the
‘strategic capability’ theme was the least well-developed theme that needs to be developed in
this field of research. This led Foster to emphasise that, “unless senior management understands
how the technology can contribute to organisational capability, turn it into a bold vision, and
make it happen, e-HRM will remain a primarily administrative tool” (:152). To address this
gap, the research focused its investigative inquiry around e-HRM’s contribution to enhancing
HR’s capability to contribute to creating a basis for differentiation (i.e. its strategic capability),
to help develop this theme and contribute to advancing the field.

3.4.4 Theorising the relationship between e-HRM and sustaining business performance

There are some academics that support the use of the Value Chain model for studies such as
this. As an example, Harrison (2009) states that some academics believe that the Value Chain
model has great logical appeal, it simplifies complex concepts without losing their core
meaning and it is grounded in the language and operation of the business. Magretta (2012) adds
that Porter’s Value Chain model is widely cited and used as the foundation of Business strategy
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research because it successfully bridges the divide between Economic theory and Business
practice, which makes it work in both theory and practice.
However, there are some others who feel that it has become:
“outdated in a world which by contrast to the 1980’s lacks relatively stable market
structures and clear organisational boundaries, where business drivers can include both
collaboration and competition, low cost and quality, and where digitisation,
globalisation and deregulation in both private and public sectors may call for new
strategic frameworks and different analytical and business design tools” (Harrison,
2009, p.363).

The ‘Integrated Value Chain theory’ thread of Porter’s Value Chain model developed in this
thesis addresses this, as it is a theoretical framework that emphasises the breaking up of
conventional business boundaries that encourages organisations to be driven by both
collaboration and competition; low cost and quality; digitisation; new strategic frameworks;
and it calls for different diagnostic business design tools that facilitate business success in high
dynamic markets (as elaborated in section 3.4.2).
This theory was used with DCT to provide a theoretical basis to explain how e-HRM can be a
‘dynamic capability’, that can enable organisations to develop ‘adaptive capability’ through
‘learning’ and ‘evolution/innovation’ to facilitate ‘organisational renewal’, that will enable
them to adapt to changing environments and sustain their competitiveness and success in such
environments (Katz and Kahn, 1966; Teece, 1982; Teece et al., 1997; Eisenhardt and Martin,
2000; Bowman and Ambrosini, 2003; Njoku and Ebie, 2015).
The assumptions, approaches, focus, and sources of competitive advantage proposed by the
‘Integrated Value Chain theory’ and ‘DCT’ used to lay the foundation of the proposed ‘Theory
of e-HRM Value creation’ for the research, are as illustrated in Table 3.2
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Table 3.1: Summary of the proposed ‘Theory of e-HRM value creation’, using the Integrated
Value Chain theory and the Dynamic Capabilities theory
Elements

Integrated Value Chain theory

Dynamic Capabilities Theory

Assumptions

e-HRM can contribute to creating competitive
advantage and SCA when it enables
organisations to undertake their HR activities
as integrated operations and enabling
organisations to derive strategically relevant
HR information from an integrated value
chain, that can be used to drive organisational
decisions and facilitate business success.

e-HRM can be a ‘dynamic capability’ by
reconfiguring support activities,
reconfiguring core processes, leveraging
existing resources, encouraging learning,
provoking learning, and through its
creative integration in organisations. And
as a ‘dynamic capability’, its ability to
contribute to SCA will lie in the
synergistic interaction among capabilities
and resources, which will be about
resources and capabilities complementing
each other, thus, creating co-specialised
assets (Teece, 1982; Bowman and
Ambrosini, 2003).

Approach

Integrated approach

Process-based approach

Focus

Internal activities, linkages, and integrating
mechanisms

Resources and capabilities

Sources of
Competitive
Advantage

The many discrete activities an organisation
performs, the linkages between the activities,
and the integrating mechanisms that ensure the
co-ordination and optimisation of the linkages,
are sources of competitive advantage because
they can contribute to an organisation’s
relative cost position and to creating a basis
for differentiation.

A ‘dynamic capability’ is an
organisation’s ability to assemble,
integrate, build, and reconfigure internal
and external competencies to address
rapidly changing environments (Teece et
al., 1997).

3.4.4.1 Theorising the relationship between e-HRM and sustaining business performance
using the HRM perspective
Within the HRM perspective, the ‘Integrated Value Chain theory’ proposes that e-HRM can
contribute to organisational profitability by enhancing HR’s capability to ensure that the
‘Human Capital’ can contribute to creating a basis for differentiation. While, DCT suggests
that in dynamic environments, e-HRM can contribute to this by being a ‘dynamic capability’
that facilitates ‘organisational renewal’ and SCA (Teece, 1982; Teece et al., 1997). Since
sustaining competitive advantage and performance in dynamic environments is expected to be
realised through e-HRM when it is used as a management system that is purposefully focused
on driving cycles of ‘continuous improvements’, that encourages ‘continuous learning’ and
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‘innovation’, towards facilitating ‘organisational renewal’ and SCA (as elaborated in section
2.5.1.1.2). Because this is expected to enhance an organisation’s ability to ‘create’, ‘develop’,
or ‘renew’ the stock of the competencies and capabilities in its existing human resources that
will enable it to address the demands of a changing environment (Bondarouk and Ruel, 2013;
Njoku and Ebie, 2015). In this sense, e-HRM can be a ‘dynamic capability’ by providing
managers with information on people’s skill set and areas where they need to ‘develop’ or
‘renew’ distinctive competencies and by providing opportunities for ‘employee development’,
to encourage ‘continuous learning activities’ for people to ‘develop’ and ‘renew’ their skills,
so they can adapt to the changing needs of their organisation and contribute to sustaining its
competitiveness and performance in rapidly changing environments (Njoku and Ebie, 2015).
And as a ‘dynamic capability’, DCT adds that e-HRM’s ability to facilitate SCA will also lie
in the synergistic interaction among capabilities and resources, which will be about resources
and capabilities complementing each other, thus, creating co-specialised assets (Teece, 1982;
Pitelis and Teece, 2010).
Using DCT and the ‘Integrated Value Chain theory’ to propose how e-HRM can contribute to
enabling organisations gain and sustain their competitive advantage and performance in rapidly
changing environments within the HRM perspective, will be about using e-HRM to:

a) Undertake HR activities as integrated operations
b) Provide people with timely and relevant information that will enable them carry out their
tasks in line with the changing strategic choices of their organisation
c) Ensure people are motivated and committed to delivering the expected levels of performance
d) Provide managers with information on the skill set of their staff and on areas where people
need to develop or enhance distinctive competencies, and
e) Provide the opportunity for continuous training and development, so that people can have
the opportunity to continuously ‘develop’, ‘renew’ or ‘change’ their competencies to
become what is known as a change-ready workforce (Ruel et al., 2007). That is, a workforce
who always have the relevant information, competencies, and confidence to contribute to
creating a basis for differentiation in a changing environment, and are motivated and
committed to aligning their efforts to contributing to this.
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Building on this, the research focused its investigative enquiry on the ‘Transformational eHRM’ outcomes that can be realised by using e-HRM as an intra-organisational HR
communication system (that keeps people updated on organisational changes) and on the
‘Transformational e-HRM’ outcomes that can be realised when e-HRM is used to perform
strategic HRM activities, particularly, ‘performance management’ activities. Since
‘performance management’ is a strategic HRM tool described as the management system
through which organisations set goals, determine performance standards, assign and evaluate
work, provide feedback, determine training and development needs, and distribute rewards
(Briscoe and Claus, 2008). Additionally, it is an integrated HRM tool that includes three key
elements, which include: ‘appraisals’, ‘employee development’ and ‘distributing rewards’
(financial and non-financial) (Torrington et al., 2005), to ensure that people understand what
is expected of them, and to ensure that they are motivated and committed to delivering the
expected levels of performance that should lead to high levels of organisational performance
(Armstrong and Baron, 2005; CIPD, 2009). Sparrow (2008) adds that the adoption of
performance management system (PMS) in organisations shows a strategic integration of its
HRM practices.
Transferring this to the context of e-HRM, it follows that using e-HRM as a PMS should enable
e-HRM to contribute to the strategic integration of HRM practices that should consequently
enable HR to become more strategic in its activities. More so, using e-HRM as a PMS will
mean that organisation-specific skills will be integrated to e-HRM’s sub-functions because it
will be less likely to work as an effective PMS if this is not the case. In this sense, using eHRM as a PMS will be about underpinning its activities with the competency-based approach
to people management, to ensure that the technology is organisation-specific and can therefore
be used to enhance HR’s capability to ensure that organisations can innovatively exploit
people-embodied skills to achieve expected business outcomes and SCA (as elaborated in
section 2.5.1.4).
Because a competency-based approach to people management is about the maximisation of
workforce capabilities, through its emphasises on the strategic alignment between the Business
Strategy, the HR strategy and HR processes and practices (Taylor, 2008; Brown et al., 2010).
Hence, it provides a basis of integrating organisation-specific skills (i.e. organisational relevant
skills possessed and required by employees) to HR processes, such as- recruitment,
performance appraisal, performance management, and competence management (for
horizontal integration of HR processes) and its integration to the Business Strategy and
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business outcomes (for vertical integration of HR and the Business Strategy), to ensure that
organisations can achieve their outcome goals through the efforts of their employees
(Robinson, 2006; Soderquist et al. 2010) (as suggested by the SHRM theory in section 2.5.1.4.).
Thereby enabling the HR function to undertake its activities as integrated operations through
the strategic alignment of the Business Strategy, the HR strategy and HR processes, that
provides the opportunity for the HR function to enhance its capability to become strategic in
its activities, so that it can enable organisations gain and sustain their competitive advantage
and performance (as suggested by the ‘Integrated Value Chain theory’ in section 3.4.2).
Using e-HRM as a PMS is also expected to enable the technology to become a ‘dynamic
capability’ that should facilitate ‘organisational renewal’. Because this will allow e-HRM to
reconfigure HR’s core processes and activities, leverage existing resources, encourage
learning, provoke learning and this ensures that e-HRM is supported by creative integration in
organisations (i.e. horizontal and vertical integration in organisations) (Bowman and
Ambrosini, 2003). And to capture co-specialisation benefits, Pitelis and Teece (2010) add that
this frequently requires integrated operations, as they are also about achieving
complementarities horizontally and vertically. Implying that using e-HRM as a PMS will
ensure that the co-specialisation benefits of using it as a ‘dynamic capability’ can be captured.
Furthermore, DCT proposes that attaining SCA will lie in the intrinsic interrelationship
between resources and capabilities. Thus, in the synergistic interaction and the complementary
relationship between resources (e.g. existing human resources) and capabilities (e.g. IT
capability) that facilitate ‘organisational renewal’ (Teece, 1982; Eisenhardt and Martin, 2000).
It therefore follows that using e-HRM to perform ‘a strategic HRM activity’ like performance
management supported by integrated operations and using it as an intra-organisational HR
communication system, should provide the opportunity for e-HRM to contribute to enhancing
HR’s capability to ensure that the ‘Human Capital’ can contribute to creating a basis for
differentiation and to sustaining business performance, overtime.

Exploring this, in the research was about investigating the complementary effect of resources
and capabilities in attaining SCA and performance. Since it explored how e-HRM (i.e.
technical capabilities) can be used to ‘develop’, ‘renew’ or ‘change’ organisational capabilities
in employees (i.e. human capabilities) to enable them to remain unique and valuable resources
(Barney, 1991), so they can contribute to attaining SCA and performance. IT business value
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research refers to this as creating value through ‘IT complementarity’, which draws from RBV
and represents an increase in the value of a resource, and occurs when a resource produces
greater benefits in the presence of another than when used alone (Perez-Arostegui and
Martinez-Lopez, 2014).
Studying both ‘technical’ and ‘human’ capabilities and how they complement and interact to
attain SCA is supported by Hamel and Prahalad (1994), who posit that “organisational
capabilities are bundles of skills and technologies, rather than a single discrete skill or
technology” (p.223). A supporting view (Alvares, 1997) states that, “the bottom-line business
of human resources must be the delivery and/or development of Human Capital that enables
the enterprise to become more competitive, to operate for maximum effectiveness, and to
execute its business strategies successfully” (p.9). In supporting this from the e-HRM domain,
Meijerink et al. (2013) add that the ‘use value’ of ‘Transformational e-HRM’ is the extent to
which the technology is supported to increase the rarity and inimitability of the Human Capital
in organisations.
Drawing from this, another original contribution of the research lies in extending the ‘IT
complementarity’ effect of resources and capabilities to the ‘Human Capital Management’
(HCM) approach of e-HRM, as it explored e-HRM’s contribution to sustaining business
performance. And by underpinning the HCM approach with the ‘competency-based’ approach
of e-HRM, the research was also about exploring an area in e-HRM value creation research
that remains unexplored.

3.4.4.2 Theorising the relationship between e-HRM and sustaining business using the IT
perspective
Within the IT perspective, the ‘Integrated Value Chain theory’ proposes that e-HRM’s
contribution to organisational profitability will lie in when organisations use the technology as
an integrating mechanism to co-ordinate and optimise their HR information, to ensure the
effective and efficient management of their HR information, so that it can be used to drive
organisational decisions and facilitate business success.
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From the Supply Chain Management (SCM) domain, this is argued to lie in the ‘IT
complementarity’ between ERP and web-based technologies (Srinivasan and Dey, 2014). As
SCM literature suggests that by being a part of an organisation’s ERP system, e-HRM
integrates HR processes and information with other value chain activities and their information,
providing the opportunity for organisations to co-ordinate and optimise their HR information.
And the ability to retrieve this information from a tightly integrated value chain and use it to
drive organisational decisions is made possible through web-based technologies (as illustrated
in Figure 2.1). Srinivasan and Dey (2014) therefore argue that ERP and web-based
technologies are not competitive systems because their greatest benefits can only be achieved
when they are used in agreement, complementing each other. Thus, they create strategic value
through resource ‘complementarity’, i.e., by creating co-specialised assets rather than when
they are used alone (as suggested by DCT, section 2.5.1.1.2) (Teece, 1982; Perez-Arostegui
and Martinez-Lopez, 2014).

A recent CedarCresone HR systems 2013 survey which looked at the link from HR technology
adoption to both HR and business outcomes using a Value Chain Analysis, could demonstrate
a link from adopting business intelligence technologies (i.e. Transformational e-HRM
technologies) in the hands of managers, to improved talent retention (a strategic e-HRM
outcome), and from there to improved competitive advantage (a business outcome) (Martin,
2014). Thus, the study provides some evidence to support the idea that the information
produced from ‘Transformational e-HRM’ technologies (when they are used as business
intelligence systems), can improve management productivity (a competitive advantage) that
leads to improved business performance (a business outcome). And provides some evidence to
support the idea that when e-HRM is used to effectively and efficiently manage employee
information, capabilities and development, this can improve the quality of Corporate HR
information used for managerial decision-making (a HR ‘strategic capability’), that is expected
to enable e-HRM enhance HR’s capability to enable organisations gain and sustain their
competitive advantage and performance. Exploring this relationship in the research led it to
extend the ‘IT complementarity’ effect of ERP systems and web-technologies to creating
strategic value- to the ‘Information Management’ (IM) approach of e-HRM. As it explored eHRM’s strategic potential to act as a catalyst to management productivity (Orna, 1996),
towards contributing to sustaining business performance.
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3.4.4.3 Operationalising sustaining business performance
Sustaining business performance refers to an organisation’s ability to sustain its performance
over-time, not just in the short-term or through good economic periods (CIPD, 2010). In the
Corporate world, the business value that best captures the idea of competitive success is: return
on invested capital (ROIC), i.e. its profitability (Strassman, 1988; Jones and Hill, 2010). Longterm ROIC goes further to provide information on how well a company is using its resources.
Magretta (2012) says that to understand ROIC using non-financial measures, Porter suggests
that ROIC is the only measure that integrates the multidimensional nature of competition,
which include: ‘creating value for customers’; ‘dealing with rivals’; and ‘using resources
productively’.

Representing this mathematically,
ROIC = Creating Value for Customers + Dealing with Rivals + Using Resources Productively

Where: Creating Value for customers = CVC
Dealing with Rivals = DWR
Using Resources Productively = URP

Therefore,
Sustaining (CVC + DWR + URP) = Sustaining ROIC.

In other words,
Sustaining (CVC + DWR + URP) = Sustaining business performance.

Like the outputs of IT and ISs, there is the problem of placing a financial value on the outputs
of e-HRM, which makes assessing its contribution to performance very complex (Foster,
2009). Considering this, the research drew from Porter’s non-financial measures of ROIC to
conceptualise, simplify, and operationalise sustaining business performance. Accordingly,
sustaining business performance was operationalised using the measures: ‘sustaining the ability
to create value for customers’, ‘sustaining the productive use of resources’, and ‘sustaining the
ability to deal with rivals/competitors’.
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3.5. Developing the Exploratory Models for the research
The research required a variety of possible theoretical relationships that encouraged its
alignment to the operationalisation of e-HRM, the requirements of a robust e-HRM research,
and its objectives (as illustrated in Table 3.3). Thus, exploratory models underpinned by the
‘Integrated Value Chain theory’, TAM (Davis, 1989) and RBV (Barney, 1991) were
developed. Considering and analysing relationships using TAM in the research was important
because it helped to address the third research objective which was:

To critically examine HR professionals’ and Line managers’ attitude towards the value
e-HRM creates in their organisation, aimed to understand how any differences between
individuals or groups may influence e-HRM’s contribution to sustaining business
performance.

Drawing from this, the limitation of the ‘Integrated Value Chain theory’ to the research was its
inability to analyse users’ attitude towards an organisational technology, an issue TAM
specifically addresses. Although, TAM is commonly used in e-HRM research usually for eHRM adoption studies (see Appendix 3), for the research it was about extending TAM to the
context of e-HRM value creation research.
RBV was also adopted for the research to help provide a comprehensive interpretation of the
research data, in relation to the need to have an understanding on ‘how the strategic use of eHRM by HR professionals and Line managers’ affects or influences ‘e-HRM’s contribution to
sustaining business performance’, which is an issue TAM cannot address within the third
research objective.
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Table 3.3: Mapping the theories to the Research objectives, the operationalisation of e-HRM, and the requirements of a robust e-HRM research
Integrated Value Chain theory

TAM

Pros:
-It enabled the research to explore
and identify factors that influence
how e-HRM can contribute to
sustaining business performance,
because it is an organisational theory
that can be used to critically examine
the relationship between an IT/ISs
and value creation, and

Pros:
-It enabled the research to
critically examine the attitude of
the two groups of research
participants who make up the
users of e-HRM that use the
technology strategically,
towards improving HR’s
strategic advantages, and

- It enabled the research to propose a
model that will enable academics and
practitioners to understand the link
between e-HRM and sustaining
business performance

- It enabled the research to
propose a model that will enable
academics and practitioners
understand the link between eHRM and sustaining business
performance

Cons:
-It is not a theoretical framework
used to analyse users’ attitude
towards an organisational technology
and how their attitude towards the
technology will affect or influence
how they use the technology in an
organisational setting, thus, it did not
help the research address its third
objective.

Cons:
- It does not encourage the
exploration and identification of
the factors that influence how eHRM can contribute to
sustaining business
performance.

RBV

Research Objectives
-To explore and identify factors that influence
how e-HRM can contribute to sustaining
business performance,
-To explain the mechanisms and social
structures involved in sustaining business
performance using e-HRM, by providing an
in-depth understanding of the factors
identified to influence this within the
research,
-To critically examine the attitude of HR
professionals and Line managers towards the
value e-HRM creates in organisations, aimed
to understand how any differences between
individuals or groups might influence eHRM’s contribution to sustaining business
performance,
-To propose a model that enables academics
and practitioners understand the link between
e-HRM and sustaining business performance.

- It does not explain how the
strategic use of e-HRM relates
to e-HRM’s strategic
contribution.

Pros:
-It enabled the research to explore
and identify factors that influence
how e-HRM can contribute to
sustaining business performance,
because it is an organisational
theory used to critically examine
the relationships between internal
resources and capabilities, and
value creation,
-It helped the research to critically
examine how any differences
between the strategic use of e-HRM
by the two groups of the research
participants might influence or
affect e-HRM’s contribution to
sustaining business performance,
- It enabled the study to propose a
model that will enable academics
and practitioners understand the
link between e-HRM and sustaining
business performance
Cons:
-It did not help the research
examine how users’ perceptions
leads to their attitudes towards the
value e-HRM creates because it is
not used to investigate users’
perceptions towards a technology.
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Integrated Value Chain theory

TAM

RBV

Operationalisation of e-HRM
-The empirical examination of e-HRM by
connecting and analysing the HRM and IT
aspects of the phenomenon under
investigation,
-The empirical examination of the perceptions
of the users of e-HRM, who help create value
in organisations by using this web-based
system and how this can influence the use and
contribution of e-HRM in organisations, and
-The empirical examination of e-HRM’s
value creating potential to organisations
through the improvements in HR’s
performance realised by using e-HRM, to
further the debate around this issue in the
field.

Pros:
-It allowed the research to
empirically examine e-HRM by
connecting and analysing the HRM
and IT aspects of the phenomenon,
and
- It enabled the research to
empirically examine e-HRM’s value
creating potential through the
improvements in HR’s performance
realised by using e-HRM, to further
the debate around this topic in the
field.

Cons:
-It did not enable the research to
empirically examine the perceptions
of the users of e-HRM, who help
create value in organisations by using
this web-based information system
and how this can influence the use
and contribution of e-HRM.

Pros:
- It enabled the research to
empirically examine the
perceptions of the users of eHRM, who help create value by
using this web-based
information system and how this
can influence the use of the
technology.

Cons
- It did not support the research
to empirically examine e-HRM
by connecting and analysing the
HRM and IT aspects of the
phenomenon.
- It did not support the research
to empirically examine eHRM’s value creating potential
through the improvements in
HR’s performance realised by
using e-HRM.

Pros:
-It contributed to enabling the
empirical examination of e-HRM
by connecting and analysing the
HRM and IT aspects of the
phenomenon, and
- It enabled the research to
empirically examine e-HRM’s
value creating potential through the
improvements in HR’s performance
realised by using e-HRM, to further
the debate around this topic in the
field.

Cons:
- It did not enable the research to
empirically examine the
perceptions of the users of e-HRM,
who help create value by using this
web-based information system.
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Integrated Value Chain theory

TAM

RBV

Good/Robust e-HRM research
-The study should clearly address the
multidisciplinary nature of the e-HRM field,
showing an attempt to assimilate IT and HRM
knowledge domains. It implies that
researchers are not free to treat one of the
fields as ‘black boxes’; on the contrary, they
have to offer conceptualisation to unfold them
both (IT and HR) in their study,
-The study should [...]frame the professional
identity and prescribe the kinds of activities in
which e-HRM researchers will engage and,
ultimately, the kinds of knowledge they will
recognise, value and produce,
-The study should specify a level of theory
contribution and the target group it aims at
[...]. The latter should unfold a specific
stakeholder group for which e-HRM is being
researched (top management, HR corporate,
HR department and Specialists, line managers,
and/or employees) (Bondarouk and Ruel,
2009, p.511-513).

Pros:
-It allowed the research to address
the multidisciplinary nature of the eHRM field by enabling it to show an
attempt to assimilate IT and HRM
knowledge domains, and

Pros:
- It enabled the research to
specify a level of theory
contribution and the target
group it aimed at.

- It enabled the research to specify a
level of theory contribution and the
target group it aimed at.

Cons
-It did not support the research
to attempt to assimilate IT and
HRM knowledge domains in
exploring the relationship
between e-HRM and sustaining
business performance, because
it centres only on showing the
relationship between peoples’
attitude towards an
organisational technology and
how this influences their actual
use of the system.

Pros:
- It supported the research’s attempt
to assimilate IT and HRM
knowledge domains in exploring
the relationship between e-HRM
and sustaining business
performance.
- It enabled the research to specify a
level of theory contribution and the
target group it aimed at.

*Research Objectives: The second research objective was addressed by the qualitative aspect of the research, which is based on the qualitative paradigm.
*Good e-HRM research: The second requirement for a good e-HRM research was addressed by the epistemological position of the research.
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3.5.1. Proposed relationship between e-HRM and sustaining business performance using
the Human Capital Management approach
Strohmeier (2007) reveals that studies focused on a ‘complete picture’ of e-HRM (i.e. that
investigate e-HRM’s context, configuration and consequences in a comprehensive manner) are
rare, since current topics mainly focus on subsets of e-HRM’s context, configurations, and
consequences. Strohmeier consequently says that we possess knowledge concerning several
focal points and facets of e-HRM, but have only a vague hint at the ‘complete picture’. To
address this, the research used Strohmeier’s (2007) framework of a ‘complete picture’ of eHRM to guide its data collection, analysis, and development of the model linking e-HRM to
sustaining business performance. Using this framework, Strohmeier says that this will mean
that the ‘configuration’ will determine the ‘e-HRM consequence’, while both the
‘configuration’ and the ‘consequence’ will be preceded or moderated by the ‘contextual
factors’. Accordingly, another contribution of the research lies in its focus in exploring ‘eHRM’s context’, ‘configuration’, and ‘consequences’ in a comprehensive manner.
Following Strohmeier’s framework of a ‘complete picture’ of e-HRM, the concepts in Figure
3.4 were pulled together from the literature review and underpinned by the ‘Integrated Value
Chain theory’ and DCT (Teece et al., 1997). And it proposes that when e-HRM is used to
perform strategic HRM activities like performance management and used as an intraorganisational HR communication system, this should lead to improvements in HR’s strategic
effectiveness. And the improvements in HR’s strategic effectiveness realised should in turn
contribute to sustaining business performance.

Strategic use of e-HRM
Contextual
Factors

Performance Management
activities

IT context
HRM Context

Improvements
in HR Strategic
effectiveness

Sustaining
business
Performance

Intra-organisational HR
Communication

Figure 3.4: Proposed model linking e-HRM to sustaining business performance using the
Human Capital Management approach
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Contextual factors
Contextual factors are factors that may facilitate or inhibit the use of e-HRM (Strohmeier, 2007;
Ruel and van der Kaap, 2012). They are of relevance to e-HRM research because they help to
provide an understanding of what influences the use of e-HRM by the intended end-users and
will influence how e-HRM can be used to its full potential for organisations to realise its full
benefit. That’s why Strohmeier (2007) describes them as factors that may moderate or precede
an organisation’s ‘e-HRM configuration’ and ‘consequence’. And in proposing the framework
of the ‘complete picture’ of e-HRM, Strohmeier suggests that ‘e-HRM contextual factors’
should be divided into: the ‘HRM context’ and the ‘IT context’ of e-HRM, rather than it being
about investigating only the ‘IT context’, as it is done in IT research. Since he believes that
including the ‘HRM context’ in e-HRM research may be helpful to furthering the
understanding of e-HRM.
Following this, the ‘IT context’ of e-HRM is described in this thesis as the ‘IT-related’ factors
that may moderate or precede an organisation’s ‘e-HRM configuration’ and ‘consequence’,
because they may facilitate or inhibit the use of e-HRM by the intended end-users and will
influence how e-HRM can be used to its full potential for organisations to realise its full benefit.
Previous e-HRM research (Haines and Petit, 1997; Ruel et al., 2004; Voermans and Veldhoven,
2007; Parry and Tyson, 2010) suggest that it will include factors such as: ‘Access to PC’, ‘Data
quality’, ‘End-user training’, ‘IT experience’ and ‘Organisational IT culture’.
While the ‘HRM context’ is described in this thesis as the ‘HRM-related’ factors that may
moderate or precede an organisation’s ‘e-HRM configuration’ and ‘consequence’, because
they may facilitate or inhibit the use of e-HRM by the intended end-users and will influence
how e-HRM can be used to its full potential for organisations to realise its full benefit.
Following Davis (1989), Ruel and van der kaap, (2012) and Wahyudi and Park (2014) suggest
that this will include: ‘HR policy/ practice consistency’, ‘HR’s technology competence’, ‘the
clarity of e-HRM’ and ‘the expectations of e-HRM’. In their research titled: E-HRM Usage
and Value Creation: Does a Facilitating Context Matter?, Ruel and van der Kaap (2012)
investigated ‘HR policy/ practice consistency’ and ‘HR technology competences’, and
demonstrated that the ‘HRM context’ positively relates to ‘HRM value creation’, in addition
to facilitating ‘e-HRM usage’. Reinforcing Strohmeier’s (2007) suggestion that investigating
the ‘HRM context’ is crucial to furthering the understanding of e-HRM. In line with this, the
IT and HRM contextual factors systematically investigated in the research are as listed below:
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IT context
Access to PC
Strohmeier (2007) points out that on the individual level, computer availability may constitute
a relevant contextual factor. While, Ruel et al. (2004) add that having access to PCs is a prerequisite for successful e-HRM adoption and use because e-HRM is a web-based technology,
and will therefore be less likely used by the intended end-users if they do not have access to
PC.

Data Quality
This concerns the need to have the right quality of data that provides the right information- in
the right form and at the right time within any e-HRM technology (Bee and Bee, 2007). It is
an IT-related contextual factor for e-HRM because having the right quality of electronic data
is expected to contribute to enabling e-HRM users use the technology appropriately, so that
their organisation can realise the benefits of its implementation. In line with this, Haines and
Petit (1997) state that ‘data quality’ represents an antecedent for successful e-HRM adoption.
Which Ruel and Van der Kaap (2012) support, by demonstrating that e-HRM ‘data quality’
can influence the willingness of the intended users to use the system.

End-user training
Previous IT research (Amoako- Gyampah and Salam, 2004) which used ‘end-user training’ as
an external variable for TAM (Davis, 1989), conclude that training allows users to obtain firsthand information and experience on a new technology; it allows users to explore the Perceived
Ease Of Use of the technology; and it helps in the formation of shared belief regarding the
benefits of a new technology, which influences both their perception in terms of the Perceived
Ease Of Use and Perceived Usefulness of the technology (which are the determinants of their
actual use of a new technology). In the same way, it is believed that ‘end-user training’ may
facilitate or inhibit the appropriate use of e-HRM, which will influence how e-HRM can be
used to its full potential for organisations to realise its full benefit (Hooi, 2006; Jones, 2009;
Parry and Tyson, 2010; Troshani et al., 2011).
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IT Experience
Voermans and Veldhoven (2007) state that ‘IT experience’ is a determinant of end-users’
attitude towards a technology and its use, because they believe that if the intended end-users
have a positive experience using other technologies in their organisation, this will make it more
likely for them to have a positive attitude towards a new technology and use it in future. While,
Venkatesh and Bala (2008) included ‘IT experience’ in extending TAM because they believe
it plays an important role in determining individuals’ continuance intention and long-term use
of a technology. Which leads to the belief that ‘IT experience’ may facilitate or inhibit the use
of e-HRM in organisations.

Organisational IT culture
This builds on the idea that if there is a positive ‘IT culture’ in an organisation, it will positively
influence the use of e-HRM in that organisation. Voermans and Veldhoven’s (2007) study
reveal that organisations where attitude towards IT in general are good, would have e-HRM
more easily implemented. Bondarouk and Furtmueller’s (2012) review of e-HRM research also
find IT-friendly cultures to generally report greater e-HRM implementation success.

HRM context
HRM Policy/ practices consistency
This concerns the integration and matching of the body of HRM policies and practices in an
organisation, which is done to reduce inconsistencies in HR policies and practices. And will
allow e-HRM to support the strategic integration of an organisation’s HR policies and practices
that will enable the technology to be of strategic value (as elaborated in sections 3.4.2 and
3.4.3). In line with this, Ruel and van der Kaap (2012) state that consistency of HRM messages
in the e-HRM system reassures employees that the HRM practices implemented in their
organisation will work in line with the main goals of the organisation, as well as, with their
personal goals. Which is expected to help in achieving organisation’s goals, by influencing
high levels of employees’ organisational commitment and engagement levels (Bowen and
Ostroff, 2004; Kinnie et al., 2005; Purcell and Hutchinson, 2007; Boxall and Purcell; 2008).
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Parry and Tyson (2010) add that, ‘Consistency of HRM policies and practices’ is expected to
influence the Perceived Ease of Use and the Perceived Usefulness of e-HRM in undertaking
HRM activities. While Wahyudi and Park (2014) highlight the importance of ‘the clarity of
HR policy and its consistency’, as this was seen to contribute to ‘HRM strength’ (i.e. ‘HRM
distinctiveness’ and ‘HRM consistency’) and ‘HRM strength’ was shown to have a direct effect
to the ‘creation of HRM values’ (i.e. ‘HRM value creation’). While Bondarouk et al. (2015)
could demonstrate that ‘HRM strength’ is the main antecedent of ‘HRM service quality’.
Highlighting that ‘HRM Policy/ practices consistency’ may facilitate or inhibit e-HRM’s use
and it may influence organisations’ ability to realise the full benefit of its implementation.

HR Technology competence
Managers’ IT competence is defined by Basellier et al. (2001) to be related to the explicit and
tacit IT knowledge they possess, which allows them to exhibit IT leadership in certain areas of
business. Drawing from this definition, Ruel and van Der Kaap (2012) argue that this is also a
pre-requisite for the use of e-HRM, because HR technology competence relates to HR
professionals possessing technical skills that enables them to do their jobs properly using eHRM and enables them to assist other employees- by teaching them how to work with e-HRM.
Thus, it is about HR providing ‘users support’ for e-HRM. And ‘users support’ is a factor
Voermans and Veldhoven (2007) finds to be a predictor of a positive attitude towards the use
of e-HRM.

Clarity of e-HRM goal
E-HRM adoption is argued to depend on the e-HRM goal an organisation seeks to achieve
because the e-HRM goal provides the justification for the adoption of the technology (Parry
and Tyson, 2010). Ruel and van der Kaap (2012) find e-HRM usage in line with its intended
purpose to positively relate e-HRM’s contribution to ‘HRM value creation’. Which makes it
important for an organisation’s e-HRM goal to be understood by intended end-users, so they
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can use the technology appropriately for their organisation to realise the benefits of its
implementation (Martin and Reddington, 2010).

Expectations of e-HRM
Consistent with the Perceived Usefulness (PU) construct of TAM (Davis, 1989), the
‘expectation of e-HRM’ is expected to be a determinant of the use of the technology because
it is believed that if the intended end-users expect that e-HRM will help them perform their HR
tasks better, it will make it more likely for them to use it for their HRM-related issues. Wahyudi
and Park’s (2014) work which supports the TAM argument about the role of PU in IT usage,
finds PU to have a direct and significant relationship with ‘e-HRM usage’, a finding that is
consistent with the e-HRM adoption study by Loijen (2011). Which led them to state that PU
refers to the fact that employees use e-HRM for the benefits it provides in dealing with HRMrelated issues.

Line managers’ acceptance of e-HRM
The research extended the ‘HRM context’ for e-HRM research by introducing and including
the construct/factor: Line managers’ acceptance of e-HRM, as another pre-requisite for the use
of e-HRM, which needed to be systematically investigated under the ‘HRM context’. This
draws from HR and performance research, which reveals that the way Line managers apply
HR policies and practices significantly influences the HR and performance link (CIPD, 2002;
Purcell et al., 2003), because Line managers are the people directly responsible for managing
and supervising staff (Whittaker and Marchington, 2003; Purcell and Hutchinson, 2007). While
e-HRM research reveal that Line managers’ lack of interest to use e-HRM to conduct their
people management activities has been shown to make the adoption and use of e-HRM
unrealistic in such circumstances, leading to the under-utilisation of the system (Buchan and
Evans, 2007; Brown et al., 2010; Njoku, 2010).
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Configuration
Strategic Use of e-HRM

The ‘Integrated Value Chain theory’ proposes that e-HRM can make HR to become more
strategic in its activities- ‘when it is used to perform strategic HRM activities like performance
management’ and ‘when it is used as a means of intra-organisational HR communication’. The
outputs/outcomes of these value creating activities are in turn expected to contribute to
sustaining business performance through the ‘improvements in HR’s strategic effectiveness’,
realised by using e-HRM for these strategic HRM activities.
The performance management elements explored in the research were: ‘appraisals’ and
‘employee development’. Thus, it did not explore ‘distributing rewards’ because what was
important to the research was about finding out how managers can use ‘appraisals’ to keeps
their teams informed about what matters to the organisation and would contribute to its
profitability; how managers can use the information from performance management activities
to ensure that people are motivated and committed to contributing their efforts to delivering
expected levels of performance; and that managers are able to have information from e-HRM
regarding the skill set of their staff and information on areas where people need to develop or
enhance distinctive competencies to meet the changing needs of their organisation.
Based on this, the performance management construct in Figure 3.4 refers to “an integrated
HRM process aiming to ensure that people working in organisations understand how they
contribute to strategic goals, are able to contribute to strategic goals, and are encouraged to
continuously develop themselves, so they can retain their ability to deliver expected levels of
performance that results in sustaining business performance overtime”.
While intra-organisational HR communication construct refers to “the flow of timely and
accurate HR information between the various functions of an organisation that facilitates the
co-ordination of organisational activities and reduces variance in goal attainment among the
various organisational functions”.
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Consequence
Improvements in HR’s Strategic effectiveness
Building on Lepak and Snell’s (1998) suggestion of the value of HR activities, the HR Strategic
effectiveness construct relates to the ability of the HR function to help an organisation gain
competitive advantage or develop a core competence. Thus, it is about HR’s ability to
contribute to enabling organisations gain and sustain competitive advantage and performance.

Business outcome
Sustaining business performance
By using non-financial measures to conceptualise and operationalise sustaining business
performance in the research (as elaborated in section 3.4.4.3), Figure 3.4 proposed that
‘improvements in HR’s strategic effectiveness’ realised by using e-HRM, should enable the
HR function to contribute to ‘sustaining business performance’ (i.e. ‘sustaining the productive
use of organisational resources’; ‘sustaining the ability to deal with competitors’ and
‘sustaining the ability to create value for customers’ overtime) (as illustrated in Figure 3.5).
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Contextual
Factors

Strategic use of e-HRM

IT context

Performance Management
activities

. Access to PC
.Data Quality
. End-user
training
. IT experience
. Organisational
IT culture

HRM Context

. A data gathering tool that helps
focus management and
employees attention to those
things that really matter to the
business

Sustaining
business
Performance

.Provide opportunity for
continuous training and
development
. Make employee information,
capabilities and development
available for managerial decisionmaking

Improvements
in HR Strategic
effectiveness

.HRM policy
/practices
consistency
. HR technology
competence
. Clarity of eHRM goal
. Expectations of
e-HRM
.Line managers’
acceptance of
e-HRM

Intra-organisational HR
Communication

Sustaining the
productive use of
resources
Sustaining the
ability to create
value for
customers
Sustaining the
ability to deal with
competitors

. Provide accurate and timely
information
. Improve the flow of new ideas
. Reduce variance in goal
attainment

Figure 3.5: Expanded version of the proposed model linking e-HRM to sustaining business
performance using the Human Capital Management approach

A set of hypotheses were generated from this model, as summarised below:
Hypothesis 1a: The contextual factors will have a significant positive relationship with the use of eHRM for performance management activities.
Hypothesis 1b: The contextual factors will have a significant positive relationship with the use of eHRM for intra-organisational HR communication.
Hypothesis 2: The use of e-HRM for intra-organisational HR communication will have a significant
positive relationship with the use of e-HRM for performance management activities.
Hypothesis 3a: The use of e-HRM for performance management activities will have a significant
positive relationship with improvements in HR’s strategic effectiveness.
Hypothesis 3b: The use of e-HRM for intra-organisational HR communication will have a significant
positive relationship with improvements in HR’s strategic effectiveness.
Hypothesis 4: Improvements in HR’s strategic effectiveness will have a significant positive
relationship with sustaining business performance.
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3.5.2 Proposed relationship between e-HRM and sustaining business performance using
the Information Management approach
The concepts in Figure 3.6 have been pulled together from the literature review and it is
underpinned by the ‘Integrated Value Chain theory’. It proposes that when e-HRM is used to
make employee information, capabilities, and development available for managerial decisionmaking, this will enhance and improve the quality of Corporate HR information used for
managerial decision-making (a HR ‘strategic capability’)- that is expected to enable e-HRM
enhance HR’s capability to contribute to creating a basis for differentiation and to sustaining
business performance overtime (as elaborated in section 3.4.4.2).

E-HRM Usage

Contextual Factors
-IT Context
- HRM Context

- Using e-HRM to make
employee information,
capability and development
available for managerial
decision -making.

Enhanced HR strategic
Capability
-Improvements in the
quality of Corporate HR
information for
managerial decisionmaking

Sustaining
Business
Performance

Figure 3.6: Proposed model linking e-HRM to sustaining business performance using the
Information Management approach

Contextual factors
The contextual factors for this model are the same as the ones used in the model based on the
HCM approach in Figure 3.4.
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Configuration
E-HRM usage
Drawing from the ‘Integrated Value Chain theory’, Figure 3.6 proposes that using e-HRM to
make employee information, capabilities, and development available for managerial decisionmaking, it will enhance HR’s strategic capability to contribute to creating a basis for
differentiation.

Consequence
Enhanced HR strategic capability
Using e-HRM to make employee information, capabilities, and development available for
managerial decision-making is expected to enhance HR’s strategic capability to contribute to
creating a basis for differentiation, through the enhanced and improved quality of strategically
relevant Corporate HR information it provides for managerial decision-making (Kingsbury,
1997; Tansley et al., 2001).

Business outcome
Sustaining business performance
Figure 3.6 proposes that by enhancing HR’s strategic capability to contribute to creating a
basis for differentiation, this will in turn enhance HR’s capability to contribute to sustaining
business performance over-time. It was therefore hypothesised that:
Hypothesis 5: The contextual factors will have a significant positive relationship with using e-HRM to
make employee information, capabilities and development available for managerial
decision-making.
Hypothesis 6: Using e-HRM to make employee information, capabilities and development available
for managerial decision-making will have a significant positive relationship with
improvements in the quality of Corporate HR information for managerial decisionmaking.
Hypothesis 7: Improvements in the quality of Corporate HR information for managerial decisionmaking will have a significant positive relationship with sustaining business
performance.
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3.5.3 Proposed relationship between users’ perception and e-HRM usage using the
Technology Acceptance Model

The Technology Acceptance Model (TAM) (Davis, 1989) is one of the perspectives used in IT
adoption research to provide an understanding of the determinants of technology usage in
organisations (as illustrated in Table 3.4). TAM in addition to the Unified Theory of
Acceptance and Use of Technology (UTAUT) (Venkatesh et al., 2003), the Diffusion of
innovation theory (Rogers, 1983), and the Theory of Reasoned Action (TRA) (Fishbein and
Ajzen, 1975), which originate from IT research are often used to frame problems of users’
reaction to e-HRM usage in e-HRM research (as illustrated in Appendix 3).
Ruel and Bondarouk (2008) state that the inclusion of TAM in e-HRM studies results from the
idea that the use of e-HRM by targeted end-users is largely determined by the level of
usefulness of the HR information technology and its ease of use. However, TAM has been
extended to TAM2 (Venkatesh and Davis, 2000) and TAM3 (Venkatesh and Bala, 2008), to
accommodate the short-comings or criticisms of TAM as elaborated below.
Nonetheless, TAM developed by Davis (1989) was used for the research because amongst the
recognised user acceptance theories, TAM allowed the research to address its third objective
centred on determining users’ perception towards e-HRM and how this influences the use of
the technology by targeted end-users, which is believed to depend largely on their level of
perceived usefulness and Perceived ease of use of e-HRM (Ruel and Bondarouk, 2008).
Additionally, TAM was used because it is widely acknowledged and applied in IT research for
its robustness across settings and populations, for its advantage of being understandable and
simple (Venkatesh, 2000), and because of its wealth of continued empirical support (AmoakoGyampah and Salam, 2004; Abbasi et al., 2011).
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Table 3.4: Examples of Perspectives used to identify the determinants of technology usage
Theory

Core Construct

Definitions

Theory of
Reasoned
Action
(TRA)

Attitude Toward
Behaviour
Subjective norm

The positive or negative feeling that an individual has towards certain
behaviour
A person's perception that most people who are important to him think
he should or should not perform the behaviour in question

Theory of
Planned
Behaviour
(TPB)

Attitude Toward
Behaviour
Subjective norm

The positive or negative feeling that an individual has towards certain
behaviour
A person's perception that most people who are important to him think
he should or should not perform the behaviour in question
The restriction that an individual has experienced from inside and
outside towards his behaviour

Technology
Acceptance
Model
(TAM)
Technology
Acceptance
Model 2
(TAM2)

Technology
Acceptance
Model 3
(TAM3)

Diffusion
of
Innovation
Theory
(DIT)

Perceived
Behavioural
Control
Perceived
Usefulness
Perceived Ease of
Use
Perceived
Usefulness
Perceived Ease of
Use
Subjective norm

The degree that the user believes that using the information system can
improve work performance
The degree that the individual believes it is easy to use the system
A person's perception that most people who are important to him think
he should or should not perform the behaviour in question

Perceived
Usefulness
Perceived Ease of
Use
Experience

The degree that the user believes that using the information system can
improve work performance
The degree that the individual believes it is easy to use the system

Relative Advantage

The degree to which using an innovation is perceived as being better
than its precursor
The degree to which using an innovation is perceived as being consistent
with the existing values, needs and past experiences of potential adopters
The degree to which using an innovation is perceived as being easy to
use
The tangibility of the result of using the innovation, including their
observability and communicability
The degree to which use of an innovation is perceived to enhance one’s
image or status in one’s social system
The degree to which one can see others using the innovation
The degree to which use of an innovation is perceived as being voluntary
or of free will

Compatibility
Ease of Use
Result
Demonstrability
Image
Visibility
Voluntariness of
use

Unified
Theory of
Acceptance
and Use of
Technology
(UTAUT)

The degree that the user believes that using the information system can
improve work performance
The degree that the individual believes it is easy to use the system

Performance
Expectancy
Effort Expectancy
Social Influence
Facilitating
Conditions

The increasing hands-on experience with a system

The degree that the user believes that using the information system can
improve work performance
The easiness that an individual thinks of when using the system
The degree that an individual senses that the person who is important to
him thinks that he should or should not use the new system
The degree of support that an individual feels from the organisational
and technical relevant equipment towards system use.
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TAM was developed by Davis (1989) as an adaptation of the Theory of Reasoned Action
(TRA) (Fishbein and Ajzen, 1975; Ajzen and Fishbein, 1980). It proposes that perceived
usefulness and perceived ease of use of IT systems are the major determinants of whether or
not the intended users of an IT system will actually use it (Davis, 1993). This intention is
determined by a technology’s significant perceived usefulness and perceived ease of use, which
leads to the building of the attitude towards using the technology (as illustrated in Figure 3.7).
The attitude towards using an IT system, in turn becomes the determinant of user’s intention
to use it (Davis, 1993). Accordingly, the goal of TAM is to help explain and predict IT adoption
by users of new technology in an organisational setting (Yousafzai et al., 2007; Lin and Chang,
2011; Liao et al., 2011).

Perceived
Usefulness

Attitude
towards
use

External
Variables

Behavioural
Intention to
Use

Actual system
use

Perceived
Ease of use

Figure 3.7: Original Technology Acceptance Model, Source: Davis (1989)

Based on TAM, the perceived usefulness (PU) construct refers to “the degree to which an
individual believes that using a particular system will enhance his/her job performance” (Davis,
1989, p.320). While, the perceived ease of use (PEOU) construct is, “the degree to which an
individual believes that using a particular system will be free of physical and mental efforts”
(Davis, 1989, p. 323). Legris et al. (2003) states that the external variables help to provide a
better understanding of what influences PU and PEOU, as their presence guides the actions
needed to influence a greater use of IT systems by intended users.
TAM has, however, been criticised of being only able to explain about 40% of IT system usage
(Legris et al., 2003) and its predictive power has been criticised of lacking the ability to provide
system designers with sufficient information needed to produce users’ acceptance for new
technology (Venkatesh, 2000). At the same time, focusing only on PU and PEOU has been
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criticised of not being the only factors that inform technology usage decisions because this
requires fully explaining decisions and behaviour across a wide range of technologies, adoption
situations and differences in decision-making and decision makers (Bagozzi, 2007).
Linked to this, Venkatesh and Davis (2000) proposed TAM2- an extension of TAM after four
longitudinal field studies. This involved extending TAM to include: ‘social influence
processes’ (subjective norm, voluntariness, and image) and ‘cognitive instrumental processes’
(job relevance, output quality, result demonstrability, and perceived ease of use). Venkatesh
and Bala (2008) extended TAM further to develop TAM3, with the intent to gain an
understanding of the role ‘interventions’ play in IT adoption. Venkatesh and Bala (2008)
further proposed that ‘IT experience’ would moderate the relationships between PEOU and
PU. And proposed that ‘IT experience’ is an important moderating variable in IT adoption
contexts because they believe that individual reactions toward an IT system may change over
time and the changing perceptions can play an important role in determining individuals'
continuance intention and long-term use of a system. Nonetheless as mentioned earlier, the
original TAM is still accepted as highly relevant (Voermans and Veldhoven, 2007).

3.5.3.1 Revised Technology Acceptance Model for the research
Drawing from TAM, it is believed that users’ attitude towards the value e-HRM creates in their
organisation may influence or affect their strategic use of the technology and this will be largely
determined by PEOU and PU, as shown in Figure 3.8.

Perceived
Usefulness

Attitude
towards the
Value e-HRM
creates

Contextual
Factors

Strategic use of
e-HRM

Perceived
Ease of Use

Figure 3.8: Revised Technology Acceptance Model for the research
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Contextual Factors
The contextual factors on the revised TAM developed for the research (Figure 3.8) are the same
ones used in the exploratory models based on the HCM approach (Figures 3.4 and 3.5). This is
the case because the contextual factors used on those models are expected to influence or affect
PEOU and PU, and provide an understanding of what influences the use of e-HRM by the
intended end-users (Venkatesh, 2000). It was therefore proposed that:
Hypothesis 8a: The contextual factors will have a significant positive relationship with PU.
Hypothesis 8b: The contextual factors will have a significant positive relationship with PEOU

Users Perceptions (PEOU and PU)

PEOU and PU constructs in TAM have been noted to be heavily researched in TAM studies
(Legris et al., 2003) because TAM emphasises that users’ acceptance of a new technology is
determined by its significant PU and PEOU, which leads to the building of the attitude towards
using the technology. Empirical studies posit that the major effect of PEOU is through PU,
rather than directly on user’s behavioural intention (BI) (Yousafzai, 2007). Because it is
believed that all things being equal, the easier it is to use a technology the more useful it
becomes to the user (Venkatesh, 2000). Nonetheless, King and He (2006) who performed a
statistical meta-analysis on 88 published TAM studies reveal that the only context in which the
direct effect of PEOU on BI is very important is in internet applications. The direct effect of
PEOU on user’s intention has also been found to be stronger in the early stages of learning and
behaviour, as well as, pre-implementation (Davis, 1989; Venkatesh et al., 2003; Dong, 2009).

Abbasi et al. (2011) argue that when the relative advantages of the internet and TAM is
considered, it is expected that if attitudinal beliefs (PU and PEOU) are positive towards the
internet, then it is most likely that there will be positive effects of users’ behavioural intention
to use it. Following this, it is expected that if HR professionals and Line managers believe that
using e-HRM to perform HR activities will improve their performance in carrying out those
activities, it will significantly influence their attitude towards the value e-HRM creates.
Additionally, if they spend less time learning to use it, this will significantly influence their
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attitude towards the value e-HRM creates in their organisation. Accordingly, it was proposed
that:

Hypothesis 9a: PU will have a significant positive relationship with HR professionals’ and Line
managers’ attitude towards the value e-HRM creates in their organisation.
Hypothesis 9b: PEOU will have a significant positive relationship with HR professionals’ and Line
managers’ attitude towards the value e-HRM creates in their organisation.

In accordance with TAM, it is also expected that PEOU will significantly influence PU, since
IT systems that are easy-to-use will also be perceived to be more useful to the intended users
(Davis, 1989). Following this, it was hypothesised that:
Hypothesis 9c: PEOU will have a significant positive relationship with PU.

E-HRM Usage

The use of e-HRM is an observable act performed by individuals based on their experience or
mediated by some vivid observation of how the system is used. And it is expected that all else
being equal, if HR professionals and Line managers perceive e-HRM to be beneficial towards
increasing their performance as they carry out their HRM activities, it will significantly
influence their attitude towards the value e-HRM creates in their organisation. This is in turn
expected to influence their use of the technology. Thus, it was hypothesised that:

Hypothesis 10a: HR professionals’ and Line managers’ attitude towards the value e-HRM creates in
their organisation will have significant positive relationship with their use of e-HRM
(both transactional and strategic use of e-HRM).
Hypothesis 10b: HR professionals’ and Line managers’ attitude towards the value e-HRM creates in
their organisation will have significant positive relationship with their transactional use
of e-HRM.
Hypothesis 10c: HR professionals’ and Line managers’ attitude towards the value e-HRM creates in
their organisation will have significant positive relationship with their strategic use of
e-HRM.
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3.5.3.2 Revised Technology Acceptance Model using only PU

To critically explore how ‘HR professionals’ and Line managers’ perception of e-HRM’s
ability to support them operate a strategic HR role’ influences ‘their attitude towards the value
e-HRM creates in their organisation’ and ‘their strategic use of the technology’, only the PU
construct was used. For the HR professionals, it was done using the construct: Perceived
usefulness of e-HRM to HR operating a strategic HR role (PUHR). And for the Line managers,
it was done using the construct: Perceived usefulness of e-HRM to Line managers’ operating a
strategic HR role for their teams (PULM).

TAM supports the idea of using only the PU construct for this critical exploration because it
also emphasises the importance of PU over PEOU as a key determinant of users’ attitude
towards a technology (Lin and Chang, 2011). Karahanna et al. (1999) explains that this results
from the fact that:
“[as] users gain experience with the system, ease of use concerns seems to be resolved
and displaced by more instrumental considerations involving the efficiency of the
innovation to increase one’s job performance (i.e., perceived usefulness)” (p. 200).

In the same way, the strategic use of a technology is expected to largely depend on its perceived
usefulness to enabling users to increase their performance as they carry out their strategic
activities. Accordingly, PU will have a significant effect on users’ attitude towards a technology
for both experienced and inexperienced users towards the intended ‘strategic use’ of a
technology (Liao et al., 2011). Because what is important in the strategic use of a technology is
its ability to enable users to successfully assume a strategic role, which usually displaces the
concerns on the ease of use of the technology (Karahanna et al., 1999). Building on this, to
critically explore how ‘PUHR’ influences ‘HR professionals’ attitude towards the value e-HRM
creates’ and ‘their strategic use of the technology’, this was done as illustrated in Figure 3.9.

CF

PUHR

HR’s attitude towards
the value e-HRM creates

Strategic
use by HR

Figure 3.9: Revised Technology Acceptance Model for HR professionals' attitude towards the
value e-HRM creates
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Following Figure 3.9, it was hypothesised that:

Hypothesis 11a: The contextual factors will have a significant positive relationship with PUHR
Hypothesis 11b: PUHR will have a significant positive relationship with HR professionals’ attitude
towards the value e-HRM creates in their organisation

Hypothesis 11c: HR professionals’ attitude towards the value e-HRM creates in their organisation
will have a significant positive relationship with their strategic use of e-HRM

To critically explore how ‘PULM’ influences ‘Line managers’ attitude towards the value eHRM creates’ and ‘their strategic use of the technology’, this was done as illustrated in Figure
3.10.

CF

PULM

LMs’ attitude towards
the value e-HRM
creates

Strategic use by
LMs

Figure 3.10: Revised Technology Acceptance Model for Line managers' attitude towards
the value e-HRM creates

Following Figure 3.10, it was hypothesised that:

Hypothesis 12a: The contextual factors will have a significant positive relationship with PULM
Hypothesis 12b: PULM will have a significant positive relationship with Line managers’ attitude
towards the value e-HRM creates in their organisation

Hypothesis 12c: Line managers’ attitude towards the value e-HRM creates in their organisation will
have a significant positive relationship with their strategic use of e-HRM
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3.5.4 Proposed relationship between the strategic use of e-HRM and sustaining business
performance using the Resource Based View
Building on section 3.5.3.1, RBV was used to provide an understanding of how ‘the strategic
use of e-HRM by HR professionals and Line managers’ affects or influences ‘e-HRM’s
contribution to sustaining business performance’, which TAM cannot provide. Linked to this,
RBV argues that e-HRM’s ability to create strategic value and contribute to organisational
performance will lie in how it is used (Barney, 1991; Perez-Arostegui and Martinez-Lopez,
2014). This means that if e-HRM is used for HR transactions by the intended end-users it will
only deliver ‘Transactional/Operational’ e-HRM outcomes and if it is used strategically it will
deliver ‘Strategic/Transformational’ e-HRM outcomes. E-HRM literature (Tansley et al., 2001;
Gainey and Klass, 2008; Wahyudi and Park, 2014) adds that when e-HRM is used strategically
it will help to improve HR’s strategic orientation, which is expected to enhance HR’s capability
to contribute to creating, improving, and sustaining an organisation’s competitive advantage
and performance (Lemmegaard, 2009; Lawler and Boudreau, 2009).
Following this, Figure 3.11 shows the possible relationships between the strategic use of eHRM and sustaining business performance using RBV.

Figure 3.11: Diagram linking the Strategic use of e-HRM to sustaining business performance

Contextual Factor
The contextual factor used in the theoretical relationship shown in Figure 3.11, is the external
variable which may facilitate or inhibit the strategic use of e-HRM (Legris et al., 2003). In the
research, RBV was adopted to address the third research objective, thus, the strategic use of eHRM was proposed to be moderated by ‘users’ attitude towards the value e-HRM creates in
their organisation’, which is expected to influence and determine the strategic use by the
intended end-users, as suggested by TAM (Davis, 1989).
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Configuration
Strategic Use of e-HRM
The strategic use of e-HRM is an observable act performed by individuals based on their
experience or mediated by some vivid observation of how the system is used strategically.
Based on the theoretical model, it is expected that all else being equal, if the contextual factor
leads the intended end-users to perceive that their e-HRM technology is useful and beneficial
to increasing their performance as they carry out strategic HRM activities, it will significantly
influence or affect their strategic use of the technology. It was therefore hypothesised that:
Hypothesis 13: The contextual factor will have a significant positive relationship with the strategic
use of e-HRM

Consequence
Improved Strategic HRM orientation
Using e-HRM strategically is expected to ‘improve HR’s strategic orientation’. Since the
strategic use of e-HRM is about the intended end-users using the technology to enable ‘HR to
increase the time they spend on strategic planning and strategic HRM activities’. Thus, using
e-HRM to increase HR’s involvement in the strategic management of the business (Lepak and
Snell, 1998; Marler and Parry, 2015), leading to ‘an improved strategic HRM orientation’
(Lepak and Snell, 1998).

Business outcome
Sustaining business performance
Fig 3.11 proposes that ‘an improved strategic HRM orientation’ realised from the strategic use
of e-HRM should enhance/improve HR’s capability to contribute to creating, improving, and
sustaining competitive advantage and performance overtime. Thus, it was hypothesised that:
Hypothesis 14a: The strategic use of e-HRM will have a significant positive relationship with improved
strategic HRM orientation
Hypothesis 14b: The strategic use of e-HRM will have a significant positive relationship with
sustaining business performance
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Hypothesis 14c: Improved strategic HRM orientation will have a significant positive relationship with
sustaining business performance.

To compare how ‘the strategic use of e-HRM by HR professionals and Line managers’
influences or affects ‘e-HRM’s contribution to sustaining business performance’, it was also
hypothesised that:
Hypothesis 15a: The strategic use of e-HRM by HR professionals will have a significant positive
relationship with improved strategic HRM orientation
Hypothesis 15b: The strategic use of e-HRM by HR professionals will have a significant positive
relationship with sustaining business performance
Hypothesis 16a: The strategic use of e-HRM by Line managers will have a significant positive
relationship with improved strategic HRM orientation
Hypothesis 16b: The strategic use of e-HRM by Line managers will have a significant positive
relationship with sustaining business performance

3.6 Chapter Summary
The research was designed as a two-stage data-based theory building exploratory research, in
which the first stage involved developing exploratory models and generating hypotheses. This
Chapter discussed how the exploratory models were developed and how the hypotheses were
generated. The hypotheses were generated so that at the end of the research they will be further
refined to develop an integrative multidimensional model that links e-HRM to sustaining
business performance.
Building on this, the next Chapter- the Research Methodology and Methods Chapter sets out
the research philosophy, the epistemology, the research design and the data generation
techniques that were used to enable the research to answer its questions, maximise its
opportunity to address its objectives and maximise its opportunity to achieve its aim of theory
building- towards developing the integrative multidimensional model that links e-HRM to
sustaining business performance.
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Chapter 4
Research Methodology and Methods
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4.0 Research Methodology and Methods
4.1 Introduction
This Chapter sets out the methodology and methods used for the research. It begins with
discussions about the research philosophy which clarifies the epistemology, research design
and the extent to which the results are generalisable. Consideration is also given to how the
validity and reliability criteria were met and how the issues related to ethics were considered
and addressed.

4.2 Research Philosophy
The research was designed and undertaken as a qualitative research because there was no
investigative framework to explore the phenomenon under investigation and the lack of a
unifying understanding of the phenomenon. As a social phenomenon whose reality is socially
constructed (Bondarouk, 2011b), the research was about an in-depth analysis of the
phenomenon from the perspective of the social actors related to the construction of its reality.
Accordingly, the philosophical position adopted was the Phenomenological philosophy, which
holds as its general principle that: “philosophical priority should be given to an analysis of
experiences from the point of view of those who have the experiences or can have them”
(Pivcevic, 1975, p.xii). Thus, this philosophical perspective enabled the exploration of the
social phenomenon to draw from the analysis of the lived experiences of the relevant social
actors (i.e. HR professionals and Line managers) who participated in the research.
Within the Phenomenological philosophy there are different views to what course a
phenomenological research should follow and what the objectives of such a research should
be, since phenomenology does not designate a well-defined body of doctrine (Pivcevic, 1975).
At the same time, Dallmayr (1978) criticised Phenomenology of leading researchers to end
with merely subjective familiarity of the social situations and social structures of a
phenomenon, which makes such studies unable to contribute to the task of providing
explanations. To avoid this, the research involved an in-depth analysis of the phenomenon from
the perspective of the social actors dealing with significant qualitative data and adopting mixed
methods approach to accommodate the need to also collect quantitative data to test the
hypotheses generated in Chapter 3. This is illustrated in Figure 4.1.
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Philosophy:

Phenomenological Philosophy
Reason: It enabled the research to explore a social
phenomenon from the lived experiences of the
relevant social actors who had them.

Methodology:

Case study
Reason: The research investigated a topic that
remains unexplored.

Research Methods:

Mixed Methods
Reason: As a two-stage data-based theory building
exploratory research, qualitative and quantitative
data were both needed to undertake a
comprehensive analysis of the phenomenon.

Data Generation Methods:

Stage 1: Questionnaires
Reason: This method enabled the research to
gather both types of data in a short time and
provide data to build a comprehensive picture of
the phenomenon under investigation.

Stage 2: Semi-structured interviews
Reason: It enabled the research to explain in more
depth the phenomenon under investigation.

Figure 4.1: Structure of the Research Methodology and Methods
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4.3 Ontology
Ontology relates to considering the nature or reality of a phenomenon (Johnson and Duberley,
2000) and it concerns answering the question: what kinds of things really exist in the world?
In ontology, it is assumed that the reality or nature of a phenomenon which is represented by
objects and can be measured and modified are considered as real (Saunders et al., 2007), and
based on objectivism (Schutz, 1967). Since the objects being researched have separate
existence to that of the researcher, thus, the data collected based on this assumption are believed
to be far less open to bias. Making such research data objective in nature. Data gathered based
on objectivism can therefore be presented in the form of tables of statistical data and used as a
basis of knowledge generation.
Another type of reality researchers study is based on subjectivism (Schutz, 1967). That is, a
reality which cannot be represented by objects and can neither be measured or modified
(Saunders et al., 2007). The subjective view assumes that, “social phenomenon is created from
the perceptions and consequent actions of social actors” (Saunders et al., 2007, p.108). And
allows researchers to study realities in relation to the subjective phenomena of sense, i.e.
people’s feelings and attitudes as social phenomena (Kaufmann, 1975). Researchers who focus
on the subjective reality are, thus, concerned with data that cannot easily be measured or
modified and are presented in a narrative, rather than in statistical form. Saunders et al. (2007)
adds that it is the choice of the researcher to decide whether those data presented in statistical
form are more deserving in authority than those presented in a narrative when presenting
his/her research data.

4.4 Epistemology
Epistemology concerns answering the question: what is or should be considered as acceptable
knowledge in a discipline that helps us to study and gain knowledge of a phenomenon? Thus,
it refers to what researchers take into consideration, to ensure that they generate valid and
reliable knowledge of a phenomenon in a discipline.
For the research, consideration was first given to ‘the nature of the phenomenon’ under
investigation, which was that: it is a socially constructed phenomenon whose reality is
constructed by social actors. Secondly, consideration was given to ‘the nature of the research’
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which was that: it was a two-stage data-based theory building exploratory research. And given
to ‘the nature of the knowledge that needs to be generated’, which for the research was about:
generating a ‘complete picture of e-HRM’ (Strohmeier, 2007), which required a plurality of
research methods. And emphasised the need to gather both objective facts and narratives from
the social actors, and the triangulation of data sources, to produce a comprehensive evidence
of the social phenomenon.
Although e-HRM research has been predominantly positivist (Bondarouk et al. 2011a), the
critical review of e-HRM research done in Chapter 2 reveals that e-HRM research draws from
the interpretivist and realist perspectives as well (as illustrated in Appendix 1).

Table 4.1: Epistemological approaches commonly used in e-HRM research
Elements

Positivistic
Paradigm
Positivism

Post Positivistic Paradigm
Realism

Interpretivism

Ontology

Objectivity: Reality
is real and
apprehensible

Modified Subjectivity: Reality is real
but only imperfectly and
probabilistically apprehensible and
reality is derived partly from the
mind and agreement of human beings
or the social actor, so triangulation
from many sources is required to try
to know it

Subjectivity: Reality does
not exist without the mind
and agreement of human
beings or the social actor

Epistemology

Findings are trueResearcher is
objective by
viewing reality
through scientific
methods

Findings probably trueResearcher is value-aware and needs
to triangulate any perceptions being
collected

Findings probably trueResearcher is subjective by
viewing reality from the
interpretation of the
meanings people assign to
them

Common
Methodologies

Mostly concerns
theory testing and
verification of
hypotheses. Thus,
mainly quantitative
methods such as:
surveys and
experiments

Concerns theory building as well as
theory testing. Mainly qualitative
methods which includes; case studies
and convergent interviews. It also
encourages the use of triangulation
and mixed methods research which
allows interpretation of research
issues by qualitative and some
quantitative methods, such as
Structural equation modelling

Mostly concerns theory
building and interpretation
of human actions. Thus,
mainly qualitative methods
such as: In-depth
unstructured interviews,
focus groups, participant
observations and grounded
theory

Source: Adapted mainly from Healy and Perry (2000), based on Perry et al. (1999)

Following Table 4.1, the realist epistemology was adopted for the research because it
encourages using pluralistic research methods. Since realist social scientists try to navigate a
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middle course through the extremes of the positivist and interpretivist epistemologies, thereby
providing an alternative conception of the intellectual goals that drive social research and the
intellectual tools most appropriate to their realisation (Reed, 2011). Accordingly, the realist
approach is methodologically open -in the sense that it encourages researchers to triangulate
data sources, and use both qualitative and quantitative research methods for data generation
and data analysis (Healy and Perry, 2000), which allows researchers build theories and
validate/test theories in the same study. Combining both qualitative and quantitative methods
in the same study, in turn, allows researchers to use mixed methods approach (Creswell et al.,
2003). Using mixed methods approach in e-HRM research is common practice (as illustrated
in Appendix 1).
Furthermore, like the interpretivists, the realist social scientist views reality from the
interpretation of the meanings people assign to them, as they believe that, “our knowledge of
reality is a result of social conditioning and cannot be understood independently of the social
actors involved in the knowledge derivation” (Saunders et al., 2007, p.105). Opposed to
interpretivism, realism starts from a position similar to positivism in acknowledging that there
is a social reality that is external to the researcher and believe that a social reality can be
researched using approaches similar to natural science (Bryman, 1992). It differs from
positivism, by going further to suggest that the apparent social reality is underpinned by
invisible but powerful structures or mechanisms (Bhaskar, 1989). Since it starts from an
ontological perspective which believes that social inquiry is not value-free as positivistic
research or value-laden like the interpretivist, but value-aware (Healy and Perry, 2000), as
realist evaluations encompass the study of values, as well as, facts (Greene and Caracelli,
2003). Thus, it measures its properties using objective and subjective methods.
In using this epistemology to underpin any e-HRM research, it implies that the researcher
knows that the value presuppositions of the researcher and the research participants will
influence the language they use to describe the reality, and in describing the reality these values
cannot be separated from the facts. More so, like other ISs, the social mechanisms involved in
using e-HRM is not readily observable, which leads e-HRM research to require an
incorporation of theory and abstraction to explain the hidden influences (i.e. the hidden
processes or mechanisms) that produce the effects or events being studied (Wikgren, 2005).
Linked to this, Blaikie (2000) argues that the realist approach aims to explain observable
phenomena regarding these underlying structures and mechanisms, and uncover these
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underlying causal structures by expressing tendencies of things. As Blaikie states that realism
is based on:
“the building of models of mechanisms such that, if they were to exist and act in the
postulated way, they would account for the phenomena being examined. As these
models constitute hypothetical descriptions that, it is hoped will reveal the underlying
mechanisms” (Blaikie, 2000, p. 108).

Reed (2011) add that realist social scientists are often trying to explore the many interacting
mechanisms and structures that are potential prime candidates, or suspects for assigning causal
primacy in accounting for a specific set of events, processes and outcomes. This, however,
raises some major criticisms of the realist approach, as it is believed that in trying to identify a
prime causal mechanism that is in a complex interaction with many other mechanisms under a
range of contextual conditions, makes this type of research difficult, time consuming and
resource intensive. Nonetheless, realist social scientists generally believe that new knowledge
can be developed by subjecting theories/ theoretical models to empirical testing to determine
whether they are real or imaginary (Bhaskar, 1975; Ackroyd, 2011). Thus, it is concerned with
ontological depths and identifying causally efficacious mechanisms, rather than direct causeand-effect of a social phenomenon as positivists (Wikgren, 2005). Leading it to be concerned
with causality and the identification of causal mechanisms in social phenomena, different from
the traditional positivistic search for causal generalisations (ibid).
Using the realist approach for the research consequently allowed it to incorporate theory and
abstraction to explain the hidden influences that produce the effects or events being studied
(Blaikie, 2000; Wikgren, 2005). What was significant about this, is the fact that the use of
theories or models in realist research relates to the idea of using the value or theoretical
presuppositions of the researcher to contribute to making possible the interpretation and
understanding of the phenomenon under investigation. This is a notion that is consistent with
the interpretative, or hermeneutic-phenomenology, not purely descriptive, or eideticphenomenology which rules out presuppositions (Smith et al., 2009). For Heideggerian
hermeneutic-phenomenology argues that a comprehensive understanding of a new horizon of
meaning is derived when new data of experience articulated in a research study based on
theoretical preconceptions becomes a part of hermeneutic reflection and hermeneutic cycle, as
this leads to a dynamic movement towards further understanding (Ray, 1994). Since this moves
the meaning of the whole in relation to the respective theory and makes possible further
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understanding and enhancement of that theory, rather than meaning being captured as it is in
itself, as in Husserlain descriptive-phenomenology (ibid).
Following this, the interpretative Phenomenological analysis (IPA) (Smith, 1996) was the
technique used to collect and analyse the research data. It is an epistemology and technique
that was introduced in Experiential Qualitative Psychology by Jonathan Smith in 1996, and has
been picked up by related disciplines in human, health and social sciences. Smith et al. (2009)
write that IPA is an interpretative phenomenological approach which has as its main theoretical
cornerstones: Phenomenology (the study of lived experience); Hermeneutics (the theory of
interpretation); and Idiography (the in-depth analysis of a particular experiential phenomenon
from the perspective of particular people who are involved in a similar experience, in a
particular context by using a small carefully selected purposive sample, which may often make
very effective use of single case analysis). And as a branch of Phenomenology that is about an
in-depth study of a particular experiential phenomenon, it encourages using mixed methods
approach (Smith et al., 2009), that helps to provide a comprehensive understanding of the
phenomenon under investigation.
Building on this, the researcher’s involvement was based on the idea that it is impossible to be
totally detached and objective in gathering information on the social phenomenon as positivists.
Thus, the researcher’s involvement was premised on gathering information on the phenomenon
using an incorporation of the value presuppositions of the researcher and the research
participants in describing the reality. As the researcher’s theoretical presuppositions were used
to influence the construction of the meaning in gathering and analysing the research data, and
in the interpretation of the research findings at the end of the research. This draws from the
double hermeneutics used in IPA (Smith, 2004, 2010), which is about the researcher making
sense of the participant, who is making sense of a lived experience, and the researcher doing
this by seeing this through the researcher’s experientially informed lens (Smith et al. 2009).
Additionally, Smith et al. (2009) argues that the primary question in IPA research is usually
very open and includes questions such as: how do people make sense of a social phenomenon?
And the second- order research question infers the meaning which is quite external to the
account itself, such as: to what extent can the account be explained by theory? This is consistent
with the primary and second-order questions for the research, since the research participants
were asked how they make sense of the phenomenon under investigation using the question:
How can e-HRM contribute to sustaining business performance?, and the second question
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sought to pull out information on the extent to which the account could be explained by the
exploratory models developed for the research by asking the participants: What key factors
influence how e-HRM can contribute to sustaining business performance? Using this technique
consequently allowed the research to provide answers to its research questions and achieve its
aim.

4.5 Methodology
Case study methodology was adopted for the research because it was about exploring peoples
lived experiences of a social phenomenon- by looking at how they make sense of those
experiences, while pursuing a detailed idiographic case study examination (Smith, 2004).
Linked to this, Strohmeier and Kabst (2014) reveal that ‘power users’ are large organisations
with large number of employees, and a strategic orientation in general business and HR, which
make use of all three types of e-HRM technologies (i.e. the ‘Operational’, ‘Relational’, and
‘Transformational’ e-HRM technologies). And they are organisations that have greater success
with their e-HRM technologies. The case study was thus undertaken in a ‘power user’
organisation because of its aim to explore how ‘Transformational’ e-HRM can contribute to
sustaining business performance through the lived experiences of the relevant social actors that
have them.
At the same time, case study methodology is commonly used in e-HRM investigations because
it allows e-HRM researchers to study many factors and their inter-relationships (such as, HR
professionals, Line managers, employees and technology), in some depth. Yin (1994) add that
case study is best used with research questions that start with how and why questions and the
research asked similar research questions. While Sedmak and Longhurst (2010) suggest that
case studies are a good method for studying organisational processes, as well as for exploratory,
descriptive and explanatory purposes. Oates (2010) additionally pointed out that it is not
associated with just one underlying philosophy, since it can be used in studies underpinned by
positivism, interpretivism or realism. And in business studies, it is particularly useful when the
phenomenon under investigation is difficult to study outside the natural setting and when
concepts and variables investigated are difficult to quantify (Ghauri and Gronhaug, 2010).
This makes this methodology appropriate for IPA research, because IPA is usually undertaken
in the natural setting of the social phenomenon under investigation and it is characteristically
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about investigating concepts and variables that are difficult to quantify. Hence, its qualitative
nature. But to help provide a theoretical structure in its investigations, IPA allows the use of
theory and the generation of hypotheses that can be refined to build a theory. Smith et al. (2009)
add that since IPA is concerned with the micro-analysis of individual experiences, with the
texture and nuance arising from the detailed exploration and presentation of the lived
experiences, which is often done using single case analysis and a small number of participant,
it is usually undertaken with the aim to enrich the development of a more macro-analysis.
Using this methodology did have its short-comings, one of which was the issue of
demonstrating a theoretical contribution. Regarding this, Ridder et al. (2012) built on
Eisenhardt’s (1989) proposition of case study’s ability to contribute theoretically, to argue that
this issue can be addressed by positioning the findings from case study research vis-à-vis
existing works to signify a distinctive contribution, rather than merely offering a narrative that
suggests a contribution. For instance, when a case study research is underpinned by an
exploratory perspective, Ridder et al., suggests that to move from rich case study data to a
significant contribution, the theory building should be based on the comparison of the emergent
concepts, theory, or hypothesis with the extant literature. This way, Ridder et al. concluded that
case study can provide a theoretical contribution if it challenges, changes or fundamentally
advances our understanding of a phenomenon or initiate new theory. In line with this, this issue
was addressed in the research by basing the theory building on the comparison of the emergent
theory with the extant literature, and consequently advancing our understanding of the
phenomenon under investigation and initiating new theory.

4.6 Research Methods
A plurality of methods was used to collect the data because the research needed to incorporate
both qualitative and quantitative data to achieve its aim. It was further designed as a
triangulation mixed methods research, in which different but complementary data were
collected in the same research topic, to provide conclusions based on an integrated
interpretation of the findings from different sets of data (Creswell and Plano Clark, 2007).
Following this, the data collection was designed as a two-stage research in which data was
collected using questionnaires in the first stage, while semi-structured interviews were
conducted in the second stage, as illustrated in Figure 4.2.
136 | P a g e

Questionnaires

Stage 1

SemiStructured
Interviews

Stage 2

Data analysis and
discussions of
findings at this
stage

Data analysis
and discussions
of findings at
this stage

Discussions on findings
of stage 1 and 2 studies

Contribution to
theory and practice

Conclusions

Figure 4.2: Research Path from Data collection to Conclusions

4.6.1 Stage 1of the research: Questionnaires

4.6.1.1 Rationale for questionnaires
Stage 1 of the research was about gathering data using questionnaires to concurrently collect
both qualitative and quantitative data. In staying true to the philosophical underpinning of the
research and to give depth to it, the research instrument was divided into two parts. The first
part was designed as a set of open-ended free response questions, which allowed an in-depth
study of the phenomenon under investigation. Since this part of the questionnaire allowed the
respondents to explore their individual opinions of their e-HRM technology. Thus, the open ended questions were the means through which qualitative data was gathered, that is, data based
on meanings expressed through words (Saunders et al., 2007). To support the use of this means
of data collection for the research, Anderson (2005) argues that in many ‘human resource’
organisational-based investigations, qualitative data are helpful because they help provide
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answers to why things are the way they are. Thus, this qualitative data collection method
enabled the research to obtain rich and meaningful data on the social phenomenon under
investigation from the point of view of the relevant social actors.
The second part of the questionnaire was designed as a four-point scale Likert format (Currie,
2005), ranging from ‘1= strongly disagree’ to ‘4= strongly agree’. It was designed to collect
quantitative data, to measure e-HRM’s relationship to sustaining business performance and to
help provide a comprehensive evidence for studying the research problem. Anderson (2005)
also advocates this, by stating that it will be almost impossible to investigate an HR problem
or issue without some form of quantitative data, that is, data based on meanings derived from
numbers (Saunders et al., 2007), which however restricts the research participants’ ability to
explore their individual opinion of their e-HRM technology. The qualitative aspect of the
questionnaire therefore compensated for the restrictions created by the quantitative data
collection method (Breakwell et al., 2006). Regarding the time required to finish the research,
concurrently collecting both types of data using questionnaires is acknowledged to be an
advantage of the concurrent triangulation design because it results in a shorter data collection
time (Creswell et al., 2003), which made mixed methods questionnaires the most convenient
way to collect both types of data during the first stage of the research.

4.6.1.2 Sampling

As a triangulation-mixed method research, there was the need to collect both types of data on
the same questionnaire, to avoid giving undue weight to one database over the other during the
data analysis stage (Creswell and Plano Clark, 2007). And in taking the research philosophy
into consideration while determining the sample size, also meant that a purposive sampling
method was needed to recruit the participants because the research participants had to be either
members of staff in a HR department that already operates a ‘HR strategic partner role’ (Marler,
2009) or are Line managers in that organisation. Since the HR professionals that work in a HR
department that already operates a ‘HR strategic partner role’ and Line managers in that
organisation are the social actors who are expected to use e-HRM strategically, to enable the
HR function to operate a strategic role, towards enabling HR to successfully operate as a valueadding component of the Business Strategy that facilitates business success, just as Kinnie et
al. (2005) and Ulrich and Brockbank (2005) suggests. As they suggest that the ‘HR strategic
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partner role’ implies that the HR function will become preoccupied with issues related to the
strategic partnering of the HR function with Line managers, aiming to enable HR meet its goals
through effective strategic formulation and strategy execution.

At the same time, although the use of e-HRM in the frontline encourages both Line managers
and employees to have direct access to their personal HR-related information using self-service
systems, Line managers are the only ones who can have access to ‘Transformational e-HRM’
tools in the frontline- so that they can have access to the HR-related information for their teams.
Because ‘Transformational e-HRM’ tools are implemented to enable managers to integrate
their HR-oriented objectives with the wider Corporate objectives (Tansley et al., 2001), aiming
to ensure that they can use the HR information provided by e-HRM to make front-line HR
decisions that will enable them to ensure that their teams can respond quickly to meet changes
in business needs.
This helps us to understand that it is the members of staff in a HR department that already
operates a ‘HR strategic partner role’ and frontline managers in that organisation who are the
relevant social actors intended to use ‘Transformational e-HRM’ in partnership, for the
technology to create strategic value and contribute to business performance (as elaborated in
sections 2.3.1.3 and 3.4.2). Accordingly, they were the relevant social actors for the research,
since they are the ones who will have the lived experiences of the social phenomenon under
investigation (as elaborated in section 5.2.3.2).
Furthermore, since the research was an IPA research which is usually about the micro-analysis
of the lived experiences of a small number of participants (Smith, 2004; Smith et al., 2011) and
the fact that the research was mainly a qualitative mixed methods research (following a Qualquan design), the emphasis of the sample size was not about representativeness but about
thinking purposively and conceptually about sampling (Denzin and Lincoln, 1994). Thus, 50
HR professionals and 50 Line managers who could be randomly selected in the case study
organisation were considered for the first stage of the research.
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4.6.2 Stage 2 of the research: Semi-structured interviews
Semi-structured interviews were used as the only data collection method for Stage 2 of the
research. This refers to a flexible method of obtaining information, face-to-face with
respondents (Fitzgerald and Dopson, 2011). It involves the use of a list of themes to be covered
and questions to be asked, however, researchers are encouraged to change the order of the
questions depending on the flow of the conversation. Additional questions can be asked if the
interviewee brings up issues the researcher (interviewer) identifies to be relevant but had not
prepared questions for, before the interview (Oates, 2010). Fitzgerald and Dopson (2011) add
that having a standardised form of data gathered by semi-structured interviews will make it
easier for the data to be analysed, especially using qualitative analytic techniques. As the aim
of producing a standardised interview schedule is to have accurate data gathered from a range
of individuals who are all asked the same questions (Cassell, 2011).

What was important about this method for the research is the fact that it is used where the
primary purpose is theory building, rather than theory testing (Creswell, 2009), and the fact
that data collected in IPA research mainly involve the use of semi-structured interviews (Smith
et al., 2009). This draws from the fact that semi- structured interviews are suitable for in-depth
investigations, especially those aimed at exploring personal accounts or feelings of social
actors. This is the case because interviews are commonly used as the means to collect and
analyse data for studies of which little is known about the concept or phenomenon under
investigation, because little research has been done on it (Creswell, 2009).

Semi-structured interviews are, therefore, commonly used in case studies and other research
methodologies that aim to provide researchers with rich detailed information about the
phenomenon under investigation. On the other hand, seeking this type of information makes
semi-structured interviews less useful for research inquiries where researchers aim to draw
generalisable conclusions because they will only collect different responses from all
interviewees and given the timeframe of the research, researchers may only end up drawing
conclusions from a small number of cases because of the large amount of data it generates
(Oates,2010).

140 | P a g e

4.6.2.1 Rationale for using Semi-structured interviews
Following the first stage of the data collection process which involved using questionnaires,
semi-structured interviews were conducted to collect richer and deeper data, to explore the
social phenomenon under investigation in more depth from some HR managers and Line
managers. Aimed to help the research to piece together the understanding gathered in the first
stage of the research, towards developing theoretical assumptions.

4.6.2.2 Sampling
In terms of sample size for the semi-structured interviews, rather than selecting many people,
the decision was based on the need to identify a small number of the relevant social actors
(comprising of HR managers and Line managers), who will be able to provide rich detailed
information on the social phenomenon through their lived experiences of it.

Not so many people were interviewed, so that the researcher would not be in the danger of
being overwhelmed by the amount of data generated (Smith, 2004). And because it is more
problematic to try to meet IPA’s idiographic commitments with a sample that is ‘too large’,
than with one that is ‘too small’ (Smith et al., 2011). In making the decision on the final sample
size for the interviews, ethical issues were also taken into consideration- in relation to the fact
that it could be argued that collecting more data than is needed may be unethical, since it
exposes people to a process they did not need to undergo (Evans, 2010).

4.7 Theory Building
Reflecting on the fact that the research was designed as a Qual-quan mixed methods research,
this led the research to draw mainly from the inductive perspectives for its theory building
(Creswell and Plano Clark, 2007). This was the case because as earlier stated, there was no
existing investigative framework to undertake the research. Accordingly, for the research to
contribute to the existing body of knowledge, it needed to rely on the inductive perspective to
provide a coherent means of building new understanding of the phenomenon, giving it an
inductive theoretical thrust (Morse, 2003). To test the hypotheses generated, the deductive
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perspective was utilised. As such, the qualitative aspect of the research drew from the inductive
perspective, while the quantitative aspect drew from the deductive perspective to allow the
research draw valid and reliable conclusions and achieve its aim of theory building.

4.8 Validity and Reliability
For a triangulation-mixed methods research, Creswell and Plano Clark (2007) suggest that the
term triangulation validity should be used as an overarching validity that follows from a
researcher’s ability to draw evidence from different data sets that provide better results than
either data set. Tashakkori and Teddlie (2003) add that there is the need to differentiate data
quality from inference quality, because it is argued that bad measures or observations will lead
to inaccurate conclusions regardless of the design. Thus, they suggested that data quality and
inference quality need to be assessed separately, while also suggesting that what is important
for assessing data quality should be: identifying if the research data represents the theoretical
phenomena or attributes under investigation because nothing else in a study’s design matters,
since nothing good can emerge from bad data. The data quality criteria therefore, works to
ensure that mixed methods research measures what it sets out to measure, thereby, ensuring its
validity. Regarding the inference quality criteria of triangulation mixed methods research,
Bryman (2008) argues that this should lie on whether the quantitative and qualitative findings
are integrated, so that the research findings would lie on integrated interpretation. Since
Bryman believes that it is important for findings from a triangulation mixed methods research
to be more than the sum of the constituent parts to ensure validity.
In the research, validity based on its data quality was addressed by building the research
instruments from the exploratory models developed for the research and the key research
questions, so that the research could measure what it set out to measure. The inference quality
criteria were met by basing the conclusions on an integrated interpretation of the research
findings, which is a function of the interpretive rigour, while drawing inferences from the
study’s qualitative and quantitative findings. The reliability component was ensured by using
appropriate and reliable research methods and procedures, since the data was collected using
appropriate research methods in a standardised way, so that the operations of the research can
be repeated giving the same results.
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4.9 Pilot study
4.9.1 Purpose of the Pilot study
As soon as organisational access was gained to do the research in a case organisation that met
the study’s objective, consideration was given to conducting a pilot inquiry- to enable the
researcher to ensure that the research would be conducted using relevant questions, to provide
some conceptual clarifications for the research design, and to assess how long each data
collection activity is expected to last. This helped the researcher to have a clearer sense of the
research and it gave the researcher the ability to self-critique the adequacy of the methods used
with the aim to plan and reformulate as required, before commencing the main study. Thus, the
pilot inquiry was undertaken to:

1) Assess the adequacy of the proposed data collection methods for the main study.
2) Establish the suitability of the research instrument for the main study.
3) Adapt the research instrument to the case organisation, to make it easy to understand
and complete during the main study.
4) Explore the concepts on the exploratory models, to identify which concepts appeared
to be relevant to the case organisation, and to identify the relevant aspects which existed
within the organisation that had not already been considered.

4.9.2 Setting up the Pilot study
Following the researcher’s numerous unsuccessful communications with various organisations
that met the objective of the research, the organisation that agreed to be the case organisation
was one that was selected with the researcher’s supervisor who had the Director of Strategic
Planning, Performance and Capability as a contact and because the organisation primarily met
the objective of the research. To inform the contact about the research and to solicit the
organisation’s participation, the contact was sent the ‘Research summary’ document
(Appendix 7). After which a meeting was set-up in the organisation to give the research
supervisors and the researcher the opportunity to discuss the research with the contact and some
senior HR managers. During the meeting, they agreed to take part and a co-ordinator was
assigned to the researcher.
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A timeline for the data gathering process was requested by the research co-ordinator (Appendix
8), which enabled the co-ordinator to solicit the support of the members of staff who were
relevant for various activities. The information about the organisation, its activities, and
information about the integrated HR software implemented in the organisation were gathered
through meetings held with some members of staff who had the information and were willing
to make out time to provide them. Gathering these information is crucial to a single case study
research because it helps the study to focus on the context in which the phenomenon under
investigation takes place and it reduces the risk of misunderstanding the meaning of events in
which the phenomenon takes place (Tashakkori and Teddlie, 2003).

Before the pilot inquiry was conducted, 2 senior HR managers read through the questionnaire
to assess its suitability for the organisation and to assess how easy it will be to understand and
complete during the pilot and main study. At the end of this process, some issues were pointed
out which needed to be addressed before the questionnaire was pilot-tested, like having a more
comprehensive definition for e-HRM on the cover letter of the questionnaire and changing the
questionnaire from a 4-point Likert format questionnaire in the quantitative aspect to a 5-point
Likert format, to accommodate a middle-ground opinion. The questionnaire was then pre-tested
by 3 HR professionals who had both HR and Line management responsibilities. They
completed two questionnaires each- one completed from the HR perspective and another from
the Line management perspective.

4.9.3 Findings from the Pilot study
Given the exploratory nature of the research and the research questions, a key concern was to
investigate whether e-HRM can contribute to sustaining business performance and if it can, the
question was: how can this be achieved? From the pilot study, it was identified that there is a
strong feeling that e-HRM can improve HR’s contribution to organisational performance and
it was suggested to stem from e-HRM’s ability to:

a) Provide easier access to HR related information for managers and staff, such as, HR
policies and procedures.
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b) Enhanced Management information (MI) for decision-making for issues, such as,
workforce planning, performance management activities, sickness absence and
discipline.
c) Provide a central record of HR information, which enables members of staff to have
access to their total benefits package. This is seen to be useful because it is believed
that it is important for members of staff to understand the benefits of working for the
organisation, to improve the engagement levels.

4.9.3.1 e-HRM’s contribution to sustaining business performance
Findings from the pilot- study revealed that the participants agree that e-HRM can enable the
organisation ‘sustain its ability to create value for its customers’; ‘sustain the productive use of
its resources’; and ‘sustain its ability to deal with competitors’. And they agree that e-HRM
can enable the organisation to achieve these by offering HR professionals more time to engage
in Strategic HRM activities; by providing an effective performance management system; by
providing the means to achieve effective intra-organisational HR communication; and by
supporting the organisation develop a change-ready workforce.

Some of the reasons given for these opinions include:
By gathering more HR information, HR experts could spend more time in the
business resolving issues
By centrally capturing Corporate HR information to inform and support HR
strategy
By allowing businesses share valuable and important issues
By enhancing communications and providing ways of finding out information, and
by freeing-up HR professionals to focus on more strategic activities.

Although there was some positive feeling towards the idea that e-HRM can contribute to
sustaining business performance when it is used as a tool to enable or develop a change-ready
workforce, this was not strongly supported because it was not generally seen as something eHRM can do. As they also commented that:
Our e-HRM does not operate in that way
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Change requires skilled change agents and skilled managers; e-HRM will only back up
what change agents are doing
Change is cultural and needs conversations between line managers and their
team.

4.9.3.2 Value creating factors of e-HRM
There was a strong feeling that e-HRM can enable the organisation to achieve effective
performance management, as they believe that:
e-HRM ensures a consistent and corporate approach to performance management
e-HRM ensures that we can centrally capture the process or activities by being an
effective tracking tool.

Focusing on the performance appraisal aspect, it was stated that:

A skilled manager can use past appraisals to help build a picture of where a
member of staff’s weakness may be and address it.

However, it was pointed out that e-HRM should simply be a tool to help the process and not
be the complete answer, as they also commented that:
E-HRM will only ever be a tool to help the process. Effective performance management
requires skilled managers.

And they believe that e-HRM can contribute to effective performance management process:

if it is only used as a tool for recording.

At the same time, there was positive feeling towards e-HRM being an enabler of effective intraorganisational HR communication. As it was stated that:
e-HRM can be used to make information available to staff; e-HRM can be used to
help people understand how change affects them; and it can be used by senior
leaders to give the same message simultaneously.
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4.9.3.3 Comparing HR professionals’ and Line managers’ perception of e-HRM’s
Impact on HR’s contribution to organisational performance
There was a strong feeling from the Line management perspective that e-HRM increased HR’s
contribution to the organisation’s performance. To support this, they stated that:

[e-HRM] allows a central gathering of key information
e-HRM provides a measure of performance and workforce planning
e-HRM now allows lower grades to sign-off their own flexi claims, which has made
people feel more trusted and empowered.

The findings from the HR perspective did suggest that they did not generally feel that e-HRM
has increased HR’s contribution to organisational performance. As some of the opinions
suggest that e-HRM is not liked by people in the organisation, especially for performance
management. And base their opinion on the notion that:
People see the system itself as being performance management, not the process
behind it.

Seeing e-HRM this way in this organisation will and does have implications for the use and
development of e-HRM in the organisation (linked to section 3.4.4.1), which was investigated
further in the main study.

4.9.4 Lessons learnt from the Pilot study
The pilot study produced many learning points, some of which were expected and some others
were not. They included:

1) Assess the adequacy of the proposed data collection methods for the main study
This pilot study confirmed that the proposed methods for the data collection would be adequate
for the main study, most especially as the main emphasis was on encouraging anonymous
responses. The intention to use questionnaires for the first stage of the research was positively
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received through the feedback given at the end of the pilot study. The senior HR managers who
provided access for the research also approved the use of semi-structured interviews for the
second stage. Hence, the main study was undertaken using the proposed data collection
methods.

2) Establish the suitability of the research instrument for the main study
The questionnaire was found to be appropriate for the research. However, minor changes were
made in relation to the fact that some questions seemed to be repetitive and the questions
needed to generally emphasise more on asking the question: what does e-HRM now allow the
organisation do that the organisation could not do before its implementation?

3) Adapt the research instrument to the case organisation to make it easy to
understand and complete during the main study

At the end of the pilot study, a meeting was arranged with the people who participated to get
feedback on their experience in completing the questionnaire. This led to the need for a final
adjustment of the questionnaire to include: a) providing information regarding the main aspects
of e-HRM that will be explored on the cover letter of the questionnaire; b) clarifying what
sustaining business performance means in the research; c) changing the 5-point Likert format
of the quantitative aspect of the questionnaire back to a 4-point Likert format to enable the
research gather relevant data and not end up with only middle ground opinions; d) including
questions that will help to provide answers to the question: what does e-HRM now allow the
organisation do that the organisation could not do before its implementation?
Thus, basing the pilot-study on a sample of 3 HR professionals who have both HR and line
management responsibility, rather than a superfluous sample size enabled the research to have
a sample of relevant social actors who gave their full participation to the pilot study. It also
made following-up for feedback on the process possible in a short amount of time. More
importantly, having an in-depth discussion regarding the questionnaire and the research
questions with the people who participated in the pilot study, allowed the researcher to gather
relevant information that enabled the research to maximise the opportunity to collect only
relevant data needed during the main study.
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4) Explore the concepts on the exploratory models to identify which concepts
appeared to be relevant to the case organisation, and to identify the relevant
aspects which existed within the organisation that had not been considered already

The findings from the pilot study suggested that HR professionals and Line managers have
differing perceptions about e-HRM’s contribution to organisational performance. The extent
to which this influences e-HRM’s contribution to organisational performance was further
explored in the main study. While, the notion that e-HRM may not contribute to sustaining
business performance through its performance management tools in the organisation, because
the overarching performance management policy is not liked by people, was also further
investigated in the main study. And the findings which suggest that there is no strong feeling
towards e-HRM having the potential to contribute to developing a change-ready workforce,
was also probed in the main study.
Additionally, the small sample size of the pilot study did not allow the research to draw valid
conclusions from it and using only HR professionals may have introduced some bias to the
findings. These issues were addressed in the main study, as it had a larger sample size
comprising of both HR professionals and Line managers (i.e. Line managers who work outside
the HR department), and the data analysis included a detailed IPA technique with an integrated
interpretation of the findings, which increased the reliability and validity of the research
findings.

4.10 Research Ethics
To meet the need to balance: the pursuit of scientific knowledge and the rights of those being
studied, ethical issues were considered and built into the research design. Following the ethical
principles of Management Research suggested by Gray (2009), which includes the need to:
avoid harm to participants; ensure informed consent of participants; respect the privacy of
participants; and the need to avoid the use of deception.
Considering these throughout the research included the following:
a) The researcher obtained ethical approval from the Research Committee of the
University of South Wales before commencing research.
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b) The research was conducted subject to the ethical standards set out by the University
of South Wales.

c) The potential case organisations were duly informed about the research prior to its
commencement, as the researcher sent out a research brief to the organisations that
could potentially participate, so that they could make an informed decision on their
involvement or non-involvement, and to gain top management support. As the research
brief explains the purpose of the study; the desired research participants; the data
collection methods; and how the data collected will be used (see Appendix 4).

d) A covering letter was attached to the questionnaires sent out for the pilot- study
(Appendix 5) and the main study (Appendix 6), which explains the purpose of the
research and the research participants needed to take part in the different studies.
e) During the main study participants were given the option of opting out from the data
collection process at any point that they felt uncomfortable and anonymous responses
from the participants were encouraged.
f) Data obtained from the participants were treated with strict confidentiality and only
used for the purpose intended.

g) Sources of information used for the research were appropriately acknowledged.

4.11 Chapter Summary
The Methodology and Methods used to gather the research data were discussed in this Chapter.
Validity, reliability, research ethics and the pilot study were also discussed. The Chapter began
by discussing the research philosophy, which is the Phenomenological philosophy.
In doing this, it emphasised that in as much as the Phenomenological philosophy suggests a
purely qualitative research, it was the most suitable philosophy for the research- a mixed
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method qualitative research, because the research falls within a branch of the
Phenomenological philosophy known as the interpretative phenomenology, which encourages
the use of the mixed methods approach (Smith et al., 2009).
Thus, phenomenology was used for the mixed method research to ask both how and what
questions, as the research explored in some depth the social phenomenon under investigation
from the lived experiences of the relevant social actors. Since the research topic remains
unexplored, with limited literature on it and no existing investigative framework to undertake
the research.
In staying true to the philosophical underpinning and to give real depth to the research, the
research draws mainly from the inductive perspectives for its theory building. However, to
meet the need to test the hypotheses generated for the research, it utilised the deductive
perspective. Thus, the Phenomenological philosophy was used for the generation and
validation of social knowledge, to contribute to the existing body of e-HRM knowledge.
Following this, the next Chapter discusses the Main Study of the research. It starts by
discussing the background of the case organisation where the research was undertaken and it
discusses how the data was collected and analysed in the main study. Accordingly, details of
each aspect of the research are provided in the next Chapter to raise the transparency, rigour,
reliability, validity and replicability of the research.
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Chapter 5
Main Study
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5.0 Main Study
5.1 Introduction
This Chapter sets out a background information on the Office for National Statistics (ONS)
UK, to provide an understanding of the organisational context of the research. Consideration
is also given to the details of the main study, to help support the evaluation of the quality of the
research process, the findings, discussions and conclusions that follow. Accordingly, details of
each aspect of the research are provided to raise the transparency, rigour, reliability, validity
and replicability of the research.

5.2 The Case organisation
The case organisation that provides the organisational context for the research is the Office for
National Statistics (ONS), UK.

5.2.1 History of ONS

ONS evolved from the 1 April 1996 merger of the Central Statistical Office (CSO) and the
Office of Population Censuses and Surveys (OPCS), following a series of developments
designed to strengthen the relevance and integrity of statistics in the UK (Pullinger, 1997). The
CSO itself was established in 1941 by Sir Winston Churchill with the clear aim of ensuring
coherence of statistical information. However, the action taken in 1941 to establish the CSO
could have been achieved on several occasions in the preceding 100 years. The opportunity
was there - indeed, a decision to create a CSO was agreed in 1880 but was never implemented.
The call for a CSO on these earlier occasions stemmed from concern about both quality and
coverage of economic statistics (Bized, 2012).
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Table 5.1: ONS History
Year
1834 - 1941
1941
1960s

Activity
The need for a Central Statistics Office
The establishment of the CSO
The development of the CSO

1989

The expansion of the CSO

1996

The creation of ONS

Adapted from bized, 2012: website

Following the Statistics and Registration Service Act 2007, ONS which is the executive office
of the UK Statistics Authority became a non-ministerial department on 1 April 2008. Under
the Act, the Authority is responsible for promoting and safeguarding the production and
publication of official statistics which serve the public good.

5.2.2 Purpose of ONS
ONS works to produce and publish a wide range of the information about Britain that can be
used for social and economic policy-making, as well as, painting a portrait of the country as its
population evolves over time. This is often produced in ways that make comparison with other
societies and economies possible.
Much of the data on which policy-makers depend is produced by ONS through a combination
of a decennial population census, samples, surveys and analysis of data generated by businesses
and organisations, such as, the National Health Service and the register of births, marriages
and deaths. Both its publications and its publicly available raw data which are freely made
available are reported and discussed daily in the media as the basis for the public understanding
of the country in which they live.

154 | P a g e

5.2.3 ONS Today
ONS is currently UK's national statistical institute and the largest producer of official statistics
in the UK. It is also the only government department with the production of statistics as its
main role. It is independent of ministers and instead report through the UK Statistics Authority
to Parliament and the devolved administrations of Scotland, Wales and Northern Ireland, and
it has its corporate headquarters presently in South Wales, UK.
Its main responsibilities are:
•The collection, compilation, analysis and dissemination of a range of key economic, social
and demographic statistics about the UK;
•The provision of statistical leadership and methodological advice for the benefit of UK official
statistics;
•Representation of the UK internationally as the national statistical institute.
These responsibilities span more than 650 different statistical releases a year which rely on a
broad range of methods and systems. All outputs are produced in line with the ‘Code of Practice
for Official Statistics’ and relevant quality standards.

5.2.3.1 The People
As at 31 December 2014, the workforce was 3,659 Headcount or 3,091 FTE, with location
breakdown as:
•

Newport: Headcount of 1,866 and FTE of 1,749

•

Tichfield (excluding the Telephone Interviewers): Headcount of 694 and FTE of 635

•

London: Headcount of 40 and FTE of 38

•

All Interviewers (including the Telephone Interviewers): Headcount of 1,059 and FTE
of 669.
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5.2.3.2 The HR Function
Since ONS is a UK Public-sector organisation, its HRM model draws from the current HRM
model used in the UK Public sector. It is a HR model that draws from the business partnering
modelling of HRM originally developed by Ulrich in 1997, which implies that HR
professionals will be more involved in strategic planning from the onset and not only during
the strategy implementation stage, to match their human resource with business needs.
Implying that the expectations about HR roles in the Public sector are changing, as it is striving
to make the HR function leaner and more strategic. Following Ulrich’s HR model, the HR
function in ONS is made up of two elements: the transactional element known as ‘Customer
First’ and the expert service known as ‘People and Performance’. The transactional element is
no longer within the HR department because it was taken out in 2012 and has been removed
from the main HR structure because its activities are now managed by a third-party service
provider.
Thus, the HR function is structured as ‘a strategic partner’, not as a transactional area. As such,
the HR department takes responsibility of complex case work, rewards strategy, capability,
organisational change, and business partnering. Accordingly, this current structure is a way to
ensure that the HR strategy in the organisation is aligned with the Business Strategy and that
HR can spend quality time on activities of strategic value. This called for improvements in the
effectiveness and efficiency in the delivery of HR services through cost-reductions and the
provision of value-added services to the organisation. Thus, one of the major changes in the
HR department has been the increased use of HR information systems to support its activities,
particularly the use of an integrated HR software system (e-HRM).

5.2.3.3 The Integrated HR Software System in ONS
ONS has used Oracle HR system since August 2004. This HR system is in the form of a staff
portal that provides the platform to share information within the organisation, and it facilitates
employee and managers’ self-service. This stems from the fact that the Oracle system is a part
of an Oracle ERP project that integrates Finance, Procurement and HR, which introduced
employee and managers’ self-service tools across the organisation. Thus, managers can use the
system to carryout fundamental changes in relation to their employees, which include; salary
changes, allowances changes, processing leaves, updating and reporting absence, processing
156 | P a g e

overtime, comparing salaries, and performance ratings. Whereas, the employee self-service can
be used by employees to maintain their personal details online, look at their salary and payslip,
request holidays, record their own absences, and look at their performance and history.
The main drivers for the roll-out of this e-HRM technology in ONS were related to the need
to:
•

Have better management information

•

Use self-service applications

•

Reduce duplication of work across central services systems

•

Have cost savings in the delivery of HR services

The benefits presently observed since the roll-out has been in the areas of having better
management information; its self-service provision which gives individuals control of their
own HR affairs; the removal of the duplication of work; and cost savings through the
efficiencies and removal of manual activities.
In spite of these benefits, the implementation process has had challenges to achieving full
implementation which is believed to be related to issues, such as- the lack of awareness of what
the system can do; members of staff not accepting the change; the lack of full use of the
applications of the technology; the technology’s potential to add workloads to managers; the
opposition to the system’s overarching policy if unpopular, for example, the performance
management policy; and the lack of funds to invest in the technology that will allow its full
use. It is believed that these issues can be reduced or resolved if; a) more financial investment
is put towards its complete use; b) by providing better training to use the technology for the
intended end-users; c) by using the applications on the system innovatively; and d) through
user’s understanding of the problem that the technology allows them to resolve in the
organisation.
These issues provided a contextual background and justification for the research within ONS.
Since ONS was identified to be a ‘power user’ (Strohmeier and Kabst, 2014) that intends to
understand how its e-HRM technology can be used to its full potential, so that the organisation
can leverage its strategic advantages to enable HR to improve its contribution to organisational
performance.
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5.3 Research Details
This section sets out the relationships between the different concepts on the exploratory models
developed in Chapter 3, and reveals the specific research questions and hypotheses that were
empirically examined. It starts with a brief reference to the key research questions, it outlines
the sub-questions that help to provide answers to the key research questions, and summarises
the research objectives and maps them against the hypotheses generated. This section therefore
outlines the expected contribution that each theoretical relationship should make to addressing
the research questions, the research objectives and the hypotheses generated for the research.

5.3.1 Research Interest
The research started with the aim to explore the contribution of e-HRM to sustaining business
performance from the lived experiences of HR professionals and Line managers. The literature
review triggered the specification of the concepts relating e-HRM to sustaining business
performance through the theoretical development process in Chapter 3, which led to a
narrowing down process towards the justified selection of a theory to underpin the research
(section 3.4) and the development of exploratory models (section 3.5). The literature review
done in Chapter 2 helped with the selection of the research context (section 2.4.5) and the
identification of the research gaps in e-HRM value creation research (section 2.6). Identifying
the gaps helped to clarify the research questions that needed to be asked, so that the research
can address some of the research gaps identified.

Following this, the key research questions for the research included:
1) How can e-HRM contribute to sustaining business performance?
2) What key factors influence how e-HRM can contribute to sustaining business performance?

These research questions generated a few sub-questions that also needed to be answered, which
include:
1). Which strategic HR activities allows e-HRM add most value in organisations?
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2). How can the use of e-HRM for strategic HR activities enable e-HRM to contribute to
sustaining business performance?
3) How can the use of e-HRM to make employee information, capabilities and development
available for managerial decision-making contribute to sustaining business performance?
4). To what extent does the differences between HR professionals’ and Line managers’ attitude
towards the value e-HRM creates affect or influence their strategic use of the technology?
5). To what extent does the differences in the strategic use of e-HRM between HR professionals
and Line managers affect or influence e-HRM’s contribution to sustaining business
performance?
6). What are the suggestions that can be given to academics and practitioners that will lead
them to understand how to adopt and deploy e-HRM in ways that creates strategic value?

The key research questions and their subsequent sub-questions highlighted the overall research
aim. To achieve the research aim, the specific agenda of research objectives created included
the following:
1) To explore and identify factors that influence how e-HRM can contribute to sustaining
business performance,

2) To explain the mechanisms and social structures involved in sustaining business
performance using e-HRM, by providing an in-depth understanding of the factors
identified to influence this within the research,

3) To critically examine HR professionals’ and Line managers’ attitude towards the value
e-HRM creates in their organisation, aimed to understand how any differences between
individuals or groups might influence e-HRM’s contribution to sustaining business
performance,

4) To propose a model that enables academics and practitioners understand the link
between e-HRM and sustaining business performance.
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5.4 Data generation for Stage 1 of the research
5.4.1 Data generation using the Quantitative paradigm
In the first stage of the research, questionnaires were used to concurrently collect both
qualitative and quantitative data. The quantitative aspect of the questionnaire was focused on
collecting data to test the hypotheses on the exploratory models developed for the research. In
this section, Tables 5.2; 5.4; 5.6; and 5.8 summarise the mapping of the research questions, the
research objectives and the hypotheses generated for the exploratory models. While, Tables
5.3; 5.5; 5.7 and 5.9 show a description of the scale development.
Table 5.2: Mapping the Research questions, research objectives and hypotheses for the
exploratory model based on the HCM approach
Key Research Questions
•

How can e-HRM contribute to sustaining business performance?

•

What key factors influence how e-HRM can contribute to sustaining business performance?

Research objectives

Research questions

-To explore and
identify factors that
influence how e-HRM
can contribute to
sustaining business
performance, and

Hypothesis 1a:
1)How can the use of eHRM for strategic HR
activities, such as,
performance management
lead to improvements in
HR’s strategic
effectiveness?

- To propose a model
that enables academics
and practitioners
understand the link
between e-HRM and
sustaining business
performance.

2)How can the use of eHRM for performance
management contribute to
sustaining business
performance?

1)How can the use of eHRM for intraorganisational HR
communication lead to
improvements in HR’s
strategic effectiveness?
2)How can the use of eHRM for intraorganisational HR
communication contribute
to sustaining business
performance?

Hypotheses
Hypothesis 1a: The contextual factors will
have a significant positive relationship with the
use of e-HRM for performance management
activities.
Hypothesis 3a: The use of e-HRM for
performance management activities will have a
significant positive relationship with
improvements in HR’s strategic effectiveness.
Hypothesis 4: Improvements in HR’s strategic
effectiveness will have a significant positive
relationship with sustaining business
performance

Hypothesis 1b: The contextual factors will
have a significant positive relationship with the
use of e-HRM for intra-organisational HR
communication.
Hypothesis 2: The use of e-HRM for intraorganisational HR communication will have a
significant positive relationship with the use of
e-HRM for performance management activities.
Hypothesis 3b: The use of e-HRM for intraorganisational HR communication will have a
significant positive relationship with
improvements in HR’s strategic effectiveness.
Hypothesis 4: Improvements in HR’s strategic
effectiveness will have a significant positive
relationship with sustaining business
performance

160 | P a g e

Table 5.3 shows the description of the scale development for the HCM model (Figure 3.4).
Table 5.3: Description of the Scale development for the HCM model
Variable

Scale Source

Items

No.
of
items

Davis et al.,
1989; Voermans
and Van
Veldhoven,
2007; Ruel and
van der Kaap,
2012
Ruel and van der
Kaap, 2012;

- I have access to a Personal Computer (PC)
- Software applications are commonly used for dayto-day work in this organisation
- I generally find software applications easy to use
- I have received training to use e-HRM
-The information on e-HRM enables me to
effectively carryout my HR activities online
- HR professionals in this organisation have the
skills to support people working in this organisation
to work with e-HRM
- e-HRM helps to provide a clear relationship
between all HR communications in this organisation
- I expect that e-HRM will help me perform my
HR tasks better
-I have a clear understanding of the benefits of eHRM to this organisation
- I believe that e-HRM contributes to the success
of this organisation
- Line managers in this organisation accept eHRM to be a useful tool for people management
activities

Contextual
factors

IT Context

HRM Context

Self- constructed

5

6

Strategic use of
e-HRM

Performance
Management
Activities

Self-constructed

-e-HRM is a good data gathering tool for the
various Performance management activities in
this organisation
-e-HRM helps to provide greater clarity for
employees regarding their roles
-e-HRM helps to clarify the strategic choices of
this organisation to employees and managers
-e-HRM helps to keep managers’ and employees’

7

attention focused on the things that really matter to
this organisation
-e-HRM helps managers and employees to

Intraorganisational
HR
communication

Self-constructed

become aware of new business objectives as they
are created
-e-HRM’s e-learning solutions provide
opportunities for continuous training and
development in this organisation
-e-HRM makes employee information,
capabilities and development available for
managerial Decision-making
- e-HRM provides accurate and timely information
in this organisation
-e-HRM improves the flow of new ideas in this
organisation
-e-HRM helps to reduce variance in goal attainment

3
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Self-constricted

-Using e-HRM for intra-organisational
communication improves HR’s ability to
contribute to this organisation’s performance
-Using e-HRM for performance management
activities improves HR’s ability to contribute to
this organisation’s performance

2

Sustaining the
Productive use of
resources
(SPUR)

Self-constructed

8

Sustaining the
ability to create
value
(SCV)

Self-constructed

Sustaining the
ability to deal
with competition
(SDC)

Self-constructed

- Using e-HRM makes it easier for this
organisation to use its resources more
productively
- e-HRM helps this organisation sustain the
productive use of its resources, such as, time, Human
resources, material resources, etc.
-Using e-HRM for intra-organisational
communication makes it easier for this
organisation to provide products and services that
customers value
-Using e- HRM for performance management
activities makes it easier for this organisation to
provide products and services that customers
value
- e-HRM helps the organisation sustain its ability
to create value for its customers
- Using e-HRM for intra-organisational
communication makes it difficult for competitors
to copy the products and services this
organisation provides
- Using e- HRM for performance management
activities makes it difficult for competitors to
copy the products and services this organisation
provides
-e-HRM helps the organisation sustain its ability
to deal with competition

Improvements in
HR strategic
effectiveness

Sustaining
Business
Performance

Table 5.4 that follows shows a mapping of the research questions, research objectives and
hypotheses for the exploratory model based on the Information Management (IM) approach
(Figure 3.6).
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Table 5.4: Mapping the Research questions, research objectives and hypotheses for the
exploratory model based on the IM approach
Key Research Questions
•

How can e-HRM contribute to sustaining business performance?

•

What key factors influence how e-HRM can contribute to sustaining business performance?
Research objectives

-To explore and identify factors
that influence how e-HRM can
contribute to sustaining business
performance, and
- To propose a model that enables
academics and practitioners
understand the link between eHRM and sustaining business
performance.

Research questions

Hypotheses

Hypothesis 1a:
1) Can using e-HRM to make
employee information,
capabilities and development
available for managerial decisionmaking improve the quality of
Corporate HR information for
managerial decision-making?

H5: The contextual factors will
have a significant positive
relationship with using e-HRM
to make employee information,
capabilities and development
available for managerial
decision-making

H6: Using e-HRM to make
employee information,
capabilities and development
available for managerial
decision-making will have a
significant positive relationship
with improvements in the
quality of Corporate HR
information for managerial
decision-making.

2)Does using e-HRM to make
employee information,
capabilities and development
available for managerial decisionmaking contribute to sustaining
business performance?

H7: Improvements in the
quality of Corporate HR
information for managerial
decision-making will have a
significant positive relationship
with sustaining business
performance.

Table 5.5 which follows shows the description of the scale development for the IM model
(Figure 3.6).
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Table 5.5: Description of the Scale development for the IM model
Variable
Contextual factors
IT Context

HRM Context

Scale Source

Items

Davis et al., 1989;
Voermans and
Van Veldhoven,
2007; Ruel and
van der Kaap,
2012

- I have access to a Personal Computer (PC)
- Software applications are commonly used for
day-to-day work in this organisation
- I generally find software applications easy to use
- I have received training to use e-HRM
-The information on e-HRM enables me to
effectively carryout my HR activities online

5

Ruel and van der
Kaap, 2012;

- HR professionals in this organisation have the
skills to support people working in this
organisation to work with e-HRM
- e-HRM helps to provide a clear relationship
between all HR communications in this
organisation
- I expect that e-HRM will help me perform
my HR tasks better
-I have a clear understanding of the benefits of
e-HRM to this organisation
- I believe that e-HRM contributes to the
success of this organisation
- Line managers in this organisation accept eHRM to be a useful tool for people
management activities

6

Self- constructed

e-HRM
usage
electronic HR
Information
(eHRI)

No. of
items

Self-constructed

-e-HRM makes employee information,
capabilities and development available for
managerial Decision-making

1

Self-constricted

- e-HRM helps to improve the quality of
Corporate HR information for managerial
decision-making.

1

Sustaining the
Productive use of
resources
(SPUR)

Self-constructed

8

Sustaining the ability
to create value
(SCV)

Self-constructed

- Using e-HRM makes it easier for this
organisation to use its resources more
productively
- e-HRM helps the organisation sustain the
productive use of its resources, such as, time,
Human resources, material resources, etc.
-Using e-HRM for intra-organisational
communication makes it easier for this
organisation to provide products and services
that customers value
-Using e- HRM for performance management
activities makes it easier for this organisation
to provide products and services that
customers value
- e-HRM helps the organisation sustain its
ability to create value for its customers

Improvements in
the quality of
Corporate HR
information
Sustaining Business
Performance
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Sustaining the ability
to deal with
competition
(SDC)

Self-constructed

- Using e-HRM for intra-organisational
communication makes it difficult for
competitors to copy the products and services
this organisation provides
- Using e- HRM for performance management
activities makes it difficult for competitors to
copy the products and services this
organisation provides
-e-HRM helps the organisation sustain its
ability to deal with competition

Table 5.6 shows the mapping of the research questions, the research objectives and the
hypotheses for the Revised TAM models using only PU (i.e. Figures 3.9 and 3.10).

Table 5.6: Mapping the Research questions, research objectives and hypotheses for the Revised
TAM models using only PU
Key Research Questions
•

How can e-HRM contribute sustaining business performance?

•

What key factors influence how e-HRM can contribute to sustaining business performance?

Research objectives

Research questions

Hypotheses

-To critically examine
HR professionals’ and
Line managers’ attitude
towards the value e-HRM
creates in their
organisation, to
understand how any
differences between
individuals or groups
might influence e-HRM’s
contribution to sustaining
business performance.

1)Does PUHR influence
HR professionals’ attitude
towards the value e-HRM
creates?

Hypothesis 11a: The contextual factors
will have a significant positive relationship
with the PUHR
Hypothesis 11b: PUHR will have a
significant positive relationship with HR
professionals’ attitude towards the value
e-HRM creates in their organisation
Hypothesis 11c: HR professionals’
attitude towards the value e-HRM creates
in their organisation will have a significant
positive relationship with their strategic
use of e-HRM

- To propose a model that
enables academics and
practitioners understand
the link between e-HRM
and sustaining business
performance.

2) Does HR professionals’
attitude towards the value
e-HRM creates influence
their strategic use of the
technology?

3)Does PULM influence
Line managers’ attitude
towards the value e-HRM
creates?
4)Does Line managers’
attitude towards the value
e-HRM creates influence
their strategic use of the
technology?

Hypothesis 12a: The contextual factors
will have a significant positive relationship
with PULM
Hypothesis 12b: PULM will have a
significant positive relationship with Line
managers’ attitude towards the value eHRM creates in their organisation
Hypothesis 12c: Line managers’ attitude
towards the value e-HRM creates in their
organisation will have a significant
positive relationship with their strategic
use of e-HRM
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Table 5.7 is the description of the scale development for all the Revised TAM models
developed for the research.
Table 5.7: Description of the Scale development for all the Revised TAM models
Variable
Contextual
factors
IT Context

HRM
Context

Scale Source

Items

Davis, 1989;
Voermans and
Van Veldhoven,
2007; Ruel and
van der Kaap,
2012

- I have access to a Personal Computer (PC)
- Software applications are commonly used for day-to-day
work in this organisation
- I generally find software applications easy to use
- I have received training to use e-HRM
-The information on e-HRM enables me to effectively
carryout my HR activities online

5

Ruel and van der
Kaap, 2012;

- HR professionals in this organisation have the skills to
support people working in this organisation to work with
e-HRM
- e-HRM helps to provide a clear relationship between all
HR communications in this organisation
- I expect that e-HRM would help me perform my HR
tasks better
-I have a clear understanding of the benefits of e-HRM
to this organisation
- I believe that e-HRM contributes to the success of this
organisation
- Line managers in this organisation accept e-HRM to
be a useful tool for people management activities

6

Self- constructed

Perceived
Usefulness
Perceived
Usefulness
(PU)

Perceived
Usefulness
to HR
(PUHR)

Davis, 1989;
Self-constructed

Self-constructed

No. of
items

- I expect that e-HRM would help me perform my HR
tasks better
- I have a clear understanding of the benefits of e-HRM
to this organisation
- I believe that e-HRM contributes to the success of this
organisation
- Line managers in this organisation accept e-HRM to
be a useful tool for people management activities

4

- e-HRM helps to improve the quality of HR services
- e-HRM helps to improve the quality of Corporate HR
information for managerial decision-making
- e-HRM helps to reduce the time HR professionals
spend on administrative activities
- e-HRM helps to increase the time HR professionals
spend on strategic planning and strategic activities
- e-HRM helps to reduce the time HR professionals
spend supporting Line managers’ carryout their HR
administrative tasks
- e-HRM helps reduce the time HR professionals spend
supporting employees’ carryout their HR administrative
tasks
- e-HRM has improved HR’s capability to support Line
managers’ carryout their people management activities

7
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Perceived
Usefulness
to Line
Managers
(PULM)

Self-constructed

- e-HRM provides Line managers with online access to
data and information necessary to perform their HR
activities efficiently and effectively
- e-HRM provides better communication and flow of
information between Line managers and the people they
manage
-e-HRM provides Line managers with information,
capabilities and development of the people they manage
whenever they need it
- e-HRM improves the way managers monitor and
manage the performance of their staff
-e-HRM reduces the administrative burden related to
people management activities for Line managers
-e-HRM provides Line managers with the opportunity
to develop their people management skills at their
convenience through e- learning solutions

6

Perceived
Ease of Use
(PEOU)
Attitude
towards the
Value eHRM
creates
e-HRM
usage

Davis, 1989

- I find e-HRM too complex to understand and use

1

Self-constructed

- Do you think that using e-HRM for HR activities has
increased, decreased, or had no effect on HR’s
contribution to this organisation’s performance?

1

Transaction
al Use of eHRM

Davis, 1989

-I use e-HRM to carry out my day-to-day HR activities
-Line managers in this organisation use e-HRM for
their people management activities

Self-constructed

-Do you think e-HRM is used strategically (i.e. for
strategic HR activities) in this organisation?

Self-constructed

-Have you been involved in the strategic use of e-HRM?

Strategic
Use of eHRM
Strategic
Use of eHRM by the
organisation
Strategic
Use of eHRM by the
participants

4
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Table 5.8 presents a map of the research questions, the research objectives and the hypotheses
for the exploratory model underpinned by RBV, that links ‘users’ attitude towards the value eHRM creates’ to ‘e-HRM’s contribution to sustaining business performance’ (Figure 3.11).

Table 5.8: Mapping Research questions, research objectives and hypotheses for the exploratory
model underpinned by RBV
Key Research Questions
•

How can e-HRM contribute to sustaining business performance?

•

What key factors influence how e-HRM can contribute to sustaining business performance?

Research objectives
-To explore and identify
factors that influence how eHRM can contribute to
sustaining business
performance,
-To critically examine HR
professionals and Line
managers’ attitude towards
the value e-HRM creates in
their organisation to
understand how any
differences between
individuals or groups might
influence e-HRM’s
contribution to sustaining
business performance,
-To propose a model that
enables academics and
practitioners understand the
link between e-HRM and
sustaining business
performance.

Research questions
1)Does the strategic use of eHRM in the organisation
improve HR’s strategic
orientation?
2)Does the strategic use of eHRM by HR professionals
improve HR’s strategic
orientation?
3) Does the strategic use of eHRM by Line managers improve
HR’s strategic orientation?

4)Does the strategic use of eHRM in the organisation
influence e-HRM’s contribution
to sustaining business
performance?
5)Does the strategic use of eHRM by HR professionals
influence e-HRM’s contribution
to sustaining business
performance?
6)Does the strategic use of eHRM by Line managers
influence e-HRM’s contribution
to sustaining business
performance?

Hypotheses
Hypothesis 13: The contextual
factors will have a significant
positive relationship with the
strategic use of e-HRM
Hypothesis 14a: The strategic use
of e-HRM will have a significant
positive relationship with improved
strategic HRM orientation
Hypothesis 15a: The strategic use
of e-HRM by the HR professionals
will have a significant positive
relationship with improved
strategic HRM orientation
Hypothesis 16a: The strategic use
of e-HRM by Line managers will
have a significant positive
relationship with improved
strategic HRM orientation
Hypothesis 14b: The strategic use
of e-HRM will have a significant
positive relationship with
sustaining business performance
Hypothesis 14c: Improved
strategic HRM orientation will
have a significant positive
relationship with sustaining
business performance.
Hypothesis 15b: The strategic use
of e-HRM by the HR professionals
will have a significant positive
relationship with sustaining
business performance
Hypothesis 16b: The strategic use
of e-HRM by Line managers will
have a significant positive
relationship with sustaining
business performance.
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Table 5.9 presents the description of the Scale development for the model underpinned by
RBV.
Table 5.9: Description of the Scale development for the exploratory model based on RBV
Variable

Scale Source

Items

No. of
items

Contextual
factors
Attitude towards
the Value e-HRM
creates

Self-constructed

- Do you think that using e-HRM for HR
activities has increased, decreased, or had no
effect on HR’s contribution to this
organisation’s performance?

1

Self-constructed

-Do you think e-HRM is used strategically (i.e.
for strategic HR activities) in this organisation?

1

Self-constructed

-Have you been involved in the strategic use of eHRM?

1

Self-constructed

- e-HRM helps to increase the time HR

1

Strategic Use of eHRM
Strategic Use of eHRM by the
organisation
Strategic Use of eHRM by the
participants
Improved
Strategic HRM
Orientation
Sustaining
Business
Performance
Sustaining the
Productive use of
resources
(SPUR)

professionals spend on strategic planning and
strategic activities

Self-constructed

- Using e-HRM makes it easier for this
organisation to use its resources more
productively
- e-HRM helps the organisation sustain the
productive use of its resources, such as, time,
Human resources, material resources, etc.

Sustaining the
ability to create
value
(SCV)

Self-constructed

Sustaining the
ability to deal with
competition
(SDC)

Self-constructed

-Using e-HRM for intra-organisational
communication makes it easier for this
organisation to provide products and services
that customers value
-Using e- HRM for performance management
activities makes it easier for this organisation to
provide products and services that customers
value
- e-HRM helps the organisation sustain its
ability to create value for its customers
- Using e-HRM for intra-organisational
communication makes it difficult for
competitors to copy the products and services
this organisation provides
- Using e- HRM for performance management
activities makes it difficult for competitors to
copy the products and services this organisation
provides
-e-HRM helps the organisation sustain its ability
to deal with competition

8
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5.4.2 Data Generation using the Qualitative Paradigm
Open-ended free response questions were used in the first part of the questionnaires, to allow
the research to explore in some depth the social phenomenon under investigation. Since this
part of the questionnaire allowed the respondents to explore their individual opinions of their
e-HRM technology. This reasoning draws from the researcher’s assumptions about the
ontology and epistemology for the research, which is based on the notion that the understanding
of the social phenomenon under investigation lies not only on the facts gathered about it, but
also in how the social actors who have the lived experiences of the phenomenon choose to
provide meanings about it through personal narratives. Linked to this, Table 5.10 maps the
research questions and the research objectives that were addressed through the qualitative
paradigm, using the questionnaires.

Table 5.10: Mapping the Research questions and Research objectives for the qualitative aspect
of Stage 1 of the research
Key Research Questions

•

How can e-HRM contribute to sustaining business performance?

•

What key factors influence how e-HRM can contribute to sustaining business performance?
Research Questions

Research Objectives

1)Do you think that using e-HRM for intra-organisational
communication helps to provide members of staff with timely
and relevant information that can enable them to meet the
strategic objectives of this organisation?

- To explain the mechanisms and
social structures involved in
sustaining business performance
using e-HRM, by providing an indepth understanding of the factors
identified to influence this within
the study

2)Do you think that using e-HRM to conduct performance
management activities in this organisation can help managers
monitor and ensure that their staff can meet the strategic
objectives of this organisation?
3)In what way(s) do you think e-HRM can be used to help
this organisation have people who possess the relevant
information, the competence and confidence to always enable
the organisation meet its strategic objectives?

- To propose a model that enables
academics and practitioners
understand the link between eHRM and sustaining business
performance

4)Do you think e-HRM can contribute to this organisation’s
ability to attain sustained performance improvements?
5)What key factors do you think can hinder or prevent eHRM from contributing to this organisation’s ability to
sustain its performance improvements?
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5.5 Data Generation for Stage 2 of the research
Semi-structured interviews were conducted with some HR managers and Line managers, as the
only data collection method in Stage 2 of the research. This was done with the aim to generate
data that will help the research to explore in more depth the phenomenon under investigation
and piece together the understanding gathered using the questionnaires in the first stage. Table
5.11 maps the research questions and the research objectives that were addressed.

Table 5.11: Mapping the Research questions and research objectives for stage 2 of this
research
Key Research Questions

•

How can e-HRM contribute sustaining business performance?

•

What key factors influence how e-HRM can contribute to sustaining business performance?

Research Questions

Research Objectives

1) Do you feel e-HRM is useful to the people
management activities in this organisation? Why?
2) What influences HR managers’ /Line managers’ the
most to use e-HRM? What areas do you think the HR
department has benefited the most by using e-HRM?

- To explain the mechanisms and social
structures involved in sustaining business
performance using e-HRM, by providing
an in-depth understanding of the factors
identified to influence this within the
study

3) In what way do you think using e-HRM for - To propose a model that enables
performance management can improve HR’s
contribution to this organisation’s performance?

academics and practitioners understand
the link between e-HRM and sustaining
business performance

4)Do you feel using e-HRM for intra-organisational
communication improves HR’s ability to contribute to
this organisation’s performance? Why?

5)How do you think e-HRM can contribute to this
organisations’ ability to attain
performance improvements? Why?

sustained

6)What key factors do you think can help e-HRM
contribute to this organisation’s ability to attain
sustained performance improvements? And what key
factors can hinder this?
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5.6 Selection of Participants
The selection of the participants for the main study was based on the research’s need to explore
how e-HRM can contribute to sustaining business performance from the lived experiences of
the relevant social actors (i.e. HR professionals and Line managers) who work in the case study
organisation and were willing to participate in the research (as elaborated in section 4.6.1.2).
Thus, the participants were made up the HR professionals who worked in the HR department
and Line managers who worked outside the HR department, to remove any bias that could be
introduced if the Line managers also worked in the HR department.

5.7 Data Generation for the main study
The data used for the main study was gathered as summarised in Table 5.12.

Table 5.12: Summary of the Data Generation for this research
Stage 1: Questionnaires

Stage 2: Semi-structured interviews

Aim:

Aim:

To explore the interpretation of the contribution
of e-HRM to sustaining business performance
from the lived experiences of HR professionals
and Line managers and to measure e-HRM’s link
to sustaining business performance.

To explore in more depth the contribution of eHRM to sustaining business performance through
a detailed analysis of a small purposively selected
sample of HR managers and Line managers.

Data Generation:

Data Generation:

29 completed questionnaires, 10 completed by
HR professionals and 19 completed by Line
managers.

Completed between January- February 2015.

Semi structured interviews with 7 HR managers
and 7 Line managers.

Completed in April 2015.
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5.7.1 Stage 1 of the main study: Exploring the interpretation of the contribution of e-HRM to
sustaining business performance using questionnaires

The first stage of the main study started off with the intention to have 50 HR professionals and
50 Line managers complete the questionnaires, as stated in Chapter 4. However, as the case
organisation had only 38 HR professionals in its HR department, the research co-ordinator
contacted them via email to inform them about the research, using the information provided on
the cover page of the questionnaire (Appendix 6). From the population of the Line managers
who work in the organisation, 85 of them were contacted via email by the research co-ordinator
to inform them about the research. 85 Line managers were contacted with the expectation that
at least 38 of them will be willing and able to participate, so that the research data will have a
balance of opinions.

5.7.1.1 The Research Questionnaire
The questionnaire was developed to help ensure that the key aspects of the research could be
addressed. The questionnaire was used for the pilot study (Appendix 9) and after slight
modification it was also used for the main study (Appendix 10).

5.7.1.2 Questionnaire Distribution
The self-completed questionnaire prepared for the research was sent via email to the research
co-ordinator in the organisation (Appendix 10). It was then printed out by the research coordinator and sent via the office’s internal mail to the people who had been contacted, to
encourage anonymous responses from them. As the time for the data collection for this stage
of the research progressed, reminder emails were sent by the research co-ordinator to the people
who had been sent the questionnaire, to increase the return rate. At the end, 29 completed
questionnaires were returned. The resulting sample of 29 people would have rather been
disappointing, although not unusual in organisational research. However, Riley (1996)
supports this sample size in doing a micro-analysis of a social phenomenon, by stating that in
doing such research, researchers should aim for a sample of twenty to thirty completed
questionnaires. Since it is about checking out some of the researcher’s ideas developed to study
the different lived experiences of a few social actors in depth.
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5.7.2 Stage 2 of the main study: Exploring in more depth the interpretation of the
contribution of e-HRM to sustaining business
performance using semi-structured interviews

5.7.2.1 Setting up the Semi-structured interviews

In addition to the questionnaires used to collect data in the first stage of the research, semistructured interviews were conducted with some HR managers and Line managers in the
organisation because they are the ones who perform strategic HR activities in the organisation
and have the lived experience of the phenomenon under investigation. As such, they are the
people who will be able to provide rich detailed information on the social phenomenon under
investigation through their lived experiences.
In terms of numbers needed for the semi-structured interviews, rather than selecting many
people, the decision on sampling was based on the need to identify a small number of people
with strategic HR responsibilities to provide the information needed for the research because
it will only be possible to do the detailed nuanced analysis associated with IPA research on a
small sample (Smith, 2004) (as elaborated in section 4.6.2). Following this decision regarding
the sample size, the research co-ordinator informed some HR managers and some Line
managers about this stage of the research to solicit their participation. 7 HR managers and 7
Line managers agreed to take part in the semi-structured interviews, which were held at various
interview rooms in the organisation’s HR department. The interviews lasted mostly between
forty-five minutes and one hour.

5.7.2.2 The Interview Guides
The interview guides closely followed the topic and questions that were in the open-ended
aspect of the questionnaires used for the first stage of the research. Because they were
developed to help the research ensure that the key questions were addressed during the
interviews.
The interview guide used for the semi-structured interviews held with the HR managers is in
Appendix (11). While the one used for the interviews held with the Line managers is in
Appendix (12).
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5.8 Data Analysis
This section sets out the details of the process involved in breaking the research data down into
smaller units, to reveal their characteristic elements and structure. Since the research aimed to
provide interpretations, understanding and explanations around the research topic from the data
gathered from the two stages of the research.

Stage 1 of the research: DATA ANALYSIS OF THE QUESTIONNAIRES

Stage 2 of the research: DATA ANALYSIS OF
THE INTERVIEWS

Figure 5.1: Research Path of the data analysis
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5.8.1 Data Analysis for Stage 1 of the research
5.8.1.1 Quantitative Data Analysis
A coding and cleaning system was used to enter the quantitative data into the IBM SPSS 20
software that was used to analyse the quantitative data. Among the 29 responses, there were 6
cases of missing data observed which represented 1.15% of the total quantitative data collected.
The value of the missing data was less than 5%, which is unlikely to cause a problem or make
a difference to the outcome of the analysis (Hardy and Bryman, 2004). Nonetheless, an SPSS
Expectation Maximisation (EM) technique was used to replace the missing data values. The
EM technique is an SPSS technique used to replace values for missing data where the
missingness of the data is one in which the missingness is completely independent of both the
observed and the missing values (Hardy and Bryman, 2004). In using the EM technique, it is
suggested that the p value, that is, the estimated statistical significance should not be lower than
0.05 significance because if it is below 0.05 significance the data will either be a Missing At
Random (MAR) or a Missing Not At Random (MNAR) situation. When not below 0.05
significance, it will then be an MCAR situation, that is, a ‘Missing Completely At Random’
situation. Given that the EM estimated statistics for the quantitative data had a significance of
0.772, the missingness of its missing values was MCAR, which qualified the research to have
its missing data values replaced by the EM technique.
After preparing the data for the quantitative analysis, the more important issue arose which was
the issue of making the decision on the type(s) of analysis that will be done with the data. For
the research, it started with remembering that the theory of how we can come to know what
exists and how it exists for the research is based on the realist epistemology, which means that
it would be about identifying causally efficacious mechanisms, rather than the direct causeand-effect of the social phenomenon, as positivist research (Wikgren, 2005). Thus, the
Exploratory, Confirmatory and/or Comparative quantitative data analysis were considered.
Since realist research does not usually include the Prescriptive quantitative data analysis
because prescriptive quantitative analysis is used in studies in which it is argued that there is a
cause-and-effect, and that this relationship can be described in the form of mathematical
equations (Sedmak and Longhurst, 2010).
Linked to this, Exploratory Data Analysis is used in realist research because it involves
exploring and examining some characteristics of the data set as a whole, to help researchers
understand the structure of the set of the variables relevant for their statistical analysis. Thus,
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it is usually used when investigating a new area and at the early stages of a study- to gather
information about the data set as a whole and to enable the exploration of any interrelationships
among the sets of variables (Pallant, 2010). It relies on descriptive statistics and an inductive
approach, since it is concerned with discovery, that is, the desire to enhance the fit between
theory and evidence. As such, Exploratory Data Analysis is often regarded as a process of
mutual adjustment of the end concept and theories, which is used to help achieve an integrated
result of a study.
Saunders et al. (2009) state that it is the case because an exploratory study is designed to
examine a situation or a problem and to explain the relationship between the variables being
studied. Geering (2001) argue that an exploratory study usually considers issues of research
conceptualisation, theorisation and investigation, to discover more issues within the study and
to increase sensitivity and research evidence. While Meyer et al. (2005) adds that as the
exploratory study draws mainly from the inductive perspective, it enhances the design of the
research hypotheses and makes the falsification of theories difficult. In line with this,
exploratory data analysis was used for the first stage of the quantitative data analysis of all the
exploratory models developed for the research.
While, Confirmatory Data Analysis which is a more complex data analysis, was used at the
later stages of the data analysis- to test the hypotheses generated from the models. Because it
is usually used at the later stages of a study to test and confirm hypotheses, theories and
variables. Onwuegbuzie and Teddlie (2003) suggest that where confirmatory quantitative data
analysis is considered in a mixed method research inferential statistics should be the basic
procedure for actualising this stage. Because it relies on statistical inferences and a more
deductive approach, with the hypotheses first outlined and then tested to answer specific
research questions. Since confirmatory research sees empirical analysis as a process of
confirming or refuting a previously stipulated hypothesis (Saunders et al., 2009). Making
confirmatory analysis to have the advantage of providing accurate information that leads to the
actualisation of a research aim with the use of well-established methods and theory, as a guide
for a study.

Using Exploratory Data Analysis before Confirmatory Data Analysis in the research is
common practice in mixed methods research, since it is expected that using the mixed methods
approach should give researchers the opportunity to provide an empirical evidence of the
phenomenon beginning with an exploratory inductive process that proceeds to a level of
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theorisation, which gives room for a confirmatory deductive process of hypothesis testing
(Rocco et al., 2003). Besides this, a realist mixed methods research suggests that Structural
Equation Modelling (SEM) can be used to generate models, since SEM represents the structural
relationship among constructs and it is a statistical methodology that takes a confirmatory
approach to the analysis of a structural theory (Perry et al., 1999). Making SEM to be based
on the confirmatory approach, rather than an exploratory approach to data analysis, although
SEM can also be used to address issues in exploratory data analysis (Kripanont, 2006).

Since this mixed methods realist research was exploratory in nature, because it aimed to
explore the possible relationships or non-existence of relationships within the various models
developed, it needed to use analytical techniques that will enable it to achieve this aim. Thus,
using SEM was considered, since SEM examines the structure of interrelationships expressed
in a series of equations- which depicts all of the causality among constructs used in the analysis
(Hair et al., 2010). However, because SEM requires a large sample (usually n > 200; preferably
no less than 400) to benefit from its advantages (Kline, 2005), and the sample size for the
research was not large enough to allow the effective use of SEM, Multiple Regression Analysis
was used instead during the hypotheses testing stage to achieve this.

5.8.1.2 Qualitative Data Analysis
The qualitative aspect of the questionnaire was analysed using the NVivo 11 software because
the software encourages an exploratory approach to qualitative analysis (Gibbs, 2005). The
analysis included an exploratory thematic analysis, which helped to identify the themes and
categories for the data. It helped to link the themes and categories used to examine patterns of
responses and helped to provide interpretations of key areas.

The coding scheme used for the analysis drew largely from the quantitative analysis coding
system because the qualitative procedures were employed to prove or check on the already
developed hypotheses generated from the exploratory models, so that they can be further
refined towards developing new understanding. Kelle (1998) advocate this, by arguing that
coding is not just a process of labelling that culminates in ‘theory building’. Since codes
themselves are already theory laden, because they arise from the researcher’s previous
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theoretical knowledge and his or her specific perspective on the phenomenon. Thus, Kelle
suggests that codes should be viewed in two ways: 1) as part of the analyst’s wider theoretical
framework and 2) as grounded in the data.

Table 5.13: Categories and themes
Categories

Themes
Using e-HRM for Performance management activities

e-HRM’s value creating factors

Strategic use of e-HRM
e-HRM’s strategic contribution

Contextual Factors for e-HRM’s
contribution to sustaining business
performance

Using e-HRM for intra-organisational HR communication
Strategic use by the organisation
Strategic use by the Participants
Benefits of the strategic use
The difference e-HRM makes in the organisation
e-HRM’s ability to enhance HR’s strategic capability
e-HRM and HR’s strategic contribution
e-HRM and organisational change readiness
e-HRM and sustaining business performance
Factors that can enable e-HRM to contribute to sustaining
business performance
Factors that can hinder e-HRM’s potential to contribute to
sustaining business performance

From the qualitative data, four broad categories were identified- to which themes that were
aligned were developed and coded, as illustrated in Table 5.13. Overall, developing a coding
system with categories and themes, and dividing the data into two cases (i.e. HR professionals
and Line mangers) while analysing the data, allowed the comparison of the views of the two
groups about the social phenomenon under investigation.

5.8.2 Data Analysis for Stage 2 of the research
5.8.2.1 The interpretative phenomenological analysis technique
The second stage of the research drew mainly from the interpretative phenomenological
perspective, to help it explore the social phenomenon in more depth. To commence the data
analysis, the tape-recorded interviews from the semi-structured interviews were transcribed
into Word document and the analytic process proceeded as summarised in Table 5.14.
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Table 5.14: Levels of interpretative phenomenological analysis
Process of
analysis
Familiarisation/
gaining insight

Level of analysis

Description of analysis

Reading of the
case

Immersion and
sense-making

Diagnosis of the
case

Categorisation

Developing
intra-case themes
Developing
inter-case themes

Reading and re-reading of the transcribed interview, to ensure
that a general sense of the information of the participants account
contained within was obtained.
During this stage of the analysis, notes were made of potential
themes and the process was informed by the researcher’s
experience of the interview itself.
The researcher returned to the beginning of the text to re-read it
and organise any emergent themes identified.
Attention was then focused on the themes- to define them in
more detail and to establish their interrelationships. The focus
was on pulling the main aspects of the phenomenon relevant to
the research, after which the data was condensed. This was
followed by a thematic analysis of the emergent themes using
NVivo 11, to firstly have a clear picture of the patterns of the
responses, then to provide interpretation of key areas, and
increase the investigative rigour of the research.
The shared themes were organised to make consistent and
meaningful statements which contributed to an account of the
meaning and essence of the participant’s experience grounded in
their own words. The analysis was therefore organised around
themes which emerged from the transcripts, rather than
constructs predicted in advance.
Consistent with the Phenomenological philosophy these themes
were later considered in relation to extant literature and a range
of theoretical perspectives. Thus, analysis of the participants’
meaning-making was done as close as possible on the terms of
the participants. Since the theoretical perspectives used to
analyse the data did not influence the analysis of the interview
transcripts in an explicit way, for they were used in a post hoc
fashion to inform rather than drive the analysis, resulting to a
theoretical explanation at a higher level of abstraction
(Eisenhardt, 1989). Hence, the research was phenomenologically
grounded, but also interpretative and hermeneutic (Ray, 1994),
whilst remaining sensitive to the unique situated experiences of
the participants.

Association/
pattern
recognition

Interpretation/
representation

Writing up

Explanation and
abstraction

Enfolding
literature

Adapted from Osborn and Smith, 1998; Cope, 2011

5.8.3 Data Triangulation
As a triangulation-mixed methods research, the research findings needed to be more than the
sum of the constituent parts, to ensure triangulation validity (Bryman, 2008). To achieve this,
the quantitative and qualitative findings were integrated to enable the research draw evidence
from different data sets that provides better results than either data set (Creswell and Plano
Clark, 2007).
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5.9 Chapter Summary
This Chapter sets out a contextual overview of the case organisation studied during the
research- to provide the basis to fully evaluate the findings from its data. It therefore focused
on the background of the case study organisation, the organisation’s HR function and the
integrated HR software implemented. Consideration was given to the selection of the research
participants and how the data for the main study was gathered and analysed.

Following this, the next Chapter presents the data analysis and results for the data collected
during the first stage of the research using questionnaires. It is divided into two parts. The first
part contains the data analysis and results of the quantitative data. While the second part
contains the data analysis and results of the qualitative data. It closes with an integrated
interpretation and conclusion of the results.
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Chapter 6
Data Analysis and Results for
Stage 1 of the research
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6.0 Data Analysis and Results for Stage 1 of the research
6.1 Introduction
This Chapter presents the data analysis and results for the data collected during the first stage
of the research using questionnaires. It is divided into two parts. The first part contains the data
analysis and results of the quantitative data, while the second part contains the data analysis
and results of the qualitative data. It closes with an integrated interpretation and conclusion of
the results.

6.2 Analysing the quantitative data
This section begins with the demographic description of the research participants using
descriptive statistics. The quantitative analysis starts with an exploratory data analysis of the
moderating, independent, mediating and dependent variables of the various exploratory models
developed for the research- using descriptive statistics, reliability and factor analysis. The
analysis continues with confirmatory data analysis for each model- using correlation, linear
regression and multiple regression analysis.

6.2.1 Demographic Description
The research sample for the first stage of the research were 10 HR professionals and 19 Line
managers, who work at the Office of National Statistics (ONS), in South Wales, UK. Figure
6.1 illustrates their demographic description.

The e-HRM experience of the
Line Managers
The Line management experience
of the Line Managers

More than 10 Years
6-10 Years

The e-HRM experience of the HR
professionals

2-5 Years
Less than 2 Years

The Professional experience of
the HR professionals
0

20

40

60

80

Figure 6.1: The participants’ demographic description
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Figure 6.1 reveals that a large proportion of the HR professionals have more than 10 years’
experience in the profession (44%). This was followed closely by an equal distribution of those
who have less than 2 years’ experience (22%) and those who have between 2-5 years’
experience. The least proportion was for those who have between 6-10 years’ experience
(11%). A majority (67%) of the HR professionals were shown to have more than 5 years eHRM experience. 22% were shown to have between 2-5 years e-HRM experience, while 11%
of the HR professionals were shown to have less than 2 years e-HRM experience.
Most of the Line managers were shown to have more than 5 years e-HRM experience (75%).
15% had between 2-5 years of e-HRM experience (15%), while 10% of the Line managers had
less than 2 years of e-HRM experience. The descriptive statistics also showed that there is an
equal distribution of Line managers who have less than 2 years’ Line management experience
(15%), while 15% had 6-10 years’ Line management experience. There was also an equal
distribution of Line managers who have 2-5years Line management experience (35%) and
those who have more than 10 years’ experience (35%).
Additionally, the Line managers were shown to mostly supervise between 2-5 people (45%).
30% supervise more than 5 people. While, 25% supervise less than 2 people, as illustrated in
Figure 6.2.
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Less than 2 People
2-5 People
More Than 5 People

The number of people supervised by the Line Managers

Figure 6.2: The number of people supervised by the Line managers
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6.3 Quantitative Data Analysis for the proposed relationship between e-HRM and
sustaining business performance using the Human Capital Management approach
The data analysis begins with exploratory data analysis- using descriptive statistics, reliability
analysis and factor analysis of the moderating, independent, mediating and dependent
variables. The analysis continues and concludes with confirmatory data analysis- using
correlation, linear regression and multiple regression analysis.

6.3.1 Descriptive Statistics of the Independent variable
The independent variable (the strategic use of e-HRM) consists of the use of e-HRM for
performance management activities and the use of e-HRM for intra-organisational HR
communication. Since the model proposed that when e-HRM is used for strategic HRM
activities like performance management and when it is used for intra-organisational HR
communication, this will enable e-HRM to contribute to sustaining business performance
overtime (as elaborated in section 3.4.4.1). The descriptive statistics is as follows:

e-HRM reduces variance in goal
attainment
e-HRM improves the flow of new ideas
e-HRM Provides accurate and timely
information

Strongly Disagree
Disagree

e-HRM makes employee information
available for managerial Decision
making

Agree
Strongly Agree

e-HRM provides the opportunity for
continuous T&D
e-HRM keeps Managers and employees
attention focused on the things that
really matter
0

10

20

30

40

50

60

Figure 6.3: Descriptive statistics for Performance Management activities and Intra-organisational
HR communication
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The data for the use of e-HRM for performance management activities was collected by asking
the participants to indicate their level of agreement with some statements, which included the
statement: “using e-HRM for performance management activities keeps managers and
employees’ attention focused on the things that really matter to the organisation”. Figure 6.3
reveals that a high proportion (69%) disagree, while less than half of the respondents (31%)
agree. For the statement: “e-HRM provides the opportunity for continuous training and
development”, a high proportion (70%) agree, while less than half of the respondents (31%)
disagree. For the statement: “e-HRM makes available employee information for managerial
decision-making”, more than half (60%) agree, while less than half (41%) disagree.
The data for the use of e-HRM for intra-organisational HR communication was collected by
asking the participants to indicate their level of agreement with some statements, which
included: “e-HRM provides accurate and timely information in the organisation”. Figure 6.3
reveal that less than half (49%) disagree, while a little over half (52%) agree. For the statement:
“e-HRM improves the flow of new ideas”, a high proportion (66%) disagree, while less than
half (34%) agree. For the statement: “e-HRM reduces the variance in goal attainment”, a high
proportion (69%) disagree, while less than half (31%) agree.

6.3.2 Descriptive Statistics of the Dependent variable
The first two items of the dependent variable (Sustaining business performance) focuses on the
business outcome: sustaining the productive use of resources. The third to the fifth item focuses
on the business outcome: sustaining the ability to create value. While the sixth to the eighth
item focuses on the business outcome: sustaining the ability to deal with competition. These
three business outcomes together build on Porter’s non-financial measures of the business
value: Return on Invested Capital (ROIC) (Magretta, 2012), to operationalise the business
outcome: Sustaining business performance in the research (as elaborated in section 3.4.4.3).
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Figure 6.4: Descriptive statistics for Sustaining Business Performance

From the eight questions, three (3) key questions were asked using ‘Yes’ and ‘No’ questions.
The data for sustaining business performance using these three key questions were collected
by asking the participants to give their opinion on e-HRM’s potential to contribute to sustaining
the productive use of resources, by either ticking a ‘Yes’ box as an indication of their agreement
with it or ticking a ‘No’ box as an indication of their disagreement with it.
Figure 6.4 reveals that more than half of the respondents (59%) agree, while less than half
(41%) disagree. For e-HRM’s potential to contribute to sustaining the organisation’s ability to
create value for customers, less than half (38%) agree, while, a high proportion (62%) disagree.
And for e-HRM’s potential to contribute to sustaining the organisation’s ability to deal with
competition, less than half (21%) agree, while, a high proportion (79%) disagree.
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6.3.3 Descriptive Statistics of the Moderating variable
The moderating variable (the Contextual factors) was divided into the IT context of e-HRM
and the HRM context of e-HRM. The descriptive statistics of the IT context is as follows:
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Figure 6.5: Descriptive statistics of the IT context

The data for the ‘IT context’ was collected by asking the participants to indicate their level of
agreement with some statements, which included the statement: “software applications are
commonly used for day-to-day work in the organisation” (i.e. the organisation’s IT culture).
Figure 6.5 reveals that all the respondents (100%) agree. This was similarly observed with the
responses to the statement related to finding out about their access to PCs, since all the
respondents (100%) agree that they have access to PCs.
For the statement: “I generally find software applications easy to use” (i.e. IT experience), a
high proportion (96%) agree, while, a small proportion (4%) disagree. For the statement: “I
have received training to use e-HRM” (i.e. End-user training), a high proportion (69%)
disagree, while, less than half (31%) agree. For the statement: “e-HRM contains all the relevant
information that enables me to effectively carryout my HR activities online” (i.e. Data quality),
a high proportion (69%) disagree, while, less than half (31%) agree.
The data for the ‘HRM context’ was collected by asking the participants to indicate their level
of agreement with some statements, which included the statement: “HR professionals in this
organisation have the skills to support people to work with e-HRM” (i.e. HR technology
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competence), more than half (59%) disagree, while, less than half (43%) agree, as illustrated in
Figure 6.6.
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Figure 6.6: Descriptive Statistics of the HRM context

This was similarly observed with the responses to the statement: “e-HRM helps to provide a
clear relationship between all HR communications in this organisation” (i.e. HR
practices/policy consistency). Since a high proportion (73%) disagree, while, less than half
(28%) agree. For the statement: “I have a clear understanding of the benefits of e-HRM to this
organisation” (i.e. Clarity of e-HRM goal), more than half (59%) agree, while less than half
(41%) disagree.
However, when they were asked about their level of agreement with the statement: “I believe
e-HRM contributes to the success of this organisation” (i.e. organisational expectation of eHRM), a high proportion (66%) disagree, while, less than half (34%) agree. Their personal
expectation of e-HRM was drawn from their level of agreement with the statement: “I expect
that e-HRM would help me perform my HR task better”. A very high proportion (79%) agree,
while a small proportion (21%) disagree. Indicating that although they believe that e-HRM
helps them to personally perform their HR tasks better, they did not think that using the
technology in the organisation contributes to the organisation’s success or its performance.
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A e-HRM contextual factor introduced to the ‘HRM context’ by the research known as Line
managers’ acceptance of e-HRM, was measured using the statement: “Line managers accept
e-HRM as a useful tool for people management activities”. Figure 6.6 reveals that a very high
proportion (62%) disagree, while less than half (38%) agree.

6.3.4 Descriptive Statistics of the Mediating variable
Liang et al. (2010) finds inconclusivity in ‘IT business value research’ to only occur when the
research model does not include ‘organisational capabilities’ as a mediator. Whereas for the
indirect-effect model that does include ‘organisational capabilities’ as a mediator between
‘organisational resources’ and ‘business performance’, they were found to give better
explanation of IT’s value. Building on this, the ‘organisational capability’ (Improvements in
HR’s strategic effectiveness), was the mediator included between the ‘organisational resource’
(e-HRM) and ‘sustaining business performance’. The descriptive statistics is as follows:
60
50
40
30
20
10
0

Strongly Agree
Agree
Disagree
Using e-HRM for HR Intra- Using e-HRM for Performance
organisational
Management improves HR's
communication improves
strategic effectiveness
HR's strategic effectiveness

Strongly Disagree

Figure 6.7: Descriptive Statistics for Improvements in HR's strategic effectiveness

The data was collected by asking the participants to indicate their level of agreement with two
statements, which included: “using e-HRM for intra-organisational HR communication
contributes to improvements in HR’s strategic effectiveness” and the statement: “using e-HRM
for performance management activities contributes to improvements in HR’s strategic
effectiveness”. Figure 6.7 reveals that for the first statement, a high proportion (59%) agree,
while, less than half (38%) disagree. Whereas for the second statement, there was almost an
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equal distribution of opinions, since a little over half (52%) disagree and just less than half
(48%) agree.

6.3.5 Reliability Analysis
Reliability analysis was done using the Cronchbach’s alpha. From the reliability test, most of
the scales used were shown to have good internal consistency (Cronchbach’s alpha
coefficients) (Sekaran and Bougie, 2010), as illustrated in Table 6.1. However, the
Cronchbach’s alpha for the ‘IT context’ required the removal of 2 items from the scale (i.e.
End-user training and Data quality), which gave the scale an initial poor alpha value of 0.38.

Table 6.1: Reliability Analysis
Construct

No. of items Cronchbach’s
Alpha (α)

IT Context

3

0.57

HRM Context

6

0.82

Performance Management Activities (e-PM)

7

0.89

Intra-organisational HR communication (IHRC)

6

0.67

Improvements in HR’s Strategic effectiveness (IHSE)

2

0.83

Sustaining business performance (SBP)

8

0.85

6.3.6 Factor Analysis
An exploratory factor analysis was conducted using the Principal Component Analysis (PCA)
for all items in the multi-item constructs, to explore the extent to which there were distinct
groupings of items taken together to constitute a consistent reflection of the constructs. The
result of the Barlett’s test of sphericity of the multi-item constructs was significant at KMO
values between 0.50 and 0.833 (Table 6.2).
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Table 6.2: Factor Analysis
Kaiser-Meyer-Olkin
(KMO) Measure
of Sampling
Adequacy

Bartlett’s
Test
Sphericity
(Sig.)

IT Context

0.606

HRM Context

Construct

of

Principal
(PCA)

Component

Analysis

No. of
component(s)
extracted

0.009

Initial
Eigenvalues
58.40

1

0.713

0.000

71.52

2

e-PM

0.833

0.000

61.73

1

IHRC

0.582

0.002

60.37

2

IHSE

0.500

0.000

85.52

1

SBP

0.800

0.000

66.00

2

6.3.7 Hypothesis testing
This section presents the Confirmatory Data Analysis, which is a more complex data analysis
used to test and confirm hypotheses, theories and variables, with a view of making inferences
from the research data (Collis and Hussey, 2009). This was important for the research because
the appearance of an apparent relationship or connection between categories needed to be
tested, for it to be able to conclude that there was an actual relationship between the variables
(Saunders et al. 2007).
This statistical analysis began with the correlation analysis of the relationships on the
exploratory model using Pearson’s correlation and ended with a model specification analysis.
The correlation analysis was done to test the significance of the relationship between the
variables to help the research describe the strength and direction of the linear relationship
between the variables. More importantly, it helped to provide an initial evaluation to reveal if
the variables were related to one another (Pallant, 2010). However, the relationship does not
indicate which variable causes the other to occur. To determine the strength of the relationship,
0 indicates no relationship between the variables, 1.0 indicates perfect positive correlation, and
-1.0 indicates perfect negative correlation. Values between r = 0.10 to 0.29 indicates weak
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relationship (either positive or negative); r = 0.30 to 0.49 indicates medium relationship and r
= 0.50 to 1.0 represents a strong relationship.

Table 6.3: Correlation analysis of the relationships between the independent and dependent
variables
Performance
Management
Activities
(e-PM)
Performance
Management
Activities
(e-PM)

Intra-Organisational
HR
communication
(IHRC)

Sustaining Business
Performance
(SBP)

1

Intra-Organisational
HR communication
(IHRC)

.431*

1

Sustaining Business
Performance
(SBP)

.317

.293
1

*. Correlation is significant at the 0.05 level (2-tailed).

From the correlation analysis between the independent and the dependent variables (as shown
in Table 6.3), the use of e-HRM for intra-organisational HR communication (IHRC) was shown
to have a medium positive relationship with the use of e-HRM for performance management
activities (e-PM) (r=.431, p<0.05).
While, there was a weak positive relationship between e-PM and sustaining business
performance (SBP) (r=.317). This was also observed with the relationship between IHRC and
SBP, which had a weak positive relationship (r=.293).
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Table 6.4: Correlation analysis for the hypotheses generated for the exploratory model
IT
Context

HRM
Context

e-PM

IHRC

IHSE

SBP

IT Context
1
HRM
Context

─

1

e-PM

-.023

.677**

IHRC

-.289

.483**

IHSE

─

─

.748

SBP

─

─

─

1

1
. 431*
1
**

.354
1
─

.125

*. Correlation is significant at the 0.05 level (2-tailed).
**. Correlation is significant at the 0.01 level (2-tailed).

From Table 6.4, the ‘IT context’ was shown to have a very weak negative relationship with ePM (r = -.023), while, the ‘HRM context’ was observed to have a much better relationship. As
it was shown to have a strong positive relationship with e-PM (r= .677, p<0.01).
The ‘IT context’ was shown to have a weak negative relationship with IHRC (r= -.289), while,
the ‘HRM context’ was shown to almost have a strong positive relationship with IHRC (r=
.483, p<0.01). IHRC was shown to have a significant positive relationship with e-PM (r= .431,
p<0.05).
Additionally, e-PM was shown to have a strong positive relationship with ‘improvements in
HR’s strategic effectiveness’ (IHSE) (r= .748, p<0.01), while, IHRC was shown to have a weak
positive relationship with IHSE (r= .354). And IHSE realised through e-HRM was shown to
have a weak positive relationship with SBP (r= .125).
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Table 6.5: Summary of the Hypotheses tests for the model based on the HCM approach
Hypotheses

H1a The contextual factors will have a significant positive
relationship with the use of e-HRM for performance
management activities.
Sub-Hypotheses
H1a.1: There is a relationship between the IT context and
the use of e-HRM for performance management
activities
H1a.2: There is a relationship between the HRM context
and the use of e-HRM for performance
management activities
H1b The contextual factors will have a significant positive
relationship with the use of e-HRM for intraorganisational HR communication.
Sub-Hypotheses
H1b.1: There is a relationship between the IT context and
the use of e-HRM for intra-organisational HR
communication
H1b.2: There is a relationship between the HRM context
and the use of e-HRM for intra-organisational HR
communication
H2 The use of e-HRM for intra-organisational HR
communication will have a significant positive
relationship with the use of e-HRM for performance
management activities
Hypothesis
H2: There is a relationship between the use of e-HRM
for intra-organisational HR communication and the
use of e-HRM for performance management
activities
H3a The use of e-HRM for performance management
activities will have a significant positive
relationship with improvements in HR’s strategic
effectiveness
Hypothesis
H3a: There is a relationship between the use of e-HRM
for performance management activities and
improvements in HR’s strategic effectiveness
H3b The use of e-HRM for intra-organisational HR
communication will have a significant positive
relationship with improvements in HR’s strategic
effectiveness.
Hypothesis
H3b: There is a relationship between the use of e-HRM
for intra-organisational HR communication and
improvements in HR’s strategic effectiveness
H4 Improvements in HR’s strategic effectiveness will
have a significant positive relationship with
sustaining business performance.
Hypothesis
H4: There is a relationship between improvements in
HR’s strategic effectiveness and sustaining business
performance

Alternative
Hypothesis

Null
Hypothesis

Direction

Strength

Accepted

Rejected

-

weak

Accepted

Rejected

+

strong

Accepted

Rejected

-

weak

Accepted

Rejected

+

strong

Accepted

Rejected

+

medium

Accepted

Rejected

+

strong

Accepted

Rejected

+

weak

Accepted

Rejected

+

weak
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6.3.8 Model Specification and Analysis
Drawing from the HRM perspective of e-HRM’s contribution to SBP using the ‘Integrated
Value Chain theory’, the exploratory model developed proposed that the strategic use of eHRM for: Performance Management activities and intra-organisational HR communication,
will positively influence SBP overtime. The model also proposed that this will be mediated by
‘the improvements in HR’s strategic effectiveness’ realised by using e-HRM for these strategic
HR activities.

6.3.8.1 Linear Regression Analysis
The hypotheses generated from the model predicted that it will be a linear relationship between
the variables. Linked to this, Linear Regression Analysis (LRA) was used to examine the
hypotheses generated from the model because it is a quantitative analysis in which a single
independent variable is used to predict a single dependent variable. Thus, allowing the research
to observe the path coefficients (β) and examine the goodness of fit of the research model, to
ascertain its applicability.
The analysis began by defining the variables in the linear relationship to be examined as either
a dependent or an independent variable, and then the path coefficients were measured in a
standardised way, to determine the model coefficient for every combination. The strength of
the relationship is indicated by the standardised regression coefficient (β), which helps to tell
us how much of the variance in the dependent variable is explained by the independent variable.
While the R square (r²) signifies the percentage of variation in one variable that is accounted
for by another variable in the exploratory model. In effect, r² provides the predictive power of
the variables on the model, as shown in Table 6.6.
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Table 6.6: Linear Regression Analysis of the research hypotheses
Dependent

R

Independent

Unstandardised

Standardised

Variable

Square

Variable

coefficients

coefficients

(r²)

b

S.E. (b)

t-statistic

Significant
level

β

e-PM

0.121

Contextual
Factors

0.384

0.105

0.384

3.672

0.000

IHRC

0.112

Contextual
Factors

0.523

0.097

0.523

5.420

0.000

e-PM

0.353

IHRC

0.594

0.091

0.594

6.527

0.000

IHSE

0.171

e-PM

-0.205 0.051

-0.414

-4.012

0.000

IHSE

0.115

IHRC

-0.168 0.053

-0.340

-3.189

0.002

IHSE

0.424

Strategic Use
of e-HRM

0.651

.146

0.651

4.456

0.000

SBP

0.101

e-PM

0.317

.183

0.317

1.738

0.094

SBP

0.086

IHRC

0.123

.184

0.293

1.590

0.123

SBP

0.130

Strategic Use
of e-HRM

0.361

.180

0.361

2.009

0.055

SBP

0.120

IHSE

-0.699 0.214

-0.346

-3.261

0.002

Note: Hypotheses are supported if variables are significant at ≤0.05 level of significance.

The results in Table 6.6 show that the contextual factors (IT context and HRM context)
significantly influence ‘the use of e-HRM for performance management activities’ (e-PM) (β =
0.384, p=0.000), supporting H1a. The contextual factors also significantly influence ‘the use of
e-HRM for intra-organisational HR communication’ (IHRC) (β = 0.523, p=0.000), supporting
H1b. Thus, the proposed assumption that the contextual factors will influence the use of e-HRM
for these strategic HRM activities was supported.
Furthermore, ‘the use of e-HRM for intra-organisational HR communication’ (IHRC) was
shown to significantly influence ‘the use of e-HRM for performance management activities’ (ePM) (β= 0.594, p=0.000, r²= 0.353) (supporting H2). While, ‘the use of e-HRM for intraorganisational HR communication’ (IHRC) and for ‘performance management activities’ (ePM) both significantly influence ‘improvements in HR’s strategic effectiveness’ (IHSE),
individually (β=-0.340, p=0.002 and β=-0.414, p=0.000, respectively) (supporting H3a and
H3b).
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The results also reveal that the independent variable ‘the strategic use of e-HRM’ (comprising
of both e-PM and IHRC) significantly influences the mediating variable ‘Improvements in
HR’s strategic effectiveness’ (IHSE) (β=0.651, p=0.000) and the dependent variable (SBP)
(β=0.361, p=0.055).
The mediating variable (IHSE) was also shown to significantly influence the dependent variable
(SBP) (β= -0.346, p=0.002) (supporting H4). However, e-PM and IHRC were not seen to
significantly influence SBP individually (β=0.317, p>0.05 and β=0.293, p>0.05, respectively),
but only when they were used together as the ‘strategic use of e-HRM’ (comprising of both ePM and IHRC). Indicating that the value creating potential of these strategic e-HRM activities
will lie in when they are used together, rather than when they are used alone, as suggested by
DCT. This may then be a case of them creating strategic value when they are used as ‘cospecialised assets’ (Teece, 1982; Pitelis and Teece, 2010) derived through resource
complementarity (Perez-Arostegui and Martinez-Lopez, 2014), rather than it occurring when
they are used alone (as elaborated in section 2.5.1.1.2 and 3.4.4.1).
Besides this, the linear relationship between the independent variable (the strategic use of eHRM) and the mediating variable (Improvements in HR’s strategic effectiveness- IHSE) had
the highest predictive power (r²=0.424).
Additionally, Baron and Kenny’s (1986) condition for mediation analysis states that to test for
mediation, the following conditions must hold: firstly, that the independent variable must affect
or influence the mediating variable; secondly, the independent variable must be shown to affect
or influence the dependent variable; and thirdly, the mediator must affect or influence the
dependent variable. Following these conditions, it can be argued the mediating variable
(Improvements in HR’s strategic effectiveness- IHSE) can sufficiently offer explanation of the
association apparent in the research data, since the results showed that these conditions were
apparent (Saunders et al., 2007).
Overall, the results show that the proposed exploratory model has sufficient explanatory power
and it can provide some explanations as to how e-HRM can contribute to SBP in the case
organisation, using the HCM approach of e-HRM.
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6.3.8.2 Multiple Regression Analysis
Haven established the strength of the relationships between a dependent variable and an
independent variable with the help of LRA (Table 6.5), standard ‘multiple regression’
procedure was conducted to identify the construct(s) that contribute the most to explaining the
relationship between ‘the contextual factors’ and ‘the use of e-HRM for performance
management activities’ (Table 6.7); the relationship between ‘the contextual factors’ and ‘the
use of e-HRM for intra-organisational HR communication’ (Table 6.9); and the relationship
between the independent, mediating and the dependent variable (Table 6.11).
The issue at stake in using multiple regression analysis on a small sample size according to
Pallant (2013) is the issue of generalisablity, because results from small samples do not
generalise, thus, they are argued to lack scientific value. However, since the research was
mainly a qualitative research underpinned by the interpretative phenomenological analysis
(IPA), it was about a detailed nuanced micro-analysis of a social phenomenon of which little
is known, aimed to develop theoretical assumptions that will aid the development of the ‘Model
linking e-HRM to sustaining business performance’. Thus, multiple regression analysis was
needed and used to provide a deeper understanding of the relationships that exist in the research
data, towards developing theoretical assumptions.

Multiple Regression Analysis of the Contextual Factors on e-PM activities
Table 6.7: Results of the Multiple Regression Analysis of the Contextual Factors on ePerformance Management Activities
Independent
variable

Unstandardised

Standardised

coefficients

coefficients

b

S.E (b)

β

ITCF

0.062

0.145

HRCF

0.685

0.145

Sig.

Tolerance

VIF

t statistic

level

0.062

0.427

0.673

0.985

1.016

0.685

4.723

0.000

0.985

1.016

Note: Dependent variable: e-PM activities; Hypotheses are supported if variables are significant at ≤ 0.05
level of significance.

Table 6.8: Model Summary
Model
1

R
.680

R Square

Adjusted R Square

Std. Error of the Estimate

.462

.421

.76110051

a

a. Predictors: (Constant), IT context, HRM context
b. Dependent Variable: e-PM activities
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The results from Table 6.7, demonstrate that only Hypothesis H1a.2 was confirmed. Since it
was only the ‘HRM context’ that was shown to significantly determine ‘the use of e-HRM for
performance management activities’ (β=0.686, p=0.000). While the ‘IT context’ was not shown
to significantly contribute to determining it.

Multiple Regression Analysis of the Contextual Factors on IHRC

Table 6.9: Results of the Multiple Regression Analysis of the Contextual Factors on the use of
e-HRM for Intra-organisational HR communication
Independent
variable

Unstandardised

Standardised

coefficients

coefficients

b

S.E
(b)

β

ITCF

-0.232

0.167

HRCF

0.454

0.167

Sig.

Tolerance

VIF

t statistic

level

-0.232

-1.393

0.176

.985

1.016

0.454

2.722

0.011

.985

1.016

Note: Dependent variable: IHRC; Hypotheses are supported if variables are significant at ≤ 0.05 level of
significance.

Table 6.10: Model Summary
Model

R

R Square

Adjusted R Square

1

.535a

.287

.232

Std. Error of the
Estimate
.87647249

a. Predictors: (Constant), IT context, HRM context
b. Dependent Variable: IHRC

From Table 6.9, the multiple regression analysis carried out between ‘the contextual factors’
and ‘the use of e-HRM for intra-organisational HR communication’ (IHRC) showed that only
the ‘HRM context’ significantly contributes to explaining the relationship between ‘the
contextual factors’ and ‘the use of e-HRM for intra-organisational HR communication’
(β=0.454, p=0.01), confirming only Hypothesis H1b.2.
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Multiple Regression Analysis of the Independent and Mediating variables on the Dependent variable

Table 6.11: Results of the Multiple Regression Analysis of the Independent and Mediating
variables on the Dependent variable
Independent
variable

Strategic Use
of e-HRM
Improvements
in HR’s
strategic
effectiveness

Unstandardised
coefficients

Standardised
coefficients

t
statistic

Sig.
level

Tolerance

VIF

b

S.E (b)

β

.484

.238

.484

.2033

0.052

.576

1.735

-.190

.238

-.190

-.7087

0.433

.576

1.735

Note: Dependent variable: SBP; Hypotheses are supported if variables are significant at
≤ 0.05 level of significance.

Table 6.12: Model Summary
Model

R

R Square

Adjusted R Square

Std. Error of the
Estimate

1

.388a

.151

.085

.95632764

a. Predictors: (Constant), Independent variable, Mediating variable
b. Dependent Variable: Dependent variable

From the results in Table 6.11, the ‘strategic use of e-HRM’ (a combination of e-PM and
IHRC), was shown to significantly determine SBP (β=0.484, p=0.05). Whereas, ‘improvements
in HR’s strategic effectiveness’ did not significantly determine it (β=0.190, p>0.05).
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6.4 Quantitative Data Analysis for the proposed relationship between e-HRM and sustaining
business performance using the Information Management Approach

The data analysis starts with exploratory data analysis- using descriptive statistics, reliability
and factor analysis. It continues and concludes with confirmatory data analysis using
correlation, linear and multiple regression analysis.

6.4.1 Descriptive Statistics of the Independent Variable

The exploratory model suggests that the independent variable- the use of e-HRM to make
employee information, capabilities and development available for managerial decision-making
can enhance HR’s capability to contribute to creating a basis for differentiation (a competitive
advantage), through improvements in the quality of Corporate HR information for managerial
decision-making (a HR strategic capability), realised by using the information e-HRM provides
(Hyde and Shafritz, 1977). The descriptive statistics for this variable is as follows:

45
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Strongly Agree
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20

Agree

15

Disagree

10

Strongly Disagree

5
0
Makes Employee info, capability & devt. Available for Mgr.
DM

Figure 6.8: Descriptive Statistics for 'using e-HRM to make employee information
available for managerial decision-making'
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The data was collected by asking the participants about their level of agreement with the
statement: “e-HRM makes employee information, capabilities and development available for
managerial decision-making”. Figure 6.8 reveals that more than half (59%) agree, while less
than half (41%) disagree.

6.4.2 Descriptive Statistics of the Dependent Variable
The construct used to measure the dependent variable: Sustaining business performance (SBP)
is the same one used to measure the dependent variable in the model based on the HCM
approach, thus, its descriptive statistics remains the same as illustrated in section 6.3.2.

6.4.3 Descriptive Statistics of the Moderating Variable
The moderating variable (Contextual factors) is the same one used in the model based on the
HCM approach, thus, its descriptive statistics remain the same as illustrated in section 6.3.3.

6.4.4 Descriptive Statistics of the Mediating Variable
The mediating variable was measured using the construct: Improvements in the quality of
Corporate HR information for managerial decision-making. Its descriptive statistics is as
follows:
40
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e-HRM Improves HR info for Mgr. DM

Figure 6.9: Descriptive Statistics for 'e-HRM improves HR information for
Managerial decision-making'
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The data for the construct: e-HRM improves HR information for managerial decision-making,
was collected by asking the participants about their level of agreement with the statement: “eHRM helps improve the quality of Corporate HR information for managerial decision-making”.
Figure 6.9 reveals that a high proportion (62%) agree, while, less than half (38%) disagree.

6.4.5 Reliability Analysis
Reliability analysis was not done on the independent and mediating variables because they were
measured using one item. While the dependent variable (SBP) and the moderating variable
(Contextual factors), are the same ones used on the exploratory model based on the HCM
approach, thus, their results are as illustrated in Table 6.1.

6.4.6 Factor Analysis
For the same reason as the one given in section 6.4.5, the independent and mediating variables
were not factor analysed. While the results of the dependent and moderating variables remain
as illustrated in Table 6.2.

6.4.7 Hypothesis testing
This section presents the Confirmatory Data Analysis. It includes a more complex data analysis
to test and confirm hypotheses, theories and variables (Collis and Hussey, 2009). It starts with
a correlation analysis of the relationships on the exploratory model using Pearson’s correlation
and ends with a model specification analysis. The results for the correlation analysis are
summarised in Table 6.13.
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Table 6.13: Correlation analysis for the relationships on the model
IT Context

HRM Context e- HRI

IMDM

IT Context

1

HRM Context

─

1

e-HRI

.036

.574**

1

IMDM

─

─

.574**

1

SBP

─

─

.340

.376*

SBP

1

**. Correlation is significant at the 0.01 level (2-tailed).
*. Correlation is significant at the 0.05 level (2-tailed).

From the correlation analysis illustrated in Table 6.13, the ‘IT context’ was shown to have a
very weak positive relationship with ‘using e-HRM to make available employee information,
capabilities and development for managerial decision-making’ (e-HRI) (r= 0.036). While the
‘HRM context’ was observed to have a better relationship with it. Since the ‘HRM context’
was shown to have a strong positive relationship with e-HRI (r= .574, p<0.01).
‘E-HRI’ was shown to have a strong positive relationship with ‘improvements in the quality of
Corporate HR information for managerial decision-making’ (IMDM) (r= .574, p<0.01). While,
a medium positive relationship was observed between e-HRI and SBP (r= .340) and between
IMDM and SBP (r= .376, p<0.05), respectively.
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Table 6.14: Summary of the Hypotheses tests for the exploratory model based on the IM
approach
Hypotheses

H5

H5b: There is a relationship between the HRM context
and using e-HRM to make employee information,
capabilities and development available for
managerial decision-making

H6:

H7

H7:

Null
Hypothesis

Direction

Strength

Accepted

Rejected

+

weak

Accepted

Rejected

+

strong

Accepted

Rejected

+

strong

Accepted

Rejected

+

weak

The contextual factors will have a significant
positive relationship with using e-HRM to make
employee information, capabilities and
development available for managerial decisionmaking.

Sub-Hypotheses
H5a: There is a relationship between the IT context and
using e-HRM to make employee information,
capabilities and development available for
managerial decision-making

H6

Alternative
Hypothesis

Using e-HRM to make employee information,
capabilities and development available for
managerial decision-making will have a significant
positive relationship with improvements in the
quality of Corporate HR information for managerial
decision-making.
Hypothesis
There is a relationship between ‘using e-HRM to
make employee information, capabilities and
development available for managerial decisionmaking’ and ‘improvements in the quality of
Corporate HR information for managerial decisionmaking’.
Improvements in the quality of Corporate HR
information for managerial decision-making will
have a significant positive relationship with
sustaining business performance.
Hypothesis
There is a relationship between ‘improvements in
the quality of Corporate HR information for
managerial decision-making’ and ‘sustaining
business performance’
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6.4.8 Model Specification and Analysis
The model proposed that e-HRM can contribute to organisational performance by enhancing
HR’s capability to contribute to creating a basis for differentiation, through improvements in
management productivity realised by using the enhanced and improved HR information from
e-HRM (a competitive advantage), which is expected to enhance HR’s capability to contribute
to SBP overtime (Hyde and Shafritz, 1977; Orna, 1996; Martin, 2014).

6.4.8.1 Linear Regression Analysis
The hypotheses generated from the model predicted that there will be a linear relationship
between the variables. LRA was used to examine the hypotheses by using a single independent
variable to predict a single dependent variable. Thus, allowing the research to observe the path
coefficients (β) and to examine the goodness of fit of the model, to ascertain its applicability.

Table 6.15: Linear Regression Analysis of the research hypotheses
Dependent

R

Independent

Unstandardised

Standardised

Variable

Square

Variable

coefficients

coefficients

(r²)

b

S.E. (b)

t-statistic

Significant
level

β

e-HRI

0.129

CF

0.322

0.161

0.359

1.998

0.056

IMDM

0.329

e-HRI

0.560

0.154

0.574

3.641

0.001

SBP

0.116

e-HRI

0.379

0.202

0.340

1.880

0.071

SBP

0.141

IMDM

0.429

0.204

0.376

2.108

0.044

Note: Hypotheses are supported if variables are significant at ≤0.05 level of significance.

From the results in Table 6.15, ‘the contextual factors’ (CF) were shown to significantly
influence the ‘use of e-HRM to make employee information, capabilities and development
available for managerial decision-making in the organisation’ (e-HRI) (β=0.359, p=0.056),
supporting H5. e-HRI was also shown to significantly influence ‘improvements in the quality
of Corporate HR information for managerial decision-making’ (IMDM) (β=0.574, p=0.001),
supporting H6. IMDM was also shown to significantly influence SBP (β=0.376, p=0.044),
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supporting H7. However, e-HRI (the independent variable) was not shown to significantly
influence SBP (the dependent variable) (β=0.340, p>0.05). While the linear relationship
between e-HRI and IMDM had the highest predictive power (r²=0.329).
Following Baron and Kenny’s (1986) condition for mediation analysis (as elaborated in section
6.3.8.1), the mediating variable could not sufficiently offer explanations of the association
apparent in the research data. Since the independent variable influenced the mediating variable,
and the mediating variable influenced the dependent variable, but the independent variable did
not influence the dependent variable. It is for findings such as this that the qualitative data was
collected, so that the research can provide a comprehensive understanding of the relationships
that exist in the research data.

6.4.8.2 Multiple Regression Analysis

Multiple Regression Analysis of the Contextual Factors on e-HRI
Table 6.16: Results of the Multiple Regression Analysis of the Contextual Factors on e-HRI
Independent
variable

Unstandardised
coefficients

Standardised
coefficients

Sig.
level

Tolerance

VIF

t statistic

b

S.E
(b)

β

ITCF

0.097

0.144

0.108

0.675

0.506

.985

1.016

HRCF

0.527

0.144

0.587

3.657

0.001

.985

1.016

Note: Dependent variable: e-HRI; Hypotheses are supported if variables are significant at ≤ 0.05 level of
significance.

Table 6.17: Model Summary
Model

R

R Square

Adjusted R Square

1

.584a

.341

.290

Std. Error of the
Estimate
.756

a. Predictors: (Constant), IT context, HRM context
b. Dependent Variable: e-HRI
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The results in Table 6.16 show that only the ‘HRM context’ significantly contributes to
explaining the relationship between ‘the contextual factors’ and ‘the use of e-HRM to make
employee information, capabilities and development available for managerial decision-making’
(β=0.587, p=0.001), confirming only Hypothesis H5b.

Multiple Regression Analysis of the Independent and Mediating variables on the Dependent variable

Table 6.18: Results of the Multiple Regression Analysis of the Independent and Mediating variables
on the Dependent variable
Independent
variable

Unstandardised

Standardised

coefficients

coefficients

b

S.E (b)

β

e-HRI

0.207

0.244

IMDM

0.308

0.250

Sig.

Tolerance

VIF

t statistic

level

0.186

0.849

0.404

1.000

1.000

0.269

1.230

0.230

1.000

1.000

Note: Dependent variable: SBP; Hypotheses are supported if variables are significant at ≤0.05 level of
significance.

Table 6.19: Model Summary
Model

R

R Square

Adjusted R Square

Std. Error of the
Estimate

1

.574a

.329

.304

.730

a. Predictors: (Constant), Independent, Mediating
b. Dependent Variable: Dependent variable

The results of the multiple regression analysis in Table 6.18, surprisingly demonstrate that
neither ‘the independent’ nor ‘the mediating’ variable are statistical determinants of SBP. This
surprising result helped to provide more justification for the qualitative data collected in the
research, to understand why such findings should occur (Sedmak and Longhurst, 2010).
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6.5 Quantitative Data Analysis for the proposed relationship between users’ attitude towards
the value e-HRM creates and e-HRM usage

The data analysis for this relationship starts with exploratory data analysis- using descriptive
statistics, reliability and factor analysis. It continues and concludes with confirmatory data
analysis- using correlation, linear regression and multiple regression analysis.

6.5.1. Descriptive Statistics of the Independent Variables
Underpinned by TAM, the model in Figure 3.8 proposed that the perceived usefulness (PU)
and perceived ease of use (PEOU) of e-HRM will be the major determinants of whether or not
the intended users will actually use the technology (Davis et al., 1993). Following this, PU and
PEOU were the independent variables for the exploratory model and their descriptive statistics
are as follows:

Percieved ease of use of e-HRM
Useful to LM's people
management activities
Strongly Disagree
Expectation of e-HRM's
Contribution to the Organisation.

Disagree
Agree

Expectation of e-HRM's
contribution to job perf.

Strongly Agree

Clarity of e-HRM
0

20

40

60

80

Figure 6.10: Descriptive Statistics for PU and PEOU

The data for PU was collected by asking the participants about their level of agreement with
some statements, which included: “I have a clear understanding of the benefits of e-HRM to
this organisation” (Clarity of e-HRM). Figure 6.10 reveals that more than half (59%) agree,
while less than half (41%) disagree. For the statement: “I expect that e-HRM will help me
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perform my HR task better” (Expectation of e-HRM’s contribution to job performance), a high
proportion (79%) agree, while, less than half (21%) disagree. For the statement: “I believe eHRM contributes to the success of this organisation” (Expectation of e-HRM’s contribution to
the organisation), a high proportion (66%) disagree, while, less than half (34%) agree. For the
statement: “Line managers in this organisation accept e-HRM to be a useful tool for people
management” (i.e. Useful to LM’s people management activities), a high proportion (62%)
disagree, while, less than half (38%) agree.
The data for PEOU was collected using only one item- by asking the participants to indicate
their level of agreement with the statement: “I find e-HRM too complex to use”. Figure 6.10
reveals that a high proportion (62%) disagree, while, less than half (38%) agree.

6.5.2. Descriptive Statistics of the Dependent Variable
‘e-HRM usage’ (the dependent variable) was measured using the constructs: the use of e-HRM
for transactional HRM activities and the use of e-HRM for strategic HRM activities. These two
measures represent the two main ways the HR function contributes to organisational
performance and they are the two main ways HR professionals and Line managers use e-HRM
to contribute to organisational performance.

LM's use of e-HRM for people
Management

Strongly Disagree
Disagree
Agree

Transactional use of e-HRM

Strongly Agree
0

10 20 30 40 50 60 70

Figure 6.11: Descriptive Statistics for the Transactional use of e-HRM
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Data for ‘transactional e-HRM usage’ was gathered by asking the participants their level of
agreement with the statements: ‘I use e-HRM to carry out my day-to-day HR activities’ and
‘Line managers in this organisation use e-HRM for their people management activities’. Figure
6.11 reveals that a high proportion (65%) agree with the first statement, while, less than half
(35%) disagree. This was similarly observed with the second statement, since a high proportion
(76%) agree, while, less than half (24%) disagree.
Data for the ‘strategic use of e-HRM’ was gathered by asking the participants to tick either a
‘Yes’ or a ‘No’ box, as an indication of their agreement or disagreement with the following
questions: ‘Do you think e-HRM is used strategically (i.e. for strategic HR activities) in this
organisation?’ and ‘Have you been involved in the strategic use of e-HRM?’. Figure 6.12
reveals that more than half of the respondents (59%) gave Yes answers to the first question,
while, less than half (41%) gave No answers. This was also observed with the second question,
since more than half of the respondents (52%) gave Yes answers, while, less than half (48%)
gave No answers.

70
60
50
40
30

Yes

20

No

10
0
Strategic use of e-HRM by
the org.

Strategic use of e-HRM by
the Participants

Figure 6.12: Descriptive Statistics for the Strategic use of e-HRM
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6.5.3. Descriptive Statistics of the Moderating Variable
The moderating variable (Contextual factors) used for the model is the same one used in the
model based on the HCM approach, thus, the descriptive statistics for this section remains the
same as illustrated in section 6.3.3.

6.5.4. Descriptive Statistics of the Mediating Variable
The mediating variable was measured using the construct: Attitude towards the value e-HRM
creates. Because it was proposed that e-HRM’s significant PU and PEOU, will lead to the
building of users’ attitude towards the value e-HRM creates, and this attitude, is in turn
expected to become the determinant of user’s intention to use the technology to undertake HR
activities (Davis et al., 1993). The data for this construct was gathered by asking the participants
their level of agreement with the question: ‘Do you think that using e-HRM for HR activities
has increased, decreased, or had no effect on HR’s contribution to this organisation’s
performance?’

50
40
30

Increased
Decreased

20

Had No Effect

10
0

Figure 6.13: Descriptive Statistics for the Attitude towards the
value e-HRM creates

Figure 6.13 reveals that less than half of the participants (45%) believe that e-HRM has
increased HR’s contribution to the organisation’s performance. Another proportion (21%)
believe that e-HRM has decreased it. While, 34% believe that e-HRM has had no effect on it.
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6.5.5 Reliability Analysis
Reliability analysis was done only on ‘PU’ and ‘e-HRM usage’, because ‘PEOU’ and ‘the
attitude towards the value e-HRM creates’ were measured using one item. While, the
moderating variable (Contextual factors) are the same ones used on the exploratory model based
on the HCM approach, thus, their results are as illustrated in Table 6.1.
The reliability analysis for ‘PU’ and ‘e-HRM usage’ was done using the Cronchbach’s alpha.
From the reliability analysis, ‘PU’ and ‘e-HRM usage’ had good internal consistency
(Cronchbach’s alpha coefficients), since their alpha coefficients were not <0.60 (Nunnally,
1978) (as illustrated in Table 6.20). This, however, required the removal of one item from ‘eHRM usage’ (the Strategic use of e-HRM by the participants), because it gave the scale an
initial poor Cronbach’s alpha value of 0.41.

Table 6.20: Reliability Analysis
Construct

No. of items

Cronchbach’s Alpha (α)

Perceived Usefulness (PU)

4

0.74

e-HRM usage

3

0.62

6.5.6 Factor Analysis
An exploratory factor analysis was conducted using the Principal Component Analysis (PCA)
for ‘PU’ and ‘e-HRM usage’, to explore the extent to which there were distinct groupings of
items taken together to constitute a consistent reflection of these constructs. Three items in the
multi-item construct for ‘PU’ were shown to have high factor loading (above the recommended
0.40) (Pallant, 2010), except the item which measured ‘the expectation of e-HRM to contribute
to performing HR tasks better’, that had <0.40. Additionally, only one component was
extracted for PU. While all the items on ‘e-HRM usage’ had high factor loading and only one
component was extracted for it. The Barlett’s test of sphericity of PU and ‘e-HRM usage’ was
significant at KMO value of 0.655 and 0.622 respectively (Table 6.21).
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Table 6.11: Factor Analysis
Construct

Kaiser-Meyer-Olkin (KMO)
Measure
of Sampling
Adequacy

Bartlett’s Test of
Sphericity
(Sig.)

0.655
0.622

Perceived
Usefulness (PU)

Principal Component
Analysis (PCA)
Initial
Eigenvalues

No. of
component(s)
extracted

0.000

57.89

1

0.019

57.47

1

e-HRM usage

6.5.7 Hypothesis testing
This section presents the Confirmatory Data Analysis. It includes a more complex data analysis
to test and confirm hypotheses, theories and variables (Collis and Hussey, 2009). It starts with
a correlation analysis of the relationships on the exploratory model using Pearson’s correlation
and ends with a model specification analysis.
The correlation analysis began with tests of the significance of the relationship between the
independent, mediating and the dependent variables and ends with the tests of the significance
of the relationships on the model. From the correlation analysis between the independent,
mediating and the dependent variable, the perceived ease of use (PEOU) was shown to have a
weak negative relationship with the perceived usefulness (PU) (r= -.272).
PU was shown to almost have a strong positive relationship with ‘users attitude towards the
value e-HRM creates’ (ATwds e-HRM) (r= .487, p<0.01) and a strong positive relationship
with ‘e-HRM usage’ (r= .644, p<0.01). While ‘ATwds e-HRM’ was shown to have a weak
positive relationship with ‘e-HRM usage’ (r= .228). On the other hand, PEOU was shown to
have a weak negative relationship with ‘ATwds e-HRM’ (r= -.260) and a weak negative
relationship with ‘e-HRM usage’ (r= -.289) (Table 6.22).
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Table 6.22: The Relationships between the Independent, Mediating and
Dependent variables
PU

PEOU

ATwds
e-HRM

PU

1

PEOU

-.272

1

ATwds e-HRM

.487**

-.260

1

e-HRM Usage

.644**

-.289

.228

e-HRM
usage

1

** Correlation is significant at the 0.01 level (2-tailed).

The results from the correlation analysis of the hypotheses generated to test the significance of
all the relationships on the model are summarised in Table 6.23.

Table 6.23: Correlation analysis of the hypotheses generated for model
IT
Context

HRM
Context

PU

PEOU

HR and
LMs
ATwds

e-HRM
usage

Transactional
e-HRM usage

IT Context

1

HRM Context

─

1

PU

-.118

.760**

1

PEOU

-.081

-.355**

-.227

1

HR and LMs
ATwds

─

─

.487**

-.260

1

e-HRM usage

─

─

─

─

.228

1

Transactional
e-HRM usage

─

─

─

─

.112

─

1

Strategic eHRM usage

─

─

─

─

.202

─

─

Strategic
e-HRM
usage

1

**. Correlation is significant at the 0.01 level (2-tailed)
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The results from the correlation analysis (Table 6.23) reveals that the ‘IT context’ had a weak
negative relationship with PU (r=-.118), while, the ‘HRM context’ had a strong positive
relationship with PU (r=.760, p<0.01). The ‘IT context’ was shown to have a weak negative
relationship with the PEOU (r=-.081), and the ‘HRM context’ was also shown to have a weak
negative relationship with PEOU (r=-.355, p<0.01).
PU was shown to almost have a strong significant positive relationship with ‘ATwds e-HRM’
(r=0.487, p<0.01). While, PEOU was shown to have a weak negative relationship with ‘ATwds
e-HRM’ (r=-.260). And PEOU was shown to have a weak negative relationship with PU (r=.227).
‘ATwds e-HRM’ was shown to have a weak positive relationship with ‘e-HRM usage’
(comprising both transactional and strategic e-HRM usage) (r=.228). ‘ATwds e-HRM’ was
shown to have a weak positive relationship with their ‘transactional use of e-HRM’ (r=0.112)
and a weak positive relationship with their ‘strategic use of e-HRM’ (r=0.202).
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Table 6.24: Summary of the Hypotheses tests for the relationship between users' attitude
towards the value e-HRM creates and e-HRM usage
Hypotheses

The contextual factors will have a significant positive
relationship with PU
Sub-Hypotheses
H8a.1: There is a relationship between the IT context of e-HRM
and PU
H8a.2: There is a relationship between the HRM context of eHRM and PU
H8b The contextual factors will have a significant positive
relationship with PEOU
Sub-Hypotheses
H8b.1: There is a relationship between the IT context of e-HRM
and PEOU
H8b.2: There is a relationship between the HRM context of eHRM and PEOU
H9a PU will have a significant positive relationship with HR
professionals’ and Line managers’ attitude towards the
value e-HRM creates in their organisation
Hypothesis
H9a: There is a relationship between PU and HR
professionals’ and Line managers’ attitude towards the
value e-HRM creates in their organisation
H9b PEOU will have a significant positive relationship with
HR professionals’ and Line managers’ attitude towards
the value e-HRM creates in their organisation.

Alternative
Hypothesis

Null
Hypothesis

Direction

Strength

Accepted

Rejected

-

weak

Accepted

Rejected

+

strong

Accepted

Rejected

-

weak

Accepted

Rejected

-

weak

Accepted

Rejected

+

strong

Accepted

Rejected

-

weak

Accepted

Rejected

-

weak

Accepted

Rejected

+

weak

Accepted

Rejected

+

weak

Accepted

Rejected

+

weak

H8a

Hypothesis
H9b: There is a relationship between PEOU and HR
professionals’ and Line managers’ attitude towards the
value e-HRM creates in their organisation
H9c PEOU will have a significant positive relationship with
PU
Hypothesis
H9c: There is a relationship between PEOU and PU
H10a

HR professionals’ and Line managers’ attitude towards
the value e-HRM creates in their organisation will have a
significant positive relationship with their use of e-HRM
Hypothesis
H10a: There is a relationship between HR professionals’ and
Line managers’ attitude towards the value e-HRM creates
in their organisation and their use of e-HRM
H10b HR professionals’ and Line managers’ attitude towards
the value e-HRM creates in their organisation will have a
significant positive relationship with their transactional
use of e-HRM
Hypothesis
H10b: There is a relationship between HR professionals’ and
Line managers’ attitude towards the value e-HRM creates
in their organisation and their transactional use of e-HRM
H10c HR professionals and Line managers’ attitude towards
the value e-HRM creates in their organisation will have a
significant positive relationship with their strategic use of
e-HRM
H10c: There is a relationship between HR professionals’ and
Line managers’ attitude towards the value e-HRM creates
in their organisation and their strategic use of e-HRM
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6.5.8 Model Specification and Analysis
The exploratory model aimed to explore the relationship between user’s attitude towards the
value e-HRM creates in their organisation and their use of the technology, which is largely
determined by PU and PEOU (Davis, 1989).

6.5.8.1 Linear Regression Analysis
The hypotheses generated from the model predicted that there will be a linear relationship
between the variables. LRA was used to examine the hypotheses by using a single independent
variable to predict a single dependent variable, to ascertain the applicability of the model.
Table 6.25: Linear Regression Analysis of the research hypotheses
Dependent
Variable

R
Square
(r²)

Independent
Variable

Unstandardised
coefficients
b

S.E. (b)

Standardised t-statistic
coefficients

Significant
level

β

PU

0.343

Contextual
Factors

0.586

0.156

0.586

3.753

0.001

PEOU

0.034

Contextual
Factors

-0.141

0.145

-0.183

-0.968

0.342

PU

0.074

PEOU

-0.354

0.241

-0.272

-1.469

0.153

Attitude
Towards e-HRM

0.238

PU

0.439

0.151

0.487

2.901

0.007

Attitude
Towards e-HRM

0.067

PEOU

-0.304

0.218

-0.260

-1.398

0.174

e-HRM usage

0.415

PU

0.644

0.147

0.644

4.378

0.000

e-HRM usage

0.083

PEOU

-0.376

0.240

0.289

-1.567

0.129

e-HRM usage

0.052

Attitude
Towards
e-HRM

0.254

0.208

0.228

1.218

0.234

Transactional
use of e-HRM

0.012

Attitude
Towards
e-HRM

0.124

0.212

0.112

0.584

0.564

Strategic use of
e-HRM

0.041

Attitude
Towards
e-HRM

0.224

0.209

0.202

1.070

0.294

Note: Hypotheses are supported if variables are significant at ≤0.05 level of significance.

219 | P a g e

From the results in Table 6.25, the ‘contextual factors’ were shown to significantly influence
PU (β=0.586, P=0.001), supporting H8a. PEOU was not shown to significantly influence PU.
At the same time, PU was the only independent variable shown to significantly influence ‘users
attitude towards the value e-HRM creates’ (β=0.487, P=0.007), supporting H 9a. PU was also
shown to be the only independent variable to significantly influence ‘e-HRM usage’ (β=0.644,
p=0.000). However, ‘users attitude towards the value e-HRM creates in the organisation’ was
not shown to significantly influence either the ‘transactional usage’, the ‘strategic usage’ or the
‘e-HRM usage’ (i.e. combining both transactional and strategic usage).
Following Baron and Kenny’s (1986) conditions for mediation analysis (elaborated in section
6.3.8.1), the mediating variable (‘attitude towards the value e-HRM creates in the organisation’)
could not sufficiently offer explanation of the association apparent in the research data, since
only one independent variable (PU) significantly influences the mediating variable and the
mediating variable did not influence the dependent variable. Nonetheless, the results suggest
that the ‘contextual factors’ significantly influence PU; PU significantly influences ‘users’
attitude towards the value e-HRM creates’; and PU significantly influences ‘e-HRM usage’. It
also reveals that the linear relationship between PU and ‘e-HRM usage’ had the highest
predictive power (r²=0.415).

6.5.8.2 Multiple Regression Analysis
Multiple Regression Analysis of the Contextual Factors on PU
Table 6.26: Results of the Multiple Regression Analysis of the Contextual Factors on PU
Independent
variable

Unstandardised

Standardised

coefficients

coefficients

b

S.E (b)

β

ITCF

-0.024

0.128

HRCF

0.757

0.128

Sig.

Tolerance

VIF

t statistic

level

-0.024

-0.185

0.855

0.985

1.016

0.757

5.903

0.000

0.985

1.016

Note: Dependent variable: PU; Hypotheses are supported if variables are significant at ≤0.05 level of
significance.
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Table 6.27: Model Summary
Model

R

1

.761

R Square

Adjusted R Square

Std. Error of the Estimate

.579

.546

.67366903

a

a. Predictors: (Constant), IT context, HRM context
b. Dependent Variable: PU

A multiple regression analysis was carried out between the ‘contextual factors’ and PU, to
identify the statistical determinant of PU. The individual effect of each ‘contextual factor’ was
therefore examined. The results as shown in Table 6.26 demonstrate that the ‘HRM context’ is
the only statistical determinant of PU (β=0.757, P=0.000), confirming only Hypothesis H8a.

Multiple regression analysis of the Contextual Factors on PEOU
Table 6.28: Results of the Multiple Regression Analysis of the Contextual Factors on PEOU
Independent
variable

Unstandardised
coefficients

Standardised
coefficients

Sig.
level

Tolerance

VIF

t statistic

b

S.E
(b)

β

ITCF

-0.097

0.141

-0.127

-0.692

0.495

.985

1.016

HRCF

-0.285

0.141

-0.371

-2.026

0.053

.985

1.016

Note: Dependent variable: PEOU; Hypotheses are supported if variables are significant at ≤0.05 level of
significance.

Table 6.29: Model Summary
Model

R

R Square

Adjusted R Square

1

.377a

.142

.076

Std. Error of the
Estimate
.739

a. Predictors: (Constant), IT context, HRM context
b. Dependent Variable: PEOU

The multiple regression analysis in Table 6.28, carried out between the ‘contextual factors’ and
PEOU shows that only the ‘HRM context’ statistically determines PEOU (β=-0.371, p=0.05),
confirming only Hypothesis H8b.
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Multiple Regression Analysis of the Independent and Mediating variables on the Dependent
variable

Table 6.30: Results of the Multiple Regression Analysis of the Independent and Mediating variables on
the Dependent variable
Independent
variable

Unstandardised

Standardised

coefficients

coefficients

b

S.E (b)

β

PU

0.672

0.174

PEOU

-0.184

ATwds
e-HRM

-0.151

Sig.

Tolerance

VIF

t statistic

level

0.672

3.873

0.001

0.740

1.352

0.204

-0.141

-0.900

0.376

0.905

1.105

0.192

-0.136

-0.787

0.439

0.745

1.342

Note: Dependent variable: e-HRM usage; Hypotheses are supported if variables are significant at ≤0.05
level of significance.

Table 6.31: Model Summary
Model

R

R Square

Adjusted R Square

Std. Error of the
Estimate

1

.666a

.443

.376

.78989281

a. Predictors: (Constant), PU, PEOU, ATwds e-HRM
b. Dependent Variable: e-HRM usage

The results in Table 6.30 demonstrate that PU is a significant statistical determinant of ‘e-HRM
usage’ (β=0.672, P=0.001), while, PEOU and ‘users attitude towards the value e-HRM creates’
are not, confirming the previous results of the LRA in Table 6.25.
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6.6 Quantitative Data Analysis for the proposed relationship between HR’s attitude towards
the value e-HRM creates and their strategic use of e-HRM using only PU

The data analysis starts with the exploratory data analysis- using descriptive statistics,
reliability analysis and factor analysis. It continues and concludes with confirmatory data
analysis- using correlation, linear regression and multiple regression analysis.

6.6.1. Descriptive Statistics of the Independent Variable

HR’s attitude towards the value e-HRM creates and how it influences or affects their strategic
use of e-HRM was explored using the construct: Perceived usefulness of e-HRM to HR
operating a strategic HR role (PUHR)- as the key determinant of their strategic use of e-HRM
(as elaborated in section 3.5.3.2). The descriptive statistics is as follows:

Improves HR's ability to
support LMs PMA
Reduces time spent helping
employees
Reduces time spent helping
LMs administratively
Strongly Disagree
Increases time spent on
strategic HR

Disagree
Agree
Strongly Agree

Reduces time spent on admin

Improves HR info for mgr. DM

Improves quality of HR Service
0

20

40

60

80

Figure 6.14: Descriptive Statistics for PUHR
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The data for PUHR was collected by asking HR professionals about their level of agreement
with some statements, which included: “e-HRM helps to improve the quality of HR services”.
Figure 6.14 reveals that a high proportion (89%) agree, while, a small proportion (11%)
disagree. For the statement: “e-HRM helps to improve the quality of Corporate HR information
for managerial decision-making”, a high proportion (89%) agree, while, a small proportion
(11%) disagree. For the statement: “e-HRM helps to reduce the time HR professionals spend
on administrative activities”, more than half (56%) agree, while, less than half (44%) disagree.
For the statement: “e-HRM helps to increase the time HR professionals spend on strategic
planning and strategic activities”, more than half (56%) agree, while, less than half (44%)
disagree. For the statement: “e-HRM helps to reduce the time HR professionals spend
supporting Line managers’ carryout their HR administrative task”, less than half (45%) agree,
while, more than half (55%) disagree. For the statement: “e-HRM helps to reduce the time HR
professionals spend supporting employees’ carryout their HR administrative task”, more than
half (56%) agree, while less than half (44%) disagree. And for the statement: “e-HRM has
improved HR’s capability to support Line managers’ carryout their people management
activities”, a high proportion (78%) agree, while, less than half (22%) disagree.

6.6.2. Descriptive Statistics of the Dependent Variable
The dependent variable was measured using the construct: Strategic use by HR professionals.
Since the model was developed to explore in some depth how HR’s perceived usefulness of eHRM to them operating a strategic HR role influences their ‘attitude towards the value e-HRM
creates in their organisation’ and how this attitude affects or influences their ‘strategic use of
the technology’. Thus, the data was gathered by asking the participants to tick either a ‘Yes’ or
a ‘No’ box, as an indication of their agreement or disagreement with the question: Have you
been involved in the strategic use of e-HRM?
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Figure 6.15: Strategic Use of e-HRM by HR professionals

Figure 6.15 reveals that a high proportion of the HR professionals (67%) responded positively
to the question, while, less than half (33%) responded negatively to it.

6.6.3. Descriptive Statistics of the Moderating Variable

The moderating variable (Contextual factors) used for the model is the same one used in the
model based on the HCM approach, thus, the descriptive statistics for this section remains the
same as illustrated in section 6.3.3.

6.6.4. Descriptive Statistics of the Mediating Variable

The mediating variable for the exploratory model was measured using the construct: HR’s
attitude towards the value e-HRM creates. The data for this construct was gathered by asking
the participants the question: Do you think that using e-HRM for HR activities has increased,
decreased or had no effect on HR’s contribution to this organisation’s performance?

225 | P a g e

60
50
40
30

Increased

20

Had No Effect

10
0
Attitude towards the value e-HRM creates

Figure 6.16: HR's Attitude towards the value e-HRM creates

Figure 6.16 reveals that more than half of the HR professionals (56%) feel that e-HRM has
increased HR’s contribution to the organisation’s performance. And it showed that less than
half (44%) feel that it has had no effect on it.

6.6.5 Reliability Analysis
No reliability analysis was done on the dependent and mediating variables because they were
measured using one item. While the moderating variables (Contextual factors) are the same
ones used on the model based on the HCM approach, thus, their values remain as illustrated in
section 6.3.5.
From the reliability test done for the independent variable (PUHR), it was shown to have good
internal consistency (Cronchbach’s alpha coefficients). Since the scales exceeded the
recommended 0.70 (Nunnally, 1978) (as illustrated in Table 6.32).

Table 6.32: Reliability Analysis
Construct
PUHR

No. of items

Cronchbach’s alpha (α)

7

0.89
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6.6.6 Factor Analysis
The result of the factor analysis for the independent variable (PUHR) is as shown in Table 6.33.

Table 6.33: Factor Analysis
Construct

Kaiser-Meyer-Olkin (KMO)
Measure
of Sampling
Adequacy

Bartlett’s Test of
Sphericity
(Sig.)

0.724

0.000

PUHR

Principal Component
Analysis (PCA)
Initial
Eigenvalues

75.56

No. of
component(s)
extracted

2

6.6.7 Hypothesis testing
This section presents the Confirmatory Data Analysis. It includes a more complex data analysis
to test and confirm hypotheses, theories and variables (Collis and Hussey, 2009). It starts with
a correlation analysis of the relationships on the exploratory model using Pearson’s correlation
and ends with a model specification analysis. Table 6.34 contains the results of the correlation
analysis of the relationships on the exploratory model.

Table 6.14: Correlation analysis of the Relationships between the variables on the model

IT Context

HRM
Context

PUHR

HR’s
ATwds

HR’s strategic
use of e-HRM

IT Context
1
HRM Context

─

1
PUHR
-.455

-.699*

1

─

─

-.161

1

─

─

-.461

.401

HR’s ATwds
HR’s strategic use
of e-HRM

1

*. Correlation is significant at the 0.05 level (2-tailed).
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From the correlation analysis of the relationships on the exploratory model (Table 6.34), the
‘IT context’ was shown to have a strong negative relationship with ‘HR’s perceived usefulness
of e-HRM to HR operating a strategic role in the organisation’ (PUHR) (r=-.455) and the
‘HRM context’ was also shown to have a strong negative relationship with PUHR (r=-.699,
p<0.05).
PUHR was shown to have a weak negative relationship with ‘their attitude towards the value
e-HRM creates’ (HR’s ATwds) (r=-.161). However, ‘HR’s ATwds e-HRM’ was shown to have
a significant positive relationship with their ‘strategic use of e-HRM’ (r=.401). While, PUHR
was shown to have a significant negative relationship with their ‘strategic use of e-HRM’ (r=.461).

Table 6.35: Summary of the Hypotheses tests for HR's attitude towards the value e-HRM
creates and their strategic use of the technology
Hypotheses

Alternative
Hypothesis

Null
Hypothesis

Direction

Strength

Accepted

Rejected

-

weak

H11a.2: There is a relationship between the HRM Accepted
context and PUHR

Rejected

-

strong

Rejected

-

weak

Rejected

+

medium

H11a The contextual factors will have a significant
positive relationship with the PUHR
Sub-Hypotheses
H11a.1: There is a relationship between the IT
context and PUHR

H11b PUHR will have a significant positive
relationship with HR professionals attitude
towards the value e-HRM creates in their
organisation
Hypothesis
H11b: There is a relationship between PUHR and
Accepted
HR professionals’ attitude towards the value eHRM creates in their organisation
H11c HR professionals’ attitude towards the value eHRM creates in their organisation will have a
significant positive relationship with their
strategic use of e-HRM
Hypothesis
H11c: There is a relationship between HR
professionals’ attitude towards the value eHRM creates in their organisation and their
strategic use of e-HRM

Accepted
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6.6.8 Model Specification Analysis
The model proposed that the independent variable (perceived usefulness of e-HRM to HR
operating strategic HR role- PUHR) will lead to the building of HR’s attitude towards using
the technology strategically and this attitude is in turn expected to become the determinant of
HR professionals’ intention and strategic use of the technology.

6.6.8.1 Linear Regression Analysis
The hypotheses generated from the model predicted that there will be a linear relationship
between the variables. Linked to this, LRA was used to examine the relationships by using a
single independent variable to predict a single dependent variable. Thus, allowing the research
to observe the path coefficient (β) and examine the goodness of fit for the model, to ascertain
its applicability.

Table 6.36: Linear Regression Analysis of the research hypotheses
Dependent

R

Independent Unstandardised

Standardised t-statistic

Significant

Variable

Square

Variable

coefficients

level

(r²)

coefficients
b

S.E. (b)

β

PUHR

.176

Contextual
Factors

-.531

.434

-.420

-1.224

.261

HR’s
ATwds

.026

PUHR

-.135

.312

-.161

-.433

.678

Strategic use of .138
e-HRM

PUHR

.148

.139

.372

1.061

.324

Strategic use of .161
e-HRM

HR’s
ATwds

.367

.317

.401

1.157

.285

Note: Hypotheses are supported if variables are significant at ≤0.05 level of significance.

From the results in Table 6.36, none of the variables was shown to significantly influence the
other. Thus, none of the hypotheses generated from the model was supported. Based on this,
the mediating variable did not have sufficient power to offer explanation of the associations
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apparent in the research data (Baron and Kenny, 1986). Additionally, the model did not have
sufficient explanatory power, thus, it could not predict the relationship that exists between the
‘HR professionals’ PUHR’, ‘their attitude towards the value e-HRM creates in the organisation’
and ‘their strategic use of the technology’.

6.6.8.2 Multiple Regression Analysis
Multiple Regression Analysis of the Contextual Factors on PUHR

Table 6.37: Results of the Multiple Regression Analysis of the Contextual Factors on PUHR
Independent
variable

Unstandardised

Standardised

coefficients

coefficients

Sig.
t statistic

level

Tolerance

VIF

b

S.E
(b)

β

ITCF

-.117

.160

-.117

-.729

.472

.985

1.016

HRCF

-.588

.160

-.588

-3.667

.001

.985

1.016

Note: Dependent variable: PUHR; Hypotheses are supported if variables are significant at ≤0.05 level of
significance.

Table 6.38: Model Summary
Model

R

R Square

Adjusted R Square

1

.585a

.342

.292

Std. Error of the
Estimate
.84166685

a. Predictors: (Constant), IT context, HR context
b. Dependent Variable: PUHR

The multiple regression analysis carried out between the contextual factors and PUHR (Table
6.37), showed that only the ‘HRM context’ significantly determines PUHR- confirming only
Hypothesis H11a.2.
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Multiple Regression Analysis of the Independent and Mediating variables on the Dependent variable

Table 6.39: Results of the Multiple Regression Analysis of the Independent and Mediating
variables on the Dependent variable
Independent
variable

Unstandardised

Standardised

coefficients

coefficients

b

S.E (b)

β

PUHR

-.312

.261

HR’s ATwds

.306

.312

Sig.

Tolerance

VIF

t statistic

level

-.407

-1.195

.277

.974

1.027

.335

.983

.363

.974

1.027

the value eHRM creates

Note: Dependent variable: Strategic use of e-HRM; Hypotheses are supported if variables are significant at
≤0.05 level of significance.

Table 6.40: Model Summary
Model

R

R Square

Adjusted R Square

Std. Error of the
Estimate

1

.666a

.443

.376

.78989281

a. Predictors: (Constant), PUHR, HR’s ATwds e-HRM
b. Dependent Variable: Strategic use of e-HRM

Table 6.39 shows that ‘HR professionals’ perceived usefulness of e-HRM to HR operating a
strategic HR role (PUHR)’ and ‘their attitude towards the value e-HRM creates in the
organisation (HR’s ATwds e-HRM)’, both did not significantly determine ‘their strategic use
of e-HRM’. Which reinforces the findings from the LRA in Table 6.36, that showed that none
of the variables significantly influences the other.
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6.7 Quantitative Data Analysis for the proposed relationship between Line managers’
attitude towards the value e-HRM creates and their strategic use of e-HRM using only
PU

The data analysis starts with exploratory data analysis- using descriptive statistics, reliability
analysis and factor analysis. It continues and concludes with confirmatory data analysis- using
correlation, linear regression and multiple regression analysis.

6.7.1. Descriptive Statistics of the Independent Variable

The model proposed that the ‘Perceived Usefulness of e-HRM to Line managers’ operating a
strategic HR role for their teams (PULM)’ will influence ‘LM’s attitude towards the value eHRM creates in the organisation’, which is expected to determine ‘their strategic use of eHRM’. The independent variable was measured using the construct: Perceived usefulness of eHRM to Line managers’ operating a strategic HR role for their teams (PULM), as the key
determinant of LM’s strategic use of e-HRM. The descriptive statistics is as follows:

Gives LMs the opportunity to
dev. PM. Skills

Reduces LMs Admin burden

Improves monitoring of
employees

Strongly Disagree
Disagree

Access to employee
Information, Capabilities
&Devpt.

Agree
Strongly Agree

Better communication btw LMs
& their staff

Access to online Data
0

10 20 30 40 50 60 70

Figure 6.17: Descriptive Statistics for PULM
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The data for PULM was collected by asking Line managers about their level of agreement with
some statements, which included: “e-HRM provides Line managers with online access to data
and information necessary to perform their HR activities efficiently and effectively”. Figure
6.17 reveals that a high proportion (75%) agree, while, less than half (25%) disagree. For the
statement: “e-HRM provides better communication and flow of information between Line
managers and the people they manage”, a high proportion (75%) disagree, while, a small
proportion (25%) agree.
For the statement: “e-HRM provides Line managers with information, capabilities and
development of the people they manage whenever they need it”, half of the Line managers’
(50%) agree, while, another half (50%) disagree. For the statement: “e-HRM improves the way
managers monitor and manage the performance of their staff”, more than half (55%) agree,
while, less than half (45%) disagree. For the statement: “e-HRM reduces the administrative
burden related to people management activities for Line managers”, a high proportion (70%)
disagree, while, less than half (30%) agree. And for the statement: “e-HRM provides the
opportunity to develop people management skills”, a high proportion (75%) disagree, while, a
small proportion (25%) agree.

6.7.2 Descriptive Statistics of the Dependent Variable
The dependent variable was measured using the construct: Strategic use by Line managers.
Since the model was developed to explore in some depth how ‘Line managers’ perceived
usefulness of e-HRM to Line managers operating a strategic HR role for their teams’ influences
‘LM’s attitude towards the value e-HRM creates in their organisation’, and how this attitude
affects or influences ‘LM’s strategic use of the technology’. Thus, the data was gathered by
asking the participants the question: Have you been involved in the strategic use of e-HRM?
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Figure 6.18: Descriptive Statistics for the Strategic Use of e-HRM by Line managers

Figure 6.18 reveals that more than half (55%) have not used e-HRM strategically or for
strategic HRM activities, while, less than half (45%) have used e-HRM strategically or for
strategic HRM activities.

6.7.3 Descriptive Statistics of the Moderating Variable
The moderating variable (Contextual factors) used for this model is the same one used in the
model based on the HCM approach. Thus, the descriptive statistics for this section remains the
same as illustrated in section 6.3.3.

6.7.4 Descriptive Statistics of the Mediating Variable
The mediating variable was measured using the construct: Line managers’ attitude towards the
value e-HRM creates. The data was gathered by asking the participants the question: Do you
think that using e-HRM for HR activities has increased, decreased or had no effect on HR’s
contribution to this organisation’s performance?
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Figure 6.19: Descriptive Statistics for Line managers' attitude
towards the value e-HRM creates

Figure 6.19 reveals that less than half (40%) feel that e-HRM has increased HR’s contribution
to the organisation’s performance. Less than half (30%) believe that e-HRM has decreased it;
while, another proportion (30%) feel that e-HRM has had no effect on it.

6.7.5 Reliability Analysis
Reliability analysis was done on the independent variable (PULM). None was done on the
mediating and dependent variables because they were measured using one item. While the
results for the moderating variable (Contextual factors) remain the same as illustrated in section
6.3.5. From the reliability test, the independent variable (PULM) was shown to have good
internal consistency (Cronchbach’s alpha coefficients), since the alpha value exceeded the
recommended 0.70 (Nunnally, 1978) (see Table 6.41). This means that the independent
variable was based on reliable measures (Sekaran and Bougie, 2010).
Table 6.41: Reliability Analysis
Construct

Perceived usefulness by Line managers

No. of

Cronchbach’s

items

alpha (α)

6

0.825

(PULM)
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6.7.6 Factor Analysis
The factor analysis helped to reduce the six items used to measure the independent variable
(PULM) to one component or factor, which best represents the interrelationship among the
items that make-up the independent variable. The result of the Bartlett’s test of sphericity shows
that the independent variable is significant at KMO value of 0.50. And it shows that only one
item was extracted, as illustrated in Table 6.42.

Table 6.42: Factor Analysis
Construct

PULM

Kaiser-MeyerOlkin (KMO)
Measure
of Sampling
Adequacy

Bartlett‟s Test of
Sphericity
(Sig.)

0.786

0.000

Principal Component
Analysis (PCA)
Initial
No. of
Eigenvalues component(s)
extracted
53.98
1

6.7.7 Hypothesis testing
This section presents Confirmatory Data Analysis. It includes a more complex data analysis to
test and confirm hypotheses, theories and variables (Collis and Hussey, 2009). It starts with a
correlation analysis of the relationships on the exploratory model using Pearson’s correlation
and ends with a model specification analysis.
From the correlation analysis (Table 6.43), the ‘IT context’ was shown to have a very weak
negative relationship with ‘Line managers’ perceived usefulness of e-HRM to LM’s operate a
strategic HR role for their teams (PULM)’ (r=-.029). While the ‘HRM context’ almost had a
strong positive relationship with PULM (r=.455, p<0.05).
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Table 6.43: Correlation analysis for the relationships between the variables on the model

HRM
Context

IT Context

IT
Context
1

PULM

LMs’
ATwds

HRM Context

─

1

PULM

-.029

.455*

1

LM’s ATwds

─

─

.313

1

LM’s strategic use of
e-HRM

─

─

.010

.133

LM’s strategic
use of e-HRM

1

*. Correlation is significant at the 0.05 level (2-tailed)

PULM was shown to have a medium positive relationship with ‘Line managers’ attitude
towards the value e-HRM creates in the organisation (LMs’ ATwds e-HRM)’ (r=.313). PULM
was shown to have a very weak positive relationship with ‘their strategic use of e-HRM’
(r=0.010).
While, ‘LMs’ ATwds e-HRM’ was shown to have a very weak positive relationship ‘their
strategic use of e-HRM’ (r=.133), as illustrated in Table 6.43.
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Table 6.44: Summary of the Hypotheses tests for Line managers' attitude towards the value e-HRM
creates and their strategic use of e-HRM
Hypotheses

Alternative
Hypothesis

Null
Hypothesis

Direction

Strength

Rejected

-

weak

Accepted

Rejected

+

medium

Accepted

Rejected

+

medium

Accepted

Rejected

+

weak

H12a The contextual factors will have a
significant positive relationship with
PULM
Sub-Hypotheses
H12a.1: There is a relationship between the ‘IT Accepted
context’ and PULM
H12a.2: There is a relationship between the
‘HRM context’ and PULM
H12b PULM will have a significant positive
relationship with Line managers’ attitude
towards the value e-HRM creates in their
organisation
Hypothesis
H12b: There is a relationship between PULM
and Line managers’ attitude towards the
value e-HRM creates in their organisation
H12c Line managers’ attitude towards the value
e-HRM creates in their organisation will
have a significant positive relationship
with their strategic use of e-HRM
Hypothesis
H12c: There is a relationship between Line
managers’ attitude towards the value eHRM creates in their organisation and
their strategic use of e-HRM
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6.7.8 Model Specification and Analysis
The model proposed that the independent variable (PULM) will lead to the building of Line
managers’ attitude towards their strategic use of the technology and this attitude is in turn
expected to become the determinant of their intentions and strategic use of the technology.

6.7.8.1 Linear Regression Analysis
The hypotheses generated from the model predicted that there will be a linear relationship
between the variables. Linked to this, LRA was used to examine the relationships by using a
single independent variable to predict a single dependent variable, to ascertain the model’s
applicability.
Table 6.45: Linear Regression Analysis of the research hypotheses
Dependent

R

Independent Unstandardised

Standardised t-statistic

Significant

Variable

Square

Variable

coefficients

level

(r²)

coefficients
b

S.E. (b)

β

PULM

.065

Contextual
Factors

.201

.179

.256

1.122

.277

LM’s
ATwds

.098

PULM

.331

.236

.313

1.398

.179

Strategic use of .000
e-HRM

PULM

.077

.149

.010

0.044

.965

Strategic use of .133
e-HRM

LM’s
ATwds

.080

.140

.133

0.570

.576

Note: Hypotheses are supported if variables are significant at ≤0.05 level of significance.

The results in Table 6.45 reveal that none of the variables significantly influenced the other.
Thus, none of the hypotheses on the model was supported. Based on this, the mediating variable
did not have sufficient power to offer explanation of the associations apparent in the research
data (Baron and Kenny, 1986). And the model did not have sufficient explanatory power to
predict the relationship between the ‘PULM’, ‘LM’s attitude towards the value e-HRM creates
in the organisation’ and ‘LM’s strategic use of e-HRM’.
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6.7.8.2 Multiple Regression Analysis
Multiple Regression Analysis of the Contextual Factors on PULM

Table 6.46: Results of the Multiple Regression Analysis of the Contextual Factors on PULM
Independent
variable

Unstandardised

Standardised

coefficients

coefficients

b

S.E
(b)

β

ITCF

.226

.156

HRCF

.599

.156

Sig.

Tolerance

VIF

t statistic

level

.226

1.444

.161

.985

1.016

.599

3.835

.001

.985

1.016

Note: Dependent variable: PULM; Hypotheses are supported if variables are significant at ≤0.05 level of
significance.

Table 6.47: Model Summary
Model

R

R Square

Adjusted R Square

1

.613a

.376

.328

Std. Error of the
Estimate
.819811965

a. Predictors: (Constant), IT context, HRM context
b. Dependent Variable: PULM

The multiple regression analysis done between the contextual factors and PULM (Table 6.46),
reveal that only the ‘HRM context’ significantly determines PULM, confirming only
Hypothesis H12a.2.
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Multiple Regression Analysis of the Independent and Mediating variables on the Dependent variable

Table 6.48: Results of the Multiple Regression Analysis of the Independent and Mediating
variables on the Dependent variable
Independent
variable

Unstandardised

Standardised

coefficients

coefficients

b

S.E (b)

β

PULM

-.022

.160

LM’s ATwds

.086

.151

Sig.

Tolerance

VIF

t statistic

level

-.035

-.137

.893

.902

1.109

.144

.569

.577

.902

1.109

the value eHRM creates

Note: Dependent variable: Strategic use of e-HRM; Hypotheses are supported if variables are significant at
≤0.05 level of significance.

Table 6.49: Model Summary
Model

R

R Square

Adjusted R Square

1

.137a

.019

-.097

Std. Error of the
Estimate
.535

a. Predictors: (Constant), PULM, LM’s ATwds e-HRM
b. Dependent Variable: Strategic use of e-HRM

The results in Table 6.48 reveal that ‘the perceived usefulness of e-HRM to LM’s operating a
strategic HR role for their teams (PULM)’ and ‘LM’s attitude towards the value e-HRM creates
in the organisation’ both did not significantly determine ‘their strategic use of e-HRM in the
organisation’. This reinforces the results from the LRA in Table 6.45.
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6.8 Quantitative Data analysis for the proposed relationship between the strategic use of
e-HRM and sustaining business performance using RBV
The data analysis starts with exploratory data analysis- using descriptive statistics, reliability
analysis and factor analysis. It continues and concludes with confirmatory data analysis- using
correlation, linear regression and multiple regression analysis.

6.8.1. Descriptive Statistics of the Independent Variable
To help address the third research objective, RBV was used to propose that e-HRM’s ability to
create strategic value and contribute to organisational performance will lie in how it is used
(Barney, 1991; Perez-Arostegui and Martinez-Lopez, 2014). Building on this, it was also
proposed in the research that when e-HRM is used strategically, it will improve HR’s strategic
orientation- which is expected to enhance HR’s capability to contribute to creating competitive
advantage and sustaining business performance overtime. The independent variable was
measured using the construct: Strategic use of e-HRM.
The data was collected by asking the question: Do you think e-HRM is used strategically (i.e.
for strategic HR activities) in this organisation? The descriptive statistics is as illustrated in
Figure 6.20.
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Figure 6.20: The Descriptive Statistics for the Strategic use of e-HRM by the Organisation
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Figure 6.20 reveals that more than half of the respondents (59%) indicate that e-HRM is used
strategically in the organisation, while, less than half (41%) didn’t think so.

6.8.2 Descriptive Statistics for the Dependent Variable
The dependent variable was measured using the construct: Sustaining business performance.
Since it is the same dependent variable for the model based on the HCM approach, its
descriptive statistics remain the same as illustrated in section 6.3.2.

6.8.3 Descriptive Statistics of the Moderating Variable
The moderating variable: Attitude towards the value e-HRM creates, is the same construct used
as the mediating variable for the Revised TAM model. Thus, the descriptive statistics for this
section is as illustrated in section 6.5.4.

6.8.4 Descriptive Statistics of the Mediating Variable
The mediating variable (improved strategic HRM orientation) was measured by asking the
participants about their level of agreement with the statement: “e-HRM helps to increase the
time HR professionals spend on strategic planning and strategic activities”. The descriptive
statistics are as illustrated in Figure 6.21.

40
30

Strongly Agree
Agree

20

Disagree

10

Strongly Disagree

0
Increases time spent on strategic HR

Figure 6.21: Descriptive Statistics for 'Improved Strategic HRM orientation'
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6.8.5 Reliability Analysis
The dependent variable (sustaining business performance) was the only variable that was
measured using more than one item. Since it is the same construct used to measure the
dependent variable for the model based on the HCM approach. Thus, its results are as illustrated
in section 6.3.5.

6.8.6 Factor Analysis
Following section 6.8.5, the factor analysis for the dependent variable remain the same as
illustrated in section 6.3.6.

6.8.7 Hypothesis testing
This section presents the Confirmatory Data Analysis (CDA). It includes a more complex data
analysis to test and confirm hypotheses, theories and variables (Collis and Hussey, 2009). It
starts with a correlation analysis of the relationships on the exploratory model using Pearson’s
correlation and ends with a model specification analysis.
Table 6.1: Correlation analysis for the relationships on the model
ATwds the
value eHRM creates

ATwds the
value e-HRM
creates
Strategic use
of e-HRM

Strategic use
of e-HRM

HR’s
strategic use
of e-HRM

LM’s strategic
use of e-HRM

Improved
Strategic
orientation

1
.336

1

─

─

1

─

─

─

Improved
Strategic
orientation

─

.190

-.250

-.143

1

SBP

─

.104

-.468

-.114

.449

HR’s strategic
use of e-HRM
LM’s strategic
use of e-HRM

SBP

1

1
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From the results of the correlation analysis in Table 6.50, the ‘strategic use of e-HRM’ was
shown to have a weak positive relationship with ‘improved strategic HRM orientation’ (r=.190)
and a weak positive relationship with SBP (r=.104). While, ‘improved strategic HRM
orientation’ was shown to almost have a strong positive relationship with ‘SBP’ (r=.449).
‘Users attitude towards the value e-HRM creates in the organisation’ was shown to have a
medium positive relationship with its ‘strategic use’ (r=.336). While, ‘HR professionals and
Line managers strategic use of e-HRM’ were both shown to have a weak negative relationship
with ‘improved strategic HRM orientation’ (r=-.250 and r=-.143, respectively).
The ‘strategic use of e-HRM’ by HR professionals and Line managers were both shown to
have negative relationships with SBP (r=-.468 and r=-.114, respectively).
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Table 6.2: Summary of the Hypotheses tests for the relationship between the strategic use of e-HRM
and sustaining business performance using RBV
Hypotheses

H13 The contextual factor will have a significant positive
relationship with the strategic use of e-HRM
Hypothesis
H13: There is a relationship between the attitude towards the
value e-HRM creates in the organisation and the
strategic use of e-HRM
H14a The strategic use of e-HRM will have a significant
positive relationship with improved strategic HRM
orientation
Hypothesis
H14a: There is a relationship between the strategic use of eHRM and improved strategic HRM orientation
H14b The strategic use of e-HRM will have a significant
positive relationship with sustaining business
performance
Hypothesis
H14b: There is a relationship between the strategic use of eHRM and sustaining business performance
Improved strategic HRM orientation will have a
significant positive relationship with sustaining
business performance.
Hypothesis
H14c: There is a relationship between improved strategic
HRM orientation and sustaining business performance
H15a The strategic use of e-HRM by HR professionals will
have a significant positive relationship with improved
strategic HRM orientation

Alternative
Hypothesis

Null
Hypothesis

Direction

Strength

Accepted

Rejected

+

medium

Accepted

Rejected

+

weak

Accepted

Rejected

+

weak

Accepted

Rejected

+

medium

Accepted

Rejected

-

weak

Accepted

Rejected

-

medium

Accepted

Rejected

-

weak

Accepted

Rejected

-

weak

H14c

Hypothesis
H15a: There is a relationship between the strategic use of eHRM by HR professionals and improved strategic
HRM orientation
H15b The strategic use of e-HRM by HR professionals will
have a significant positive relationship with sustaining
business performance
Hypothesis
H15b: There is a relationship between the strategic use of eHRM by HR professionals and sustaining business
performance
H16a The strategic use of e-HRM by Line managers will have
a significant positive relationship with improved
strategic HRM orientation
Hypothesis
H16a: There is a relationship between the strategic use of eHRM by Line managers and improved strategic HRM
orientation
H16b The strategic use of e-HRM by Line managers will have
a significant positive relationship with sustaining
business performance
Hypothesis
H16b: There is a relationship between the strategic use of eHRM by Line managers and sustaining business
performance
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6.8.8 Model Specification and Analysis
The model proposed that ‘the strategic use of e-HRM in the organisation’ will lead to
‘improved strategic HRM orientation’, which is expected to ‘enhance HR’s capability to
contribute to SBP overtime’.

6.8.8.1 Linear Regression Analysis
The hypotheses generated from the model predicted that there will be a linear relationship
between the variables. Linked to this, LRA was used to examine the relationships by using a
single independent variable to predict a single dependent variable. Thus, allowing the research
to observe the path coefficient (β) and examine the goodness of fit of the model, to ascertain its
applicability.
Table 6.3: Linear Regression Analysis of the research hypotheses
Dependent
Variable

Strategic use of
e-HRM

R
Independent
Square Variable
(r²)

Unstandardised Standardised
coefficients
coefficients
b

S.E. (b)

t-statistic

Significance
level

β

0.113

ATwds e-HRM

0.187

0.101

0.336

1.852

.075

Improved Strategic 0.036
HRM orientation

Strategic use of
e-HRM

0.314

0.313

0.190

1.004

.324

SBP

0.011

Strategic use of
e-HRM

0.208

0.381

0.104

0.549

0.590

SBP

0.202

Improved Strategic 0.537
HRM orientation

0.215

0.445

2.494

0.019

Note: Hypotheses are supported if variables are significant at ≤0.05 level of significance.

The results in Table 6.52 reveal that only ‘improved strategic HRM orientation’ significantly
influences SBP (β=0.445, p=0.019), confirming only H14c. Their linear relationship was also
shown to have the highest predictive power (r²=0.202). Drawing from Table 6.52, the mediating
variable did not have sufficient power to offer explanations of the associations apparent in the
research data (Baron and Kenny, 1986). As a result, the model did not have sufficient
explanatory power, as it could not sufficiently predict the relationship between ‘the strategic
use of e-HRM’ and ‘SBP’ in the organisation, as proposed in the research using RBV.
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6.8.8.2 Multiple Regression Analysis
Multiple Regression Analysis of the Independent and Mediating variables on the dependent variable

Table 6.4: Results of the Multiple Regression Analysis of the Independent and Mediating variables
on the Dependent variable
Independent
variable

Unstandardised

Standardised

coefficients

coefficients

b

S.E (b)

β

Strategic use
of e-HRM

.040

.356

Improved
Strategic
HRM
orientation

.537

.215

Sig.

Tolerance

VIF

t statistic

level

.020

.112

.911

.964

1.037

.445

2.494

.019

.964

1.037

Note: Dependent variable: SBP; Hypotheses are supported if variables are significant at ≤0.05 level of
significance.

Table 6.5: Model Summary
Model

R

R Square

Adjusted R Square

Std. Error of the
Estimate

1

.449a

.202

.140

.92713384

a. Predictors: (Constant), Strategic use of e-HRM, Improved Strategic HRM orientation
b. Dependent Variable: SBP

From the results on Table 6.53, ‘improved strategic HRM orientation’ was shown to
significantly determine SBP (β=0.445, p=0.019). Confirming Hypothesis H14c, as well as, the
results of the LRA in Table 6.48. While, the ‘strategic use e-HRM in the organisation’ was not
shown to significantly determine the dependent variable (SBP).
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6.9 Analysing the Qualitative Data
This section sets out the qualitative data analysis for the first stage of the research. Based on
four broad categories and themes generated using NVivo 11 software (as elaborated in section
5.8.1.2). The results from the qualitative analysis are as discussed in the sections that follow.

6.9.1 e-HRM’s value creating factors
This category includes two themes. However, some sub-themes were added to each theme to
gather rich information from each theme.

6.9.1.1 Using e-HRM for performance management activities
This theme was divided into three sub-themes, as illustrated below:

6.9.1.1.1 It makes a difference to the Performance management process
The participants were asked if they feel that using e-HRM for performance management made
a difference to the process. A majority (16 participants) indicated that they feel that it does
because it helps many people to be performance managed within agreed time-scale; it provides
access to information needed throughout the year; it helps provide consistency and fairness in
markings (e.g. reducing the number of grievances); it provides effective gathering of
information; and it provides effective management and analysis of information. For example,
some HR professionals said:
Yes, it allows large numbers of staff to be performance managed within agreed time-scale.
Yes, it can help to provide access to information needed throughout a year, not just at the
time of need.
It gives control and allows effective gathering of information.
It allows the effective management and analysis of information.
It helps control fairness and consistency in markings, thus, reducing numbers of
grievances.
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Some Line managers said:
Yes, it makes it easier, especially for managers who have large teams.
Yes, although ATLAS [e-HRM] isn’t as intuitive as I think it could be, it provides
interface that allows fairly easy access to historical documents and it helps that
everything is stored using just ATLAS (i.e. no other third-party software).
Yes, ATLAS allows performance to be electronically recorded and viewed by both parties
(users + line managers) and lends itself to being a good tool for recording feedback and
progress.
It makes the process open /transparent and fair.
Yes, [It provides] standard process and format for all.

There were, however, some others who indicated that they feel that e-HRM doesn’t make a
difference to the performance management process because the technology is just a recording
tool and the information contained in it doesn’t help the process.

6.9.1.1.2 It helps meet strategic objectives
When asked if using e-HRM for performance management helps the organisation meet
strategic objectives, majority of the participants (23 people) said that it does because e-HRM
provides a consistent approach to performance management; it helps link individual objectives
to strategic objectives; and it provides enhanced feedback of the results of the performance
management process. As some HR professionals said:
Yes, instant access and consistent approach.
Yes, it records progress against individual objectives which should link in to the strategic
organisational objectives.
Yes, it helps identify strengths and weaknesses. Enabling the organisation to ensure that
all staff have equal opportunities to learning and development activities- improving
knowledge and skills to meet strategic objectives.

While, some Line managers said:
Yes, if clear and measurable objectives are set. Then e-HRM helps to make the process of
performance management more consistent across the organisation and more effective.
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It allows ease of monitoring to see that agreed objectives are met or progress is made
towards this.
Cohort analysis can be carried out on staff. Any issues that this provides can then be
carried out.
Good for line managers and staff under performance management to be transparent and
fair with processes and actions.

However, there were some who stated that e-HRM can contribute to meeting strategic
objectives ‘only if’ steps are followed and actions are taken. By stating that:
It is the agreement to the objectives themselves (outside of the e-HRM system) that will
ensure objectives are aligned to strategic objectives.
Yes, if they use it properly. Unless objectives are set and revised regularly, then the process
of recording then becomes pointless.

While those who ‘didn’t feel’ that e-HRM helps to meet strategic objectives stated that e-HRM
is not needed for staff to meet objectives because it is about communicating with your staff and
providing them with the tools to do their job.

6.9.1.1.3 It contributes to performance improvements
When asked if using e-HRM for performance management contributes to performance
improvements, there was almost an equal divide between those who feel that e-HRM
contributes to it and those who do not. Those who feel positively about this mentioned that eHRM can contribute to performance improvements because it provides access to information
throughout the year; it allows many people to be performance managed within agreed timescale; it enables consistency of application; and it highlights training gap. As they stated that:
It can help to provide access to information needed throughout a year, not just at the
time of need.
It helps to improve consistency in application which can be more easily monitored
through access to real time information.
It highlights training gaps and informs debate.
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Those who did not feel that e-HRM contributes to performance improvements stated that it is
just used as a recording tool- which cannot influence performance improvements, because
performance improvements: is about the quality of Line managers who set out the objectives
and hold staff review discussions; it is about a partnership between people; and it is down to
the individual who needs to contribute to performance improvements.

6.9.1.2 Using e-HRM for intra-organisational HR communication
This theme was divided into three sub-themes, as illustrated below:

6.9.1.2.1 It provides good intra-organisational HR communication
The participants were asked if they feel that e-HRM provides good intra-organisational HR
communication. A majority (24 participants) indicated that they feel that it does because it is a
good tool to ensure everyone receives information at the same time and it provides a central
location for all key communication and update. For example, some HR professionals stated
that:
It lets everyone know where they stand.
We have various forms of e-communication tools to ensure large numbers of staff receive
information at the same time.
There is a wealth of information cascaded via our intranet. This provides a central
location for all key communications and update. This includes any service alerts.

While some Line managers said:
Provision of electronic processes in one place makes for much simpler and quicker
processing of routine activities.
Yes, rapid communication of key issues and access to reference materials. You can
quickly communicate business, strategic, people and social issues.
It can get a consistent message to all. Policies can be seen by all, etc.
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At the same time, there were some who said that they feel that e-HRM can be a good means of
intra-organisational HR communication ‘only if’ it is mixed with face-to-face communication,
as they stated that:
It can be, but it should not be the sole method. Mixed with face-to-face communication
that’s fine.
It can reach a wide audience. However, people skills are seriously lacking here. A
personal and human touch is often preferable and goes a much further way than
electronic communication.

6.9.1.2.2 It provides relevant information
When asked if e-HRM provides relevant information, a majority (26 participants) feel it does
because it is a good tool to ensure everyone receives information at the same time; it provides
timely and key documentation; and it helps people monitor progress against key activities, e.g.
completion of end-of-year performance review. However, these answers also came with a lot
of ‘buts’ because the HR professionals and Line managers both feel that e-HRM provides these
benefits ‘but’ everyone needs to read the communications and add face-to-face interactions;
‘but’ it depends on the quality of information the technology holds; and it does, ‘but’ it is not
an intuitive tool. As some HR professionals stated that:
Yes. To an extent, but it comes down to the quality of the communication.
Yes, but again as a blended method.

Some Line managers said:
Yes, but to be more effective the templates need to be clear and a more personal touch
added.
Yes, dependent on the quality of the information.
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6.9.1.2.3 It makes a difference in the organisation
When asked if using e-HRM for intra-organisational HR communication makes a difference in
the organisation, a lot of people (19 participants) indicated that they feel that it does because it
encourages best practice; it increases organisational efficiency; it opens lines of
communication; and if used effectively it can support managers to manage their staff and
improve performance. As some HR professionals said:
Yes, would encourage best practice rather than someone not bothering to look at
guidance/information source.
Yes, it allows actions to be undertaken and understood quickly or effectively, thus
improving the overall performance of the organisation.

Some Line managers added that:
Less time monitoring and managing manual processes helps people to divert more time
into operational activities, therefore leading to increased efficiency.
The potential these systems offer can give very useful/detailed management information
that will influence decision.
I suppose it allows calls to be categorised and prioritised easily, allowing calls to be
delegated to the best person quickly.
It allows open communication and the ability for people to respond to published
information, e.g. responses to blogs and it provides open lines of communication, which
can be a positive capability.

Those who did not feel that it makes a difference in the organisation based their opinion on the
fact that: the technology is not used to its full capacity in the organisation (it is underutilised);
it is not user-friendly; it needs to be included with other methods of communication; it requires
proactive people who read the information provided; and the fact that there is no way to
measure e-HRM’s impact on performance.
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6.9.2 Strategic use of e-HRM
This theme was divided into three sub-themes, as illustrated below:

6.9.2.1 Strategic use by the organisation
The participants were asked if e-HRM is used strategically in the organisation, a good number
(17 people) responded positively to the question. They based their answers mainly on the fact
that e-HRM is used to make employee information, capabilities and development available for
managerial decision-making. Some other points were around the fact that e-HRM is used to set
objectives; it is a central system to address HR issues; it provides a template to complete key
processes, e.g. performance reviews; and it is used to communicate strategic position. As a HR
professional said:
Yes, communicating initiatives- Change and Engagement activities

While some Line managers stated:
Used for objective setting
Management information is taken from the various systems and used for cohort analysis
Yes, primarily as an information tool to support meaningful consultation, as well as
providing supporting advice and guidance
Yes, with tools such as the intranet it provides valuable insight into the strategic position
and the communication of this is key

Those who did not feel that the technology is used strategically in the organisation stated that
it is only used to support transactional or operational activities because the information it holds
is too limited and that the system is not integrated, so it does not serve that purpose in the
organisation. As some HR professionals said:
No, it is used to support transactional or operational activities.
No, the information is too limited to be able to use effectively. We try to but the e-systems
do not provide enough useful information.
No, the systems are old and do not integrate.
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And some Line managers said:
No, in theory this should be a very helpful tool when considering the information held,
however, due to the system being used, it is often incorrect (it is not monitored/
mandatory to keep up-to-date), and it’s very difficult to extract meaningful information.
No, I don’t see any evidence of strategic use of e-HRM. I would be surprised to discover
otherwise.
No, I think its primary function is to reduce costs.

6.9.2.2 Strategic use by the participants
When asked if they use or have used e-HRM strategically in the organisation, there was an
equal divide between the positive and negative responses. Those who have used e-HRM
strategically in the organisation stated that they have mainly used it to complete key processes,
e.g. for performance management and to get feedback on HR information and results, and it
has been used to share information across the organisation. For instance, some HR
professionals stated that:
Yes, to complete measurement of employee input, performance management, retention,
L&D process and recruitment.
Yes, to inform pay, business case and strategy.
Yes, establishing an HR Analytics section to extract data to provide ‘insights’ on the
workforce, which can be used to shape HR strategy.

While some Line managers said:
Yes, monitoring sickness and performance.
Yes, using the intranet to share messages across the organisation.
Yes, when part of a team working on quality standards- ISO and CCA. We looked at
team absence, attrition, staffing and work levels, etc.
Yes, majority of key processes (mid-year/end-year reporting) and learning is completed
in this way.
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6.9.2.3 Benefits of the strategic use
The benefits derived by using e-HRM strategically was said to mainly lie in the data or
information it provides to guide managerial decision-making. A few other benefits mentioned
were the fact that e-HRM provides a structure/template for HR processes; it helps to record
information of activities; it helps to monitor the progress of activities electronically; it provides
open and clear communication to all staff; and it provides measurement of agreed deliverables.
As some HR professionals stated that:
Provide data.
Guided spend, assisted performance management and informed promotions.
Provided greater insight when taking strategic decisions; easier to evidence return on
investment (ROI).
It allowed the measurement of agreed deliverables, which in turn demonstrated success.

Some Line managers added that:
It brought all the information together for each task.
It kept a record of staff attendance for audit and L&D purposes.
It’s an easy user-friendly way of raising questions/requests that you can monitor the
progress of and is always recorded electronically.
Automation and record keeping, e.g. ATLAS allows for a central place to log employee’s
details and Flexi Pi allows easy monitoring of working day times.

6.9.3 e-HRM’s contribution to organisational performance
This theme was divided into five sub-themes, as illustrated below:

6.9.3.1 The difference e-HRM makes in the organisation
The difference e-HRM makes in the organisation was stated to lie mainly in e-HRM providing
an electronic repository of HR information and easier tracking of workflow. Enhanced and
improved quality of HR information, as well as, speed and span of communication were also
mentioned. For instance, some HR professionals mentioned:
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Access to personal information, ability to update certain areas, manage own flexible
working time, have information centrally and timely, easy to find relevant contact, store
work in shared areas for easy team access, communicate widely in an instance, manage
one’s own L&D and performance.
The e-systems are basically an electronic filing system.
Identify trends, pre-empt and control resource.
It allows people to effectively track work and ensure delivery of agreed timescales. It
measures volume against capacity.

While some Line managers stated that:
Electronic management of operation processes in one place, such as objective
management, approval of expenses and absence management.
I think the positive aspects are that it makes things more efficient, not that it allows new
things to be done.
It provides standardised communication tools and processes for logging requests, for
support, and understanding mid-year reviews.
Capture exit interview (if done), sick absence, recruitment, etc., so central teams would
have a better idea, for record keeping and metrics.

6.9.3.2 e-HRM and HR’s strategic contribution
When asked if they feel that e-HRM had increased, decreased or had no effect on HR’s
strategic contribution, 12 people indicated that they feel that it has increased it, 7 indicated that
they feel that it has decreased it, while, 10 indicated that they feel that it has had no effect.
Those who feel that it has increased it stated that this lies mainly in the more detailed, accurate
and up-to-date information that informs HR’s contribution. Others were: the effective way of
implementing HR processes; electronic approval and tracking which reduces the time spent on
manual activities; and providing access to opportunities that weren’t available before.
Those who feel that it has decreased it (made up of only Line managers), stated that this is the
case because e-HRM has removed the ‘human’ in human resource management and that it has
only made HR tasks more burdensome and time consuming on Line managers. Whereas those
who feel that it has had no effect, base their opinion on the fact that the information on the
system is too limited; the fact that the information on the system is not used; and the fact that
it has not helped to influence behaviours.
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6.9.3.3 e-HRM’s ability to enhance HR’s strategic capability
When asked about e-HRM’s potential to enhance HR’s strategic capability, the participants
stated that this mainly lies in the technology providing detailed Management Information,
which informs continuous improvements and helps to shape the organisation. This was
supported by the cost reductions realised by using e-HRM; the improvements in intraorganisational communication; its contributions to performance management; and the fact that
it frees up HR professionals to do more strategic work. As some HR professional said:
Identify trends and speed up processes
More around workforce planning to support the organisation in meeting its budgetary
cuts
It helps provide detailed Management Information (MI), allowing for continuous
improvement, shaping the organisation and identifying areas of improvements
Greater/clearer communications

While some Line managers said:
Analysis and data action taken on trends that indicate waste (most frequent absence
reasons, etc.),
Improves efficiency of administrative functions
Improves speed of activity, which removes unnecessary queries
By gathering evidence to use for decision-making
Using the metrics to improve processes and identify organisational needs

6.9.3.4 e-HRM and organisational change-readiness
When asked about how they think e-HRM can contribute to organisational change-readiness,
the participants stated that it will lie mainly in using e-HRM for ‘skills management’. Other
things mentioned were: using e-HRM to align personal objectives to strategic objectives; using
e-HRM to provide management information; using e-HRM to disseminate timely information;
and when it is used as a knowledge management system. As some HR professionals said:
Use Management Information. It can provide information to make timely and informed
plans and decisions.
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Using it to record objectives and appraisals and using the intranet for gaining
understanding of the organisation.
Enables managers to plan conversations to highlight skills gaps and develop employees.
It helps identify strengths and weaknesses, enabling the organisation to ensure that all
staff have equal opportunities to learning and development activities, thus, improving
knowledge and skills to meet strategic objectives.

Some Line managers added that it will be about:
Effective knowledge management process [which] would significantly improve the
performance of this organisation
By making the recruitment process quicker and clearer and ensuring we get the right
people with the right skills
Accurate training needs analysis and relevant training given
Better use of skills management. Currently, we do not keep/use information on skills e.g.
professional qualifications, language skill, etc.

However, the participants also pointed out that e-HRM’s capability to contribute to
organisational change-readiness will lie in adopting a blended approach, by including face-toface interactions because they believe that:
Confidence comes from people and interactions with managers and peers.
In terms of competence, supporting e-learning activities isn’t enough; more needs to be
included/up-skilled.
Yes, they can help and give opportunities, but it is not a replacement for actually doing
practical training and mentoring rather than relying on e-learning.

6.9.3.5 e-HRM’s contribution to sustaining business performance
Regarding e-HRM’s potential to contribute to SBP, a good number of the participants (19
people) did feel positively about this, and they all had a unifying feeling that e-HRM can
contribute to this through its provision of continuous monitoring tools that help to identify and
rectify any areas of concern. For example, some HR professionals stated that:
It allows continuous monitoring tools to identify and rectify any areas of concern
Measurement of performance that identifies possible service improvements
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Through tightening of triggers currently identified as indications of poor e-HR
performance

Some Line managers added:
Identify processes that are not working and target individuals and areas of the
organisation that require specific focus
By closely monitoring poor performance and enabling them to view their own progress

6.9.4 Contextual factors for e-HRM’s contribution to sustaining business performance
This theme was divided into two sub-themes, as illustrated below:

6.9.4.1 Factors that can enable e-HRM to contribute to sustaining business performance
The participants were asked about the factors that could enhance e-HRM’s potential to
contribute to SBP. They stated that this will mainly be about having ‘intuitive integrated eHRM technologies’ and ‘providing effective training to use the system’. Other factors
mentioned were: ‘data quality’; ‘having a user-friendly system’; ‘having users’ support’; and
‘increasing the level of face-to-face interactions’. As some of the participants stated that:
Having the right information and at the right time
Well organised training/development opportunities
Ensuring the right expert skills are resourced and retained
Integrated systems
Use of a more intuitive HR system

6.9.4.2 Factors that can hinder e-HRM’s potential to contribute to sustaining business
performance
When asked about the factors that can hinder e-HRM’s potential to contribute to SBP, the
answers provided above in section 6.9.4.1 were mirrored. Since the participants stated that ‘not’
having those things that enable the use and contribution of e-HRM to SBP may hinder e-HRM’s
potential to contribute to SBP. The additional item introduced was: ‘not using the resulting
outputs from e-HRM effectively or appropriately’.
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6.10 Conclusions from the quantitative and qualitative analysis
Using Strohmeier’s framework of a ‘complete picture’ of e-HRM for the inquiry was about
investigating e-HRM’s context, configuration and consequences in a comprehensive manner
(Strohmeier, 2007). Which means that the configuration will determine the consequences,
while both the configuration and the consequences may be preceded or moderated by the
context (i.e. the contextual factors). Building on this, to take steps to developing a ‘complete
picture’ of e-HRM’s contribution to SBP from the research data, the findings from the
quantitative and qualitative analysis demonstrate the following:

6.10.1 Contextual factors for e-HRM’s contribution to sustaining business performance
The results from the qualitative analysis reveal that ‘having an intuitive integrated e-HRM
technology’ and ‘providing effective training to use the system’, mainly moderate e-HRM’s
contribution to SBP in the case organisation. Other factors identified to moderate it were: ‘data
quality’; ‘having a user-friendly system’; ‘having users support’; and ‘increasing the level of
face-to-face interactions’. While, the absence of these factors was revealed to be a source of
hindrance to e-HRM’s use and contribution to SBP in the organisation.
These contextual factors include two of the ‘IT contextual factors’ (i.e. Data quality and Enduser training) that were systematically analysed during the quantitative data analysis. The
quantitative data analysis, however, reveal that Data quality and End-user training gave the ‘IT
context’ an initial poor internal consistency (section 6.3.5), which led to their removal from the
scale. The question used to collect the data for Data quality was the participants’ level of
agreement with the statement: “e-HRM contains all the relevant information that enables me to
effectively carryout my HR activities online”. To which a high proportion (69%) disagree,
while, less than half (31%) agree (section 6.3.3). While the data for End-user training was
gathered using the statement: “I have received training to use e-HRM”. To which a high
proportion (69%) disagree, while, less than half (31%) agree (section 6.3.3). Indicating that a
high proportion of the participants did not feel that their e-HRM technology had good data
quality and they did not feel that they had received adequate training to use the technology,
which was reiterated in the results from the qualitative analysis. And as stated above, the
participants also believe that these factors are some of the sources of hindrance to e-HRM’s use
and contribution to SBP in the organisation.
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The quantitative analysis also reveals that the ‘IT context’ did not significantly contribute to
explaining the relationship between ‘the contextual factors’ and ‘the independent variables’ on
the exploratory models developed for the research (as illustrated in section 6.3.8.2, 6.4.8.2 and
6.5.8.2). Drawing from this, it is argued that just as stated above, for the ‘IT context’, Data
quality and End-user training which were both removed from the scale, both play a big part in
facilitating or inhibiting the use and contribution of e-HRM to SBP in the organisation. Since
the other ‘IT contextual factors’ that made up the scale (i.e. having access to PCs, having a
good organisational IT culture and having a good IT experience) did not significantly
contribute to explaining the relationship between ‘the contextual factors’ and ‘the independent
variables’ (i.e. the e-HRM configuration/ the strategic use of e-HRM) on the exploratory models
(sections 6.3.8.2, 6.4.8.2 and 6.5.8.2). Strohmeier (2007) advocates this as it states that the
‘context’ will moderate or precede the ‘configuration’ and ‘consequence’, and the
‘configuration’ will determine the ‘consequence’. Thus, since those ‘IT contextual factors’ did
not moderate the ‘configuration’, they will not contribute to determining the ‘consequence’ (i.e.
e-HRM’s value potential to contribute to SBP).
On the other hand, the ‘HRM context’ was shown to significantly contribute to explaining the
relationship between ‘the contextual factors’ and ‘the independent variables’ on the exploratory
models, thus, the relationship between e-HRM’s strategic use and its potential to contribute to
SBP (section 6.3.8.2, 6.4.8.2 and 6.5.8.2). This was reinforced by the relationship between the
‘HRM context’ and PUHR (i.e. HR’s perceived usefulness of e-HRM to HR operating a
strategic HR role) and PULM (i.e. Line managers’ perceived usefulness of e-HRM to Line
managers operating a strategic HR role for their teams), as the results reveal that the ‘HRM
context’ significantly determines ‘PUHR’ and ‘PULM’, which TAM (Davis, 1989) proposes
will influence determine their strategic use of the technology (section 6.6.8.2 and 6.7.8.2).
However, drawing from the qualitative analysis, the moderating effect of the ‘HRM context’
could be improved by Line managers increasing the level of face-to-face interactions they have
with their staff. Since performance improvements was revealed to lie in the quality of Line
managers who set out the objectives and hold staff review discussions; it is about a partnership
between people; and it is down to the individual who needs to contribute to performance
improvements (section 6.9.1.1.3). Implying that in addition to Line managers accepting to use
e-HRM to conduct their people management activities (as suggested in section 3.5.1), to make
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e-HRM’s use and contribution to organisational performance realistic, there is also the need
for Line managers to increase the level of face-to-face interactions they have with their staff.
The results from the qualitative analysis therefore demonstrate that this is an important issue
in the context of e-HRM’s use and contribution to organisational performance. And it
consequently suggests that this could be a starting point to addressing the issue of e-HRM
removing the ‘human’ in human resource management, which is said to have the associated
costs of shrinking the ‘HR employee champion role’ and the associated costs to ‘employee
well-being’ (Shani and Tesone, 2010), as elaborated in section 2.3.

6.10.2 Configurations for e-HRM’s contribution to sustaining business performance
Strohmeier (2007) states that a framework of the ‘complete picture’ of e-HRM should capture
a range of ‘configurational’ components. By proposing that they should include: Actors (i.e.
all those who plan, implement and perform e-HRM), HRM strategies (i.e. establishing of
constitutive objectives and the implementation of e-HRM), e-HRM activities (i.e. operational,
relational and/ or strategic activities), and e-HRM technologies (i.e. ‘Operational’, ‘Relational’
and/or ‘Transformational’ e-HRM technologies).
Drawing from this, the results of the qualitative analysis reveal that there is the existence and
use of ‘Operational’, ‘Relational’, and ‘Transformational’ e-HRM technologies in the
organisation. As it demonstrates that e-HRM is used for transactional HRM activities, since it
is used to provide a consistent structure and approach to HR processes and practices; it is used
as a HR recording tool; it is used to monitor the progress of activities electronically (which
reduces the time spent on manual activities); and it allows many people to be performance
managed within agreed time-scale.
‘Relational’ e-HRM technology is used in the organisation, since e-HRM is used to provide
access to a central location for all key communication and update needed throughout the year;
it is used to share information across the organisation to ensure that everyone receives
information at the same time; and it opens lines of communication. However, for the
‘Relational’ e-HRM technology to contribute to creating strategic value, the participants
suggest that it needs to be included with other methods of communication, particularly, face-
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to-face communications and it requires proactive people who read the information on the
system.
‘Transformational’ e-HRM technology is also used in the organisation, since the e-HRM
technology in the organisation is used to help link individual objectives to strategic objectives;
it provides enhanced feedback of the results from performance management processes; it
provides effective gathering of all HR information; and provides effective analysis of the
information for managerial decision making. It is therefore used beyond merely automating
HR tasks to providing information that drives organisational decisions (Strohmeier and Kabst,
2014), which is in line with the organisation’s HRM strategy- that is about ensuring that the
HR function operates a leaner and more strategic role (as stated in section 5.2.3.2). This
simultaneously reveals that the e-HRM technologies are used for operational, relational and
transformational/strategic e-HRM activities.
Linked to this, some of the relevant social actors for e-HRM’s contribution to SBP (i.e. HR
professionals and Line managers), indicated that they have used or they use e-HRM for
strategic e-HRM activities (section 6.9.2.2). However, the results reveal that e-HRM’s
contribution to organisational change-readiness (an enabler to SBP), lies mainly in using eHRM for ‘skills management’ and the organisation does not use e-HRM for that (section
6.9.3.4).
It was also pointed out that the e-HRM technology in use is not an ‘intuitive integrated webbased technology’ and ‘the information it holds is too limited to use it strategically’, which led
some to say that e-HRM is only used for transactional or operational activities in the
organisation, while there were others who said that they have used it strategically (section
6.9.2.1). Both groups are right because it is the extent to which the technology is used
strategically that leads some to say that it is only used for transactional or operational HRM
activities. Since the absence of ‘an intuitive integrated web-based technology front-end’ in the
organisation, will lead the technology to only fulfil the transactional aspect of strategic e-HRM
activities (i.e. used to only record information and outcomes from strategic HRM activities).
Because the qualitative analysis reveals that the web-based technology that will allow the
organisation

to

realise

transformational

e-HRM

outcomes/benefits

from

their

‘Transformational e-HRM technology’ will be ‘an intuitive integrated web-based technology’
frontend. Since it is what will allow the organisation to retrieve the HR information derived
from an integrated value chain and stored in their ERP system- as strategically relevant
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information for managerial decision-making, so that the HR information can be used to drive
organisational decisions and facilitate business success (Srinivasan and Dey, 2014). Just as
Srinivasan and Dey (2014) suggests that to benefit from ‘Transformational e-HRM
technology’, it will lie in the ‘IT complementarity’ between ERP and web-based technologies
(as elaborated in section 3.4.4.2).
This therefore leads the organisation to have an ‘e-HRM configuration’ that is about
implementing the ‘Operational’, ‘Relational’ and ‘Transformational’ e-HRM technologies, but
realising only the benefits of the ‘Operational’ and ‘Relational’ technologies, because of the
absence of a relevant aspect of the ‘Transformational e-HRM technology’. Confirming that the
‘contextual factors’ do indeed determine the ‘configuration’ (i.e. how it is used) and the
‘consequences’ of e-HRM in an organisation.
In determining how ‘users attitude towards the value e-HRM creates’ influences ‘its strategic
use in the organisation’, the quantitative analysis reveals that ‘the contextual factors’ (i.e. a
combination of the ‘IT’ and ‘HRM’ context) significantly influences PU, and PU significantly
influences ‘users attitude towards the value e-HRM creates in the organisation’. While, only
PU significantly influences ‘e-HRM usage’ (both transactional and strategic use) in the
organisation. Drawing from the qualitative analysis, the ‘transactional’ and ‘strategic’ use of
e-HRM in the organisation both mean the ‘transactional’ use of e-HRM, since the results reveal
that e-HRM is not used for the strategic aspect of the strategic e-HRM activities in the
organisation (as elaborated above). The results therefore demonstrate that PU is a significant
determinant of the ‘transactional use of e-HRM’ in the organisation.
In determining how ‘users attitude towards the value e-HRM creates in the organisation’
influences the ‘strategic use of e-HRM in the organisation’, the quantitative analysis suggests
that ‘the contextual factors’ (i.e. a combination of the ‘IT’ and ‘HRM’ context), do not
influence either HR’s Perceived usefulness of e-HRM to HR operating a strategic HR role
(PUHR) or Line managers Perceived usefulness of e-HRM to Line managers operating a
strategic role for their teams (PULM) (section 6.6.8.1 and 6.7.8.1). It however reveals that
only the ‘HRM context’ determines PUHR and PULM (section 6.6.8.2 and 6.7.8.2), but that
PUHR and PULM do not influence or determine HR professionals’ and Line managers’
attitude towards the value e-HRM creates in the organisation (section 6.6.8.1 and 6.7.8.1). It is
also revealed that PUHR and PULM do not influence or determine HR professionals’ and Line
managers’ strategic use of e-HRM (section 6.6.8.1 and 6.7.8.1) and that their ‘attitude towards
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the value e-HRM creates in the organisation’ does not influence their ‘strategic use of e-HRM’
(section 6.6.8.1 and 6.7.8.1). The results, therefore, demonstrate that the ‘HRM context’
significantly determines PUHR and PULM in the organisation, but that the ‘strategic use of eHRM’ is not a consequence of this perceived usefulness. It rather suggests that this will be
determined by ‘the relevant social actors’ having access to the relevant web-based technology’
that will enable them use e-HRM strategically. Thus, PUHR and PULM are suggested to be
moderated by ‘the relevant social actors’ having access to the relevant web-based technology’
that will moderate and determine their ‘strategic use of e-HRM’, rather than it being moderated
and determined by their ‘attitude towards the value e-HRM creates in the organisation’.

6.10.3 Consequences that link e-HRM to sustaining business performance
The consequences of e-HRM are the outputs or outcomes of any existing ‘e-HRM
configuration’ which could occur on either a micro (i.e. individual) level or a macro
(organisation-wide) level (Strohmeier, 2007). Considering this, three macro-level
consequences were proposed for the research, which include: ‘improvements in HR’s strategic
effectiveness’; ‘improvements in the quality of Corporate HR information for managerial
decision-making’; and ‘improved strategic HRM orientation’.
The quantitative analysis demonstrated that there is a positive linear relationship between
‘improvements in HR’s strategic effectiveness’ and ‘SBP’. However, in as much as the
‘improvements in HR’s strategic effectiveness’ realised by using e-HRM in the organisation
was shown to influence ‘SBP’, it did not statistically determine it (section 6.3.8.1 and 6.3.8.2).
At the same time, a positive linear relationship was observed between ‘improvements in the
quality of Corporate HR information for managerial decision-making’ and it was shown to
influence ‘SBP’, but it did not statistically determine it (section 6.4.8.1 and 6.4.8.2). While,
‘improved strategic HRM orientation’ was the only ‘e-HRM consequence’ that was shown to
have a linear relationship with ‘SBP’ and was shown to statistically determine it (section
6.8.8.1 and 6.8.8.2).
From section 6.3, the independent variables: ‘Using e-HRM for performance management
activities’ and ‘Using e-HRM for intra-organisational HR communication’, both did not
statistically influence or determine SBP individually, but only when they complemented each
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other (Tables 6.6 and 6.11). From section 6.4, ‘Using e-HRM to make employee information
available for managerial decision-making’ was not shown to influence or determine SBP.
Confirming that although the e-HRM technology in the organisation is used to gather this
information and make it available electronically, this does not lead the technology to create
strategic value. While, the results in section 6.8 reveal that the ‘Strategic use of e-HRM in the
organisation’ does not influence or determine SBP in the organisation. Reinforcing the finding
in section 6.10.2, which suggests that the extent to which the technology is used strategically
in the organisation is not sufficient for it to create strategic value.
The qualitative analysis supports this, as it reveals that SBP is expected to be realised through
e-HRM when the organisation uses the technology as a continuous monitoring tool to identify
and rectify areas of concern. Implying that this lies in using the enhanced and improved
strategically relevant HR information retrieved by intuitive integrated web-based technologies
to increasingly engage in strategic planning and strategic activities to support the shaping of
the organisation.
The qualitative analysis also helps to confirm the results of the quantitative analysis that
suggests by inference that using e-HRM for ‘strategic e-HRM activities’ like: ‘performance
management’ and ‘as an intra-organisational HR communication system’ individually, will not
contribute to SBP. But that it will rather lie in using them as complementary assets, thus, as cospecialised assets (Teece, 1982), rather than when they are used alone (Perez-Arostegui and
Martinez-Lopez, 2014). That is, when e-HRM is used as an intra-organisational HR
communication system to influence its use for performance management because the intraorganisational HR communication system (intranet) holds HR communications, which
includes the performance management policy, that is aligned with the Business Strategy- which
should drive the performance management process. Emphasising that the performance
management processes will need to draw from or follow the policy and other HR
communications of strategic relevance, to create strategic value. The qualitative analysis also
helps us to understand that for these ‘co-specialised assets’ to contribute maximum value, it
will require more face-to-face communications between managers and their staff and having
proactive people who read the information on the system.
Although the quantitative analysis demonstrates that ‘using e-HRM to improve the quality of
the Corporate HR information for managerial decision-making’ will improve HR’s strategic
capability (Table 6.15). It also reveals that ‘the HR strategic capability’ that will significantly
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influence and determine e-HRM’s contribution to SBP in the organisation will be ‘improved
strategic HRM orientation’ (Table 6.52 and Table 6.53). While, the qualitative analysis adds
that e-HRM’s contribution to SBP will lie in using ‘improved strategic HRM orientation’
consequently realised by using ‘Transformational’ e-HRM to enable the organisation to
facilitate ‘continuous improvements’ (section 6.9.3.5). And supports this by highlighting that
‘not using the resulting outputs from e-HRM effectively or appropriately’ can hinder e-HRM
from contributing to SBP (section 6.9.4.2).
Building on this, the results demonstrate that e-HRM should create strategic value in the
organisation when the resulting output from the technology is used to consequently enable
‘improved HRM strategic orientation’ that is expected to enable the HR function to enhance
its capability to contribute to creating, improving, and sustaining the organisation’s
competitive advantage and performance overtime (Lemmegaard, 2009; Lawler and Boudreau,
2009; Wahyudi and Park, 2014). As the results reveal that the ‘strategic e-HRM outcome’ (i.e.
the e-HRM consequence) that significantly influences and determines e-HRM’s contribution
to SBP in the organisation will lie in e-HRM being a consequential enabler of ‘improved
strategic HRM orientation’ that will enable the HR function to facilitate ‘continuous
improvements’ in the organisation.

6.11 Chapter Summary
This Chapter presented the data analysis and results of the first stage of the research. It is
divided into two parts; the first part presents the data analysis and results of the quantitative
data collected using questionnaires. While the second part presents the data analysis and results
of the qualitative data collected using the same questionnaire. It closes with an integrated
interpretation and conclusion of the results.
The next Chapter presents the data analysis and results of the data collected during the second
stage of the research. Thus, it presents the data analysis and results of the semi-structured
interviews conducted during the second stage of the research, that was conducted to provide
richer and deeper data that helped the research to piece together the understanding of the social
phenomenon investigated.
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Chapter 7
Data Analysis and Results for
Stage 2 of the research
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7.0 Data Analysis and Results for Stage 2 of the research
7.1 Introduction
This Chapter presents the data analysis and results of the semi-structured interviews conducted
during the second stage of the research. It begins with the qualitative analysis of the qualitative
data gathered and closes with the interpretations and conclusions of the results.

7.2 Analysing the data
The data gathered during the second stage of the research was analysed using the interpretative
phenomenological analysis (as elaborated in section 5.8.2.1), to explore the phenomenon
investigated in more depth. And as the research was about exploring e-HRM in a
comprehensive manner, Strohmeier’s framework of a ‘complete picture’ of e-HRM was used
to guide the analysis. Thus, the emergent themes from the IPA analysis were categorised into
e-HRM’s context, configuration, and consequences, aimed to encourage the integration of the
findings from the first and second stages of the research in the Discussion Chapter. Following
the analysis, the results are as follows:

7.2.1 Contextual factors for e-HRM’s contribution to sustaining business performance
This theme was divided into two sub-themes, as illustrated below.

7.2.1.1 Factors that enable e-HRM to contribute to sustaining business performance
During the interviews, the HR managers and Line managers interviewed were asked about the
factors they think can enable e-HRM to contribute to SBP. They pointed out that this will
mainly be about ‘using e-HRM to its full potential’ and ‘using the output results from e-HRM
to help skills management and workforce planning’. ‘More emphasis on employee
development’, ‘more face-to-face interactions between Line managers and their staff,’ and
‘having a user-friendly system’ were also mentioned.
Some Line managers added that this will lie in ‘Line managers being able to look at statistical
reports for their teams and across the office’. As LM7 said:
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Doing the transactional stuff as a line manager is only fulfilling a tiny portion of your
people management responsibility and the performance management. But you want your
people managers doing so much more than that. So, I think that one way of doing that is:
extending the use of self-service to their areas- giving some of the ability to tap into the
data that is in there, so they can start thinking a bit more strategically about their own
people.

And LM5 added that:
If I could generate those sorts of reports. If I could generate them myself because
obviously, I’m doing all the other things described by myself. Why can’t I have those
analytics too. It’ll be nice to have a discussion with the people about things we could find
use for from the system but now we don’t, which could provide some sort of use.

A HR manager (HRM5) agreed and reinforced this point by saying:
If we upgrade it and we got people to use it correctly and the reports we get out from it
can be fed back to those people who actually input into it [Line managers], so that they
find it useful, so that it’s not actually a HR tool. Because to me that cuts across the culture
that we’ve been trying to drive in the civil service for a couple of years, which is: you’re
the manager you should manage; it’s your business area you should improve it; it’s not
HR’s responsibility.

7.2.1.2 Factors that hinder e-HRM’s potential to contribute to sustaining business
performance
When asked about the factors that can hinder e-HRM’s potential to contribute to SBP, the
answers provided above in section 7.2.1.1 were mirrored. As they stated that: ‘not’ using the
output results from e-HRM to help skills management and workforce planning; Line managers
‘not’ being able to look at statistical reports for their teams and across the office; and
‘underutilisation of the technology’ resulting from lack of funding. Additionally, ‘the lack of
awareness of what e-HRM can do’ and ‘the lack of an intuitive integrated technology’, were
mentioned.
‘Underutilisation of the technology’ was pointed out to be the greatest hindrance to e-HRM’s
potential to contribute to SBP in the organisation. As it was stated that the limited use of the
technology made it less likely for e-HRM to create strategic value in such circumstances. As
HRM4 said that:
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It can if we use the management information correctly, it should drive what we are driving
out into the organisation from a cultural perspective.

LM6 added that:
It would do, if you knew that if you complete this properly, it means that the directors
would know this is the situation. Then yes, that would make a difference.

7.2.2 Configurations for e-HRM’s contribution to sustaining business performance
This theme was divided into three sub-themes, as illustrated below:

7.2.2.1 The use of e-HRM in the organisation
When asked about how they use e-HRM in the organisation, the HR managers say that the
different teams in the department use it for different aspects of HRM work, thus, it largely
depends on the team people work in. Nonetheless, it is mainly used as a HR recording tool; it
is used to check and update personal details; it is used for the transfer of ownership of staff; it
is used for procurement purposes (e.g. to claim expenses); it is used to record performance
appraisals and performance management activities; it is used to look at history for attendance
management; and it is used to look at performance history. It was also mentioned that they are
looking to pull-out reports from the system, but this is currently done manually by the HR
analytics team, rather than using transformational e-HRM analytic tools. As HRM6 said:
We have a separate HR MI (Management Information) team- HR analytics. We turn to
them as HR analytics that pull the information out for us. Some HR managers might not
know, but I’m sure most people given a bit of time would know their primary source of
information of the raw data comes from ATLAS.

Linked to this, the HR managers said that: ‘being a tool for the centralised recording of HR
data’ and ‘being the primary source of employee information’, are what influences them the
most to use the technology. While the Line managers said that they use e-HRM mainly for
transactional things. And the things that influences Line managers the most to use e-HRM are:
‘to record and document appraisals and performance management’; ‘its use as a central
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recording area for HR information’; ‘to check what has been done and that it has been done’;
and ‘to monitor staff performance’.

7.2.2.2 The e-HRM technologies used in the organisation
Apart from its use for transactional e-HRM activities, which includes its use to fulfil the
transactional aspect of strategic e-HRM activities (as mentioned above in section 7.2.2.1), the
HR managers and Line managers said that e-HRM (the intranet) is used by HR to get messages
across to everyone. As it provides standard communications about policies and standards
setting. They added that people have access to these using self-service systems, which are
relational e-HRM activities. Thus, they confirmed that ‘Operational’, ‘Relational’, and
‘Transformational’ e-HRM technologies are in use in the organisation.
When asked if the technology is integrated, some said that it was but to an extent, since the HR
processes are not all integrated. For instance, performance management stands-alone and it
doesn’t interact with the training aspect. While recruitment is done on ‘Civil service jobs’,
which is not interfaced with the e-HRM technology. Consequently, moving data around the
organisation is done manually.

7.2.2.3 Users’ Perception of e-HRM
Because of the way e-HRM is used in the organisation, the HR managers and Line managers
interviewed said that the technology is generally perceived as ‘a tool for HR transactions that
people don’t get outputs from’. Which led them to also say that its limited use has led to a
negative perception towards the technology and its potential to create value in the organisation.

7.2.3 Consequences that link e-HRM to sustaining business performance
This theme was divided into three sub-themes, as illustrated below:
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7.2.3.1 Benefits to the ‘actors’
This sub-theme was further divided into two sub-themes, as follows:

7.2.3.1.1 Benefits to HR
When asked about the benefits HR derives by using e-HRM, the HR managers said that it is
about: HR operational efficiency and effectiveness; centralised recording of HR data; freeing
up HR professionals to concentrate their efforts on being a strategic part of the organisation;
and in e-HRM being a source of Management Information. As HRM2 said;
We’ve stripped out the repetitive administrative functions which are quite resource
expensive. So, the resources we have got are dedicated to doing the things HR department
needs to do to move the organisation forward.

HRM2 adds that:
Management information. It’s being able to access that degree of management information
and being able to report on the state of the organisation- the health of the organisation.
Because again, we can draw down management information about sick absences levels.
We can use that information to see how our sick absence levels compares with sick absence
levels of other departments and across the civil service generally.

HRM2 also said that:
What Oracle has allowed us to do is: concentrate our efforts on being a strategic part of
the organisation. If a line manager didn’t use Oracle to change somebody’s grade the HR
function would have to do it.

While HRM3 said:
As I said I think it’s surely needed to have some form of centralised recording of data of
their staff movements, their performance, their sickness. Every aspect of the human aspect
is recorded in some form or another, and then it’s useful for the organisation. Then to be
able to use that data to highlight areas where we may have issues, develop training events
based on the evidence. It’s all those sorts of things. A massive tool I would say.

From the Legal perspective HRM2 pointed out that:
It’s good from a legal perspective because it’s compliant with the law and maternity breaks
and using maternity breaks all the time for staff, it keeps them compliant.
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7.2.3.1.2 Benefits to Line managers’
Regarding the benefits Line managers derive by using e-HRM, the Line managers said that it’s
about: recording and documenting performance management; having a central repository for
HR information; having easy access to HR information; having a standardised structure for HR
activities; and having access to historical information. As some Line managers said:
Having all the information about your staff in one place
I guess the benefits would be that there’s a system we could use to record and document
all the things that I’ve just mentioned. It’s a storage area for recording human resource
information. That’s the benefit.
It’s probably all the same things coming to hand in one place. Easy access to details.

7.2.3.2 Benefits to Strategic e-HRM activities
This sub-theme was divided into two sub-themes, as shown below:

7.2.3.2.1 Benefits to Intra-organisational HR communication
When asked about how the HR technology is used as an intra-organisational HR
communication system, they said that the intranet and ATLAS (the Oracle software) are used
to provide notifications to ensure activities are completed at the right time; they are used to
increase the speed and span of communication; they are used as a central system to put notices;
and used to keep policies, procedures and the ‘rule book’. However, there is the feeling that
the value creating potential of the intranet is not exploited, as a Line manager said:
I don’t think that’s something which HR particularly exploits to its potential really. My
personal view is that it could be a strong tool and I’ve seen it in other organisations where
it is extremely strong. I worked at [X] for a couple of years and the HR function there had
a direct line of communication to line managers and they’d have targeted communications
every week. Pretty much directly to that community within the organisation and that
worked well. The community was actively engaged with it, you’d always be waiting for
your HR bulletins. Whereas, here we don’t have anything like that. I think there’s a lot of
under-utilised potential to be honest with you. I don’t think we make great use of the
intranet.
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7.2.3.2.2 Benefits to People and Performance management
The benefits the organisation derives by using e-HRM for people and performance
management is said to lie in the transactional side of performance management activities.
Because e-HRM is used to help ensure that performance reviews are undertaken; it provides a
recording system that holds outcomes of performance management activities; and it helps
employees monitor their activities. Linked to this, it is believed that e-HRM is more beneficial
to the staff than it is to managers, because managers are not able to retrieve the output results
of the process.
At the same time, it is not believed to be beneficial to the people and performance management
processes because of ‘the lack of consistency of Line manager actions’ and as e-HRM is
perceived to be ‘performance management’ and performance management is perceived as a
burden in the organisation. It is also not believed to be beneficial to the process because eHRM only provides very basic outputs; it doesn’t record skills levels; and the fact that people
management is more about the face-to-face interactions with Line managers, rather than it
being about the technology. As LM5 said:
For basic people management functions, Yes. For writing reports, signing off expenses,
then it works, but it’s an additional tool. It can’t take the place of conversations because
it’s really about the reporting time of the year and so on. And all the way through the year,
catching up with people, talking about their work, talking about how they are performing
and so on. You have to have that face-to-face. The electronic system simply wouldn’t do
that.

In line with this, more face-to-face interactions between managers and their staff was pointed
out as a way to improve the perceived fairness of the performance management process in the
organisation. As HRM1 said:
I think it depends on whether they agree on what the line managers have said because that
is all the individual is going to see, theirs. If they don’t like what the line manager has
written, they are going to perceive it as unfair because they are not seeing that in the
context of the line managers’ assessment of other people. And generally, if people think
they’re being assessed as an under-performer or even as an average-performer they might
think that to be unfair. So, I think to a degree it helps with that sense of fairness because
the line manager has to physically type in the basis of their decision for the assessment.
Again, that person might still see it as unfair if they disagree with those comments, but that
should have been handled in the discussion. It’s not just about putting it into the system,
it’s about the discussion as well, but again it might not always be the case.
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The technology was also not seen as beneficial to the ‘employee development’ aspect of the
PMS because the technology is not used for that, since training is done on ‘Civil service
Learning’. As HRM6 said regarding training that:
No, there’s nothing unique about ATLAS that does that.

And LM5 added that:
Not really, I’ve never really used it in that way. There’s a list of compulsory courses that
‘Civil Service Learning’ wants you to do and we all do them because they are compulsory.
Other training requirements, again, you generally look on “Civil Service Learning” and
a lot of it takes place on there.

While, it was mentioned that the ‘rewards’ aspect of the performance management
process/system is not seen as an incentive, which reinforces the notion that using e-HRM for
performance management activities has not been beneficial to the organisation. As a Line
manager said:
The problem is, I think performance management for a lot of people is just a chore that
they don’t see any benefits to it. And the fact that it’s related to performance pay, it’s not
an incentive. So even though it’s related to performance pay, I don’t think that’s an
incentive to actually make an effort. [...]. If it fed into something else, such as, job
interview, everyone wants to go for a promotion and they fed into that assessment, then I
think people might think more about it because it’s their own thing and nobody else sees
it.

The results therefore demonstrate that it is only the transactional side of the ‘appraisals’ aspect
of the PMS that e-HRM is beneficial to. Since it is not used to provide managers with ‘feedback
on the results gathered through the performance management activities/processes’. The result
also suggests that the technology is not beneficial to the ‘employee development’ and ‘rewards’
aspects. This helps to provide more understanding of the finding in the quantitative analysis,
which stated that Line managers do not find the e-HRM technology useful for people
management activities in the organisation (section 6.5.1).
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7.2.3.3 Benefits to the Organisation
This sub-theme was divided into two sub-themes, as illustrated below:

7.2.3.3.1 e-HRM’s contribution to organisational performance
When asked about e-HRM’s contribution to improving HR’s ‘strategic capability’, the HR
managers and Line managers both said that this lies in the Management Information that eHRM can provide. As some HR managers said:
Yes, and that again it’s through the management information because the management
information identifies anything that is a cause of concern. That’s where Oracle adds its
value.
I think its management information as well, the ability to draw down the information. If it
wasn’t for a fact that we could draw down the information, it would be worthless because
the information would just go in and just sit there. You got to be able to draw it out, so it
does come down to management information.

While some Line managers said:
At a high level, it is in giving HR professionals who must be able to pull information out
of it, otherwise what are we using it for?
It’s obviously good to have a central point where everything goes, staff details information
is held there.

However, they also said that the technology is not currently used for that, thus, it does not
currently contribute to organisational performance, as some HR managers said:
I don’t know if it can. The information that I’m aware of and what’s limited of it. If I could
pull off the stuff we talked about: performance management, temporary promotion, types
of contracts perhaps etc. I guess that information could be used to look against what we
said the organisation’s strategic objectives were and say, “Are we getting there?”
It could if ATLAS allowed you to run and pull the information you wanted to.

Some Line managers added that:
I don’t really know. I don’t think HR is particularly interested in ATLAS. That’s my feeling,
so I don’t know. I don’t think there’s much that ATLAS does that they are very interested
in.
I don’t think ATLAS itself is the right one, to be able to monitor how that’s going either by
individual or by area.
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7.2.3.3.2 e-HRM’s contribution to sustaining business performance
Regarding e-HRM’s ability to contribute to SBP, the HR managers and Line managers both
stated that it will be about the ‘continuous improvement’ philosophy. As some HR managers
said:
Technology helps things to move faster and consequently change faster; it allows that
continuous improvement philosophy. If you see something not working right, you can
communicate it quickly and effectively to who the key stakeholders are.
For continuous improvement, you can use it as a tool to make sure the staff are motivated,
that they are having the right opportunities at the right time etc. Obviously, that then leads
to a better organisation. It is a continuous thing, isn’t it? Like I was just saying that we
have now got a team looking at skills management, it’s something that you can look at the
organisation as a whole and say we’ve got XYZ here, but we haven’t got this right. So, this
helps us to identify gaps in the organisation, it then allows you to continually improve and
be able to provide what’s lacking.

A Line manager added that:
In terms of improving general performance, it could be used more in training, identifying
who has taken what sort of training and whether that is improving the capability of the
organisation as a whole. It’s one of the tools that could be used.

Drawing from these, since the capability to pull-out Management Information from the
technology is not implemented in the organisation, the technology will not be able to support
the organisation in making decisions that facilitates its survival and success in its environment
(Katz and Kahn, 1966). Suggesting that it is not of strategic value (Lawrence and Lorsh, 1967;
Scott, 1991).
And as it is not used for ‘skills management’, this will make it impossible to use the technology
as a tool for ‘continuous improvements’ to contribute to SBP in rapidly changing environments
(as elaborated in section 2.5.1.1.2). Implying that although the technology could potentially
contribute to SBP, it is not doing that in the organisation because of the way it is implemented
and how it is used. Which provides more understanding of the finding in the quantitative
analysis which suggests that the research participants did not believe that e-HRM contributes
to the success of the organisation (as illustrated in section 6.5.1).
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7.3 Conclusions from the analysis of the Semi-structured interviews
To take more steps to developing a ‘complete picture’ of e-HRM’s link to SBP, the findings
demonstrate the following:

7.3.1 Contextual factors for e-HRM’s contribution to sustaining business performance
The analysis reveals that this will mainly be about: ‘using e-HRM to its full potential’; ‘using
the output results from e-HRM to help skills management and workforce planning’; ‘placing
more emphasis on employee development’; ‘having more face-to-face interactions between
Line managers and their staff’; ‘Line managers being able to look at statistical reports for their
teams and across the office’; and ‘having a user-friendly system’. While, ‘underutilisation of
the technology’ was pointed out as the greatest hindrance to e-HRM’s potential to contribute
to SBP in the organisation.
‘Having more face-to-face interactions between Line managers and their staff’ was therefore
reiterated as a contextual factor for e-HRM’s contribution to SBP in the second stage of the
research. Which reinforces the idea that this could be a starting point to addressing the issue of
e-HRM removing the ‘human’ in human resource management (Shani and Tesone, 2010), as
suggested in the first stage. This should be the case because the ‘HR employee champion role’
which is said to be ‘shrinking’ because of e-HRM’s emphasis on the ‘HR strategic partner role’
(Francis and Keegan, 2006), is about combining a focus on people with a focus on ‘day-to-day
operational HRM issues’, aiming to ensure that employees know what is required of them to
be successful in creating value and ensuring that they are supported to have the capability to
successfully create value (Ulrich and Brockbank, 2005). Since it is about getting employees
motivated and committed to organisational goals and ensuring that they are willing to
contribute their efforts to creating value (Ulrich, 1997). And the analysis reveals that this will
lie in the quality of discussions (i.e. face-to-face interactions) Line managers have with their
staff.
HR and performance studies (Brewster and Larsen, 2000; CIPD, 2002; Purcell and Hutchinson,
2007) advocate this, by stating that people management resides properly with Line managers
who are the people directly responsible for supervising staff and are the ones who operate at
the workplace alongside the people they manage. Which makes them the right people to operate
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the ‘HR employee champion role’ to enable organisations to attain organisational profitability
through effective people management. Linked to this, the Systems Perspective argues that
effective work is a function of the interdependence between ‘technology’ (i.e. technical factors)
and ‘social needs’ (i.e. human factors, especially relationships within groups) (Trist and
Bamforth, 1951). Since effective work results from ‘technical systems’ contributing to
maximising task accomplishments, dependent on organisations having ‘social systems’ that
help to improve relationships within groups and improve the quality of work life. Suggesting
that for Line managers to be effective ‘employee champions’ to enable organisations to achieve
effective work (i.e. accomplish set goals), this will result from their effective use of
‘technology’ (e.g. ‘Relational’ e-HRM technology) and them having quality face-to-face
interactions with their staff to help improve relationships within groups and improve the quality
of work life.
Since ‘Relational’ e-HRM technology is implemented in organisations to contribute to
accomplishing set goals and gaining competitive advantage through its support for ‘relational’
HRM activities that is expected to enhance HR’s ability to improve employee relationship
management, aiming to enhance differentiation (as elaborated in section 3.4.2). As it provides
the opportunity to have better interactions between and across HR professionals and their
service users and between managers and employees, that is expected to enhance Line
managers’ ability to help improve relationships within groups and improve the quality of work
life. Bissola and Imperatori (2014) add that this is expected to contribute to enabling HR
provide transparency in their relations with employees, that may lead to improvements in the
level of trust employees have for management. While, the research adds that supporting this
with more face-to-face interactions with their staff is expected to enhance the employee
commitment and employee engagement levels that should result to effective work and the
achievement of set goals. Which is in turn expected to enhance HR’s ability to ensure that
organisations have motivated people who are committed to organisational goals and are willing
to contribute their efforts to creating the differentiation that will enable organisations to gain
competitive advantage and generate profit.
Additionally, the contextual factor ‘Line managers being able to look at statistical reports for
their teams and across the office’, suggests ‘an enabler’ to having a more successful HR
strategic partner role resulting from the use of e-HRM. Because the ‘HR strategic partner role’
means that the HR function will become preoccupied with issues related to the strategic
partnering of the HR function with Line managers, aiming to enable HR to meet its goals
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through effective strategy formulation and strategy execution (Ulrich and Brockbank, 2005),
which Line managers’ ability to look at strategically relevant HR information for their teams
and across the office is expected to enable the HR function achieve. While, drawing from the
Systems perspective, to be effective at this role, means that Line managers will need to use the
relevant ‘technology’ (i.e. ‘Transformational’ e-HRM and ‘Relational e-HRM’) that will
enable them to effectively operate a ‘HR strategic role’ for their teams and effectively partner
with the HR function to achieve a successful ‘HR strategic role’ (Trist and Bamforth, 1951).
For the ‘HR administrative expert role’ and the ‘HR strategic partner role’ to be successful, the
results demonstrate that this will require Line managers’ consistent involvement in the
transactional side of things, using e-HRM. As it reveals that ‘the lack of consistency of Line
manager actions’ is a hindrance to e-HRM being beneficial to the transactional side of people
and performance management in the organisation (section 7.2.3.2.2.), which will affect the
quality of HR information stored electronically that the HR function will use for ‘HR
transactions’ and the ‘strategic HR role’ to drive organisational decisions that is expected to
facilitate business success. Further confirming that the contextual factors moderate and
determine

an

organisation’s

e-HRM

‘configuration’

and

‘consequence’.

7.3.2 Configurations for e-HRM’s contribution to sustaining business performance
The analysis confirms that there is the existence and use of ‘Operational’, ‘Relational’ and
‘Transformational’ e-HRM technologies in the organisation. However, the HR department uses
their e-HRM technology mainly for ‘transactional’ and ‘relational’ HRM activities because the
transformational tools that should enable the organisation to use the technology to fulfil the
strategic-side of its transformational/strategic e-HRM activities is not implemented in the
organisation, so it is not used in the organisation. The Line managers similarly use the
technology for HR transactions (transactional HRM activities) and to have access to HR
communications (relational HRM activities). Leading the organisation to derive only
‘operational’ and ‘relational’ benefits from their e-HRM technology, confirming the findings
in the first stage of the research.
Additionally, the technology is not fully integrated, since the HR processes are not all
integrated (section 7.2.2.2). Which has implications to e-HRM’s capability to create strategic
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value in the organisation, since the ‘Integrated Value Chain theory’ proposes that this should
result when e-HRM is used to enable the organisation to undertake its HR activities as
integrated operations horizontally and integrate the HR activities and information with other
value chain activities vertically. To ensure that the HR activities can reflect the Business
Strategy and contribute to achieving set goals and ensure that the information that the
organisation retrieves from it can be used to drive organisational decisions and facilitate
business success (as elaborated in section 3.4.2). Not having a fully integrated system also has
implications to e-HRM’s ability to be a ‘dynamic capability’ that facilitates ‘organisational
renewal’ and implications to the organisation’s ability to capture the co-specialisation benefits
that can be realised from it, if it is used as a ‘dynamic capability’. Because this is about
achieving complementarities horizontally and vertically (Pitelis and Teece, 2010) (as
elaborated in section 3.4.4.1).
Furthermore, as the technology is not used to effectively support the ‘employee development’
and ‘rewards’ aspects of a PMS, this will not allow e-HRM to be an effective PMS, because it
will be about using e-HRM for all three aspects of a PMS (Torrington et al., 2005). Since this
is expected to facilitate an effective way to monitor and ensure that the right people with the
right skills are in the right positions at the right time and that they are motivated and committed
to delivering the expected levels of performance. The results additionally reveal that Line
managers are not able to use the information from performance management activities to ensure
that people are delivering expected levels of performance (section 7.2.3.2.2). Thus, confirming
that the technology is not beneficial to people and performance management in the organisation
(section 7.2.3.2.2), since this feedback is expected to enable Line managers to monitor and
ensure that people are delivering the expected levels of performance (as elaborated in section
3.5.1).

7.3.3 Consequences that link e-HRM to sustaining business performance
The analysis revealed that this will be about the ‘continuous improvement’ philosophy,
confirming the findings in Stage 1 of the research, which similarly reveals that the e-HRM
consequence that will enable the technology to contribute to SBP will be about using the
technology to support the organisation achieve ‘continuous improvements’ (section 6.10.3).
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However, the results also reveal that the e-HRM technology implemented in the organisation
lacks the web-based technology that should allow Line managers and HR professionals to
retrieve Management Information (i.e. strategically relevant HR information) from the
technology and it is not used for skills management. Implying that although the technology
could potentially contribute to enabling HR to contribute to facilitating business success and
to SBP, it is not currently doing so in the organisation because of the way it is implemented and
how it is used. Which helps to further confirm that the contextual factors do indeed moderate
the e-HRM ‘configuration’ and ‘consequence’ in an organisation.

7.4 Chapter Summary
This Chapter presented the data analysis and results of the semi-structured interviews
undertaken in the second stage of the research. It began with the analysis of the qualitative data
gathered and closes with the interpretation and conclusion of the results.
The next Chapter- the Discussion Chapter presents the integrated interpretation of the research
findings from Stage 1 and 2 of the research, which leads to the development of the integrative
multidimensional ‘Model linking e-HRM to sustaining business performance’. Consideration
is given to extant literature and the theoretical perspectives adopted for the research, that
enabled it to provide the basis of its contributions to theory, knowledge, and practice.
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Chapter 8
Discussion
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8.0 Discussion
8.1 Introduction
This Chapter presents the integrated interpretation of the research findings presented in
Chapters 6 and 7, to ensure triangulation validity (Bryman, 2008), which leads to the
development of the integrative multidimensional ‘Model linking e-HRM to sustaining business
performance’. Consideration is given to extant literature and research and the theoretical
perspectives adopted for the research (as illustrated in Figure 8.1), that enabled it to provide
the basis of its contributions to theory, knowledge, and practice discussed in the Conclusions
Chapter (Chapter 9).

Stage 1:
Questionnaires

Data analysis and
discussions of
findings at this
stage

LITERATURE
REVIEW

Stage 2:
Semi-Structured
Interviews

Data analysis
and discussions
of findings at
this stage

Discussions on findings
of stage 1 and 2 studies

Contribution to
theory and practice

Conclusions

Figure 8.1: Research Path for the Discussion and Conclusions of the findings
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8.2 Integrated Interpretation of the Findings
As Strohmeier’s framework of a ‘complete picture’ of e-HRM was used to guide the data
collection and analysis of the research data, the integrated interpretation of the findings from
the two stages of the research is categorised into e-HRM’s context, configuration and
consequences (Strohmeier, 2007). Using this framework, the research demonstrates the
following:

8.2.1 Contextual factors for e-HRM’s contribution to sustaining business performance
In making steps to developing a ‘complete picture’ of e-HRM’s link to SBP, the outcomes of
the research in relation to the ‘contextual factors’ contribute to the knowledge of a ‘complete
picture’ of e-HRM value creation that: e-HRM context matters. By supporting Strohmeier’s
(2007) proposition that ‘e-HRM context’ will facilitate or inhibit the use of e-HRM and it will
influence how e-HRM can be used to its full potential for organisations to realise its full benefit.
By positioning the findings from the research vis-à-vis existing works in this section, the
research developed the ‘HRM context- HRM strength- HRM value creation’ model, which
contributes to providing a basis on which HR practitioners can realise e-HRM’s value potential
to enable HR deliver ‘HRM value creation’ (i.e. ‘HR operational efficiency’, ‘HR service
quality’, and ‘HR strategic role’), thus, HR’s ability to operate a Transformational/Strategic
HR role using e-HRM (as elaborated below and illustrated in Figure 8.2).
The results of the research discussed in section 6.10.1 and 7.2.1 demonstrate that the contextual
factors relevant to e-HRM’s contribution to SBP can be divided into three main categories, i.e.
the IT context, the HRM context, and the Line managers’ context. Because e-HRM is an
incorporation of IT and HRM, however, for the technology to create strategic value, this will
be about the strategic partnering of the HR function with Line managers (Ulrich and
Brockbank, 2005).
Using the case organisation, the research demonstrated that the IT contextual factors relevant
to e-HRM’s contribution to SBP are: Data quality, End-user training, and an intuitive
integrated web-based technology. As it revealed that the other ‘IT contextual’ factors used to
investigate e-HRM’s relationship to SBP (i.e. having access to PCs, having a good
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organisational IT culture and having a good IT experience) did not influence or determine eHRM’s contribution to SBP in the organisation (section 6.10.1), and it revealed that
‘underutilisation of the technology’ is the greatest hindrance to e-HRM’s contribution to SBP.
That is, the ‘underutilisation of the technology’ resulting from ‘lack of funding’, ‘lack of the
awareness of what e-HRM can do’ and ‘the lack of an intuitive integrated technology needed
to use the technology to its full potential’. While it was identified that the information the
technology holds is too limited to use it strategically, which contributes to the underutilisation
of the technology- resulting to the technology’s inability to create strategic value and contribute
to organisational performance. A finding consistent with previous studies conducted by Haines
and Petit (1997), Ngai and Wat’s (2006), Hooi (2006), Florkowski and Olivas-Lujan (2006),
Oiry (2009), Parry and Tyson (2010), Troshani et al. (2011) and Burbach and Royle (2014),
who similarly find these factors to hinder e-HRM from delivering meaningful savings or
providing quality improvements post-implementation.
For the HRM context, all the measures that made up this scale for the research were shown to
significantly moderate all the independent variables on the exploratory models developed for
the research (section 6.10.1). However, because the ‘Line managers’ context’ has been
introduced as a separate e-HRM contextual factor in this section, the measure: ‘Line managers’
acceptance of e-HRM’, is no longer a part of this scale. Following this, the ‘HRM contextual
factors’ relevant to e-HRM’s contribution to SBP in the organisation include: ‘HRM
policy/practices consistency’, ‘HR technology competence’, ‘Clarity of e-HRM goal’, and
‘Expectations of e-HRM’.
Since this contextual factor (HRM context) was shown to significantly contribute to explaining
the relationship between the ‘contextual factors’ and the ‘independent variables’ on the
exploratory models, this means that it significantly contributes to explaining the relationship
between the strategic use of e-HRM (the configuration) and e-HRM’s value potential to
contribute to SBP (the consequence). Just as Strohmeier (2007) proposed that since the
‘context’ moderates the ‘configuration’ (i.e. how the technology is used), the ‘context’ will also
significantly contribute to determining the ‘consequence’ (in this case- e-HRM’s value
potential to contribute to SBP) (as elaborated in section 6.10.1). Previous studies support this,
as Ruel and van der Kaap (2012) demonstrate that the HRM contextual factors: ‘HRM
policy/practices consistency’ and ‘HR technology competence’, positively relate to ‘HRM
value creation’ (i.e. ‘HR’s effectiveness’, ‘efficiency’, and ‘HR service quality’), in addition to
facilitating ‘e-HRM’s usage’. Wahyudi and Park (2014) demonstrated the importance of the
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‘clarity of HR policy and its consistency’, by demonstrating that these contribute to ‘HRM
strength’ (i.e. ‘HRM distinctiveness’ and ‘HRM consistency’), and ‘HRM strength’ was shown
to have a direct effect on ‘HRM value creation’ (i.e. ‘HR Strategic role’ and ‘Perceived HR
service quality’). While Bondarouk et al. (2015) found ‘HRM strength’ to be the main
antecedent to ‘HR service quality’ (i.e. ‘HRM value creation’).
Drawing from these, the research proposes that the relationship between ‘HRM context’ and
‘HRM value creation’ is an indirect relationship mediated by ‘HRM strength’. Thus, it argues
that linking ‘HRM context’ to ‘HRM strength’ and ‘HRM value creation’, will mean that
‘HRM strength’ will influence and determine ‘HRM value creation’, while, both ‘HRM
strength’ and ‘HRM value creation’ may be preceded or moderated by ‘HRM context’, as
illustrated below:

HRM Context

HRM Strength

HRM Value Creation

Figure 8.2: ‘HRM context- HRM strength- HRM value creation’ Model

In providing some understanding on how ‘HRM strength’ relates to ‘HRM value creation’ and
‘e-HRM value creation’, Bondarouk et al. (2015) draws from a signalling theory perspective
on ‘HRM strength’ (Bowen and Ostroff, 2004), to state that a HRM system is considered
strong, as long as people agree that it is highly ‘distinctive’, ‘consistent’ and ‘based on a wide
consensus within an organisation’. The ‘distinctiveness of HR practices’ is then interpreted as
‘the relevance (importance or consequence) of HRM’, and refers to whether the situation is
defined in such a way that individuals see the situation as relevant to the goal and to the
legitimacy of the HRM authority, such that, the individuals will consider behaving in line with
expectation.
This led Bondarouk et al. (2015) to argue that HRM systems need to signal values and
characteristics through their ‘e-HRM’ that influences the opinions of their service users as to
what it would be like to work for the organisation, and have a congruent array of HR practices
that provides a clear message as to the behaviours that are ‘expected’, ‘supported’ and
‘rewarded’. Since this can influence organisational behaviour and lead to the achievement of
organisational goals. Therefore, suggesting that the ‘HRM context’ of any e-HRM technology
should be one that enables people to perceive the HRM system in the organisation as
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‘distinctive’, ‘consistent’ and ‘based on a wide consensus within the organisation’. Which
should moderate or precede an ‘e-HRM configuration’ that would include using e-HRM as ‘a
means of intra-organisational HR communication’ to signal values and characteristics that
influences the opinions of HR service users as to what it would be like to work for the
organisation, and supporting with a congruent array of HR practices (e.g. performance
management activities), that provides a clear message as to the behaviours that are ‘expected’,
‘supported’, and ‘rewarded’. So that e-HRM can be used to deliver ‘HRM Strength’ as the ‘eHRM consequence’, and provide an opportunity for the technology to influence organisational
behaviour that leads to the achievement of organisational goals (i.e. HRM value creation).
Building on this, it is argued in this thesis that since e-HRM is implemented to enhance HR’s
capability to contribute to ‘HRM value creation’, for ‘e-HRM value creation’ to be realised
through any e-HRM technology, this will be influenced and determined by its ability to deliver
‘HRM strength’ as its ‘consequence’. Since ‘HRM strength’ in the context of e-HRM, is the
technology’s ability to deliver an e-HRM consequence that can influence and significantly
determine ‘HRM value creation’.
Thus, Bondarouk et al. (2015) supports the idea that using e-HRM for the ‘strategic e-HRM
activities’ (i.e. ‘using e-HRM as a means of intra-organisational HR communication’ and
‘using e-HRM as a performance management system’)- as co-specialised assets rather than
when they are used alone (Teece, 1982; Pitelis and Teece, 2010), will provide the opportunity
for e-HRM to enable HR to influence organisational behaviour that leads to the achievement
of organisational goals (i.e. HRM value creation). Because this will enable the technology to
deliver ‘HRM Strength’ as its ‘consequence’.
Drawing from section 7.3.1, this will rely heavily on the effective use of ‘Relational’ e-HRM
technology by HR and Line managers for the ‘Transformational’ e-HRM technology to
contribute to ‘HRM Strength’, since e-HRM’s potential to influence organisational behaviour
and lead to the achievement of organisational goals lies in the effective use of ‘Relational’ eHRM technology by HR and Line managers. As the research demonstrates that ‘Relational’ eHRM’s value potential (i.e. its potential to influence organisational behaviour and lead to the
achievement of organisational goals) lies in the interdependence of its effective use by HR and
Line managers (as elaborated in section 7.3.1). Since it depends on ‘Relational’ e-HRM
enabling the effective strategic partnering between HR and Line managers, by providing the
opportunity for effective interaction between HR and Line managers and by providing the
opportunity for Line managers to have effective interaction with the people they manage291 | P a g e

which enables them to enhance HR’s capability to ensure that the Human Capital can contribute
to organisational profitability through improvements in employee commitment and employee
engagement levels at the frontline (as elaborated in section 7.3.1).
Linked to this, the research demonstrates that the Line managers’ context is about: ‘Line
managers’ accepting to use e-HRM for people management activities’; ‘Line managers’ having
sufficient face-to-face interactions with their staff’, ‘Line managers’ consistent use of e-HRM
technologies’; and ‘Line managers’ ability to look at statistical reports for their teams’. Because
these were the factors revealed to enable Line managers undertake people and performance
management activities in ways that will lead to improvements in the levels of the organisation’s
performance (section 7.3.1). More so, these are the factors revealed to enable Line managers
to contribute meaningfully to the successful working of the ‘HR administrative expert role’,
the ‘HR employee champion role’, and the ‘HR strategic partner role’ of the HR function
(Ulrich, 1997) (as elaborated in section 7.3.1). Thus, they are the factors shown to enable eHRM support the HR function to simultaneously carry out its multiple contradictory roles and
contribute to organisational performance (as elaborated in section 2.3 and 7.3.1).
Drawing from the definition of ‘e-HRM contextual factors’ elaborated in section 3.5.1, the Line
managers’ context of e-HRM, is defined as: Line managers-related factors that may moderate
or precede an organisation’s ‘e-HRM configuration’ and ‘consequence’, because they may
facilitate or inhibit the use of e-HRM and will therefore influence and determine how e-HRM
can be used to its full potential for organisations to realise its full benefit.

8.2.2 Configurations for e-HRM’s contribution to sustaining business performance

The research contributes to knowledge that the ‘e-HRM configuration’ for e-HRM’s
contribution to SBP should be made up of the relevant actors, strategies, activities and e-HRM
technologies that have internal fit and will work together to ensure that e-HRM can contribute
to SBP, as follows:
Strategies: This component includes the HRM and e-HRM strategies that will encourage an
internal fit for other configurational components for e-HRM’s contribution to SBP. Which is
about having a HRM strategy that will ensure that the HR function operates a lean and more
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strategic role (i.e. one in which HR professionals will be more involved in strategic planning
from the onset and not only during the strategy implementation stage, so that they can match
employee resources with business needs from the strategy planning stage) (Ulrich, 1997). The
results also demonstrate that this should be supported by a HRM strategy underpinned by the
competency-based approach to people management because it provides a basis of integrating
the organisation-specific skills to HR processes (for horizontal integration of HR processes)
and its vertical integration to the Business Strategy, to ensure a strategic integration of HRM
practices in the organisation, aiming to enable the HR function to become a value-adding
component of the Business Strategy. This also ensures that the e-HRM strategy is underpinned
by the competency-based approach that is needed to enable the technology to encourage the
exploitation of people embodied skills, since the HRM strategy drives the e-HRM strategy (as
elaborated in section 3.4.4.1).
Activities: The research demonstrates that the strategic e-HRM activities that are pivotal to eHRM’s contribution to SBP are: ‘Using e-HRM as a means of intra-organisational HR
communication’ and ‘Using e-HRM as a PMS’. They were, however, shown to contribute to
SBP only when they complement each other, rather than when they are used alone. Thus, their
value creating potential was shown to lie in them being ‘co-specialised assets’ (Teece, 1982;
Pitelis and Teece, 2010), derived through resource complementarity, rather than when they are
used alone (Perez-Arostegui and Martinez-Lopez, 2014) (as elaborated in section 6.3.8.1 and
6.10.3). The previous section (section 8.2.1) confirms this, by suggesting that they are cospecialised assets that can contribute to ‘HRM strength’ that will enhance e-HRM’s capability
to make HR to become more strategic in its activities and contribute to ‘HRM value creation’.
This, however, requires the effective use of ‘Relational’ e-HRM by both HR and Line
managers; Line managers having more face-to-face interactions with the people they manage;
and that the PMS is underpinned by the competency-based approach to people management,
so that it can encourage the emphasis on ‘skills management’, towards enabling e-HRM to
contribute to SBP.
Technologies: In addition to using ‘Operational’ and ‘Relational’ e-HRM technologies, to use
the ‘Transformational’ e-HRM to contribute to SBP, DCT proposes that it will be about using
the technology as a ‘dynamic capability’ that facilitates ‘organisational renewal’. Meaning that
it will about using e-HRM to ensure the protection of resources and capabilities, rather than
focusing its use only on how to facilitate the creation/development of resources and
capabilities. Particularly about using the technology as a management system that drives cycles
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of ‘continuous improvements’, to facilitate ‘organisational renewal’ and SCA in rapidly
changing environments (Teece et al., 1997; Eisenhardt and Martin, 2000; Walburg et al., 2006;
Njoku and Ebie, 2015) (as elaborated in section 2.5.1.1.2).
The research supports this by demonstrating that to use ‘Transformational e-HRM’ to
contribute to SBP in the organisation studied, it will be about the ‘continuous improvement’
philosophy and it will be about ‘using an intuitive fully integrated Transformational e-HRM
technology’ that is underpinned by the competency-based approach to people management,
that will encourage ‘skills management’. It also demonstrates that the e-HRM configuration
should include the relevant social actors using the outputs from their ‘Transformational e-HRM
technology’ to enable the organisation to achieve ‘continuous improvements’, by making it a
part of the organisation’s managerial decision-making process (sections 6.10.3 and 7.3.3). It
fundamentally emphasises that the technology should be used as a PMS that drives cycles of
‘continuous improvements’, and ensuring that it is aligned with the changing strategic choices
of the organisation, so that the organisation can retain its competitiveness through its capability
to deliver its intended new and innovative products and services that will enable it exploit new
opportunities and maximise profits in rapidly changing environments. Thus, ensuring that its
e-HRM configuration is one that can deliver an e-HRM consequence that will significantly
influence and determine e-HRM’s contribution to SBP (as elaborated in section 3.4.4.1 and
8.2.1)
The research, therefore, supports Strohmeier and Kabst (2014) which find the ‘power users’
(i.e. organisations that make use of ‘Operational’, ‘Relational’ and ‘Transformational’ e-HRM
technologies) to be large organisations with large number of employees and a strategic
orientation in general business and HR, and demonstrates that the ‘power user’ e-HRM
configuration exceed success contribution of other e-HRM configurations. Because it is the
‘power users’ that have the organisational size and the structure (Burbach and Royle, 2014), as
well as, the financial support (Ngai and Wat, 2006) to implement ‘an intuitive fully integrated
Transformational e-HRM technology’, in addition to implementing the ‘Operational’ and the
‘Relational’ technologies. Which enables them to achieve an innovative integration of e-HRM
in their organisation, that in turn enables them to have the capability to exploit the strategic
advantages of e-HRM and realise the full benefits of its implementation. Ruel et al. (2011)
agrees with this, as they point out that, so far, only large organisations have tried to implement
all three types of e-HRM, whereas small and mid-sized companies have implemented mostly
the ‘Operational’ and the ‘Relational’ e-HRM technologies.
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In adding to Strohmeier and Kabst (2014), the research emphasises that the ‘Transformational
e-HRM

technology’

that

will

enable

e-HRM

to

contribute

to

‘HRM

value

creation’/organisational performance is ‘an intuitive fully integrated Transformational e-HRM
technology’, rather than a ‘basic Transformational e-HRM technology’ that will not allow
organisations to innovatively exploit the strategic advantages of e-HRM. Thus, it supports
Burbach and Royle (2014) who find that ‘not’ using ‘a fully integrated Transformational eHRM technology’ diminishes an organisation’s capacity to exploit the strategic advantages of
the e-system.

Actors: The research demonstrates that this component will be about both HR professionals
and Line managers using e-HRM for operational, relational and transformational/strategic
HRM activities. While, the strategic use of e-HRM will be about using ‘an intuitive fully
integrated Transformational e-HRM technology’, so that these social actors can use e-HRM to
fulfil both the transactional aspect of strategic e-HRM activities (i.e. recording information and
outcomes of the strategic activities) and fulfil the strategic aspect of strategic e-HRM activities
(i.e. retrieving the strategically relevant information from the ERP system for managerial
decision-making, in order to use it to drive organisational decisions and facilitate business
success). So that they can both use the technology to ensure that the organisation will have an
e-HRM ‘configuration’ that is about having and using the ‘Operational’, ‘Relational’ and
‘Transformational’ e-HRM technologies to their full potential and realising their full benefits.

8.2.3 Consequences that link e-HRM to sustaining business performance
The research demonstrated that ‘improved strategic HRM orientation’ is the e-HRM
consequence that links e-HRM to SBP. As it reveals that out of the three e-HRM consequences
used to explore e-HRM’s link to SBP, ‘improved strategic HRM orientation’ was the only one
shown to significantly influence and determine it (as illustrated in sections 6.8.8.1; 6.8.8.2; and
6.10.3).
The results also demonstrate that this e-HRM consequence is the ‘strategic capability’ that will
enable HR to become a value-adding component of the Business Strategy that facilitates
business success. Since it is the ‘strategic capability’ that was shown to enable HR to have the
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capability to contribute to informing and driving business decisions that facilitate business
success (as elaborated in section 6.10.3 and 7.3.3). It additionally demonstrates that e-HRM’s
potential to enable HR to contribute to ‘sustaining’ an organisation’s competitive advantage
created or established in rapidly changing environments, will lie in using the technology as a
management system to drive cycles of ‘continuous improvements’ – to encourage
‘organisational renewal’ that will enable the organisation to adapt, thrive and retain its
competitiveness in such environments (section 6.10.3 and 7.3.3).
As the research demonstrates that using e-HRM to improve the quality of the Corporate HR
information for managerial decision-making will improve ‘HR’s strategic capability’, but that
this ‘HR strategic capability’ can only contribute to SBP if it is used by HR to ‘improve its
strategic orientation’ (i.e. if HR uses this ‘strategic capability’ for strategic planning and
strategic activities to support the shaping of the organisation, to facilitate business success). It
also demonstrates that to contribute to SBP, this will be about using the technology as a
management system (e.g. PMS) to drive cycles of ‘continuous improvements’ and supporting
this with strategically relevant HR information derived from the system to inform ‘continuous
improvements’, to provide a mechanism for encouraging ‘organisational renewal’, towards
attaining SCA in rapidly changing environments (as elaborated in section 6.10.3, 7.3.3 and
8.2.2).
Therefore, supporting the notion that for the ‘Transformational’ e-HRM technology
implemented in the organisation to contribute to SBP, it should be used as a ‘dynamic
capability’ to encourage ‘organisational renewal’ and SCA (as proposed by DCT in section
2.5.1.1.2, 3.4.4.1 and 3.5.1). Also confirming the proposed assumption of e-HRM’s
contribution to SBP through the ‘HCM approach of e-HRM’ and ‘IM approach of e-HRM’ (as
elaborated in section 3.4.4.1 and 3.4.4.2). However, for the value creating potential of the ‘IM
approach’ of e-HRM to make meaningful contributions in the organisation, it is suggested to
rely heavily on the quality of the HR information held in the technology (e.g. employees’ skills,
capabilities, and development). Which supports the finding that for e-HRM to contribute to
SBP will depend on the data quality (section 6.10.1).
The research fundamentally demonstrates that the e-HRM’s consequence that links e-HRM to
SBP can be realised when the value creating potential of the ‘HCM approach of e-HRM’ and
the ‘IM approach of e-HRM’ are used together to drive cycles of ‘continuous improvements’
to encourage ‘organisational renewal’, rather than when they are used alone (as elaborated
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above in section 8.2.2). This is consistent with DCT’s proposition of how ‘dynamic capability’
should contribute to SCA, since DCT proposes that this should occur through the synergistic
interaction among capabilities and resources, which will be about resources and capabilities
complementing each other, thus, creating co-specialised assets (Teece, 1982; Pitelis and Teece,
2010). Whereas, for organisations to capture co-specialisation benefits, it proposes that this
frequently requires integrated operations, because this is about achieving complementarities
horizontally and vertically (Pitelis and Teece, 2010). Thus, by using the ‘Transformational’ eHRM technology as a PMS supported by integrated operations horizontally and vertically as
proposed by the ‘HCM approach’ and retrieving strategically relevant HR information from an
integrated value chain to support managerial decision-making to facilitate business success (as
proposed by the ‘IM approach’), will enable the organisation to capture the co-specialisation
benefit of using e-HRM as a ‘dynamic capability’ (as elaborated in section 3.4.4.1 and 3.4.4.2).
The results consequently confirm DCT’s proposition of how e-HRM can be a ‘dynamic
capability’; how using e-HRM’s strategic activities as ‘co-specialised’ assets can be a ‘core
dynamic capability’ (as suggested by the ‘HCM approach’); and how the co-specialisation
benefits can be captured by using e-HRM as a ‘dynamic capability’ (as elaborated in section
2.5.1.1.2, 3.4.4.1, and 3.4.4.2).
Transferred to e-HRM value creation research, the research supports Dery and Wailes (2005)
who suggest that for HR to become more strategic in its activities, HR needs to be able to use
information from their e-HRM technology to initiate and support strategic decisions designed
to position their organisation to gain competitive advantage. Linked to this, the research
reinforces Strohmeier and Kabst (2014) who find e-HRM’s relationship to ‘HR’s strategic
orientation’, to be about ‘Transformational e-HRM’ constituting a consequential enabler,
rather than it being the preceding trigger of Strategic HRM, because it demonstrates that
‘Transformational e-HRM’ constitutes a consequential enabler of Strategic HRM.
Since Strategic HRM is about identifying how the strategic choices an organisation makes in
relation to its human resource can lead to improved business performance, and it emphasises
that the fundamental priority of the HR strategy is to secure and maintain the kind of human
resource that are necessary for an organisation’s viability (Boxall and Purcell, 2008). And the
research finds ‘Transformational’ e-HRM technology to be a diagnostic tool that consequently
enables HR to have the capability to provide organisations with strategically relevant HR
information they can use to determine, explain and enhance how their existing human resources
can contribute to gaining competitive advantage and SCA overtime, which constitutes a
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consequential enabler of Strategic HRM. Likewise, in the context of e-HRM’s relationship to
SBP, using the technology as a management system to drive cycles of ‘continuous
improvements’ that provides a mechanism for encouraging ‘organisational renewal’ and SCA,
constitutes a consequential enabler of Strategic HRM in such circumstances. Because attaining
‘organisational renewal’ through cycles of ‘continuous improvements’ is a Business Strategy
that constitutes a precursor of Strategic HRM in dynamic environments, which
‘Transformational e-HRM’ consequently enables the HR function to fulfil.
The research also supports Marler and Parry’s (2015) study which demonstrate that ‘strategic
HR involvement’ is directly and reciprocally related to ‘greater e-HRM capability’. It also
supports Bondarouk and Ruel’s (2013) study which suggest that attaining SCA depends on
HR’s capability to not only use the existing capabilities of the human resources, but also
through HR’s capability to ‘renew’ their resource base, by developing new capabilities which
falls within the Dynamic Capabilities theory. At the same time, it adds to Bondarouk and Ruel
(2013) by demonstrating how the e-HRM strategic advantage ‘changing the role of the HR
function towards becoming a business partner’ can be convincingly realised (as elaborated in
sections 7.3.1, 8.2.1 and 8.2.3), and suggests that the e-HRM strategic advantage: ‘increasing
the time available for strategic HR issues expected of e-HRM’, on its own may not be sufficient
to enable e-HRM to contribute to organisational performance (as elaborated in section 9.4). As
it demonstrates that this will be about using the technology to enable organisations to undertake
their HR activities as integrated operations and using the resulting output from an integrated
value chain to consequently enable ‘improved HRM strategic orientation’, as elaborated in
section 6.10.3.

8.3 Developing the Model linking e-HRM to sustaining business performance

Drawing from the outcomes of the research, the research contributes the ‘Model linking e-HRM
to sustaining business performance’- an adaptation of Strohmeier’s framework of a ‘complete
picture’ of e-HRM (Strohmeier, 2007) (as illustrated below in Figure 8.2).
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Figure 8.3: Model Linking e-HRM to Sustaining Business Performance
Adapted from Strohmeier (2007, p.21)

Figure 8.3 demonstrates that ‘improved HRM strategic orientation’ realised by using
‘Transformational e-HRM’, is the ‘e-HRM consequence’ that will significantly influence and
determine ‘e-HRM’s value creation’ (i.e. e-HRM’s ability to contribute to ‘HRM value
creation’ and to SBP overtime) (as elaborated in sections 6.10.3; 7.3.3; and 8.2.3). Thus, it
illustrates how e-HRM can be used to deliver ‘HRM Strength’ as its ‘consequence’ (as
elaborated in section 8.2.1). This supports the propositions of Strohmeier’s ‘complete picture’
of e-HRM which suggests that the ‘e-HRM context’ may precede or moderate the ‘e-HRM
configuration’ and ‘e-HRM consequence’, and that the ‘e-HRM configuration’ will determine
the ‘e-HRM consequence’ (Strohmeier, 2007). It also supports Bondarouk et al. (2015) which
suggests that ‘HRM Strength’ is the ‘e-HRM consequence’ that would influence organisational
behaviour that leads to the achievement of organisational goals (i.e. ‘HRM value creation’).
While, it fundamentally supports the idea proposed in this thesis, which states that since e299 | P a g e

HRM is implemented to enable ‘HRM value creation’, ‘e-HRM value creation’ will be
significantly influenced and determined by the technology’s ability to deliver ‘HRM strength’
as its ‘consequence’- which largely depends on the ‘configuration’ (as elaborated in sections
8.2.1 and 8.2.2).
In light of this, Figure 8.3 illustrates that the ‘e-HRM consequence’ that will enable e-HRM to
contribute to SBP can be derived from the technology when the value creating potentials of the
‘IM’ and ‘HCM’ approaches of e-HRM are ‘co-specialised assets’, that consequently enable
‘improved HRM strategic orientation’ that facilitates ‘continuous improvements’ to encourage
‘organisational renewal’ in rapidly changing environments. While the ‘e-HRM configuration’
includes the mechanisms and social structures involved in using e-HRM to contribute to SBP
that will enable e-HRM to contribute to SBP overtime, which should be made up of the relevant
actors, strategies, activities and e-HRM technologies that have internal fit and will work
together to ensure that e-HRM can contribute to SBP overtime.
Transferred to the theoretical framework used to underpin the research (i.e. the ‘Integrated
Value Chain theory’), Figure 8.3 supports the propositions of this theory regarding how
competitive advantage can be realised through e-HRM (as proposed in section 3.4.2; 3.4.3;
3.4.4.1; 3.4.4.2; 3.5.1; and 3.5.2). However, drawing from DCT, Figure 8.3 adds to this by
illustrating that for the case organisation to be able to use e-HRM to ensure that people are
motivated and committed to aligning their efforts to contributing to creating the differentiation
that will enable the organisation to gain competitive advantage, it will lie in using e-HRM’s
value creating potentials, that is: ‘using e-HRM for intra-organisational HR communication’
and ‘using e-HRM as an effective performance management system’, as co-specialised assets
derived through IT complementarity, rather than if they are used alone (which draws from
DCT) (Teece, 1982; Pitelis and Teece, 2010). Drawing from DCT also, Figure 8.3 illustrates
that for the organisation to be able to derive maximum benefit from these strategic activities, it
will need to be supported by integrated operations (i.e. the horizontal integration of all HR
activities and the vertical integration of the HR processes to the organisation’s strategy).
Because DCT proposes that this provides the opportunity for the co-specialisation benefits
derived from using e-HRM as a ‘dynamic capability’ to be captured (as elaborated in sections
3.4.4.1. and 8.2.3).
In line with the propositions of Porter’s Value Chain theory, Figure 8.3 is expected to enable
e-HRM to contribute to SBP, because it will be difficult to imitate, being ‘socially complex’
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and ‘causally ambiguous’. More so, it supports DCT’s propositions on how e-HRM is expected
to contribute to SBP, which suggests that SBP can be realised through e-HRM when the
technology is used as a management system to drive cycles of ‘continuous improvements’ that
provide a mechanism for encouraging ‘organisational renewal’, towards attaining SCA in
rapidly changing environments (as elaborated in section 2.5.1.1.2).
Thus, within the context of DCT, Figure 8.3 proposes and illustrates how e-HRM can be a
‘dynamic capability’ and a ‘core dynamic capability’ that should encourage ‘organisational
renewal’, and it illustrates how e-HRM can be used to innovatively exploit people embodied
skills to create SCA (as elaborated in section 8.2.3). At the same time, it illustrates an ‘e-HRM
configuration’ that will ensure that the co-specialisation benefits derived by using it as a
‘dynamic capability’ can be captured (as mentioned above). In doing these, Figure 8.3
illustrates a ‘complete picture’ of how e-HRM can make HR to become more strategic in its
activities and contribute to SBP overtime- by facilitating ‘continuous improvements’ to
encourage ‘organisational renewal’ (as elaborated in sections 6.10, 7.3.1, 8.2.1, 8.2.2 and
8.2.3).
Overall, it constitutes a first step to developing a ‘complete picture’ of e-HRM’s value creation,
by extending Strohmeier’s (2007) ‘complete picture’ of e-HRM to include the ‘dependent
variable’: ‘business outcome’ (e.g. sustaining business performance). Which is necessary to
having a unifying understanding of how e-HRM can create strategic value and contribute to
business outcomes- which includes: achieving organisational performance and SBP overtime.

8.4 Chapter Summary
This Chapter sets out an integrated interpretation of the research findings from the first and
second stages of the research, which led to the development of the ‘Model linking e-HRM to
sustaining business performance’. The next Chapter – the Conclusions Chapter summarises the
main findings of the research and offers general conclusions to the research. Stating the
contributions to theory, knowledge, and practice, and the limitations that lead to suggestions
for future research.
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Chapter 9
Conclusions
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9.0 Conclusions
9.1 Introduction
The research started with the aim to explore e-HRM’s contribution to sustaining business
performance through the lived experiences of HR professionals and Line managers, in response
to numerous calls for more academic research that provides an understanding of how e-HRM
contributes to organisational performance. In doing this, it addressed its research objectives
and tested the hypotheses that were deductively generated from the exploratory models
developed for the research, which were used to enable it to develop the integrative
multidimensional ‘Model linking e-HRM to sustaining business performance’.
Considering that the research topic is still a new unexplored area, the research was underpinned
by the Phenomenological Philosophy and a case study methodology based on a realist approach
to social inquiry. Then designed as an interpretative phenomenological research with mixed
methods approach for data collection and analysis, that enabled it to provide a comprehensive
understanding of the social phenomenon that was investigated.
As the Conclusions Chapter, this Chapter summarises the main findings and offers general
conclusions to this thesis. It discusses the research gap that the research addressed, ways in
which the research objectives were addressed and discusses the contributions to theory,
knowledge and practice, thus, it reports how the research achieved its aim. Consideration is
also given to the limitations of the research and the implications for future research.

9.2 Literature Review- Research Gap
The critical evaluation of ‘e-HRM value creation research’ conducted in Chapter 2, revealed
that while there is growing academic interest in investigating ‘Transformational’ e-HRM
technology, investigations on ‘sustaining business performance’ remains an unexplored area.
A lack of a general understanding of how e-HRM can contribute to business performance was
also observed, which has led our knowledge of how e-HRM can contribute to the strategic
advantages of HRM and to business performance to remain limited.
At the same time, although the theories commonly used for ‘e-HRM value creation research’
all indicate that e-HRM can create strategic value by improving HR’s capability to contribute
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to business performance, the theories were not sufficiently utilised in previous studies and there
still isn’t a widely acknowledged investigative framework to undertake research. Besides these,
because of the multidisciplinary nature of e-HRM, Bondarouk and Ruel (2009) emphasise that
a robust e-HRM research will lie in its ability to assimilate both ‘IT’ and ‘HRM’ knowledge
domains and offer conceptualisation to unfold both ‘IT’ and ‘HRM’. At the same time, since
‘e-HRM value creation research’ aims to provide knowledge on how e-HRM can contribute to
enabling the HR function to become a value-adding component of the Business Strategy that
contributes to business performance (organisational profitability), this pointed to the need for
well-established theories that can address these in the research.
Following this, the ‘Integrated Value Chain theory’- an extension of Porter’s Value Chain
theory developed as part of the original contribution of the research was used to underpin the
research because it enables the assimilation of both ‘IT’ and ‘HRM’ knowledge domains in
undertaking e-HRM research and it provides a theoretical foundation to investigate how eHRM can contribute to enabling the HR function to become a value-adding component of the
Business Strategy that contributes to business performance, using the business value chain (as
elaborated in section 3.4.2). However, like many academic theories, there were limitations of
this theory to the research. An example is its inability to analyse users’ attitude towards an
organisational technology, which is an issue TAM addresses (Davis, 1989). Hence, TAM was
included in the research, to address this. Another theory used to address the limitations of the
‘Integrated Value Chain theory’ was RBV (Barney, 1991). As it was used to provide a
comprehensive interpretation of the research data in relation to the need to provide an
understanding of ‘how the strategic use of e-HRM by HR professionals and Line managers’
affects or influences ‘the contribution of e-HRM to sustaining business performance’, which
TAM cannot provide. Since TAM can only provide understanding of how ‘users’ attitude
towards the value e-HRM creates in their organisation’ influences or affects ‘their use of the
technology’.

Guided by the interpretative phenomenological analysis (IPA) approach, the exploratory
models developed for the research were used to carry out a detailed nuanced micro-analysis of
the social phenomenon in a single case organisation, aiming to develop the integrative
multidimensional ‘Model linking e-HRM to sustaining business performance’ (Figure 8.3).
Thus, they were used to undertake an in-depth exploration of the relationship between ‘e-HRM’
and ‘sustaining business performance’ that addressed the research objectives that follow.
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9.3 Research Objectives
To achieve the research aim, the specific agenda of research objectives created for the research
and addressed, are as elaborated below:

9.3.1 Addressing the first objective
The first objective aimed to explore and identify factors that influence how e-HRM can
contribute to sustaining business performance. The research demonstrates that the factors that
influence this are the ‘e-HRM contextual factors’ for e-HRM’s contribution to SBP because as
suggested by Strohmeier (2007), they precede or moderate the ‘configuration’ and
‘consequences’ of e-HRM in the organisation studied. This was divided into three main
categories, i.e. the IT context, the HRM context and the Line managers’ context, because eHRM is an incorporation of IT and HRM, however, for it to create strategic value, this will be
about the strategic partnering of the HR function with Line managers (Ulrich and Brockbank,
2005). More so, the research demonstrated that for e-HRM to create strategic value, this will
rely heavily on: Line managers’ ability to operate a strategic HR role for their teams and Line
managers’ being consistent at operating both operational and strategic HR roles for their teams.
Building on this, the contextual factors for the IT context that are relevant to e-HRM’s
contribution to SBP in the case organisation include: Data quality, End-user training, and an
intuitive and fully integrated e-HRM technology. Stemming from the fact that ‘underutilisation
of the technology’ is the greatest hindrance to e-HRM’s contribution to SBP in the organisation.
That is, the ‘underutilisation of the technology’ resulting from ‘lack of funding’, ‘lack of the
awareness of what the technology can do’, ‘the lack of an intuitive integrated technology’, and
the ‘data quality’ being too limited to enable the strategic use of the technology.
The HRM context includes: ‘HRM policy/practices consistency’, ‘HR technology
competence’, ‘Clarity of e-HRM goal’, and ‘Expectations of e-HRM’. As suggested in section
8.2.1, the ‘HRM context’ is expected to moderate or precede ‘HRM strength’ and ‘HRM value
creation’ (thus, ‘e-HRM value creation’) in the organisation.
While, the Line managers’ context includes: ‘Line managers’ accepting to use e-HRM for
people management activities’, ‘Line managers having sufficient face-to-face interaction with
their staff’, ‘Line managers’ consistent use of all e-HRM technologies’, and ‘Line managers’
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ability to look at statistical reports for their teams’. Because these are the factors revealed to
enable Line managers undertake people and performance management activities in ways that
will lead to improvements in organisational performance. Since they are the factors that were
shown to enable Line managers to contribute meaningfully to being a strategic partner with
HR, towards enhancing HR’s ability to become more strategic in its activities and contribute
to organisational performance (section 7.3.1and 8.2.1).

9.3.2 Addressing the second objective

The second objective aimed to explain the mechanisms and social structures involved in
sustaining business performance by using e-HRM. The research demonstrated that the
mechanisms and the social structures involved in SBP realised through e-HRM are the ‘e-HRM
configuration’ that will have internal fit and work together to enable e-HRM to contribute to
SBP. Which are as follows:

Strategies: This includes the strategies that will provide the internal fit for e-HRM’s
contribution to SBP in the organisation, which should include: an HRM and e-HRM strategy
that ensures that the HR function can operate a lean and more strategic role. The research
demonstrated that this will need to be having a HRM strategy that is underpinned by the
competency-based approach to people management that ensures both horizontal integration
across HR processes and its vertical integration with the Business Strategy, that enables a
strategic integration of the HRM practices. Which will also lead the e-HRM strategy to be
driven by the competency-based approach to people management, since the HRM strategy
drives the e-HRM strategy.
Activities: The research demonstrated that the strategic e-HRM activities pivotal to e-HRM’s
contribution to SBP include: ‘Using e-HRM as a performance management system’ and ‘Using
e-HRM as a means of intra-organisational HR communication’. They were shown to contribute
to SBP only when they complement each other, rather than when they are used alone.
Suggesting that their value creating potential will lie in them being ‘co-specialised assets’
(Teece, 1982; Pitelis and Teece, 2010), derived through resource complementarity rather than
when they are used alone (Perez-Arostegui and Martinez-Lopez, 2014).
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Technologies: This component was revealed to be about implementing ‘Operational’,
‘Relational’ and ‘an intuitive fully integrated Transformational e-HRM technology’, that
encourages the internal fit for e-HRM’s contribution to SBP. Essentially, one that ensures the
strategic use and contribution of e-HRM to SBP through the realisation of the full benefits of
the technology.
Actors: This includes the HR professionals and Line managers who use e-HRM for operational,
relational and strategic HRM/e-HRM activities. The research demonstrated that the strategic
use of e-HRM is about these social actors using ‘an intuitive and fully integrated e-HRM
technology’ frontend, so that they can use it to fulfil both the transactional aspect of strategic
e-HRM activities (i.e. recording information and outcomes of the strategic activities) and
fulfilling the strategic aspect of strategic e-HRM activities (i.e. retrieving the strategically
relevant HR information from the technology, so that it can be used to drive organisational
decisions to facilitate business success). Which is expected to facilitate the strategic partnering
between HR and Line managers, towards enhancing HR’s capability to become more strategic
in its activities by using e-HRM.

9.3.3 Addressing the third objective
The third objective aimed to critically examine HR professionals’ and Line managers’ attitude
towards the value e-HRM creates in their organisation, aimed to understand how any
differences between individuals or groups influences e-HRM’s contribution to sustaining
business performance. In determining how users’ perception influences the strategic use and
contribution of e-HRM to SBP, the research demonstrated that ‘HR professionals’ and Line
managers’ perceived usefulness of e-HRM to enabling them operate a strategic HR role in the
organisation’ (i.e. PUHR and PULM) did not influence or determine ‘their attitude towards the
value e-HRM creates in the organisation’ (section 6.10.2). It also demonstrated that ‘PUHR
and PULM’ did not influence or determine their ‘strategic use of e-HRM’ (i.e. the use of eHRM to drive organisational change) (sections 6.10.2). While their ‘attitude towards the value
e-HRM creates in the organisation’ was not shown to influence their ‘strategic use of e-HRM’
either.
The results rather demonstrated that their ‘strategic use of e-HRM’ will be moderated and
determined by ‘the relevant social actors having access to the relevant web-based technology
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that will enable them to operate strategically’. Thus, their ‘strategic use of e-HRM’ was
demonstrated to be determined by ‘them having access to the relevant web-based technology’
that will enable them to retrieve strategically relevant HR information from the technology,
and enable the HR function to operate as a value-adding component of the Business Strategy
crucial to achieving organisational goals (i.e. a strategic partner). Rather than their ‘strategic
use of e-HRM’ being determined by their ‘attitude towards the value e-HRM creates in the
organisation’ (sections 6.10.2). In the same way, their ‘attitude towards the value e-HRM
creates in the organisation’ did not influence e-HRM’s contribution to SBP, rather it is revealed
to be influenced and determined by ‘them having access to the relevant web-based technology’
that will enable e-HRM to contribute to organisational performance and to SBP overtime.

9.3.4 Addressing the fourth objective
The fourth objective aimed to propose a model that enables academics and practitioners to
understand the link between e-HRM and sustaining business performance.
The research contributes the ‘Model linking e-HRM to sustaining business performance’
(Figure 8.3) to enable academics and practitioners to understand the link between e-HRM and
SBP. This is of considerable importance for e-HRM practice because the way e-HRM can
create strategic advantages for the HR function and organisations is understood by business
leaders and owners determines its planning, implementation, use, and development. It is
therefore hoped that this model will help organisations to implement and use their e-HRM
technology in ways that ensures that they can use it to exploit the strategic advantages of HRM
and realise the maximum benefit from their IT investment.

9.4 Contributions to Theory
To develop the ‘Model linking e-HRM to sustaining business performance’ (Figure 8.3), the
research contributes to the theoretical development of the field and to furthering the
understanding and/or enhancement of some of the theories used to underpin it, as elaborated
below:
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1) Contributing to the theoretical development of the field:

The research provides the theoretical development of the ‘e-HRM value creation
theory’ using the Diagnostic Systems theory (Katz and Kahn, 1966), the Contingency
perspective (Lawrence and Lorsh, 1967), and the Integrated Value Chain theory
(developed to undertake the research by extending Porter’s Value Chain theory), as
illustrated in Figure 9.1 and elaborated in section 3.4.2.

Figure 9.1: Model showing the theoretical development of e-HRM value creation theory

Extending Porter’s Value Chain theory (Porter, 1985) to develop the Integrated Value
Chain theory (which constitutes an original contribution to theory) was necessary to
enable the research to investigate ‘Transformational’ e-HRM technology, which would
not have been possible otherwise. Because Porter’s Value Chain Model only provides
explanations on how primary activities and support activities can contribute to an
organisation’s competitive advantage and performance, but it does not provide a
theoretical basis on which managerial activities (i.e. the ‘Managerial sub-system’/
‘Managerial function’) and IT/ISs of strategic value can be understood and explained.
In doing this, the model only provides explanation on how the HR function can
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contribute to an organisation’s competitive advantage and performance by operating as
a ‘support activity’ (i.e. administrative transaction processors) and it only provides
explanations on how IT/ISs can contribute to an organisation’s competitive advantage
and performance by reducing costs and enhancing differentiation (as elaborated in
Chapter 3). Which does not provide a theoretical basis on which the strategic role of the
HR function and the ‘Transformational’ e-HRM technology can be understood and
explained. Thus, constituting a contributor to the continued administrative role of the
HR function and e-HRM technology.
To address this gap/limitation of Porter’s Value Chain Model for e-HRM value creation
research, the research drew from the Diagnostic Systems perspective (Katz and Kahn,
1966) which argues that for IT/ISs to contribute to creating a basis for differentiation
to gain competitive advantage and generate profit, they should be used as diagnostic
tools that provide the feedback on information and results that can be used to facilitate
business success (i.e. they should be of strategic value). While, the Contingency
perspective (Lawrence and Lorsh, 1967) adds that for IT/ISs to be of strategic value,
organisations need to optimise their linkages (i.e. IT/ISs) reflecting their strategy. Thus,
they are expected to use their linkages to gain competitive advantage through IT
strategic alignment (Scott, 1991), as it is expected of ‘Transformational’ e-HRM
technology and all other ISs of strategic value that are used by the ‘Managerial subsystem’. Since the ‘Managerial sub-system/Managerial function’ is concerned with
integrating organisational activities, to ensure that implicit and explicit goals can be
achieved through effective co-ordination of the other organisational functions (Katz and
Kah, 1966) (as elaborated in section 3.4.2).
Linked to this, Porter (1985) argued that the linkages highlight the importance of
integrating organisational activities, since he believes that this will ensure that the
required co-ordination takes place (i.e. through IT strategic alignment). He then
described the need to co-ordinate organisational activities as integration and concluded
his theorising on this issue using the Value Chain theory in 1985- by suggesting that for
organisations to maximise their opportunity to gain competitive advantage from the coordination and optimisation of the linkages between organisational activities, they need
to establish integrating mechanisms to ensure that the required co-ordination takes
place (Porter, 1985).
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To make Porter’s Value Chain model adequate for the research (and for organisations
operating in high dynamic markets), the research extended the model to include
managerial activities, to provide a theoretical basis on which managerial activities and
IT/ISs of strategic value can be understood and explained using this model. It then built
on the propositions of Porter’s Value Chain theory which suggests that IT/ISs have an
important role to play in co-ordinating and optimising the linkages between
organisational activities because they can be used to establish integrating mechanisms
to ensure that the required co-ordination takes place (i.e. through IT strategic
alignment).
By doing this, it proposed a thread of the Value Chain theory called: the ‘Integrated
Value Chain theory’, which proposes that integrating mechanisms are sources of
competitive advantage, alongside an organisation’s activities and the linkages between
the activities. Because integrating mechanisms are expected to integrate all of an
organisation’s value chain activities and all its information systems (i.e. its internal
information), providing the opportunity for organisations to efficiently and effectively
co-ordinate and optimise all their internal activities and internal information. Aiming
to have all their activities and information aligned with the Business Strategy through
efficient and effective means, so that the information derived by undertaking their value
chain activities as integrated operations can be used to drive organisational decisions to
facilitate business success.
Drawing from the Diagnostic Systems perspective (Katz and Kahn, 1966) and the
Contingency perspective (Lawrence and Lorsh, 1967), the ‘Integrated Value Chain
theory’ proposes that IT/ISs used by the ‘Managerial function’ are diagnostic tools that
provide feedback on information and results that aid organisations in making decisions
that facilitate their survival and success in their environment. As it proposes that
competitive advantage can be derived from IT/ISs of strategic value, through their role
in creating a basis for differentiation realised through their ability to provide
organisations with enhanced and improved quality of data derived from an integrated
value chain, that can be used to drive business decisions to facilitate business success.
Thus, an original contribution to theoretical development of the field, is that the research
identified, described, and applied this thread of Porter’s Value Chain theory called the
Integrated Value Chain theory in the research, which supports the idea that an
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organisation’s value chain activities will need to be operated as an integrated value
chain and that organisations operating in high dynamic markets will need to operate as
an integrated value chain with external partners and strategic alliances, to maximise
profits and exploit new opportunities to sustain organisational success.
Building on this theory, the e-HRM value creation theory was proposed in section 3.4.4
to undertake the research. Which proposes that by providing all possible IT-enabled
integrating mechanisms that enable the integration of all of an organisation’s HR
processes and information horizontally and integrating this with other value chain
activities vertically, this will provide the opportunity for organisations to co-ordinate
and optimise their HR information, so that it can be used to drive organisational
decisions to facilitate business success.
Thus, it emphasises that e-HRM can create strategic value when it is used as an
integrating mechanism to enable HR activities to be undertaken as integrated operations
(horizontally and vertically), to ensure that the information derived from it are
strategically relevant and can be used to ensure that the right mix of people are used to
create a basis for differentiation (i.e. its IT contribution). Additionally, by using e-HRM
as an integrating mechanism to support HR achieve horizontal integration along its
activities and vertical integration with the Business Strategy, this is expected to enhance
HR’s capability to ensure that organisations have motivated people who are committed
to organisational goals and are willing to align their efforts to creating the
differentiation that will enable organisations to gain competitive advantage and SCA
overtime (i.e. its HRM contribution).
Drawing from this theory, the research adds to the understanding of ‘Transformational
e-HRM technology’ (as elaborated in section 2.3.1.3), by highlighting that
‘Transformational e-HRM technology’ is a diagnostic tool that can enable HR to be a
value-adding component of the Business Strategy- by enhancing HR’s capability to
provide organisations with strategically relevant HR information they can use to enable
them to determine, explain and enhance how their existing human resources can
contribute to creating a basis for differentiation and contribute to organisational
profitability. The research consequently suggests that ‘Transformational’ e-HRM
technology is a strategic HR tool that can enable the HR function to assess its role in
contributing to creating a basis for differentiation and generating profit.
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Thus, by building on and extending Porter’s Value Chain theory, it has created an
opening for further investigations into ‘Transformational’ e-HRM technology, to
further our understanding of this technology and to help address the need for theory
development in the field, that is needed for the continuous development of e-HRM
research (Reddington and Martin, 2006; Strohmeier, 2007; Bondarouk et al., 2011).

2) Providing further contribution through the enhancement of some of the theories
used for the research:

Strohmeier’s research framework:
Strohmeier’s (2007) framework of a ‘complete picture’ of e-HRM was extended to
include the ‘business outcome’ variable (as the new ‘dependent variable’ for the model),
to develop the ‘Model linking e-HRM to SBP’ and to make steps to having a unifying
understanding of how e-HRM can create strategic value (section 8.3). The propositions
of the ‘HRM context- HRM strength- HRM value creation’ model (Figure 8.2)
developed in this thesis (in section 8.2.1), was also incorporated into Strohmeier’s
‘complete picture’ of e-HRM, to maximise the understanding of how e-HRM ‘context’,
‘configuration’ and ‘consequences’ can predict and determine ‘e-HRM value creation’
(i.e. HR’s ability to use e-HRM to predict strategic outcomes and create strategic valuethus, HR’s ability to operate a Transformational/Strategic HR role using e-HRM) (as
elaborated in sections 8.2.1 and 8.3). Which contributes to the knowledge of a ‘complete
picture’ of e-HRM’s value creation that: e-HRM context matters because the ‘HRM
context matters’ (section 8.2.1). Since the ‘HRM context- HRM strength- HRM value
creation’ model proposes that ‘HRM context’ will precede or moderate ‘HRM strength’
and ‘HRM value creation’, thus, it will precede or moderate ‘e-HRM value creation’ (as
elaborated in section 8.2.1).
The ‘HRM context- HRM strength- HRM value creation’ model also contributes to the
knowledge of a ‘complete picture’ of e-HRM value creation that: e-HRM configuration
matters. As it proposes that for ‘e-HRM value creation’ to be realised through any eHRM technology, this will be influenced and determined by the technology’s ability to
deliver ‘HRM Strength’ as its consequence- which is largely determined by the ‘e-HRM
configuration’ (i.e. how it is used) (as elaborated in section 8.2.1 and 8.2.2).
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Resource Based View (RBV):
In using RBV for the research, it started-off aiming to explore value creation realised
through ‘IT complementarity’ occurring when e-HRM (i.e. IT capability) is used to
enhance or develop organisational capabilities in employees (i.e. human capabilities)
(as elaborated inn section 3.4.4.1). By incorporating DCT in the research, it provides
further understanding to this within the context of a rapidly changing environment. As
the research demonstrated that for e-HRM to contribute to this synergistic interaction
and complementary relationship to enable organisations to gain competitive advantage
and SCA in rapidly changing environments, it will lie in e-HRM’s value creating
activities being co-specialised assets that are supported by integrated operations, to
ensure that the technology can be used to enhance or develop organisational capabilities
in employees (i.e. human capabilities) and to ensure that the co-specialisation benefits
can be captured (Pitelis and Teece, 2010) (as elaborated in section 8.2.3).
It also furthers the understanding on how organisations can benefit from
‘Transformational’ e-HRM using RBV, by demonstrating that organisations will need
to draw information from this diagnostic tool to inform their decisions regarding their
internal resources and capabilities for e-HRM to improve HR’s ‘strategic capability’ to
contribute to gaining competitive advantage and SCA (as elaborated in section 6.10.3
and 7.3.3). Porter (1985) supports this, by suggesting that Barney’s (1991) insistence on
an organisation’s internal resources and capabilities provides a balance for the
‘Integrated Value Chain theory’ as it does the Porter’s Value Chain model. Since the
‘Integrated Value Chain theory’ builds on Porter’s Value Chain model to also emphasise
on an organisation’s internal activities as a source of competitive advantage, and
similarly argue that the internal activities identified as the value creating activities and
sources of competitive advantage are what defines the resources and capabilities that
will be relevant to an organisation’s success.
Within the RBV framework, the research therefore adds that for organisations to be able
to ensure that their e-HRM technology can enable their HRM department to contribute
to creating competitive advantage, they will need to use the strategically relevant
information retrieved from their ‘Transformational e-HRM’ technology to determine,
explain, and enhance the internal resources and capabilities that will enable them to
attain cost advantage and create a basis for differentiation, to gain competitive
advantage and generate profit. Thus, reinforcing the finding using RBV, which
314 | P a g e

demonstrated that ‘improved HRM strategic orientation’ realised by using
‘Transformational’ e-HRM is the ‘strategic e-HRM outcome’ (i.e. the ‘strategic
capability’) that will enable e-HRM to predict and determine strategic outcomes in
organisations and create strategic value (as elaborated in section 6.10.3, 8.2.3 and 8.3.1).
This consequently provides a basis to use RBV to determine: 1) if e-HRM is a resource
or capability that creates competitive advantage or better organisational performance;
2) how e-HRM can become a ‘strategic capability’; and 3) how strategic HRM turns eHRM into a strategic capability, which Marler and Fisher (2013) observed has not been
addressed in the field using RBV (as elaborated in section 2.5.1.1.1).

9.5 Contributions to Knowledge
The research contributes to developing the ‘strategic capability’ theme of e-HRM value
potential to contribute to enabling organisations gain and sustain their competitive advantage,
which has remained the least well-developed theme in the field (Foster, 2009; Bondarouk and
Ruel, 2013; Tansley et al., 2014) (as elaborated in section 3.4.3). A theme Foster (2009) says
should be developed in the field because he believes that, “unless senior management
understands how the technology can contribute to organisational capability, turn it into a bold
vision, and make it happen, e-HRM will remain a primarily administrative tool” (:152).
Linked to this, the research made the following contributions to knowledge:
1) It demonstrated that the ‘strategic e-HRM outcome’ (i.e. HR’s strategic
capability) that can enable e-HRM to make HR to become more strategic in its
activities is- ‘improved HRM strategic orientation’:
As the research demonstrated that ‘improved HRM strategic orientation’ is the
‘strategic capability’ that will enable the HR function to become a value-adding
component of the Business Strategy that facilitates business success. Since it is the
‘strategic capability’ that was shown to enable HR to have the capability to contribute
to informing and driving business decisions that facilitate business success (as
elaborated in section 6.10.3 and 7.3.3). Thus, the ‘strategic capability’ that can enable
HR to become more strategic in its activities and assume the Transformational/Strategic
HR role e-HRM promises to provide. Since it is about: using the HR information
315 | P a g e

derived from an integrated value chain to increasingly engage in strategic planning and
strategic activities to support the shaping of an organisation, to facilitate business
success. This is also expected to enhance an organisation’s capability to exploit the
strategic advantages of the e-system, because this lies in exploiting both the ‘IT’ and
‘HRM’ advantages of e-HRM.
More so, it is the ‘strategic e-HRM outcome’ that would provide the opportunity for
the Transformational /Strategic HR role, rather than this being something derived by eHRM simply ‘increasing the time HR devotes to strategic HR activities’. Because the
Transformational/Strategic HR role is about: non-routine and non-administrative HR
activities that are aimed at implementing strategy, creating a new culture or
accomplishing business goals (Lepak and Snell, 1998). Of which simply ‘having more
time to devote for strategic activities’, on its own may not be sufficient to make this a
reality. Which also points out that focusing on the strategic e-HRM outcome: ‘having
more time to devote for strategic activities’, may have also contributed to the limited
knowledge on how e-HRM can create strategic value and contribute to organisational
performance.

The Literature Review (section 2.3.1.3), helps to reinforce this reasoning by similarly
suggesting that e-HRM provides the opportunity for the ‘Transformational/Strategic
HR role’ by bringing ‘improvements in HR’s strategic orientation’, that is, ‘providing
HR with strategically relevant HR information’ (Tansley et al., 2001), derived from
integrated operations (i.e. integrated horizontally and vertically), that can enhance HR’s
capability to contribute to strategic decision-making and organisational performance
(Njoku and Ebie, 2015). Dery and Wailes (2005) and Ruta (2009) support this, as they
similarly suggest that the ‘Transformational/Strategic HRM role’ can be realised
through e-HRM when the HR function uses the strategically relevant HR information
derived from e-HRM to contribute to shaping organisations to gain competitive
advantage. More so, since this ‘strategic e-HRM outcome’ (‘improved strategic HRM
orientation’) gives the HR function the opportunity to benefit from both the ‘HRM’ and
‘IT’ advantages of e-HRM, it will enable organisations to realise the full benefits of
their IT investment.
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2) Moving the ‘e-HRM value creation’ debate further:
e-HRM value creation debate has been around: ‘e-HRM enabling HR to become more
strategic in its activities- by freeing-up HR staff, so they can devote quality time for
strategic activities’. The research takes this debate further by moving this discussion
away from this ‘strategic e-HRM outcome’ to the ‘strategic e-HRM outcome’:
‘improved HRM strategic orientation’. By arguing that ‘improved HRM strategic
orientation’ is the ‘strategic e-HRM outcome’ that would enable e-HRM to make HR
to become more strategic in its activities and provide the opportunity for HR to assume
a Transformational/Strategic HR role. Additionally, it is the ‘strategic e-HRM outcome’
that will enable organisations to derive the maximum benefit from their IT investment
because it will enable them to derive their ‘e-HRM advantage’ through both the ‘IT’
and ‘HRM’ advantages of e-HRM.

9.6 Contributions to Practice
In addition to contributing the ‘Model linking e-HRM to SBP’ (Figure 8.3) that helps to
establish how e-HRM can be implemented to ensure organisations can realise maximum
benefit of their IT investment, the research also looked at how e-HRM can support the HR
function to simultaneously carry out its multiple contradictory roles and contribute to
organisational performance. In doing this, it demonstrates a starting point to addressing the
issue of e-HRM removing the ‘human’ in human resource management and made some
suggestions on how organisations can have a more successful HR strategic partner role using
e-HRM, as elaborated in Chapters 7 and 8.
It also contributes to practice by:
1) Providing some evidence to support the business case for increased investments
and implementation of sophisticated integrated e-HRM technologies with business
intelligence (BI) tools:
Since it demonstrates that e-HRM’s value creating potential does not lie mainly in using
it to reduce HR’s administrative burden, so that HR can have more time for strategic
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activities, but that this lies in organisations using sophisticated integrated e-HRM
technologies with intuitive BI tools to retrieve strategically relevant HR information
from the technology, to support the shaping of the organisation.
By using the ‘Integrated Value Chain theory’ to provide a basis to link ‘e-HRM usage’
to the ‘profit margin’, it is hoped that this will help HR to get top-management buy-in
for their organisation’s investment in sophisticated e-HRM technologies, since they
will be able to link their value proposition to their organisation’s profit margin. More
especially in terms of e-HRM’s ability to contribute to enabling their organisation to
acquire, enhance and retain its competitiveness and profitability, not only in good
economic times, but also in rapidly changing environments.

2) Providing evidence to help the HR function to realise e-HRM’s value potential to
enable it deliver ‘HRM value creation’:

The research reveals that it is believed that HR does not believe in e-HRM themselves,
which is strongly believed to be related to HR’s inability to successfully operate a
Transformational/Strategic HR role using e-HRM. By incorporating the ‘HRM contextHRM strength- HRM value creation’ model in this thesis, to provide a basis on which
e-HRM’s link to ‘HRM value creation’ can be understood and explained (as elaborated
in section 8.2.1 and 8.3.1), it is hoped that this will enable the HR function to realise eHRM’s value potential to deliver ‘HRM value creation’ through ‘e-HRM value
creation’ (i.e. through HR’s ability to use e-HRM to predict strategic outcomes and
create

strategic

value-

thus,

through

HR’s

ability

to

operate

a

Transformational/Strategic HR role using e-HRM). Thus, it is hoped that this will help
change their perception and use of the technology, to one that will enable them to
operate the ‘Transformational/Strategic HR role’ e-HRM promises to provide.
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9.7 Limitations of the research
Using a small sample size for the research (being an IPA research), does have implications on
the speed of generalisation of the research findings (Smith et al., 2009). Because IPA studies
are done with the aim to enrich the development of a more macro-analysis that produce results
that have scientific value because of their reliance on a large sample size (Pallant, 2013).
However, in as much as this is a limitation, the detailed nuanced micro-analysis of a social
phenomenon of which little is known, is a first step to gaining an understanding of the social
phenomenon investigated towards enriching a more macro-analysis of the social phenomenon.
Designing the research as a single case-study (as elaborated in section 4.5), did also have its
short-comings, one of which is the issue of demonstrating a theoretical contribution. Linked
to this, some academics have proposed ways in which this issue can be addressed. As an
example, building on Eisenhardt’s (1989) proposition of case study’s ability to contribute
theoretically, Ridder et al. (2012) argues that this issue can be addressed by positioning the
findings from case study research vis-à-vis existing works to signify a distinctive contribution,
rather than merely offering a narrative that suggests a contribution. For instance, when a case
study research is underpinned by an exploratory perspective Ridder et al., argues that to move
from rich case study data to a significant contribution, the theory building should be based on
the comparison of the emergent concepts, theory, or hypothesis with the extant literature.
This way, Ridder et al. concludes that case study can provide a theoretical contribution if it
challenges, changes or fundamentally advances our understanding of a phenomenon or initiate
new theory. This was addressed in the research, as the research arrived at its theory building by comparing the emergent theory with the existing works and extant literature, and
consequently provided some understanding of the social phenomenon investigated. At the same
time, through this, the research could initiate new theory (i.e. the ‘HRM context- HRM
strength- HRM value creation’ theory; the ‘e-HRM value creation theory’; and the ‘Model
linking e-HRM to sustaining business performance’).
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9.8 Generalisation of the research
Smith and Osborn (2003) state that IPA is not opposed to making general claims for larger
populations, since it is committed to analysing small numbers of cases- which may
subsequently lead on to generalisations. Linked to this, Yin (1999) argue that one way in which
external validity can be increased in case-study research (thus, IPA research), is in using theory
building. Yin also believes that an appropriate response to the need to build external validity
through theory is not to select cases through a sampling logic, but through theoretical
replication logic. This means, viewing case studies as a method by which theories are used to
explain observations. In this sense, the theories that provide convincing explanations are
retained and used in other case studies, while theories that do not provide convincing
explanations are rejected (Scapens, 2008). Thus, putting forward the idea that external validity
can be achieved in case-study research through theoretical generalisation. That is, when
theories are applied or can be applied in new contexts (Oates, 2010).
Smith and Eatough (2007) agree with this for IPA research, by arguing that IPA studies should
focus on theoretical rather than empirical generalisability, because the power of an IPA study
is judged by the light it sheds within the broader context. Which Lincoln and Guba (1985)
advocates, since they similarly argue that rather than laying emphasises on generalisation to
build external validity in case-based research, the emphasises should be on the transferability
of the findings from one context to another and on fittingness (i.e. the degree of comparability
of the different contexts). Thus, by focusing on the theoretical transferability as its measure of
validity and generalisability, validity and generalisability in a mixed methods IPA research will
therefore not only lie in the researcher’s ability to draw meaningful and accurate conclusions
from all the data in the study, but also in the study’s ability to shed more light on the
phenomenon within the broader context (Smith et al., 2009).
It therefore follows that the extent to which the results emerging from the case study
organisation for the research (i.e. ONS, UK), will influence the generalisation of the results
will lie in its ability to shed more light within the broader context. Considering this, because
the case study organisation is a typical ‘power user’ organisation (Strohmeier and Kabst, 2014),
and the findings from the organisation helps to enrich our understanding of e-HRM
technologies (i.e. operational, relational, and transformational e-HRM technologies), enrich
our understanding of ‘power user’ organisations, and what makes ‘power user’ organisations
exceed success contribution of other e-HRM configurations (as elaborated in section 8.2.2).
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This makes the findings from this case-based research fitting to a typical ‘power user’
organisation. Also by undertaking the research using well-established organisational theories,
which the findings from the research supported and extended, and by comparing the results
with existing works and extant literature, these helped the research to provide further
understanding and enhancement of those theories, and helped it to initiate new theory that
provide convincing explanations that can be used in other case studies (Scapens, 2008).
Thus, the organisation positively influenced the findings of the research to achieve external
validity through theoretical generalisation, as it provided the basis for theoretical
transferability and fittingness (Smith et al., 2009).

9.9 Implications for future Research
The research represents a first attempt to apply the interpretative phenomenological analysis
(IPA) approach to e-HRM research. The research results discussed in Chapter 8 and the
limitations of the research presented in section 9.7, provide interesting directions for future
research. To begin with, studying the relationship between e-HRM and SBP using the mixed
methods approach involving a detailed nuanced micro-analysis of the social phenomenon under
investigation in a single case organisation can be considered new in the field. This means that
further empirical validation of results based on a more macro-analysis of the social
phenomenon is required (using a larger sample size). This can be achieved by replicating the
research using the same research instrument and checking to see if the results stay the same.
By adopting a plurality of research perspectives and data collection sources, rather than
adhering only to positivism, this research showed that this leads to better research results
towards enhancing the progress of the field. As it gave the research the opportunity to produce
a comprehensive evidence and understanding of the social phenomenon investigated, which
for this field provides a rich understanding of the phenomenon and will enhance the progress
of the field. The researcher therefore hopes that the theoretical and empirical results of the
research provides a useful starting point to develop future directions in e-HRM research that
will offer more opportunities for academics and practitioners.
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9.10 Conclusions
The research aimed to analyse e-HRM’s contribution to SBP from the lived experiences of the
relevant social actors. Based on a comprehensive approach to gathering this understanding
(Strohmeier, 2007), it was discovered through a case study research that:
•

e-HRM can contribute to SBP when it is used to as a management system to drive cycles
of ‘continuous improvements’- to encourage ‘organisational renewal’, that is expected
to improve HR’s capability to contribute to creating, improving and sustaining the
organisation’s competitive advantage and performance overtime.

•

The ‘e-HRM consequence’ that enables e-HRM to contribute to SBP is derived when
the value creating potentials of the ‘Information Management’ and ‘Human Capital
Management’ approaches of e-HRM are ‘co-specialised assets’, supported by
integrated operations, rather than when they are used alone.

•

The ‘e-HRM configuration’ an organisation adopts will determine the ‘e-HRM
consequence’, which is expected to predict and determine ‘e-HRM value creation’.
Also, the ‘e-HRM configuration’, ‘e-HRM consequences’ and ‘e-HRM value creation’
may be preceded or moderated by the ‘e-HRM context’. While the ‘e-HRM
configuration’ that will enable e-HRM contribute to SBP, will be made up of the
relevant actors, strategies, activities and e-HRM technologies that have internal fit and
will work together to ensure that e-HRM can contribute to SBP overtime. Following
Porter’s Value Chain theory, this ‘e-HRM configuration’ is most likely to be a source
of SBP using e-HRM, because it will be difficult to imitate being ‘socially complex’,
‘causally ambiguous’, and derived through integrated operations.

Overall, the research is a first step to developing a ‘complete picture’ of e-HRM value creation,
which is necessary to having a unifying understanding of how e-HRM can create strategic
value.

322 | P a g e

REFERENCES
Abbasi, M. S., Chandio, F. H., Soomro, A. F. and Shah, F. (2011) ‘Social influence, voluntariness,
experience and the internet acceptance: An extension of technology acceptance model within a
South-Asian Country context’, Journal of Enterprise Information Management, Vol. 24 (1): pp.
30-52.
Abdul-Halim, H. and Che-Ha, N. (2010) ‘HR outsourcing among Malaysian Manufacturing
Companies’, Business Strategy Series, Vol. 11 (6): pp. 363- 370.
Ackroyd, S. (2011) ‘Research Designs for Realist Research’, In: D. A. Buchanan and A. Bryman (Eds.)
(2011) The Sage Handbook of Organisational Research Methods, Sage Publications.
Adcock, K., Helms, M. M., and Jih, W. J. K. (1993) ‘Information Technology can it provide a
sustainable competitive advantage?’ Information strategy: The Executive’s Journal, Vol. 9 (3):
pp. 10-15.
Ajzen, I. and Fishbein, M. (1980) Understanding Attitudes and Predicting Social Behaviour, PrenticeHall, Englewood Cliffs, NJ.
Alleyne, C., Kakabadse, A. and Kakabadse, N. (2007) ‘Using the HR intranet: An exploratory analysis
of its impact in managerial satisfaction with the HR function’, Personnel Review, Vol. 36 (2): pp.
295- 310.
Alvares, K. M. (1997) ‘The Business of Human Resources’, Human Resource Management, Vol. 36:
pp. 9-17.
Amoako-Gyampah, K. and Salam, A. F. (2004) ‘An extension of technology acceptance model in an
ERP implementation environment’, Information & management, Vol. 41: pp. 731-745.
Anderson, V. (2005) Research methods in Human resource Management, 2nd edition, London: CIPD.
Armstrong, M. (2006) A Handbook of Human Resource Management Practice, 10th edition, Kogan
Page.
Armstrong, M. and Baron, A. (2005) Managing Performance: performance management in action.
London: Chartered Institute of Personnel and Development.
Bagozzi, R. P. (2007) ‘The legacy of Technology Acceptance Model and a proposal for paradigm shift’,
Journal of the Association for Information Systems, Vol. 8 (4): pp. 244-254.
Ball, K.S. (2001) ‘The use of Human Resource Information Systems: A survey’, Personnel Review,
Vol.30 (6): pp. 677-693.
Baldwin, S. (2007) Customer views of the HR function: A literature review, Brighton: Institute for
Employment Studies (IES).
Barney, J. (1991) ‘Firm resources and sustained competitive advantage’, Journal of Management, Vol.
17 (1): pp. 99-120.
Baron, R.M. and Kenny, D.A. (1986) ‘The moderator mediator variable distinction in social
psychological research: Conceptual, strategic, and statistical considerations’, Journal of
Personality and Social Psychology, Vol. 51(6): 1173-1182.

323 | P a g e

Barua, A., Ravindran, S. and Whinston, A. (2007) ‘Enabling information sharing within organisations’,
Information Technology and Management, Vol. 8 (1): pp. 31-45.
Bassellier, G., Reich, B.H. & Benbasat, I. 2001. Information Technology Competence of Business
Managers: A Definition and Research Model. Journal of Management Information Systems, 17,
4, pp. 159-182.
Bee, F. and Bee, R. (2007) Managing Information and Statistics, 2nd edition, London: Chartered
Institute of Personnel and Development (CIPD).
Bertalanffy, L. V. (1950) ‘The Theory of Open Systems in Physics and Biology’, Science, Vol. 3: pp.2329.
Bertalanffy, L. V. (1968) General Systems Theory, New York: Braziller.
Beulen, E. (2009) The contribution of a global service providers’ Human Resources Information System
(HRIS) to staff retention in emerging markets: Comparing issues and implications in six
developing countries, Information Technology & People, Vol. 22 (3): pp. 270-288.
Bhaskar, R. (1975) A Realist Theory of Science, 2nd edition, Brighton: Harvester.
Bhaskar, R. (1989) Reclaimimg Reality: A Critical Introduction to Contemporary Philosophy. London:
Verso.
Bissola, R. and Imperatori, B. (2014) ‘The Unexpected Side of Relational e-HRM: Developing trust in
the HR’, Employee Relations, Vol. 36 (4): pp. 376-397.
Bized, www.bized.co.uk
Blaikie, N. W. H. (2000) Designing Social Research: The Logic of Anticipation. Polity Press.
Boland, T. and Fowler, A. (2000) ‘A Systems Perspective of Performance Management in Public Sector
organisations’, The International Journal of Public Sector Management, Vol. 13 (5): pp. 417446.
Bondarouk, T. (2011a) ‘A framework for the comparative analysis of HR shared services models’, In:
T.V. Bondarouk, H.J.M. Ruel and J.C. Looise (eds.), Electronic HRM in theory and Practice,
Advanced series in Management, Emerald Group Publishing Limited.
Bondarouk, T. (2011b) ‘Theoretical Approaches to e-HRM Implementation’, In: T.V. Bondarouk,
H.J.M. Ruel and J.C. Looise (eds.), Electronic HRM in theory and Practice, Advanced series in
Management, Emerald Group Publishing Limited.
Bondarouk, T. V. and Furtmueller, E. (2012) ‘E-HRM Research: Promises, Hopes, Facts and Path
forward reviewing four decades of empirical evidence’, In: C. Tansley and H. Williams (Eds.),
Innovation, Creativity and e-HRM, Proceedings of the 4th International e-HRM Conference:
Nottingham Trent University, Nottingham, UK, pp. 20-60.
Bondarouk, T. V. and Ruel, H. J. M. (2009) ‘Electronic Human Resource Management: Challenges in
the digital era’, The International Journal of Human Resource Management, Vol. 20 (3): pp. 3352.
Bondarouk, T. V. and Ruel, H. J. M. (2013) ‘The strategic value of e-HRM: Results from an exploratory
study in a governmental organisation’, The International Journal of Human Resource
Management, Vol. 24 (2): pp. 391- 414.

324 | P a g e

Bondarouk, T., Harms, R. and Lepak, D. (2015): ‘Does e-HRM lead to better HRM service?’, The
International Journal of Human Resource Management, DOI: 10.1080/09585192.2015.1118139.
Bondarouk, T. V., Ruel, H., van der Heijden, B. (2009a) ‘e-HRM effectiveness in a public sector
organisation: A multi-stakeholder perspective’, The International Journal of Human Resource
Management, Vol. 20 (3): pp. 578- 590.
Bondarouk, T. V., Looise, J. K. and Lempsink, B. C. (2009b) ‘Framing the implementation of HRM
innovation: HR professionals Vs Line managers in a Construction Company’, Personnel Review,
Vol. 38 (5): pp. 472- 491.
Bondarouk, T.V., Ruel, H.J.M. and Looise, J.C. (2011) Electronic HRM in Theory and Practice,
Advanced Series in Management, Emerald Group Publishing.
Boselie, P., Dietz, G. and Boon, C.C. (2005) ‘Commonalities and contractions in HRM and performance
research,’ Human Resource Management, Vol. 15 (3): pp. 67-94.
Boxall, P. and Purcell, J. (2008) Management, Work and Organisations: Strategy and Human Resource
Management, 2nd edition, Palgrave Macmillan.

Boxall, P. and Purcell J. (2008). Strategy and Human Resource Management. Basingstoke,
Bowman, C. and Ambrosini, V. (2003) How the ‘Resource-based’ and ‘Dynamic capabilities’ Views
of the firm inform Corporate-level strategy, British Journal of Management, Vol. 14: pp. 289–
303.
Bowen, D.E. and Ostroff, C. (2004) ‘Understanding HRM-firm performance linkages: The role of
‘Strength’ of the HRM system’, Academy of Management Review, Vol. 29: pp. 203-221.
Briscoe, D.B. and Claus, L.M. (2008) Employee performance management: policies and practices in
multinational enterprises. In: Budwah, P.W. and Denisi, A. (Eds). Performance management
systems: a global perspective. Abingdon: Routledge.
Breakwell, G.M., Hammond, S., Fife-Schaw, C. and Smith, J. A. (2006) Research Methods in
Psychology, 3rd edition, Sage Publications Ltd.
Brewster, C. and Larsen, H. H. (eds.) (2000) Human Resource Management Northern Europe: Trends,
Dilemmas and Strategy, Blackwell: Oxford.
Brandl, J., Madsen, M. T. and Madsen, H. (2009) ‘The Perceived importance of HR duties to Danish
line managers,’ Human Resource Management Journal, Vol. 19 (2): pp. 194- 210.
Broderick, R. F. and Boudreau, J.W. (1998) ‘Human resource management, information technology,
and the competitive advantage’, Academy of Management Perspectives, Vol. 6 (2): pp. 7-17.
Brown, D., Mercer, M., Buchan, J., Miller, L., Chubb, C., Cox, A. and Robinson, D. (Eds.) (2010)
Review of the NHS Knowledge and Skills Framework. [NHS Staff Council], London: Institute
for Employment Studies (IES).
Bryman, A. (1992) Research Methods and Organisational studies: Contemporary Social Science
Research, Series (no. 20), Routledge.
Bryman, A. (2008) Social Research Methods, 3rd Edition, Oxford University Press.
Buchan, J. and Evans, D. (2007) Realising the Benefits?: Assessing the Implementation of Agenda for
Change, London: King’s Fund.
Buller, P.F. and McEvoy, G.M. (2012) ‘Strategy, human resource management and performance:
Sharpening line of sight’. Human Resource Management Review, Vol. 22. pp. 43-56.
325 | P a g e

Burbach, R. and Royle, T. (2014) ‘Institutional determinants of e-HRM diffusion success’, Employee
Relations, Vol. 36 (4): pp. 354-375.
Carrig, K. (1997) ‘Reshaping human resources for the next century- Lessons from a high flying airline’,
Human Resource Management, Vol. 36 (2): pp. 277-289.
Carroll, W. R. and Wagar, T. H. (2010) ‘Is there a relationship between information technology
adoption and human resource management?’ Journal of Small Business and Enterprise
Development, Vol. 17 (2): pp. 218 -229.
Cassell, C. (2011) Interviews in Organisational Research, In: D. A. Buchanan and A. Bryman (Eds.)
The Sage Handbook of Organisational Research Methods, Sage Publications.
Chaffey, D. and White, G. (2011) Business Information Management: Improving Performance using
Information Systems, 2nd edition. Financial Times/ Prentice Hall Publications.
Chanda, A., Krishna, B. S. and Shen, J. (2007) Strategic Human Resource Technologies: Keys to
managing People, Response Business Books, Sage.
Chae, K. B., Prince, J. B, Katz, J. and Kabst, R. (2011) ‘An Exploratory Cross-National study of
Information Sharing and Human Resource Information Systems’, Journal of Global Information
Management, Vol. 19 (4): pp. 18- 44.
CIPD (2002) Sustaining Difficult Times, [Research Summary], London: Chartered Institute of
Personnel and Development.
CIPD (2006) HR and Technology: Beyond Delivery, London: Chartered Institute of Personnel and
Development.
CIPD (2009) Performance Management in Action: Current trends and Practice, [Hot topics], London:
Chartered Institute of Personnel and Development.
CIPD (2010) Sustainable Organisational Performance: What really makes the difference, [Shaping the
future], London: Chartered Institute of Personnel and Development.
Clarke, S. (2001) Information Systems Strategic Management: An integrated approach, Routledge
Information Systems Textbooks.
Cole. G. (2005) ‘Management Theory and Practice’, 6th Edition, Book Power Publications.
Cole, G. and Kelly, P. (2011) Management: Theory and Practice, 7th edition, Singapore: South- Western
Cengage Learning.
Collis, J. and Hussey, R. (2009) Business Research: A practical guide for undergraduate and
postgraduate students (3rd Ed.). Palgrave Macmillan, New York.
Cope, J. (2011) Entrepreneurial Learning from failure: An interpretative phenomenological analysis,
Journal of Business Venturing, Vol. 26: pp. 604-623.
Court, T. (2011) ‘How the HR function can build the capability to change’, Development And Learnong
In Organisation, Vol. 25 (1): pp. 16-18.
Creswell, J. W. (2003) Research Design: Qualitative, Quantitative, and Mixed Methods approaches.
2nd Edition. Thousand Oaks. CA: Sage.

326 | P a g e

Creswell, J. W. (2009) Research Design: Qualitative, Quantitative and Mixed Methods Approach,
Third Edition, Sage publications, Inc.
Creswell, J. W. and Plano Clark, V. L. (2007) Designing and Conducting Mixed Methods Research.
Sage Publications.
Creswell, J. W., Plano Clark, V. L., Gutman, M. L. and Hanson, W. E. (2003) Advanced Mixed Methods
research Designs, In: A. Tashakkori and C. Teddlie (Eds.) Handbook of Mixed Methods, In: Social
& Behavioural Research, Sage Publications.
Currie, D. (2005) Developing and Applying Study Skills, London: Chartered Institute of personnel and
Development (CIPD).
Dallmayr, F. R. (1978) ‘Genesis and Validation of Social Science Knowledge: Lessons from MerlleauPonty’, In: J. Bien (Ed.) Phenomenology and the Social Sciences: A dialogue, Publishers:
Martinus Nijhoff.
Davis, F.D. (1989) ‘Perceived usefulness, perceived ease of use, and user acceptance of information
technologies’, MIS Quarterly, Vol. 13 (3): pp. 319-340.
Davis, F.D. (1993) User acceptance of information technology: System characteristics, user
perceptions and behavioural impacts, International Journal of Man-Machine Studies, Vol. 38:
pp. 475-487.
Davis, F.D., Bagozzi, R.P. and Warshaw, P.R. (1989) User acceptance of computer technology: a
comparison of two theoretical models, Management Science, Vol. 35 (8): pp. 982-1003.
Davoudi, S. M. M. and Fartash, K. (2012) ‘Electronic Human Resource Management: New Avenues
which leads to organisational success’, Spectrum: A Journal of Multidisciplinary Research, Vol.
1 (2): pp.75- 87.
Delmotte, J, and Sels, L. (2008) ‘HR Outsourcing: Threat or opportunity?’ Personnel Review, Vol. 37
(5): pp. 543- 563.
Denzin, N. K and Lincoln, Y.S. (Eds.) (1994) Handbook of Qualitative Research. Sage Publications.
DeSanctis, G. (1986) ‘Human Resource Information Systems: A current assessment’, MIS Quarterly,
Vol. 10 (1): pp. 15-27.
Dery, K. and Wailes, N. (2005) Necessary but not sufficient: ERPs and Strategic HRM, Strategic
Change, Vol. 14 (5): pp. 265 – 272.
Dickson, D. R. and Nusair, K. (2010) ‘An HR perspective: The global hunt for talent in the digital age’,
Worldwide Hospitality and Tourism Themes, Vol. 2 (1): pp. 86- 93.
Dong, J.Q. (2009) ‘User acceptance of information technology innovations in the Chinese cultural
context’, Asia Journal of Technology Innovation, Vol. 17 (2):pp. 129-149.
Eisenhardt, K. M. (1989) ‘Building theories from case study research’, Academy of Management
Review, Vol. 14, pp. 532-550.
Eisenhardt, K. M. and Martin, J. A. (2000) ‘Dynamic Capabilities: What Are They?’, Strategic
Management Journal, Vol. 21 (10/11): pp. 1105-1121.
Eisenhardt, K. M. and Santos, F. M. (2002) Knowledge-based view: A new theory of strategy? In:
Handbook of Strategy and Management, Pettigrew, A., Thomas, H. and Wittington, R. (eds.)
London: SAGE Publications, pp. 139-164.
327 | P a g e

Elliot, G. and Starkings, S. (1998) Business Information Technology: Systems, Theory and Practice,
Longman Publications.
Emery, F. E. and Trist, E. L. (1965) The Causal Texture of Organisational Environment, Human
Relations, Vol. 18 (1). pp. 21-32.
Evans, L. (2010) A Critical Appraisal of a Patient and Public Involvement in South Wales, Doctor of
Philosophy Thesis Submitted to the University of Glamorgan, South Wales, UK.
Fabi, B., Raymond, L. and Lacoursiere, R. (2009) ‘Strategic alignment of HRM practices in
manufacturing SMEs: a Gestalts Perspective’, Journal of Small Business and Enterprise
Development, Vol. 16 (1); pp. 7-25.
Ferguson, K. L. and Reio, T. G. (Jr) (2010) ‘Human resource management systems and firm
performance’, Journal of Management Development, Vol. 29 (5): pp. 471-494.
Fishbein, M. and Ajzen, I. (1975) Belief, Attitudes, Intention and Behaviour: An Introduction to Theory
and Research, Addison-Wesley, Reading, MA.
Fitzgerald, L. and Dopson, S. (2011) ‘Comparative Case Study Designs: Their Utility and Development
in Organisational Research’, In: D. A. Buchanan and A. Bryman (Eds.), The Sage Handbook of
Organisational Research Methods, Sage Publications.
Fombrun, C. J., Devanna, M. A., and Tichy, N. M. (1984) ‘A framework for strategic Human Resource
Management’, Strategic Human Resource Management, (Chapt. 3, pp. 33-51), New York: Wiley.
Foster, S (2008) An exploratory analysis of e-HRM in the context of HRM ‘Transformation’, University
of Hertfordshire Business School, UK.
Foster, S. (2009) Making sense of e-HRM: Technological frames, Value creation and Competitive
advantage, Doctor of Business Administration thesis submitted to the University of
Hertfordshire.
Foster, S. (2010) Creating value through technology, Strategic Direction, Vol. 26 (8): p. 3-5.
Francis, H. (2006) ‘A critical discourse perspective on managers experiences of HRM’, Qualitative
Research in Organisations and Management: An International Journal, Vol. 1 (2): pp. 65- 82.
Francis, H. and Keegan, A. (2006) ‘The changing face of HRM: in search of a balance’, Human
Resource Management Journal, Vol. 16 (3): pp.231-249.
Fujimoto, Y., Bahfon, N. and Fermelis, J. (2007) ‘The global village: Online cross-culturl
communication and HRM’, Cross Cultural Management: An International Journal, Vol.14 (1):
p. 7-22.
Gainey, T. W. and Klaas, B. S. (2008) ‘The Use and Impact of e-HR: A survey of HR professionals’,
People & Strategy, Vol. 31 (3): pp. 50- 55.
Garavan, T. N., Morley, M. Gunnigle, P. and Collins, E. (2001) ‘Human Capital accumulation: The role
of human resource development’, Journal of European Industrial Training, Vol. 25: pp. 48- 68.
Gardner, S. D., Lepak, D. P., and Bartol, K. M. (2003) ‘Virtual HR: The impact of information
technology on the human resource professional’, Journal of Vocational Behaviour, Vol. 63: pp.
159- 179.
Gates, S. and Langevin, P. (2010) ‘Human capital measures, strategy and performance: HR mangers’
perceptions’, Accounting, Auditing & Accountability Journal, Vol. 23 (1): pp. 111-132.

328 | P a g e

Gebauer, M. (2003) ‘Information systems on human capital in service sector organizations’, New
Library World, Vol. 104 (1/2): pp. 33 – 41.

Gerring, J. (2001) Social Science Methodology: A Critical Framework. Cambridge: Cambridge
University Press.
Ghauri, P. and Gronhaug, K. (2010) Research Methods in Business Studies, 4th Edition, Essex:
Prentice Hall/Financial Times.
Gibbs, G. R. (2005) Qualitative Data Analysis: Explorations with Nvivo, [Understanding Social
Research Series], GB: Open University Press/ McGraw-Hill Education.
Gill, C. and Meyer, D. (2011) ‘The role and impact of HRM policy’, International Journal of
Organizational Analysis, Vol. 19 (1): pp.5-28.
Girard, A. and Fallery, B. (2010) Human resource Management on Internet: New Perspectives, The
Journal of Contemporary Management Research, Vol. 4 (2): pp. 1-14.
Glaser, B. G. and Strauss, A. L. (1967) The Discovery of Grounded Theory: Strategies for Qualitative
Research. Chicago: Aldine.
Gray, D. E. (2009) Doing Research in the Real World, 2nd Edition, Sage Publications.
Green, J. C. and Caracelli, V. J. (2003) Making Paradigmatic Sense of Mixed Methods Practice, In: A.
Tashakkori and C. Teddlie (Eds.) Handbook of Mixed Methods, In: Social & Behavioural
Research, Sage Publications.
Guest, D.E. (2011) ‘Human resource management and performance: Still searching for some answers’,
Human Resource Management Journal, Vol. 21 (1): pp.3-13.
Guiderdoni-Jourdain, K. and Oiry, E. (2011) ‘Local universe and uses of an HR intranet: Discursive
Results from the Case of Middle Management’. In: T.V. Bondarouk, H.J.M. Ruel and J.C. Looise
(eds.), Electronic HRM in theory and Practice, Advanced series in Management, Emerald Group
Publishing Limited.
Haines, V. Y. and Lafleur, G. (2008) ‘Information technology usage and human resource roles and
effectiveness’, Human Resource Management, Vol. 47 (3):pp.525-540.
Haines, V.Y. and Petit, A. (1997) ‘Conditions for successful Human Resource Information Systems’,
Human Resource Management, Vol. 36(2): pp. 261-275.
Hair, J., Black,W., Babin, B. and Anderson, R. (2010) Multivariate Data Analysis, 7th Edition, Prentice
Hall.
Hamel, G. and Prahalad, C. K. (1994) ‘Competing for the future’, Harvard Business Review, Vol. 72
(4): pp. 122- 129.
Hardy, M. and Bryman, A. (2004) Handbook of data analysis, Sage Publications.
Harrison, R. (2009) Learning and Development, 5th edition, London: Chartered Institute of Personnel
and Development (CIPD).
Healy, M. and Perry, C. (2000) ‘Comprehensive criteria to judge Validity and Reliability of Qualitative
Research within the Realism Paradigm’, Qualitative Market Reasearch: An International
Journal, Vol. 3(3): pp. 118-126.

329 | P a g e

Heikkila, J.P. and Smale, A. (2011) ‘The effects of ‘Language Standardisation’ on the acceptance and
use of e-HRM systems in foreign subsidiaries’, Journal of World Business, Vol. 46: pp. 305- 313.
Hoch, J. E. and Dulebohn, J. H. (2013) ‘Shared Leadership in Enterprise Resource Planning and Human
Resource Management system implementation’, Human Resource Management Review, Vol. 23:
pp. 114- 125.
Holbeche, L. (2003). Aligning Human Resources and Business Strategy. Butterworth-Heinemann.
Holm, A. B. (2014) Institutional context and e-recruitment practices of Danish organisations, Employee
Relations, Vol. 36 (4): pp. 432- 455.
Hooi, L. W. (2006) ‘Implementing e-HRM: The readiness of Small and Medium Sized Manufacturing
Companies in Malaysia’, Asia Pacific Business Review, Vol. 12 (4): pp. 465- 485.
Hopkins, B. and Markham, J. (2003) e-HR: Using Intranets to Improve the Effectiveness of your People,
Gower.
Hosnavi, R. and Ramezan, M. (2010) ‘Measuring the effectiveness of a human resource information
system in National Iranian Oil Company’, Education, Business and Society: Contemporary
Middle Eastern Issues, Vol. 3 (1): pp. 28-39.
Houldsworth, E. and Jirasinghe, D. (2007) Managing and measuring employee performance, St. Lucie
Press, FL: Boca Raton.
Houtzagers, G. (1998) ‘Business models for the human resource management discipline: A key
instrument fir selection, implementation and optimizing your HRM system’, Empowerment in
Organisations, Vol. 6 (7): pp. 187- 196.
Humphreys, P., Fynes, B. and Weingarten, F. (2014) ‘Creating business value through e-business in the
supply chain’, In: Martinez-Lopez, F. (Ed.) (2014), Handbook of Strategic e-Business
Management, [Progress in IS], Springer Publishers, pp. 237-254.
Hussain, Z., Wallace, J. and Cornelius, N. E. (2007) ‘The use and impact of Human resource
Information Systems on Human Resource Management Professionals’, Information &
Management, Vol. 44: pp. 74- 89.
Hyde, A. C. and Shafritz, J. M. (1977) ‘HRIS: Introduction to tomorrow’s system for managing human
resources’, Public Personnel Management, March- April, pp. 70-77.
Jackson, L. A. (2010) ‘Enterprise Resource Planning Systems: Revolutionising lodging human
resources management’, Worldwide Hospitality and Tourism, Vol. 2 (1): pp. 20- 29.
Johnson, P. and Duberley, J. (2000) Understanding Management Research, Sage Publications.
Johnson, G., Whittington, R. and Scholes, K. (2012) Fundamentals of Strategy. 2nd edition. Pearson
Education Ltd.
Jones, G. R. and Hill, C. W. L. (2010) Theory of strategic Management, 9th edition, International
Edition, South-Western Cengage Learning Publishers.
Jones, G. R. and Hill, C. W. L. (2013) Theory of strategic Management, 10th edition, International
Edition, South-Western Cengage Learning Publishers.
Karahanna, E., Straub, D. W. and Chervany, N. L. (1999) ‘Information technology adoption across
time: A cross-sectional comparison of pre-adoption and post-adoption beliefs’, MIS Quarterly,
Vol. 23 (2): pp. 183-213.

330 | P a g e

Karakanian, M. (2000) ‘Are Human Resource departments ready for e-HR?’ Information Systems
Management, Vol. 7 (4): pp. 35-39.
Kashive, N. (2011) ‘Managing today’s workforce: Human Resource Information System (HRIS), Its
Challenges and Opportunities’, International Journal of Research in Finance & Marketing, Vol.
1 (6): pp. 38- 66.
Kassim, N. M., Ramayah, T. and Kurnia, S. (2012) ‘Antecedents and outcomes of human resource
information system (HRIS) use’, International Journal of Productivity and Performance
Management, Vol. 61 (6): pp. 603- 623.
Kast, F. and Rosenzweig, J. E. (1985) Organisation and Management: A Systems and Contingency
Approach, 4th Edition, Singapore: McGraw-Hill.
Katz, D. and Kahn, R. L. (1966) The Social Psychology of Organisations, Wiley.
Kaufmann, W. (1975) Hegel’s Conception of Phenomenology, In: E. Pivcevic (Ed.), Phenomenology
and Philosophical Understanding. Cambridge University Press.
Kelle, U. (Ed.) (1998) Computer-aided Qualitative data analysis: Theory, Methods and Practice, Sage
Publications.
Kettkey, P. and Reilly, P. (2003) eHR: An Introduction. Brighton: The Institute of Employment Studies
(IES).
Kingsbury, P. (1997) I. T. Answers to H. R. Questions, London: Institute of Personnel and Development
(now CIPD).
Kinnie, N. J. and Arthurs, A. J. (1996) ‘Personnel specialists advanced use of Information Technology:
Evidence and explanations’, Personnel Review, Vol. 25 (3): pp.3-19.
Kinnie, N., Hutchinson, S., Purcell, J. Rayton, B. and Swart, J. (2005) ‘Satisfaction with HR practices
and commitment to the organisation: why one size does not fit all’, Human Resource
Management Journal, Vol. 15 (4): pp.9-29.
King, W.R. and He, J. (2006) ‘A meta-analysis of the technology acceptance model’, Information &
Management: pp. 1-6.
Kline, R. B. (2005) Principles and practice of Structural Equation Modelling, 2nd Edition, New York:
Guilford Press.
Kramar, R. (2014) ‘Beyond Strategic human resource management: Is sustainable human resource
management the next approach?’ The International Journal of Human Resource Management,
Vol. 25 (8): pp. 1069-1089.
Kripanont, N. (2006) Using a Technology Acceptance Model TO Investigate Academic Acceptance of
the Internet, Journal of Business Systems, Governance and Ethics, Vol. 1(2), pp.13-28.
Lawler, E. E. and Boudreau, J. W. (2009) ‘What makes HR a Strategic partner?’ People & Strategy,
Vol. 32 (1): pp. 15- 22.
Lawrence, P. R. and Lorsh, J. W. (1967) Organisation and Environment, Harvard University Press.
Lee, T. W. (1999) Using Qualitative Methods in Organisational Research, Sage Publications.
Legge, K. (1989) ‘Information Technology: Personnel Management- Lost opportunity?’ Personnel
Review, Vol. 18 (5): pp. 2- 61.
331 | P a g e

Legris, P., Ingram, J. and Collerette, P. (2003) ‘Why do people use information technology? A critical
review of the Technology Acceptance Model’, Information & Management, Vol. 40: pp. 191204.
Lengnick-Hall, C. A. and Lengnick-Hall, M. L. (2006) ‘HR, ERP, and Knowledge for Competitive
advantage’, Human Resource Management, Vol. 45 (2): pp. 179-194.
Lengnick-Hall, M. L. and Moritz, S. (2003) ‘The impact of e-HR on the Human Resource Management
Function’, Journal of Labour Research, Vol. 24 (3): pp. 365-379.
Lepak, D. P. and Snell, S. A. (1998) ‘Virtual HR: Strategic Human Resource Management in the 21 st
century’, Human Resource Management Review, Vol. 8 (3): pp. 215-234.
Lepak, D. P., Bartol, K. M. and Gardner, S. D. (2004) ‘Understanding the strategic motivations for
outsourcing HR activities’, IHRIM Journal: pp. 29-38.
Lepak, D. P., Bartol, K. M. and Erhardt, N. L. (2005) ‘A contingency Framework for the delivery of
HR practices’, Human Resource Management Review, Vol. 15: pp. 139-159.
Lemmergaard, J. (2009) ‘From Administrative expert to Strategic partner’, Employee Relations, Vol.
31 (2): pp. 182- 196.
Liang, T., You, J. and Liu, C. (2010) ‘A Resource-Based perspective in information technology and
firm performance: A meta-analysis’, Industrial Management & Data, Vol. 110 (8): pp. 11381158.
Liao, C., To, P., Liu, C., Kuo, P. and Chang, S. (2011) Factors influencing the intended use of web
portals, Online Information Review, Vol. 35 (2): pp. 237-254.
Lin, L. H. (2011) Electronic Human Resource Management and Organisational Innovation: The roles
of information technology and virtual organisational structure, The International Journal of
Human Resource Management, Vol. 22 (2): pp. 235- 257.
Lin, J. C. and Chang, H. (2011) ‘The role of technology readiness in self-service technology acceptance’,
Managing Service Quality, Vol. 21 (4): pp. 424-444.
Lincoln, Y. S. and Guba, E. G. (1985) Naturalistic Inquiry, Sage Publications.
Lim, E. (1999) ‘Human Resource development for the information society’, Asian Libraries, Vol. 8 (5):
pp. 143- 161.
Luhmann, N. (1995) Social Systems, Stanford: Stanford University Press.
Loijen, Y. (2011). E-HRM and value creation: Does organizational context make a difference?
(Master’s thesis). University of Twente, Utrecht: The Netherlands.
Lupton, T. (1969) Management and the Social Sciences: An Essay. London: Lyon Grant and Green.
MacFarlane, F., Greenhalgh, T., Humphrey, C., Hughes, J., Butler, C. and Pawson, R. (2011) ‘A new
workforce in the making? A case study of strategic human resource management in a wholesystem change effort on healthcare’, Journal of Health Organisation and Management, Vol. 25
(1): pp. 55- 72.
Magretta, J. (2012) Understanding Michael Porter: The Essential Guide to Competition and Strategy,
Harvard Business Review Press.
Markova, G. (2012) ‘Building Dynamic capabilities: The case of HRIS’, Management Research: The
Journal of the Iberoamerican Academy of Management, Vol. 10 (2): pp. 81- 98.
332 | P a g e

Marler, J. (2009) Making human resources strategic by going to the Net: Reality or myth? International
Journal of Human Resource Management, Vol. 20 (3): 515- 527.
Marler, J. H. and Fisher, S. L. (2013) ‘An evidence-based review of e-HRM and strategic human
resource management’, Human Resource Management Review, Vol. 23 (1): pp. 18-36.
Marler, J. H. and Parry (2015) ‘Human resource management, strategic involvement and e-HRM
technology’, The International Journal of Human Resource Management, DOI:
10.1080/09585192.2015.1091980.
Marler, J. H., Fisher, S. L. and Ke, W. (2009) ‘Employee Self- Service Technology Acceptance: A
Comparison of Pre- Implementation and Post- Implementation Relationships’, Personnel
Psychology, Vol. 62: pp. 327- 358.
Martin, G. (2005) Technology and people management, the opportunity and challenge, [Research
Report] London: CIPD.
Martin, L. (2014) CedarCrestone 2013-2014 HR Systems Survey: HR Technologies, Deployment
Approaches, Value, and Metrics, [16th Annual Edition], CedarCrestone Inc.
Martin, G., Reddington, M. and Alexander, H. (Eds.) (2008) Technology, Outsourcing and
Transforming HR, UK: Butterworth Heinemann Publishing Group.
Martin, G. and Reddington, M. (2009) ‘Reconceptualising absorptive capacity to explain the eenablement of the HR function (e-HR) in organisations,’ Employee Relations, Vol. 31 (5): pp.
515-537.
Martin, G. and Reddington, M. (2010) ‘Theorising the link between e-HR and Strategic HRM: A model,
case illustration and reflections’, The International Journal of Human Resources Management,
Vol. 21 (10): pp. 1553- 1574.
Martinsons, M. G. (1995) ‘Knowledge-based systems leverage human resource management expertise’,
The International Journal of Manpower, Vol.16 (2): pp. 17-34.
Masrek, M. N., Karim, N. S. A. and Hussein, R. (2007) ‘Antecedents and impact of intranet utilisation:
A conceptual framework’, Journal of Information Technology Impact, Vol. 7 (3): pp.213- 226.
Mayfeild, M., Mayfeild, J. and Lunce, S. (2003) ‘Human Resource Information Systems: A review and
model development’, ACR, Vol. 11(1): pp. 139- 150.
Meijerink, J., Bondarouk, T. and Looise, J. K. (2013) ‘Value creation through HR shared services:
Towards a conceptual framework’, Personnel Review, Vol. 42 (2): pp. 154-175.
Meyer, A.D., Gaba, V. and Colwell, K. (2005) 'Organizing Far from Equilibrium: Nonlinear Change in
Organizational Forms', Organization Science, Vol. 16 (5): 456-473.
Morse, J. M. (2003) Principles of Mixed Methods and Multimethods Research Design, In: A.
Tashakkori and C. Teddlie (Eds.) Handbook of Mixed Methods, In: Social & Behavioural
Research, Sage Publications.
Morgan, G. (2006) Images of Organisation, Sage Publication, Inc.
Mugglestone, M., Maher, L. Manson, N. and Baxter, H. (2008) ‘Accelerating the improvement
process’, Clinical Governance: An International Journal, Vol. 13 (1): pp. 19-25.
Mundey, M. (2010) ‘Improving Competence and Compliance through Self-service and e-Learning
Development,’ STRATEGIC HR REVIEW, Vol. 9 (10): pp. 23-28.

333 | P a g e

Ngai, E. W. T. and Wat, F. K. T. (2006) ‘Human resource information systems: A review and empirical
analysis’, Personnel Review, Vol. 35: pp. 297- 314.
Ngai, E.W.T., Law, C.C.H., Chan, S.C.H. and Wat, F.K.T. (2008) Importance of internet to human
resource practitioners in Hong Kong, Personnel Review, Vol.37 (1): pp. 666-84.
Nielsen, A. P. (2006) ‘Understanding dynamic capabilities through knowledge management’, Journal
of Knowledge Management, Vol. 10 (4): pp. 59- 71.
Njoku, E. (2010) Line Managers’ Evaluation of the Effectiveness of the e-KSF online toolkit for
managing staff performance in Cwm Taf Health Board, NHS Wales, (Masters’ Dissertation).
University of Glamorgan, South Wales, UK.
Njoku, E., Daunton, L. and Ebie, S. (2012) ‘Shaping Innovation and Creativity with electronic Human
Resource Management (e-HRM): Towards innovative e-HRM practice’, In: C. Tansley and H.
Williams (Eds.), Innovation, Creativity and e-HRM, Proceedings of the 4th International e-HRM
Conference: Nottingham Trent University, Nottingham, UK, pp. 289-318.
Njoku, E., and Ebie, S. (2015) ‘Shaping Innovation and Creativity with electronic Human Resource
Management (e-HRM): Exploring a conceptual framework’. Knowledge Management: An
International Journal, Vol. 15 (3): pp.1-14.
Nunnally, J. C. (1978) Psychometric Theory, McGraw-Hill, NY: New York.

Oates, B. J. (2010) Researching Information Systems. Sage Publications.
Oiry, E. (2009) ‘Electronic human resource management: Organisational responses to role conflicts
created by e-Learning’, International Journal of Training and Development, Vol. 13 (2): pp. 111123.
Olivas-Lujan, M. R., Ramirez, J. and Zapata-Cantu, L. (2007) ‘e-HRM in Mexico: adopting innovations
for global competitiveness’, International Journal of Manpower, Vol. 28 (5): pp. 418-434.
Onwuegbuzie, A. and Teddlie, C. (2003) A Framework for Analyzing Data in Mixed Methods
Research. In A. Tashakkori and C. Teddlie (Eds): Handbook of Mixed Methods in Social and
Behavioural Research. Thousand Oaks, CA:Sage Publication.
Orna, E. (1996) Valuing Information: Problems and opportunities, In: D. P. Best (Eds.) The Fourth
Resource: Information and its management, Aslib/Gower Publishers.
Osborn, M. and Smith, J. A. (1998) ‘The personal experience of chronic benign lower back pain: An
interpretative phenomenological analysis’, British Journal of Health Psychology, Vol. 3: pp. 6583.
Paauwe, J. (2004) HRM and Performance: Achieving long term viability, Oxford University Press.
Paauwe, J, and Boselie, P. (2005) ‘HRM and Performance: What next?’ Human Resource Management
Journal, Vol. 15 (4): pp. 68-83.
Pallant, J. (2010) SPSS Survival Manual, Berkshire, England: Open University Press.
Pallant, J. (2013) SPSS Survival Manual, Berkshire, England: Open University Press.

334 | P a g e

Panayotopoulou, L., Galanaki, E. and Papalexandris, N. (2010) ‘Adoption of electronic systems in
HRM: Is national background of the firm relevant?’ New Technology, Work and Employment,
Vol. 25 (3): pp. 253- 269.
Panayotopoulou, L., Vakola, M. and Galanaki, E. (2007) ‘E-HR adoption and the role of HRM:
evidence from Greece,’ Personnel Review, Vol. 36 (2): pp.277-294.
Parnell, J. A. (2011) ‘Strategic capabilities, competitive strategy, and performance among retailers in
Argentina, Peru and the United States’, Management Decision, Vol. 49 (1): pp. 130-155.
Parry, E. (2011) ‘An examination of e-HRM as a means to increase the value of the HR function’, The
Journal of Human Resource Management, Vol. 22 (5), pp. 1146- 1162.
Parry, E. and Tyson, S. (2010) ‘Desired goals and actual outcomes of e-HRM’, Human Resource
Management Journal, doi: 10.1111/j.1748.8583.2010.00149.x.
Parry, E., Tyson, S., Selbie, D. and Leighton, R. (Eds.) (2007) HR and Technology: Impact and
Advantages, London: Chartered Institute of Personnel and Development (CIPD).
Parsons, T. (1951) The Social System. New York: The Free Press of Glencoe.
Payne, S. C., Horner, M. T., Boswell, W. R., Schroeder and Stine-Cheyne, K. J. (2009) ‘Comparison
of online and traditional performance appraisal systems’, Journal of Managerial Psychology,
Vol. 24 (6): pp. 526-544.
Penrose, E. T. (1958) ‘The Theory of the Growth of the Firm’, New York: Wiley.
Perez-Arostegui, M. N. and Martinez-Lopez, F. J. (2014) IT Competence-Enabled Business
Performance and Competitive, In: Martinez-Lopez, F. (Ed.) (2014), Handbook of Strategic eBusiness Management, [Progress in IS], Springer Publishers, pp. 109-138.
Perry, C., Riege, A. and Brown, L. (1999) ‘Realism’s role among scientific paradigms in marketing
research’, Irish marketing Review, Vol. 32 (9/10): pp. 785-802.
Pitelis, C. N. and Teece, D. J. (2010) ‘Cross-border market co-creation, dynamic capabilities and the
entrepreneurial theory of the multinational enterprise’, Industrial and Corporate Change, pp.
1–24.
Pivcevic, E. (1975) ‘Concepts, Phenomenology and Philosophical Understanding’, In: E. Pivcevic
(Ed.), Phenomenology and Philosophical Understanding. Cambridge University Press.
Porter, M. (1980) Competitive strategy: Techniques for analysing industries and competitors, New
York: Free Press.
Porter, M. (1985) Competitive Advantage: Creating and sustaining superior performance. New York:
Free Press.
Pugh, D. S., Hickson, D. J., Hinings, C. R. and Turner, C. (1968) ‘Dimensions of organisation structure’.
Administrative Science Quarterly, Vol. 13: 65-105.
Pugh, D. S., Hickson, D. J., Hinings, C. R. and Turner, C. (1969) ‘The context of organisation
structures’. Administrative Science Quarterly, Vol. 14: 91-114.
Pullinger, J. (1997) “The Creation of the Office for National Statistics", International Statistical Review,
Vol. 65, No. 3, pp. 291–308.
Purcell, J. and Hutchinson, S. (2007) Rewarding work: The vital role of line managers, [Change
Agenda], London: Chartered Institute of Personnel and Development.
335 | P a g e

Purcell, J., Kinnie, N., Hutchinson, S. Rayton, B. and Swart, J. (2003) Understanding the People and
Performance link: Unlocking the black box, London: CIPD.
Prahalad, C. K. and Hamel, G. (1990) ‘The core competence of the corporation’, Harvard Business
Review, Vol. 63 (3): pp. 79-91.
Pritchard, K. (2010) ‘Becoming an HR Strategic partner: Tales of transition’, Human Resource
Management Journal, Vol. 20 (2): pp. 175- 188.
Ray, M. A. (1994) The Richness of Phenomenology: Philosophic, Theoretic, and Methodologic
Concerns, In: J. M. Morse (Ed.), Critical Issues in Qualitative Research Methods, Sage
Publications, Inc.
Reddington, M. J. (2008) The Perception of e-HR outcomes by HR and Line Managers: A study in
Three UK Based Subsidiaries of Global Organisations, PhD thesis submitted to Bournemouth
University.
Reddington, M. and Martin, G. (2006) ‘Theorising the links between e-HR and strategic HRM: A
framework, case illustration and some reflections’, Proceedings of the 1st European Workshop
on e-HRM, Enschede, The Netherlands.
Reddington, M., Martin, G. and Bondarouk, T. (2011) ‘Linking HR strategy, e-HR Goals, Architecture
and Outcomes: A model and case study evidence’, In: T.V. Bondarouk, H.J.M. Ruel and J.C.
Looise (eds.), Electronic HRM in theory and Practice, Advanced series in Management, Emerald
Group Publishing Limited.
Redman, T. and Wilkinson, A. (2006) Contemporary Human Resource Management: Text, and cases,
Second edition, Prentice Hall/ Financial Times.
Reed, M. I. (2011) ‘Critical Realism: Philosophy, Method or Philosophy in search of a Method?’ In: D.
A. Buchanan and A. Bryman (Eds.) The Sage Handbook of Organisational Research Methods,
Sage Publications.
Reilly, P. and Williams, T. (2006) Strategic HR: Building the Capability to Deliver, Aldershot: Grower
Publishing.
Remenyi, D., Money, A. and Twite, A. (1991) A guide to measuring and managing IT benefits, Oxford:
NCC, Blackwell Limited.
Rice, A. K. (1963) The Enterprise and its Environment, London: Tovistock.
Ridder, H. G., Hoon, C. and Baluch, A. M. (2012) ‘Entering a Dialogue: Positioning Case study findings
towards theory’, British Journal of Management, pp. 1-15.
Riley, J. (1996) Getting the most from your data: A handbook of practical ideas on how to analyse
qualitative data. Second (revised) edition. The Cronwell Press, Melksham, Wiltshive.
Robbins, S. P., De Cenzo, D. A. and Coulter, M. (2013) Fundamentals of Management: Essential
Concepts and Applications. 8th edition, Pearson Publications.
Robinson, I. (2006) Human Resource Management in Organisations: The theory and practice of high
performance, London: CIPD.
Rocco, T. S., Bliss, L. A., Gallagher, S. and Perez-Prado, A. (2003) ‘Taking the next step: Mixed
Methods research in Organisational Systems’, Information Technology, Learning, and
Performance Journal, Vol. 21 (1): pp. 19-30.

336 | P a g e

Rodger, J. A., Pendharkar, P. C., Paper, D. J. and Molnar, P. (1998) ‘Reengineering the Human
Resource Information System at Gamma’, Facilities, Vol. 16 (12/13): pp. 361- 365.
Rogers, E. W. and Wright, P. M. (1998) ‘Measuring organisational performance in Strategic human
resource management: problems, perspectives and performance information markets’, Human
Resource Management Review, Vol. 8 (3): pp. 311‐331.
Ruel, H. J. M., and Bondarouk, T.V. (2008) ‘Exploring the Relationship between e-HRM and HRM
Effectiveness: Lessons learned from T hree International Companies’, in: G. Martin, M.
Reddington, and H. Alexander (eds), Technology, Outsourcing and Transforming HR, UK:
Butterworth Heinemann Publishing Group.
Ruel, H. J. M. and van der Kaap, H. (2012) E-HRM Usage and Value Creation: Does a Facilitating
Context Matter? German Journal of Research in Human Resource Management, Vol. 26 (3): pp.
260-281.
Ruel, H.J.M., Bondarouk, T. V. and Looise, J.C. (2004) ‘E-HRM: Innovation or Irritation? An
Explorative Empirical Study in Five in Large Companies on Web-Based HRM’, Management
Revue, Vol. 15 (3): 364-380.
Ruel, H. J. M., Bondarouk, T.V. and Van de Velde, M. (2007) ‘The contribution of e-HRM to HRM
effectiveness: Results from a quantitative study in a Dutch Ministry’, Employee Relations, Vol.
29 (3): pp. 280-291.
Ruel, H. J. M., Magalhaes, R. and Chiemeke, C. C. (2011) Human Resource Information Systems: An
Integrated research agenda, In: T.V. Bondarouk, H.J.M. Ruel and J.C. Looise (eds.),
Electronic HRM in theory and Practice, Advanced series in Management, Emerald Group
Publishing Limited.
Ruta, C. D. (2005) ‘The application of change management theory to HR portal implementation in
subsidiaries of multinational corporations’, Human Resource Management, Vol. 44 (1): pp. 3553.
Ruta, C. D. (2009) ‘HR portal alignment for the creation and development of intellectual capital’, The
International Journal of Human Resource Management, Vol. 20 (3): pp. 562-577.
Sadiq, U., Khan, A.F., Ikhlag, K. and Mujtaba, B.G. (2012) The Impact of Information Systems on the
performance of Human Resources Department, Journal of Business Studies Quarterly, Vol. 3
(4): pp. 77-91.
Saloner, G. A. and Spence, M. (2002) Creating and capturing Value: Perspectives and Cases on
Electronic Commerce. New York: Wiley.
Sanchez, J. and Aguayo, M. (2007) ‘An approach to the satisfaction of Human Resource Information
Systems (HRIS): analysis and empirical contrast’, International Journal of Human Resources
Development and Management, Vol. 7 (2): DOI: 10.1504/IJHRDM.2007.012862.
Saunders, M., Lewis, P. and Thornhill, A. (2007) Research Methods for Business Students, 4th edition,
Harlow: FT/Prentice Hall.
Saunders, M., Lewis, P. and Thornhill, A. (2009) Research Methods for Business Students, 5th Ed.
Pitman.

337 | P a g e

Scarbrough, H. and Elias, J. (2004) Evaluating Human Capital, [Research Report], London: Chartered
Institute of Personnel and Development (CIPD).

Scapens, R. W. (2008) Doing Case Study Research, In: C. Humphrey and B. Lee, The Real-life Guide
to Accounting Research, Oxford: Elsevier.
Schalk, R., Tikmmerman, V. and van den Heuvel, S. (2013) ‘How strategic considerations influence
decision-making on e-HRM applications’, Human Resource Management Review, Vol. 23: pp.
84-92.
Schutz, A. (1967) The Phenomenology of the Social World; Translated by George Walsh and Frederick
Lehnert, Northern western University Press.
Scott, M. (ED.) (1991) The Corporation of the 1990’s: Information technology and organisational
transformation. New York: Oxford University Press.
Sedmak, M. and Longhurst, P. (2010) Methodological Choices in enterprise systems research, Business
Process Management Journal, Vol. 16 (1): pp. 76-92.
Sekaran, U. and Bougie, R. (2010) Research methods for Business: A Skills Building Approach, Fifth
edition, John Wiley and Sons Ltd.
Senge, P. M. (1992) The Fifth Discipline: The art and practice of the Learning organisation. London:
Random House.
Shani, A. and Tesone, D. V. (2010) ‘Have human resource information systems evolved into internal
e-commerce?’ Worldwide Hospitality and Tourism Themes, Vol. 2 (1): pp. 30-48.
Sheehan, C. and Cooper, B. K. (2011) ‘HRM Outsourcing: The impact of organisational size and HRM
strategic involvement’, Personnel Review, Vol. 40 (6): pp.742- 760.
Shilpa, V. and Gopal, R. (2011) ‘The implications of implementing electronic Human Resource
Management (e-HRM) systems in companies’, Journal of Information Systems and
Communication, Vol. 2(1): pp. 10-29.
Shipton, H., Fay, D. and West, M. (2005) ‘Managing people to promote innovation’, Creativity and
innovation Management, Vol. 14 (2): pp. 118- 127.
Shrivastava, S. and Shaw, J. B. (2003) ‘Liberating HR through technology’, Human Resource
Management, Vol. 42 (3): pp. 201- 222.
Simmons, J. and Iles, P. (2000) Performance Appraisals in Knowledge Based Organisations:
Implications for Management Education, Liverpool Business School, Liverpool John Moores
University.
Smith, J. A. (1996) Beyond the divide between cognition and discourse: Using Interpretative
Phenomenological Analysis in Health Psychology, Psychology & Health, Vol. 11: pp. 261-271.
Smith, J. A. (2004) ‘Reflecting on the development of interpretative phenomenological analysis and its
contribution to qualitative research in Psychology’, Qualitative Research in Psychology, Vol. 1:
pp. 39-54.
Smith, J.A. (2010) ‘Interpretative Phenomenological Analysis: A Reply to Amedes Giogi’, Existential
Analysis, Vol. 21 (2): pp. 186- 192.

338 | P a g e

Smith, J. A. and Eatough, V. (2007) ‘Interpretative Phenomenological Analysis’, In: E. Lyons and A.
Coyle (Eds.) Analysing Qualitative Data in Psychology, Sage Publications Limited.
Smith, J.A. and Osborn, M. (2003) Interpretative Phenomenological Analysis. In J.A. Smith (Ed.)
Qualitative Psychology: A Practical Guide to Research Methods. London: Sage.
Smith, J. A., Flowers, P. and Larkin, M. (2009) Interpretative Phenomenological Analysis: Theory,
Method and Research, Sage Publications.
Smith, J. A., Flowers, P. and Larkin, M. (2011) Interpretative Phenomenological Analysis: Theory,
Method and Research, Sage Publications.
Snell, S. A., Pedigo, P. R. and Krawiec, G. M. (1995) ‘Managing the impact of information technology
on human resource management’, In: G. R. Ferris, S. D. Rosen and D. T. Barnum (Eds.),
Handbook of Human Resource Management, Oxford: Blackwell Publishers, pp. 159-174.
Sobh, R. and Perry, C. (2006) ‘Research Design and data analysis in realism research’, European
Journal of Marketing, Vol. 40 (11): pp. 1194-1209.
Soderquist, K. E., Papalexandris, A., Ioannou, G. and Prastacos, G. (2010) ‘From task-based to
competency-based: A typology and process supporting a critical HRM transition,’ Personnel
Review, Vol. 39 (3): pp. 325-346.
Sparrow, P. (2008) Performance management in the UK. In: Varma, A., Budwar, P.S. and Denisi, A.
(Eds). Performance management systems: a global perspective. Abingdon: Routledge.
Srivastava, S. K. (2010) ‘Shaping organisations with e-HRM’, International Journal of Innovation,
Management and Technology, Vol. 1 (1): pp. 47- 50.
Srinivasan, M. and Dey, A. (2014) Linking ERP and e-Business to a Framework of an Integrated eSupply Chain, In: Martinez-Lopez, F. (Ed.) (2014), Handbook of Strategic e-Business
Management, [Progress in IS], Springer Publishers, pp. 281-305.
Steinhaus, S. D. and Morris, G. W. (1990) ‘Human Resource Evaluation for the 1990s and the
workforce 2000’, Journal of Organisational Change Management, Vol. 3 (2): pp. 80- 94.
Stone, D. L. and Dulebohn, J. H. (2013) ‘Emerging issues in theory and research on electronic human
resource management (e-HRM)’, Human Resource Management Review, Vol. 23: pp. 1-5.
Stone, D. L., Stone-Romero, E. F. and Lukaszewski, K. (2006) ‘Factors affecting the acceptance and
effectiveness of electronic human resource systems’, Human Resource Management Review’,
Vol. 16: pp. 229-244.
Strassman, P. A. (1988) Management Productivity as an IT measure, IN: P. Berger., J. G. Kobelius and
D. E. Sutherland (Eds.), Measuring Business Value Information Technologies, Washington DC:
ICT Press.
Strohmeier, S. (2007) ‘Research in e-HRM: Review and implications’, Human Resource Management
Review, Vol. 17: pp. 19-37.
Strohmeier, S. (2009) ‘Concepts of e-HRM consequences: A categorisation, review and suggestion’,
The International Journal of Human Resource Management, Vol. 20 (3): pp. 528-543.
Strohmeier, S. (2012) Assembling a Big Mosaic- A Review of Recent Books on Electronic Human
Resource Management (e-HRM), German Journal of Research in Human Resource
Management, Vol. 26 (3): pp. 282-294.

339 | P a g e

Strohmeier, S. (2013) ‘Employee Relationship Management- Realising Competitive Advantage through
information technology?’, Human Resource Management Review, Vol. 23: pp. 93- 104.
Strohmeier, S. and Kabst, R. (2009) ‘Organisational adoption of e-HRM in Europe: An empirical
exploration of major adoption factors’, Journal of Managerial Psychology, Vol. 24 (6): pp. 482501.
Strohmeier, S. and Kabst, R. (2014) ‘Configurations of e-HRM: An empirical exploration’, Employee
Relations, Vol. 36 (4): pp. 333-353.
Tansley, C. and Watson, T. (2000) ‘Strategic exchange in the development of Human Resource
Information Systems (HRIS)’, New Technology, Work and Employment, Vol. 15 (2): pp.108-122.
Tansley, C., Kirk, S., Williams, H. and Barton, H. (2014) ‘Tipping the scales: ambidexterity practices
on e-HRM projects’, Employee Relations, Vol. 36 (4): pp. 398 – 414.
Tansley, C., Newell, S., and Williams, H. (2001) ‘Effecting HRM-style practices through an integrated
human resource information system’, Personnel Review, Vol. 30 (3): pp. 351-370.
Tannenbaum, A. (1966) Social Psychology of Work Organisation. Belmont, CA: Wadsworth.
Tannenbaum, S. (1990) ‘HRIS: User group implications’, Journal of Systems Management, Vol. 41
(10): pp.27-32.
Tashakkori, A. and Teddlie, C. (eds.) (2003) Handbook of Mixed Methods, In: Social & Behavioural
Research, Sage Publications.
Taylor, S. (2008) People Resourcing, 4th edition, London: Chartered Institute of Personnel and
Development (CIPD).
Teece, D. J. (1982) ‘Towards an Economic Theory of the Multiproduct firm’, Journal of Economic
Behaviour and Organisation, Vol. 3: pp. 39-63.
Teece, D. J. and Pisano, G. (1994) ‘The Dynamic Capabilities of Firms: An Introduction, Industrial and
Corporate Change, Vol. 3 (3): pp.537-556.
Teece, D. J., Pisano, G. and Sheun, A. (1997) ‘Dynamic capabilities and strategic management’,
Strategic Management Journal, Vol. 18 (7): pp. 509-533.
Theriou, G. N. and Chatzoglou, P. D. (2008) ‘Enhancing performance through best HRM practices,
organisational learning and knowledge management: A conceptual framework’, European
Business Review, Vol. 20: pp. 185-207.
Thite, M., Kavanagh, M. J. and Johnson, R. D. (2012) ‘Evolution of Human Resource Management and
Human Resource Information Systems: The role of Information Technology’, In: M. Thite., M.
J. Kavanagh and R. D. Johnson, Human Resource Information Systems: Basics, Application, and
Future Direction, Second edition, Sage Publication, Inc.
Torrington, D., Hall, L. and Taylor, S. (2005) Human Resource Management, Seventh edition,
FT/Prentice Hall.
Trist, E. L. and Bamforth, K. (1951) ‘Some social and psychological consequences of the longwall
method of coal getting’, Human Relations, Vol. 4: pp. 3-38.

340 | P a g e

Troshani, I., Jerram, C. and Hill, S. R. (2011) ‘Exploring the Public Sector adoption of HRIS’, Industrial
Management & Data Systems, Vol. 111(3): pp.470-488.
Ulrich, D. (1997) Human Resource Champions: The next agenda for adding value and delivering
results, Harvard Business School Press.
Ulrich, D. and Brockbank, W. (2005) HR: The Value proposition. Boston: Harvard Business School
Press.
Van Gigch, J. P. (1974) Applied General Systems Theory, Harper & Row Publishers.
Venkatesh, V. (2000) ‘Determinants of Perceived Ease of Use: Integrating Control, Intrinsic Motivation
and Emotion into the Technology Acceptance Model’, Information Systems Research, Vol.11 (4):
pp. 342-365.
Venkatesh, V. and Bala, H. (2008) Technology Acceptance Model 3 and a Research Agenda on
Interventions. Decision Science, Vol. 39 (2), 273-312.
Venkatesh, V. M. G., Morris, G. B.D. and Davis, F. D. (2003) ‘User Acceptance of Information
Technology: Toward a Unified View’, MIS Quarterly, Vol. 27 (3): pp. 425-478.
Voermans, M. and Van Veldhoven, M. (2007) ‘Attitudes towards E-HRM: An empirical Study at
Philips,’ Personnel Review, Vol. 36 (6): 887-908.
Wahyudi, E. and Park, S, M. (2014) ‘Unveiling the Value Creation Process of Electronic Human
Resource Management: An Indonesian Case’, Public Personnel Management, Vol. 43 (1): 83117.
Walburg, J., Bevan, H., Wilderspin, J. and Lemmens, K. (2006) Improving Patients Outcomes: An
integrated approach, Performance Management in Healthcare, [Routledge Health Management
series], Routledge.
Walters, D. and Rainbird, M. (2007) Strategic Operations Management: A Value Chain Approach.
Palgrave Macmillan.
Watson Wyatt (2000) available at: http://www.watsonwyatt.com/research/reports .
Watson Wyatt (2002) eHR™: Getting Results along the journey- 2002 Survey Report, available at:
http://www.watsonwyatt.com/research/reports .
Weatherly, L. (2005) HR Technology: Leveraging the shift to self-service, it’s time to go strategic,
Alexandria, VA: Society for Human Resource Management.
Welsing, P. Bolton, R. and Payne, T. (2012) Rethinking Human Resources in a changing world. KPMG
International.
Wernerfelt, G. (1984) A Resource-Based View of the firm, Strategic Management Journal, Vol. 5: pp.
171-180.
Whittaker, S. and Marchington, M. (2003) ‘Developing HR responsibility to the Line: Threat,
Opportunity or Partnership?’ Employee Relations, Vol. 25 (3): pp. 245-261.
Wikgren, M. (2005) ‘Critical realism as a philosophy and social theory in information science?’,
Journal of Documentation, Vol. 61 (1): pp. 11-22.
Wisker, G. (2008) The Postgraduate Research Handbook, Second edition, Palgrave MacMillan
Publications.

341 | P a g e

Witcher, B. J. and Chau, V. S. (2010) Strategic Management: Principles and Practice, South-Western/
Cengage Learning Publications.
Wright, P. and Dyer, L. (2000) People in e-Business: New challenges, new solutions, Centre for
Advanced Human Resource Studies, Cornell University.
Wright, P. M. and McMahan, G. C. (1992) ‘Theoretical perspectives for Strategic Human Resource
Management’, Journal for Management, Vol. 18 (2): 295- 320.
Wright, P. M., Dunford, B. B. and Snell, S. A. (2001) ‘Human Resources and the Resource Based View
of the firm’, Journal of Management, Vol. 27: pp. 701- 721.
Yin, R. K. (1994) Case Study Research: Design and Methods. (Applied Social Research Methods Series
Vol. 5). 3rd Edition. Sage Publications.
Yin, R. K. (1999) ‘Enhancing the Quality of Case Studies in Health Services Research’, Health Services
Research, Vol. 34 (5): 1209-1224.
Yousafzai, S.Y., Foxall, G.R. and Pallister, J.G. (2007) ‘Technology Acceptance a meta-analysis of the
TAM: Part 2’, Journal of Modelling in Management, Vol. 2 (3): pp.281-304.
Zafar, J., Shaukat, M. And Mat, N. (2010) ‘An analysis of e-Human Resource Management Practices:
A case study of State Bank of Pakistan’, European Journal of Social Sciences, Vol. 15 (1): pp.
18-26.
Zhang, M. J. (2011) ‘Firm- level performance impact of IS support for product innovation’, European
Journal of Innovation Management, Vol. 14 (1): pp. 118- 132.
Zuboff, S. (1988) In the age of the smart machine: The future of work and power. Oxford: Heinemann.

342 | P a g e

APPENDIX 1: e-HRM Literature Analysis

343 | P a g e

Summary of reviewed Journal articles
E-HRM Adoption
Year

Author

Title

Journal

Method

Content

1983

Murdick, R. G.
and Schuster, F.

Computerised
information support
for the Human
Resource function

Human
Resource
planning

-Quantitative
-Survey
-Structured
questionnaire

The paper investigated the use of HRIS to support the HR
function in 500 firms which involved determining the HR
activities that were being supported by HRIS and the extent to
which HRIS was being supported in the firms.

1986

DeSantis, G.

Human Resource
Information Systems:
A Current Assessment

MIS Quarterly

-Quantitative
-Survey
-Structured
questionnaire

The article traces the development of the human resource
information system (HRIS) as an entity independent of
centralised MIS. It assesses the current operation and
technological base and considers its future role in firms,
especially HRIS’s relationship to centralised MIS function.
Findings reveal that HRIS is more frequently used for standard
reporting function capacity, followed by ad hoc database
retrieval, personnel administration and government reporting.

1996

Hannon, J.,
Gregory, J. and
Brandes, D.

Human Resource
Information Systems:
Operational issues and
strategic
considerations in a
global environment

International
Journal of
Human
Resource
Management

-Quantitative
-Survey
-Structured
questionnaire

This paper contains a study aimed at clarifying the nature of
global HRISs as they relate to MNCs’ operations and
strategies. Another underlying intent of the paper was to see
whether MNCs’ can achieve a competitive advantage through
the effective design, implementation and proliferation of global
HRIS.

1997

Haines, V. Y.
and Petit, A.

Conditions for
Successful Human
Resource Information
Systems

Human
Resource
Management

-Quantitative
-Survey
-Structured
questionnaire

Conditions that support successful e-HRM adoption were
examined. The system conditions and internal users support
represented antecedents of successful e-HRM adoption.
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1998

Rodger, J. A.,
Pendlarkar, P.
C., Paper, D.
and Molnar, P.

Reengineering the
Human Resource
Information System at
Gamma

Facilities

-Mixed
Method
-Case Study
-Annual
reports;
Structured
questionnaire
and Interviews

The paper centres on the move of the HR department of
Gamma Healthcare System from an administrative role to a
strategic role, which required the reengineering of its e-HRM
technology. This involved a change from a stand-alone HR
application to an integrated, standardised and sophisticated
system which allows the organisation’s e-HRM technology to
become a part of the enterprise-wide information system.

1999

Eddy, E. R.,
Stone, D. L. and
Stone-Romero,
E. F.

Personnel
Psychology

-Quantitative
-Survey
-Structured
questionnaire

The study examined the main and interactive effects of policies
concerning ability to authorise disclosure and target disclosure
on invasion of privacy perceptions and fairness perceptions.
Findings suggest that invasion of privacy and fairness are
separate but correlated constructs. The findings therefore
highlight the importance of policies that allow authorisation
before the release of personal information outside the
boundaries of the organisation.

2000

Tansley, C. and
Watson, T.

The Effects of
Information
Management Policies
on Reactions to
Human Resource
Information Systems:
An Integration of
Privacy and Procedural
Justice Perspectives
Strategic exchange in
the development of
Human Resource
Information System
(HRIS)

New
Technology
Work and
Employment

-Qualitative
-Case Study
-Interviews

Since the potential of computerised human resource
information systems (HRIS) is often not realised for several
reasons, this paper takes a relational/processual, rather than a
systems approach to undertake its research. A case study of a
global HRIS development project was examined using
strategic exchange to highlight important social considerations
of organisational, group and individual projects.

2005

Ruta, C. D.

The application of
Change Management
theory to HR portal
implementation in
Subsidiaries of
Multinational
Corporations

Human
Resource
Management

-Quantitative
-Survey

HR portal implementation is a complex process because it
requires businesses to effectively manage both significant
changes for employees, as well as, the technical challenges for
the business’s project implementation team. Thus, the paper
discusses and integrates IT user acceptance models with
change management theories. The study illustrated how user
acceptance models, change management theories, and local
adaptation ultimately affect usage of HR portals in
Multinational companies.
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2006

Hooi, L.W.

2006

Implementing e-HRM:
The readiness of Small
and Medium Sized
Manufacturing
Companies in
Malaysia

Asia Pacific
Business
Review

-Quantitative
-Survey
-Online
questionnaire

This paper studied the use of e-HRM in SMEs in Malaysia and
showed that more companies are using conventional HRM
rather than e-HRM. At the same time the companies that have
adopted e-HRM use it mostly for communication and salary
calculation. The main barrier to e-HRM adoption in Malaysia
was shown to be the lack of financial resources and expertise.

Zhang, L. And Intelligent information
Wang, H.
processing in human
resource management:
An implementation
case in China

Expert Systems

-Qualitative
-Case Study

This paper finds that HRM systems which are integrated with
ERP systems have not become common in China. Financial
constraint and the location of an organisation were identified as
barriers to e-HRM adoption in China. Also, e-HRM was
revealed to be in its infancy in China.

2006

Florkowsi, G. The diffusion of
W. and Olivas- Human Resource
Lujan
Information
Technology
innovations in US and
non-US firms

Personnel
Review

-Quantitative
- Survey
- Online
questionnaire

The study extended the analysis of human resource information
technologies beyond the realms of purely descriptive statistics.
The investigation finds e-HRM diffusion to be fuelled primarily
by interpersonal communications among potential adopters.

2006

Ngai, E. W. T.
and Wat, F. K.
T.

Human Resource
Information Systems:
A review and
empirical analysis

Personnel
Review

-Quantitative
-Crosssectional
survey
-Structured
questionnaire

A comprehensive literature review on e-HRM was presented
and a survey on the implementation of e-HRM was undertaken
in Hong Kong. The greatest barrier to the implementation of eHRM was identified to be insufficient financial support. One
possible explanation for this is the high-cost of e-HRM.

2007

Voermans, M.
and van
Veldhoven, M.

Attitude towards eHRM: An empirical
study at Philips

Personnel
Review

-Quantitative
-Survey
-Online
questionnaire

Based on the Technology Acceptance theory (TAM) and HR
roles developed by Ulrich (1997), an investigation of the
attitude towards e-HRM among employees and managers was
carried out. For managers ‘user support’ was found to be a
predictor of a positive attitude towards the use of e-HRM.
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2007

Panayotopoulou E-HR adoption and the
, L., Vakola, M. role of HRM:
and Galanaki, E. Evidence from Greece

Personnel
Review

-Mixed
method
-Survey
-Structured
questionnaire
and Focus
group
-Qualitative
-Case Study
-Interviews

The reason for e-HRM adoption in Greece was examined. The
role of e-HRM in HRM was discussed, the critical success
factors in e-HRM adoption and the level of its use was also
pointed out. ‘Organisational culture’ was found to be a critical
success factor for e-HRM adoption.

2007

Maguire, S. and
Redman, T.

The role of Human
Resource Information
Systems development

Management
Decision

2009

Marler, J. H.,
Fisher, S. L.,
and Ke, W.

Employee self-service
technology
Acceptance: A
comparison of preimplementation and
post-implementation
relationships

Personnel
Psychology

-Quantitative
-Survey
-Structured
questionnaire

Despite the promised benefits, ESS implementation poses
many challenges. In line with this, a pre-implementation and
post-implementation study was undertaken to better understand
the change management tactics which will help a more
successful ESS implementation in organisations. The findings
suggest that employees are more likely to intend to use ESS
technology when they have a positive attitude towards using it
and when subjective norms in the organisation support the use
of the technology.

2009

Jones, S.

Implementing software
for managing
organisational training
and development

International
Journal of
Commerce and
Management

-Qualitative
-Case Study
-Semistructured
interviews

Organisational
adoption of e-HRM in
Europe: An empirical
exploration of major
adoption factors

Journal of
Management
Psychology

-Quantitative
-Survey
-Structured
questionnaire

The paper looks at the barriers to the implementation of
software for managing job task analysis and competency-based
training and development in a large organisation in Kuwait,
Middle East. Buy-in from informed and knowledgeable senior
management and HR staff, and trusted and team-oriented
workers were identified as critical success factors for the
implementation of the software.
The paper examined the factors which influence the crossnational organisational adoption of e-HRM in Europe. The
findings reveal that e-HRM is common practice throughout
Europe, since two-thirds of all organisations have already
adopted e-HRM.

2009

Strohmeier, S.
and Kabst, R.

The paper found that there are inherent weaknesses in the
approaches that most organisations use to develop and
implement information systems and HRM staff can provide a
valuable contribution to the overall information system
development process.
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2010

Hosnavi, R. and
Ramezan, M.

Measuring the
effectiveness of human
resource information
system in National
Iranian Oil Company

Education,
Business and
Society:
Contemporary
Middle Eastern
Issues

-Quantitative
-Survey
-Structured
questionnaire

The effectiveness of e-HRM used in Iran was examined using:
System quality, information quality, and information use.

2010

Carroll, W. R.
and Wagar, T.
H.

Is there a relationship
between Information
Technology adoption
and human resource
management?

Journal of Small
Business and
Enterprise
Development

-Quantitative
-Survey
-Structured
questionnaire

The paper examined the relationship between the adoption of
IT and HRM in SMEs. The findings reveal that the scale of HR
practices in an organisation is strongly associated with its IT
use.

2010

Panayotopoulou
, L. Galanaki, E.
and
Papalexandris,
N.

Adoption of electronic
systems in HRM: Is
National background
of the firm relevant?

New
Technology,
Work and
Employment

-Quantitative
-Survey
-Secondary
data from
published
sources

After studying 13 European countries, the study suggests that
e-HRM adoption is region-specific and affected by multiple
factors. For instance, the adoption of e-HRM is expected to be
related to the extent of internet penetration in the society. Thus,
the level of internet use in a country is relevant to the study of
e-HRM adoption. Again, organisation size is seen to play an
important role in innovation adoption and larger companies
were seen to take more advantage of automation.

2010

Razali, M. Z.
and Vrontis, D.

The reactions of
employees towards the
implementation of
Human Resources
Information Systems
(HRIS) as a planned
change programme: A
case study in Malaysia

Journal of
Transnational
Management

-Action
Research
-Quantitative
-Structured
questionnaire

The possible predictors of acceptance of a planned change
effort particularly HRIS in Malaysia Airlines (MAS) was
studied. The findings clearly indicate that top management
involvement and organisational commitment were the two
largest coefficients for the impact of acceptance level of
employees toward the planned change effort.

2010

Attarawneh, I.
and Al-Shqairat,
Z.

Human Resource
Information Systems
in Jordanian
Universities

International
Journal of
Business and
Management

-Quantitative
-Survey
-Structured
questionnaire

The extent to which Public Jordanian Universities have
adopted HRIS was studied. The paper included an examination
of the current HRIS uses, benefits and barriers to HRIS
adoption in the Universities. The main findings reveal that the
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quick response and access to information were the main
benefits of HRIS implementation. While insufficient financial
support, difficulty in changing the organisation’s culture and
lack of commitment from top management were the main
barriers to HRIS implementation.
2011

Troshani, I.,
Jerram, C. and
Hill, S. R.

Exploring the PublicSector adoption of
HRIS

Industrial
Management &
Data Systems

-Qualitative
-Survey
-Interview

The paper isolates the factors that influence the organisational
adoption of e-HRM in Public Sector organisations. Findings
reveal that in order to successfully adopt e-HRM in the Public
sector, the benefits of e-HRM needs to be demonstrated. In
addition, various organisational factors, such as, management
commitment, human capability, and environmental factors
such as, regulatory compliance can have a deep impact on the
success of e-HRM adoption by creating urgency in adoption
intentions.

2011

Yusoff, Y. M.,
Ramayah, T.
and Ibrahim, H.

HR roles and e-HRM:
Some initial evidence
from Malaysia

International
Journal of
Current
Research

-Quantitative
-Survey
-Structured
questionnaire

Voermans and van Veldhoven (2007) study of HR roles by
Ulrich (1997) and the Technology Acceptance theory were
applied to study the attitudes towards e-HRM in Malaysia
using HR professionals as research participants.

2011

Shilpa, V. and
Gopal, R.

The implications of
implementing
Electronic Human
Resource (e-HRM)
Systems in Companies

Journal of
Information
Systems and
Communication

-Mixed
Method
-Survey
-Structured
questionnaire

This paper finds that e-HRM adoption is associated with a lot
of challenges, such as, huge set-up costs, the need for the
presence of an IT culture already in existence in the
organisation, the security of the information held in the system
and the loss of the ‘human touch’.

2011

Heikkila, J.P.
and Smale, A.

The effects of
‘Language
Standardisation’ on the
acceptance and use of
e-HRM systems in
foreign subsidiaries

Journal of
World Business

-Qualitative
-Case Study
-Interviews

The UTAUT Technology acceptance theory was used to
underpin the study and it finds that it is now common place for
MNCs to adopt ‘English’ as their corporate language in order
to facilitate ‘in-house’ communication, especially between
headquarters and subsidiaries.
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2014

Burbach, R. and
Royle, T.

Institutional
determinants of eHRM diffusion
success

Employee
Relations

-Qualitative
-Interviews

Drawing on institutional theory and existing business practice
transfer and e-HRM models, the paper develops e-HRM
diffusion models to ascertain the institutional factors that
determine the successful diffusion of e-HRM practices in
multinational corporations (MNCs). The findings suggest that
the successful transfer of e-HRM is mediated by an
interchange of various institutional-level factors (external,
relational, organisational and individual) within the
Corporation and its subsidiaries. Successful e-HRM
implementation was found to be synonymous with the
successful integration and institutionalisation of e-HRM
practices in subsidiaries.

Year Author
2001 Ball, K. S.

Title
The use of Human
Resource Information
Systems: A Survey

Journal
Personnel
Review

Method
-Quantitative
-Survey
-Structured
questionnaire

Content
The study reveal that organisational size is a clear determinant
of whether an organisation has e-HRM, whether organisations
adopt certain modules and how information is used and
analysed. In general, e-HRM was found to be used
administratively.

2001

Towards a human
resource information
system for Australian
Construction
Companies

Engineering
Construction

-Quantitative
-Case studies
-Interviews

An understanding of the use of HRIS in the construction
industry was the main focus of this paper. Findings suggest
that HR information requirements of a group of Construction
companies were identified and a conceptual framework to
facilitate the integration of HRISs into construction company
activities was established in this paper.

E-HRM Functionality

Ng, S. T.,
Skitmore, R. M.
and Sharma, T.
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2004

Gasco, J. L.,
Llopis, J. And
Gonzalez, M. R.

The use of Information
Technology in training
human resources: An
e-learning case study

Journal of
European
Industrial
Training

-Qualitative
-Case study
-Documents

The e-learning tool used in ‘Telefonica’ was discussed in this
paper, which included: the characteristics of the training model
designed by the organisation, the key action, the disadvantages,
as well as the success factors of growing an e-learning
company.

2008

Lai, Y. and
Burchell, B.

Distributed work:
Communication in an
‘office-less firm’

New
Technology
Work and
Employment

-Qualitative
-Case study
-Interviews

An ‘office-less firm’ is a firm where all employees work from
home. It was described and analysed in this paper. The paper
finds ‘trust’ among distributed team members as vital for the
formation for a viable distributed work arrangement.

2009

Beulen, E.

The contribution of
global service
providers of Human
Resources Information
(HRIS) to staff
retention in emerging
markets: Comparing
issues and implications
in six developing
countries

Information
Technology &
People

-Qualitative
-Case study
-Interviews

Global IT service providers use e-HRM to control high staff
turnover which has become common in IT services firms. In
the field of human resource planning, e-HRM is agreed to
contribute to staff retention especially by enabling
organisations to align their employees’ assignments with their
personal preferences and capabilities. The research finds some
functionality of HRIS, particularly allocation of staff;
scheduling and training of employees to assist the case
organisation maintain high employee satisfaction and retention
levels.

2009

Payne, S. C.,
Horner, M. T.,
Boswell, W. R.,
Schroeder, A.
N. and StineCheyne, K. J.

Comparison of Online
and traditional
performance appraisal
systems

Journal of
Management
Psychology

-Quantitative
-Survey
-Online
questionnaire

This paper finds that employees rated using online PA systems
reported significantly higher levels of ‘rater’ accountability and
employee participation than employees rated using traditional
paper-and-pencil approach.

2010

Girard, A. and
Fallery, B.

Human Resource
Management on
Internet: New
Perspectives

The Journal of
Contemporary
Management
Research

-Qualitative
-Case study
-Semidirective
interviews

The new social media companies and recruiters’ new
perspective to undertake recruitment are studied. As studies
suggest that employers now use social networking sites, such
as, blogs, virtual worlds, co-optation websites, etc., to search
applications.
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2010

Zafar, J.,
Shaukat, M. and
Mat, N.

An analysis of EHuman Resource
Management
processes: A case
study of the State
Bank of Pakistan

European
Journal of
Social Sciences

-Quantitative
-Survey
-Structured
questionnaire

This paper finds that today’s economy has created the need for
e-HRM to enable HR meet the changing needs of the dynamic
business environment.

2011

Chae, B. K.,
Prince, J. B. and
Kabst, R.

An Exploratory CrossNational Study of
Information Sharing
and Human Resource
Information Systems

Journal of
Global
Information
Management

-Quantitative
-Survey
-Structured
questionnaire

Information sharing through formal and informal systems
facilitates employee learning and results in competitive
advantage. Based on this, this paper explores the relationship
between information sharing, HRIS and Cross-national
differences. The analysis indicates that there is a significant
variation in the level of information sharing and HRIS
adoption among different countries and national differences
including institutional contexts such as systematic tendency to
avoid uncertainty and educational attainment are powerful
predictors for variations in the level of information sharing. A
theoretical framework integrating cultural and institutional
factors to understand these two themes in global information
management was developed.

2014

Holm, A.

Institutional Context
and e-recruitment
practices of Danish
organisations

Employee
Relations

-Qualitative
-Interviews
-Observations
-Websites

2014

Eckhardt, A.,
Laumer, S.,
Maier, C. and
Weitzel, T.

The transformation of
people, processes and
IT in e-recruiting

Employee
Relations

-Qualitative
-Case study
-Interviews

This paper studied the recent changes in recruiting practices of
Danish organisations and the adoption of e-recruitment from a
macro-organisational perspective. The findings indicate that
recruitment practices are strongly influenced by changes
stemming from functional and social pressures of the wider
society, such as the labour market and the penetration of the
internet into Danish society. The study concludes that the
recruitment field has transformed and reviewed its practices to
a great extent due to the changes in how individuals search for
employment and expect to be hired.
The transformation of people, processes and IT in e-recruiting
was examined. The drivers of an e-HRM transformation and
the different stages of this transformation process differentiated
by the affected people, processes and IT was explained.
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Impact on the HR Function
Year
Author
2001 Tansley, C.,
Newell, S. and
Williams, H.

Title
Effecting HRM-Style
practices through an
integrated human
resource information
system: An egreenfield site

Journal
Personnel
Review

Method
-Qualitative
-Case study
-Meeting
attendance and
interviews

2004

Ruel, H.,
Bondarouk, T.
and Looise, J.
K.

E-HRM: Innovation or
irritation: An
Exploratory Empirical
study in Five Large
companies on Webbased HRM

Management
Revue

-Qualitative
-Case study
-Interviews

2006

Wahrenburg,
M., Hackethal,
A., Friedrich, L.
and Gellrich, T.

Strategic decisions
regarding vertical
integration of human
resource organisations:
Evidence for an
integrated HR model
for the financial
services and nonfinancial services
industry in Germany,
Austria and
Switzerland

International
Journal of
Human
Resource
Management

-Quantitative
-Survey
-Structured
questionnaire

Contents
As HRM moves to a more strategic role in organisations, it
would require the support of IT systems which are underpinned
by the ‘automate’, ‘informate’, as well as, the
‘transformational’ strategy, so that the HR function can operate
beyond its usual functional departmental boundaries which
enables some access to line managers, employees and
sometimes HR customers outside the firm. Thus, encouraging
collaboration among HRM stakeholders. However, the study
reveals that the design and implementation of an integrated
HRIS that could significantly change employee management
practice was not achieved in the case organisation.
This paper argues that e-HRM is an innovation in HRM. Based
on Lepak and Snell (1998), e-HRM goals and types are
distinguished into the operational, relational and
transformational. E-HRM outcomes were distinguished using
Beer et al.’s (1984) framework into the: high commitment, cost
effectiveness, and higher congruence. An ‘e-HRM model’ was
developed and the study finds e-HRM to be a ‘push-factor’ for
changing HRM within an organisation from a bureaucratic
approach to a market approach.
The drivers of vertical integration for an integrated and unified
HR-process model, is examined within financial and nonfinancial services sector in this paper. Three major findings
from this study reveal that when analysing company
performance and the vertical integration of HR departments
(a) Large companies display significantly high levels of
vertical integration for sub-processes which include
managerial, controlling and reporting tasks. (b) Large
companies show lower levels of vertical integration for the
sub-process HR-IT. (c) Companies that show superior financial
performance in terms of Return on Equity display lower levels
of vertical integration for the sub-process HR-IT.
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2007

Alleyne, A.,
Kakabadse, A.
and Kakabadse,
N.

Using the HR intranet:
An analysis of its
impact on managerial
satisfaction with the
HR function

Personnel
Review

-Qualitative
-Case study
- Semistructured
interviews

The paper explores the impact of the use of HR intranet at
managerial levels in terms of internal customer satisfaction
with the HR function. It emphasises that the influence of
customers increased expectations impacts on the HR’s
changing role and managers’ perceptions towards HR intranet
applications has an effect on their perceived satisfaction with
the HR function.

2008

Ngai, E. W. T.,
Law, C. C. H.,
Chan, S. C. H.
and Wat, F. K.
T.

Importance of the
internet to human
resource practitioners
in Hong Kong

Personnel
Review

-Quantitative
-Survey
-Structured
questionnaire

The paper examined the perceptions of the importance of the
internet to HRM from the perspective of HR practitioners in
Hong Kong. The study demonstrates that the most important
reason for adopting e-HRM in organisations is to help
managers stay informed.

2010

Abdul-Halim,
H. and Che-Ha,
N.

HR outsourcing
among Malaysian
Manufacturing
companies

Business
Strategy Series

-Quantitative
-Survey
-Secondary
data

It defines outsourcing and discusses the benefit of outsourcing
HR activities to the HR function. At the same time, the
disadvantages of HR outsourcing were highlighted. The study
illustrates that most companies have the tendency to outsource
their recruitment and training functions heavily and it also
provides support for the claim that outsourcing allows
companies to enhance expertise and improve service quality
and competitive advantage.

2010

Granger, B. P.
and Levine, E.
L.

The perplexing role of
learner control in elearning and transfer
benefit or suffer?

International
Journal of
Training and
Development

-Quantitative
-Survey
-Extant
research

The learner control is noted to be applied to a variety of
aspects within the training environment, such as, timing, pace
control, sequence control, context control and advisory control.
Based on e-learning, the study concludes that carelessly
granting trainees high level of learner control is inappropriate,
especially when using a complex training content and in cases
where learners have poor meta-cognitive skills and/or
cognitive ability, as learning and transfer of training may
suffer.
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2011

Sheehan, C. and
Cooper, B. K.

HRM outsourcing:
The impact of
organisational size and
HRM strategic
involvement

2014

Bissola, R. and
Imperatori, B.

2014

Francis, H.,
Parkes, C. and
Reddington, M.

Personnel
Review

-Quantitative
-Survey
-Online survey

The paper considered the impact of organisational size and the
strategic involvement of the HR function on the decision to
outsource its function. The relationship between HRM
outsourcing and perceived financial performance was shown to
be positive for smaller firms and negative for larger firms. The
positive relationship between strategic HR involvement and
organisational effectiveness was also shown to be enhanced
when HRM activities were kept in-house, rather than when
they were out-sourced.

The unexpected side of Employee
relational e-HRM:
Relations
Developing trust in the
HR department

-Quantitative
-Survey

The paper examined whether the organisational re-design
opportunities currently offered by web-based technologies
contribute to rebuilding and strengthening the employee-HR
relationship. It confirms a positive relationship between
‘relationship e-HRM system’ adoption, procedural justice and
trust in the HR department.

E-HR and
International HRM: A
critical perspective on
the discursive framing
of e-HR

-Qualitative
-Interviews

The paper integrated ethical and critical discourse-based
perspectives on HRM to explore how an HR director and a
small sample of managers talked about and construed an e-HR
implementation programme. It finds that while there is
growing research into the take-up of e-HR applications, there
is a dearth of investigation into the impact of e-HR on the
people involved; in particular, the (re) structuring of social
relations between HR functions and Line managers in the
move away from face-to-face HR support services to more
technology mediated ‘self-service’ relationships.

The
International
Journal of
Human
Resource
Management
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Impact on HRM Effectiveness
Year
2007

Author
Hussain, Z.,
Wallace, J. and
Cornelius, N. E.

Title
The use and Impact of
Human Resource
Information Systems
on human resource
management
professionals

Journal
Information &
Management

Method
-Mixed
Method
-Survey
-Structured
questionnaire

Contents
E-HRM helps HR professionals to provide added-value to
organisations and improve their own standing in organisations.
Although contradictory findings of the perceptions towards the
use and impact of e-HRM between HR professionals in small
and large was observed, there was a general agreement that eHRM has added value.

2007

Ruel, H. J. M.,
Bondarouk, T.
V. and van der
Velde, M.

The Contribution of eHRM to HRM
effectiveness: Results
from a quantitative
study in a Dutch
Ministry

Employee
Relations

-Quantitative
-Case study
-Structured
questionnaire

The paper examined whether e-HRM is of benefit to
organisations. The findings reveal that individual assessment
of e-HRM applications influences HRM technical and strategic
effectiveness. An increase in the perceived quality of an eHRM application was also shown to result in an increase in
HRM effectiveness.

2008

Sanayei, A. and
Mirzaei, A

Designing a model for
evaluating the
effectiveness of eHRM: Case study in
Iranian organisations

International
Journal of
Information
Science and
Technology

-Quantitative
-Case study
-Structured
questionnaire

The effect of the use of e-HRM systems, such as, separate HR
applications, fully integrated HR software suite, IVR, HR
intranets, ESS, MSS, etc., on job satisfaction, professional
commitment, organisational commitment, etc., was
investigated. The study suggests that e-HRM tools are rarely
used in Iranian organisations and most of these organisations
are not familiar with e-HRM tools like: ESS, MSS, HR intranet
and wireless HR services.

2008

Delmotte, J. and
Sels, L.

HR outsourcing:
Threat or opportunity

Personnel
Review

-Quantitative
-Crosssectional
survey
-Structured
questionnaire

HR outsourcing was seen as an opportunity, as well as, a threat
to the HR function. The findings of the study indicate that
there is a positive relationship between a strong focus on
strategic HRM and the level of HRM outsourcing. Also, the
devolution of HR activities was closely related to HR
outsourcing.
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2009a Bondarouk, T.,
Ruel, H. and
Van der
Heijden, B.

e-HRM effectiveness
in a Public-Sector
organisation: A multistakeholder
perspective

The
International
Journal of
Human
Resource
Management

-Qualitative
-Case study
-Interviews

The paper involves a study of the impact of e-HRM on HRM
effectiveness from the perspective of Line managers and
employees. The e-HRM system under investigation was seen
to be perceived differently by these different groups of users,
which was not taken into taken into account when designing
the system.

2010

Dickson, D. R.
and Nusair, K.

An HR perspective:
The global hunt for
talent in the digital age

Worldwide
Hospitality and
Tourism
Themes

-Qualitative
-Case study
-Interviews

Computer-based information technology is noted to introduce a
wide variety of e-HRM applications that are helping improve
the efficiency and effectiveness of the HR function. For
instance, the use of technology-based recruitment systems in
the hospitality industry in America.

2010

Parry, E. and
Tyson, S.

Desired goals and
actual outcomes of eHRM

Human
Resource
Management
Journal

-Qualitative
-Case Study
-Interviews

The paper examined whether the goals of e-HRM applications
adopted by organisations are actually achieved and the factors
affecting its achievement. Efficiency, service delivery and
standardisation goals were commonly realised. Some evidence
of a transformational impact of e-HRM was found as the HR
staff had more time and information to support their
organisations achieve business strategy.

2011

Boglind, A.,
Hallsten, F. and
Thilander, P.

HR transformation and
shared services:
Adoption and
applications in
Swedish organisations

Personnel
Review

-Qualitative
-Case study
-Interviews

Ulrich’s ideas of HR transformation: ‘the three-legged stool’
was used to compare the evidence acquired from the seven
organisations studied. The organisations used a consultant’s
version of Ulrich’s shared service organisation model.

2012

Sadiq, U., Khan,
A. F. and
Mujtaba, B.

The Impact of
Information Systems
on the Performance of
Human Resource
Department

Journal of
Business
Studies
Quarterly

-Mixed
Method
-Survey
-Structured
questionnaire

The paper examines the extent to which e-HRM is being used
to increase the administrative and strategic functions of the HR
department. The research findings indicate that e-HRM is
being utilised as an administrative tool more than a strategic
tool for the HR function.
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2012

Kassim, N. M.,
Ramayah, T.
and Kurnia, S.

Antecedents and
outcomes of human
resource information
system (HRIS) use

International
Journal of
Productivity and
Performance
Management

-Quantitative
-Case study
-Structured
questionnaire

Some antecedents and outcomes of companies which use HRIS
were tested in Penang, Malaysia. The findings reveal that IT
appears to serve as an empowering function for HR
professionals, providing a medium in which HR professionals
can provide increased value in their work. In concluding, the
paper suggests that from the findings, organisations can now
ensure smoother implementation plan by addressing the
attributes of the innovation that will most likely concern its
employees.

2015

Bondarouk, T.,
Harms, R. and
Lepak, D.

Does e-HRM lead to
better HRM service?

The
International
Journal of
Human
Resource
Management

-Mixed
Methods
-Observations
-Documents
evaluation
-Survey
-Online
questionnaires

This paper empirically examines the relationship between eHRM and HRM service quality and it identifies ‘HRM
strength’ as the main antecedent of ‘HRM service quality’.

Value Creation
Year
Author
2005 Dery, K. and
Wailes, N.

Title
Necessary but not
sufficient: ERPs and
strategic HRM

Journal
Strategic
Change

Method
-Qualitative
-Case study
- Interviews

Contents
The paper assesses the claims that ERPs can allow
organisations to unlock strategic potential and enable the HR
function to become more strategic in its orientation. The
findings demonstrate that ERPs may be necessary but not
sufficient in allowing HR to play a more strategic role. To
become more strategic, the authors suggest that HR also needs
to be able to use information to initiate and support strategic
decisions designed to position the firm to gain competitive
advantage.
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2008

Haines, V. Y.
and Lafleur, G.

Information
Technology Usage and
Human Resource
Roles and
Effectiveness

Human
Resource
Management

-Quantitative
-Survey
-Structured
questionnaire

The paper contains an empirical investigation into the
associations between the use of IT and the roles and
effectiveness of the HR function. The findings support
relationships between IT use and greater involvement of HR in
strategic HR roles of business partner and change agent.

2008

Gainey, T. W.
and Klaas, B. S.

The use and Impact of
e-HR: A survey of HR
professionals

People &
Strategy

-Quantitative
-Survey
-Structured
questionnaire

The study illustrates that the more technology is used to
provide HR services, the more respondents experienced cost
reductions, improved communication across the organisation,
more employee involvement in HR area and less reliance on
HR staff, and more HR involvement in strategic initiatives as
e-HRM freed the HR staff so that they could make more
strategic contribution to their organisation.

2009

Ruta, C. D.

HR portal alignment
for the creation and
development of
intellectual capital

The
International
Journal of
Human
Resource
Management

-Qualitative
-Case study
-SemiStructured
Interviews

The paper investigated if and how HR portal configuration
facilitates intellectual capital creation and development. The
case considered in the study confirm that HR portals, through
their easy access to a substantial amount of data, information
and knowledge, and through their characteristics of integration,
personalisation and interaction can be a strategic tool for HR
managers to perform their role in a more effective and efficient
way.

2010

Martin, G. and
Reddington, M.

Theorising the links
between e-HR and
strategic HRM: A
model

The
International
Journal of
Human
Resource
Management

-Qualitative
-Case study
-Interviews

A new theoretical framework linking HR strategy, e-HR
drivers, e-HR architecture, and e-HR outcomes was developed.
The e-HR architecture introduced in this paper is similar to the
already established ‘types of e-HRM’ but was further divided
into 3 dimensions. The important moderating variables linking
HR strategy to e-HR outcomes identified in this study were:
the competences and preferred style of HR departments, the
organisation and resources of the HR department, the
absorptive capacity of HR, their change models and
competences, and most importantly, user acceptance of the
technology by Line managers and employees.
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2011

Parry, E.

An examination of eHRM as a means to
increase the value of
the HR function

The
International
Journal of
Human
Resource
Management

-Quantitative
-Crosssectional
survey
-Structured
questionnaire

2011

Lin, L. H.

The
International
Journal of
Human
Resource
Management

-Quantitative
-Survey
-Structured
questionnaire

2012

Ruel, H. and
Van der Kaap,
H.

Electronic Human
Resource Management
and Organisational
Innovation: The roles
of Information
Technology and
Virtual organisational
structure
E-HRM usage and
value creation: Does a
facilitating context
matter?

German Journal
of Research in
Human
Resource
Management

-Quantitative
-Survey
-Structured
questionnaire

2013

Bondarouk, T.
and Ruel, H.

The Strategic Value of
e-HRM: Results from
an exploratory study in
a governmental
organisation

The
International
Journal of
Human
Resource
Management

-Mixed
Method
-Case study
a) survey
b) Face-to-face
semi
structured
interviews
c) focus
groups
d)document
analysis

The potential use of e-HRM to increase the value of the HR
function was examined using the Resource-Based view (RBV).
Research findings suggest that e-HRM may help HR to
increase its value by becoming more strategic, but no evidence
of cost savings due to reductions in HR headcount was found.
The paper concludes that organisations are using e-HRM as a
means to redeploy HR professionals from transactional work to
more strategic and value adding activities.
IT adoption and virtual organisation adoption are the two
cornerstones for e-HRM. The paper argued that the adoption of
IT by HRM can allow organisations to facilitate employee
creativity, which can be transformed into organisational
innovation. This can help businesses establish and maintain
competitive advantage. The study demonstrates that IT and VO
structure adoptions positively moderate the relationship
between employees’ creativity and organisational innovation.
The paper states that organisations are introducing e-HRM
based on the expectation that it would create value. In
undertaking their study on the ‘value potential of e-HRM’
based on ‘HRM effectiveness and efficiency’ and ‘service
quality’, the authors find that ‘e-HRM usage’ in line with the
system’s intended purpose and contextual factors facilitating eHRM usage are positively related to ‘HRM value creation’.
The strategic value of e-HRM is explored using two generally
acclaimed strategic advantages of e-HRM:
1) The changing role of the human resource function
towards becoming a business partner, and
2) The increasing time available for strategic HR issues.
The findings suggest that these strategic advantages are not
convincingly realised and e-HRM alone is not sufficient to
enable the HR function to create dynamic and operational
capabilities.
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2013

Schalk, R.,
Timmerman, V.
and van de
Heuvel, S.

How strategic
considerations
influence decision
making on e-HRM
applications

Human
Resource
Management
Review

-Qualitative
-Case studies
-SemiStructured
Interviews

The paper examined how strategic considerations which
influence decision-making processes around the introduction
of e-HRM technologies in three case studies. The case studies
show that when specific business drivers are absent from the
decision-making process, the main role of e-HRM becomes the
provision of an infrastructure with a focus on preventing
dissatisfaction. For e-HRM to be used in a more strategic way,
the paper suggests that business and HRM strategies should be
aligned.

2014

Strohmeier, S.
and Kabst, R.

Configurations of eHRM: An empirical
exploration

Employee
Relations

-Secondary
data
-Quantitative
-Survey
-Questionnaire

2014

Tansley, C.,
Kirk, S.,
Williams, H.
and Barton, H.

Tipping the Scales:
Ambidexterity
practices on e-HRM
projects

Employee
Relations

-Qualitative
-Case study
-Semistructured
interviews

2014

Wahyudi, E. and
Park, S. M.

Unveiling the value
creation process of
electronic Human
Resource
Management: An
Indonesian Case

Public Personnel -Mixed
Management
Methods
-Case study
-Questionnaire
-Interviews

The paper explored ‘types, contexts and consequences’ of eHRM to a get a deeper understanding of the reasons, kinds and
success of different types of e-HRM. Three configurations of
e-HRM were identified which include: ‘the non-users’ (i.e.
organisations that do not employ e-functions), ‘operational
users’ (i.e. organisations that employ e-functions) and the
‘power users’ (i.e. organisations that make full use of
operational, relational and transformational e-HRM). Types of
e-HRM were noted to be related to the organisational context
in terms of its size. While the ‘power user’ configuration was
seen to have greater e-HRM success.
The paper examined and conceptualised the ways a balance
can be achieved between optimising efficiency and
effectiveness of e-HRM and enabling innovation to occur
during the system implementation. As an intra-organisational
capability, ‘ambidexterity’ was found to be derived from a
simultaneous interplay and balancing of dual capabilities (i.e.
e-HRM exploitation and exploration).
The paper provided both insight and empirical evidence on the
success enabler of e-HRM acceptance and e-HRM value
creation in the Public sector. Using TAM and Transformational
Leadership theory in the context of e-HRM value creation. It
finds e-HRM usage to be a strong predictor of perceived
human resource (HR) service quality, but not a predictor of the
creation of a strategic role for the HRM function.
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2015

Marler, J. H.
and Parry, E.

Human resource
management, strategic
involvement and eHRM technology

The
International
Journal of
Human
Resource
Management

-Secondary
data
-Quantitative
-Questionnaire

The paper began with a simple question and theoretical debate
by asking the question: Is technological transformation a
precursor of strategic HR as some suggest, or is information
technology simply a tool to execute strategic decisions, in
which case HR strategy precedes the deployment of e-HRM?
The study finds and shows that strategic HR involvement and
greater e-HRM capability are both directly and reciprocally
related, supporting both theoretical perspectives, but also
showing each is not mutually exclusive.

Literature Review/ Conceptual Papers
Year
Author
1989 Legge, K.

Title
Information Technology: Personnel
Management’s lost opportunity

Journal
Personnel
Review

1990

Human Resource Evaluation for the
1990s and the Workforce

Journal of
Organisational
Change
Management

Steinhaus, S. D.
and Morris, G.
W.

Contents
The potential impact of IT on organisational issues which concern
the HR function directly was analysed. The nature of HR’s
involvement in IT implementation and their use of IT in
developing and carrying out their own range of activities was also
analysed.
The article discusses HR evaluation as it relates to placement and
development of employees using integrated e-HRM systems, as a
more effective way of enabling HR to effectively match
individuals continuously to jobs and provide them with targeted
development guidelines. This way HR can add value to the firm
through the ways that would allow organisations to make
maximum use of each employee. Thus, the paper suggests the use
of an integrated e-HRM system which is able to streamline
recruitment, selection, placement, training, performance
management, compensation, career development and retraining as
a way to achieve this.
362 | P a g e

1995

Martinsons, M.
G.

Knowledge-based Systems leverage
human resource management expertise

International
Journal of
Manpower

The paper critically examines the potential use of knowledgebased systems (KBSs) for HRM. KBSs have been acknowledged
to enable the HR function deliver higher quality outputs which
results in increased customer satisfaction. These systems also
allow HRM professionals to perform higher value activities and
new or improved services. In effect, HR managers can use this
technology to leverage professional expertise, customise their
services, increase their services and increase their value to the
organisation.

1996

Kinnie, N. J.
and Arthurs, A.
J.

Personnel Specialists’ advanced use of
Information technology: Evidence and
explanations

Personnel
Review

The potential to use IT by Personnel specialists was noted to
remain unfulfilled at the time of this paper’s publication.
However, most uses were concerned with transaction processing,
reporting and tracking. Very few ‘expert systems’ or ‘decision
support systems’ were in use by Personnel specialists. The
dominance of ‘transactional applications’ inferred that the
Personnel specialists were able to use IT to contribute to the
achievement of the HRM competitive goal of ‘cost reduction’. At
the same time, the relative absence of ‘expert systems’ and
‘decision support systems’ also implied that the Personnel
specialists were unlikely to contribute to the service improvements
and innovation goals through the use of IT.

1998

Houtzagers, G.

Business models for the Human
Resource discipline: A key instrument
for selection, implementation and
optimising your HRM system

Empowerment
in
Organisations

A model for the implementation and optimisation of a HRM
system was presented.

1998

Lepak, D. P. and Virtual HR: Strategic Human Resource
Snell, S. A.
Management in the 21st Century

Human
Resource
Management
Review

HR services which can be influenced by IT to meet the pressures
placed on it were categorised into: operational, relational, and
transformational aspects of HR. Virtual HR was stated to present a
great opportunity to meet these HR needs through outsourcing
peripheral HR activities, which gives firms the opportunity to
concentrate and develop their core competencies in order to
remain competitive and thrive in their industry.
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1999

Lim, E.

Human Resource development for the
information society

Asian
Libraries

The paper used four occupational categories identified by the
OECD, information producers, information processors,
information distributors and infrastructure providers to explore the
state of the information economy of countries in the Asian Pacific
Region.

2000

Karakanian, M.

Are human resource departments ready
for e-HR?

Information
Systems
Management

2003

Gebauer, M.

Information Systems on Human
Capital in Service Sector organisations

New Library
World

The paper emphasises that HR should optimise the use of all
available technology to support and help accomplish business
goals. Examples of the benefits of internet-enabled HR technology
to the HR function were listed. At the same time, issues related to
threats to using internet technology such as, security, access rules,
etc., were pointed out as issues which should be considered before
e-HRM applications are adopted in firms.
Human Resource Accounting (HRA) was explained to be
increasingly important in organisations. However, data acquisition
and evaluation continue to hinder research in HRA. At the same
time, the methods of HRA have become so complex that only few
people have the necessary skills/qualification to execute this.
Nonetheless, in today’s computerised world information systems
will help in solving the data acquisition and evaluation problems.

2003

Mayfeild, M.,
Mayfeild, J. and
Lunce, S.

Human Resource Information
Systems: A Review and Model
Development

ACR

A human resource information system (HRIS) model is presented,
to provide a comprehensive framework that advances HRIS
research.

2006

Lengnick-Hall,
C. A. and
Lengnick-Hall,
M. L.

HR, ERP, and Knowledge for
Competitive Advantage

Human
Resource
Management

ERP systems offer the means to co-ordinate complicated
multifaceted operations and create new opportunities for
competitive advantage. Competitive capabilities arise from a
firm’s ability to transform its technology and operating systems to
conform to new insights and subsequent changes in the social
system. Organisations that intend to use ERP as a basis for
competitive action need to reorient their HRM activities, so that
HR plays a crucial role in enhancing their structural, relational and
cognitive social capital.
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2006

Stone, D. L.,
Stone-Romero,
E. F. and
Lukaszewski, K.

Factors affecting the acceptance and
effectiveness of electronic Human
Resource Systems

Human
Resource
Management
Review

The use of the internet has enabled organisations to become more
collaborative, connected and responsive to the changing needs of
the workforce. Although e-HRM systems can be functional for
both organisations and individuals, the systems can also cause a
number of dysfunctional consequences. The authors develop a
model that theorizes and models HRM drivers, intervening factors
and consequences to the employees and their organisation.

2007

Masrek, M. N.,
Karim, N. S. A.
and Hussein, R.

Antecedents and impact of intranet
utilisation: A conceptual framework

Journal of
Information
Technology
Impact

Realising the importance of knowledge sharing, many
organisations have deployed or exploited the use of the ‘intranet’
as part of their knowledge management initiatives. To aid the
study of the impact of intranets in organisations, a conceptual
framework for studying intranet utilisation was developed.

2007

Strohmeier, S.

Research in e-HRM: Review and
Implications

Human
Resource
Management
Review

2007

Fujimoto, Y.,
Bahfen, N. and
Fermelis, J.

The global village: Online crosscultural communication and HRM

Cross Cultural
Management:
An
International
Journal

2009

Strohmeier, S.

Concepts of e-HRM consequences: A
categorisation, a review and suggestion

The
International
Journal of
Human
Resource
Management

The paper reviewed current empirical work in e-HRM. Theories,
empirical methods employed in e-HRM research, the chosen
levels of analysis, the topics examined and study findings were
analysed. Based on the review, a major implication for future
advancement of e-HRM research suggested involves the need for
theoretical grounding in the field because it is a central condition
for any progress in the field.
Cultures were categorised as those promoting ‘individualism’where individuals are separate to the whole or ‘collectivism’where individuals are defined by the social contexts to which they
belong. These factors were identified to lead to negative outcomes
(such as, increased cost and reduced productivity) for
organisations when using online communication systems across
countries/ cultures if not properly managed.
The concept of information systems consequences in HRM were
categorised, reviewed and suggestions for future research focused
on the consequences of e-HRM were suggested.
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2009

Bondarouk, T.
V. and Ruel, H.
J. M.

Electronic Human Resource
Management: Challenges in the digital
era

The
International
Journal of
Human
Resource
Management

The need for an e-HRM definition which embodies the adoption,
the content, the e-HRM users, and the value-adding potential of eHRM (consequences) in organisations is emphasised as the
appropriate way to provide a definition of e-HRM. Linked to this,
a consensual definition was proposed, so that e-HRM researchers
can have a consistency in the understanding of the concept of eHRM.

2009

Martin, R. and
Reddington, M.

Reconceptualising absorptive capacity
to explain the e-enablement of the HR
function (e-HR) in organisations

Employee
Relations

The notion of absorptive capacity (ACAP) is applied to explain
some of the problems faced in moving from face-to-face HR to a
technology mediated model.

2009

Marler, J. H.

Making human resource strategic by
going to the Net: Reality or myth?

The
International
Journal of
Human
Resource
Management

The literature reviews the notion of e-HRM’s ability to make the
HR function more strategic. It concludes that although e-HRM has
the capability to be strategic, few will realise its potential to create
competitive advantage. As the true value-adding potential of eHRM may only be realised by a few HR managers who think
strategically before going to the NET.

2010

Srivastava, S. K. Shaping Organisations with e-HRM

International
Journal of
Innovation,
Management
and
Technology

E-HRM is seen as a way of carrying out HRM and a way of
thinking about and implementing HRM strategies, policies and
practices. It is also noted to have the ability to help organisations
to quickly mature their HR function and institutionalise bestpractice for long-term growth.

2010

Mundey, M.

Strategic HR
Review

The use of Learning Management Systems (LMS) with selfservice and e-learning functionalities helps to automate
administration of the L&D function. It also empowers employees
to take responsibility for their own learning requirements and
generate more accurate and timely reports. One of the significant
benefits and selling points of self-service capability is the control
it gives managers over the training of their teams.

Improving Competence and
Compliance through self-service and
e-learning development
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2010

Shani, A. and
Tesone, D. V.

Have Human Resource Information
Systems evolved into internal ecommerce?

Worldwide
Hospitality
and Tourism

Literature on the various advantages and challenges of HRIS was
reviewed. This paper focused on the use of HRIS in the hospitality
industry and demonstrates that HRIS technology has evolved from
administrative into a holistic communication system that
resembles those used in e-Commerce programmes.

2010

Jackson, L. A.

Enterprise Resource Planning Systems:
Revolutionising lodging human
resources management

Worldwide
Hospitality
and Tourism
Themes

ERP systems through streamlining of business processes and the
integration of data from multiple systems and sources can enable
organisations to attain competitive advantages. The HR module of
the ERP system is noted to enable organisations to efficiently and
effectively manage their HR function.

2011

Kashive, N.

Managing today’s workforce: Human
Resource Information System (HRIS),
Its challenges and Opportunities

International
Journal of
Research in
Finance &
Marketing

The paper compared the advantages and limitations of three
models of HRIS: Haines and Petit (1997) model; Watson-Wyatt
(2002) model and the Information-based model. The emergence of
e-HRM and its journey from administrative to strategic partner
role was also explored.

2012

Davoudi, S. M.
M. and Fartash,
K.

Electronic Human Resource
Management: New Avenues which
leads to Organisational success

Spectrum: A
Journal of
Multidisciplinary Research

The paper looked to clarify the important influences of e-HRM on
organisations. In effect, it notes that e-HRM is a new method of
managing human resources which will decrease organisational
costs, increase organisational efficiency, effectiveness and
productivity.

2012

Strohmeier, S.

Assembling a Big Mosaic- A Review
of recent Books on Electronic Human
Resource Management (e-HRM)

German
Journal of
Research in
Human
Resource
Management

Recent academic books on general e-HRM were reviewed in this
paper. From the review, it was observed that despite the increasing
number of books on e-HRM, it is still not easy to get the ‘big
picture’ of e-HRM.

367 | P a g e

2012

Markova, G.

Building dynamic capabilities: The
case of HRIS

Management
Research: The
Journal of the
IberoAmerican
Academy of
Management

This paper proposed that HRIS is a key factor in building dynamic
capabilities through fostering codification and dissemination of
path-dependent processes and assuring that an organisation is able
to repeat its successes. HRIS Specificity is introduced and it is
suggested that HRIS with higher specificity is more likely to carry
and disseminate unique bygones, allowing an organisation to
utilise its resources and gain competitive advantage.

2013

Meijerink, J.,
Bondarouk, T.
and Looise, J.K.

Value creation through HR shared
services: Towards a conceptual
framework

Personnel
Review

This paper focused on deriving a measure for the performance of
human resource shared service providers (HR SSPs), in order to
develop a theoretical framework that conceptualises their
performance. The authors suggest that the human capital of HR
SSPs has a direct effect on transformational HR value creation,
while their social and organisational capitals positively moderate
the relationship.

2013

Marler, J. H.
and Fisher, S. L.

An evidence-based review of e-HRM
and strategic human resource
management

Human
Resource
Management
Review

This paper examined the relationship between e-HRM and
strategic HRM. 40 e-HRM studies were reviewed from
publications between 1999- 2011 using integrative synthesis as
evidence-based methodology. The results reveal that theoretical
and empirical research in this field is still at an early stage. At the
same time, there was no empirical evidence showing that e-HRM
predicts strategic outcomes. As a result, more empirical studies on
e-HRM and strategic HRM outcomes at a macro level is needed.
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2013

Strohmeier, S.

Employee Relationship
Management: Realising
Competitive advantage
through information
technology?
Shared leadership in
Enterprise Resource Planning
and Human Resource
Management system
implementation

Human Resource
Management
Review

This paper attempts to clarify the concept of Employee
Relationship Management (ERM) based on the Customer
Relationship Management (CRM) concept that precedes it.

2013

Hoch, J. E. and
Dulebohn, J. H.

Human Resource
Management
Review

Implementation team who perform independent concurrent
tasks, communicate and collaborate both within and between
their teams are regarded as a critical success factor in ERP and
HRMS implementation projects. And shared leadership is seen
to represent a highly potential approach to enhance the
effectiveness of these teams. The paper therefore summarises the
background and the theory on shared leadership and describes its
application to ERP and HRMS implementation teams.

2013

Zafar, H.

Human Resource
Information Systems:
Information Security
Concerns for Organisations

Human Resource
Management
Review

This paper explores HRIS and e-HRM security by presenting
information security fundamentals and how they pertain to
organisations. A research model is presented along with
propositions that can guide future research.

2013

Stone, D. L. and
Dulebohn, J. H.

Emerging issues in theory
and research on electronic
human resource management
(e-HRM)

Human Resource
Management
Review

2015

Njoku, E. and Ebie, S.

Shaping Innovativeness and
Creativity with Electronic
Human Resource
Management (e-HRM):
Exploring a Conceptual
Framework

Knowledge
Management: An
International
Journal

This paper reviews the evolution of HRMS and e-HRM. It
provides an overview of the existing e-HRM literature and
introduces the articles in the special issue. Drawing from the
papers in the special issue, this paper reiterates that there is no
empirical evidence on e-HRM predicting strategic outcomes in
organisations.
This paper explores the relationship between e-HRM and an
organisation’s ability to become innovative and creative, and
develops a conceptual framework which shows possible
relationships that can predict this. Underpinned by a
combination of the dynamic capabilities, organisational learning
and knowledge management theories the proposed framework
developed aims to build a new understanding on how e-HRM
can contribute to creating competitive advantage and to
achieving sustainable business performance.
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APPENDIX 2: Summary of e-HRM value creation studies reviewed

Year

Author

2005

Dery, K. and
Wailes, N.

2008

Theoretical
Framework

Haines, V. Y. -Informationand Lafleur,
processing theory
G.

Method

Subjects

Variables and results

-Qualitative
-Case study
- Semi-Structured
Interviews

-Organisational
members: From
senior
management to
shop floor.

-Variables:
Dependent variable: HR strategic orientation.

-Quantitative
-Survey
-Structured
questionnaire

-Senior HR
executives at
leading
Canadian
Corporations.

-Variables:
Independent variable: IT usage; HR roles;
Dependent variable: HR effectiveness (technical effectiveness and
Strategic effectiveness)
Control variables: firm size; Union presence; Firm age.

-Results: e-HRM technology itself is not sufficient to facilitate the
move to a more strategic role for the HR function. Since the adoption
of e-HRM technology is seen as simply an enabler for that change to
take place but not sufficient for the change to take place.

-Results: The findings support a positive relationship between IT use
and greater involvement of HR in strategic HR roles of business
partner and change agent.
2008

Gainey, T.
W. and Klaas,
B. S.

-Quantitative
-Survey

-HR
professionals

-Variables:
Independent variable: The use of e-HR
Dependent variable: e-HRM outcomes
-Results: The study illustrates that the more technology is used to
provide HR services, the more respondents experienced cost
reductions, improved communication across the organisation, more
employee involvement in HR area and less reliance on HR staff, and
more HR involvement in strategic initiatives, as e-HRM freed the HR
staff so they could make more strategic contribution to their
organisation.
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2009

2010

Ruta, C. D.

Martin, G.
and
Reddington,
M.

-Strategic HRM
theory
-Contingency based
perspective
-Strategic alignment
model

-Qualitative
-Case study
-Semi- Structured
Interviews

-Miles and Snow’s
Prospector/Defender/
Analyser theoretical
framework

-Qualitative
-Case study
-Interviews

-Business
analysts,
associates and
managers.

-Variables:
Independent variable: HR portal alignment with HR strategy;
Dependent variable: Intellectual Capital creation and development.
-Results: The case considered in the study confirms that HR portals,
through their easy access to a substantial amount of data, information
and knowledge, and through their characteristics of integration,
personalisation and interaction can be a strategic tool for HR managers
in order to perform their role in a more effective and efficient way.

-Line managers
and employees

-Variables:
Moderating variable: HR strategy and policies
Independent variable: e-HR drivers (goals)
Mediating variable: e-HR architectures
Dependent variable: e-HRM outcomes
-Results: The important moderating variables linking HR strategy to eHRM outcomes identified in this study were: the competences and
preferred style of HR departments, the organisation and resources of
the HR department, the absorptive capacity of HR, their change models
and competences, and most importantly, user acceptance of the
technology by Line managers and employees. The authors conclude
that the expected e-HRM outcomes in an organisation are dependent
on the e-HRM architecture an organisation adopts and uses to deliver
their HR services.

2011

Parry, E.

-Resource Based
View

-Quantitative
-Cross-sectional
survey
-Structured
questionnaire

-Senior HR
managers

-Variables:
Control variables: organisational size; organisational age
Independent variables: Strategic involvement of HR; HR manager
experience, devolution to line management; HR outsourcing; employee
qualifications.
Dependent variables: e-HRM use; e-HRM sophistication;
-Results: Organisational size had a significant positive impact on eHRM sophistication and e-HRM use; devolution of line management
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2011

2012

Lin, L. H.

Ruel, H. and
Van der
Kaap, H.

-Resource Based
View

-Quantitative
-Survey
-Structured
-Dynamic capabilities questionnaire
theory

-Contingency
Perspective of MIS

-Quantitative
-Survey
-Structured
questionnaire

- General
managers and
employees

-Employees

had a significant negative effect on e-HRM sophistication; outsourcing
and e-HRM use were significantly positively related to e-HRM
sophistication; strategic involvement of HR had a positive effect on eHRM use; HR experience had a significant positive effect on e-HRM
use and e-HRM sophistication was significantly positively related to eHRM use. The research findings suggest that e-HRM may help HR to
increase its value by becoming more strategic, but no evidence of cost
savings due to reductions in HR headcount was found. The study
therefore concludes that organisations are using e-HRM as a means to
redeploy HR professionals from transactional work to more strategic
and value adding activities.
-Variables:
Moderating Variables: VO adoption, IT adoption;
Independent Variable: employee creativity,
Dependent variable: Innovation (process innovation; product
innovation).
Control variables: Top managers’ professionalism; employee training;
firm size; major competitors.
- Results: The study demonstrates that IT and VO structure adoptions
positively moderate the relationship between employees’ creativity and
organisational innovation.
-Variables:
Moderating Variables: Consistency of HR policy; HR technical
competence; data quality, facilitating conditions; overall HRM
facilities;
Independent Variables: e-HRM frequency and use, e-HRM
appropriation;
Dependent Variable: Overall value creation of the HR function
-Results: The result demonstrates that the higher the appropriation of
e-HRM applications and frequency of use, the greater the value created
for HRM. Thus, the study added evidence that the relationship between
e-HRM usage and value creation exists and it finds that e-HRM usage
in line with the system’s intended purpose and contextual factors
facilitating e-HRM usage are positively related to HRM value creation.
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2013

Bondarouk,
T. and Ruel,
H.

-Resource Based
View
- Dynamic
capabilities theory

2013

Schalk, R.,
-Strategic HRM
Timmerman,
theory
V. and van de
Heuvel, S.

-Mixed Method
-Case study
a) survey
b) Face-to-face
semi-structured
interviews
c) Focus groups
d) Document
analysis

-Employees

-Variables:

-HR
professionals

Independent Variables: Usage of e-HRM; HRM roles

-Line managers

-Results: The result indicates that the strategic advantages of e-HRM
might arise if certain conditions are met, such as, integrating all the
modules of e-HRM and all the information systems across the various
departments in an organisation. Overall, the findings suggest that the
two acclaimed strategic advantages of changing the role of the HR
function towards becoming a business partner and increasing the time
available for strategic HR issues expected of e-HRM are not
convincingly realised.

-Qualitative
-Case studies
-Semi-Structured
Interviews

- HR
employment
affairs director

-IT specialists

- HR Service
Centre manager
- e-HRM Project
manager
-SAP
Competence
Centre manager

2014

Strohmeier,
S. and Kabst,
R.

-A Configurational
e-HRM
approach

-Secondary data
-Quantitative
-Survey
-Questionnaire

-Senior HR
managers

Dependent Variable: Time spent on HR activities

Variables:
Independent variables: the role of HR deliverables; business drivers of
an organisation;
Dependent variable: People trends in the strategic decision- making
process relating to e-HRM.
-Results: The link between e-HRM and specific strategic HR
deliverables and business drivers was weak in one case. Although not a
dominant business driver, decreasing costs for e-HRM implementation
was observed as the main HR deliverable in one of the organisations
studied. As part of the conclusions, cost savings in the HR department
was the most prominent HR deliverable. Also, the important trends to
which the objectives of e-HRM were related to were: the positive image
among potential employees of the organisation as a modern employer,
the greater autonomy of employees and the new roles for HR.
Variables:
Moderating variable: Contexts of e-HRM configuration
Independent variable: Types of e-HRM configuration
Dependent variable: Consequences of e-HRM configurations
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2014

2014

Tansley, C.,
Kirk, S.,
Williams, H.
and Barton, H

Wahyudi, E.
and Park, S.
M.

-Qualitative
-Case study
-Semi-structured
interviews

TAM;
Transformational
Leadership theory

Mixed Methods
-Case study
-Questionnaires
-Interviews

-e-HRM
manager;
-Personnel
connected to
e-HRM through
their work

- Employees

Results: The results show that three configurations of e-HRM - "nonusers", "operational users" and "power users" exist. And all three
configurations markedly contribute to organisational success, whereas
the "power user"-configuration exceeds the other configurations.
Variables:
Independent variable: e-HRM implementation
Mediating variable: Ambidexterity
Dependent variable: Strategic HRM developments
Results: As an intra-organisational capability, ‘ambidexterity’ is found
to derive from the simultaneous interplay and balancing of dual
capabilities: exploitation and exploration. e-HRM exploitation concerns
the capability to generate new knowledge with innovatory effects,
created through the everyday practices performed by practitioners at all
levels in the organisation. e-HRM exploration, rather than being a
purposeful act, was found to be an accidental consequence of engaging
in exploitation to maintain the status quo.
Variables:
Independent variable: User acceptance factors
Mediating variable: Technology and e-HRM acceptance
Dependent variable: HRM value creation (Strategic role for HR
function and Perceived HR service quality)
Results: The findings reveal that PU has a direct significant relationship
with e-HRM usage. This finding refers to the fact that employees use eHRM for the benefits it provides in dealing with HR-related activities.
However, PEOU was found to be less important than the expectation of
having a critical significant relationship between e-HRM usage and a
strategic shift of the HR function.

2015

Marler, J. H.
and Parry, E.

-Technology primacy
theory
- Strategic primacy
theory

-Secondary data
-Quantitative
-Questionnaire

-HR Directors

Variables:
Independent variable: e-HRM Capability
Dependent variable: HR Strategic Involvement
Control variable: Organisational size
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Results: The study finds and shows that strategic HR involvement and
greater e-HRM capability are both directly and reciprocally related
supporting both theoretical perspective, but also showing that each is
not mutually exclusive.
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Theoretical Perspectives used in e-HRM studies
Theme
e-HRM
adoption

Authors

Theoretical Perspectives

Eddy et al. (1999)

• Reactive process theories of procedural fairness (Greenberg,
1987)
• Strategic exchange perspectives (Watson, 1994)

Tansley and Watson
(2000)
Ruel et al. (2004)

Ruta (2005)

Florkowski and
Olivas-Lujan (2006)
Zhang and Wang
(2006)

• Diffusion of Innovation (DTI) theory (Rogers, 1983)

Voermans and van
Veldhoven (2007)

• Ulrich’s (1997) HR roles
• Technology Acceptance model (TAM) (Davis, 1989; Davis et
al., 1989)
• Technology Acceptance model (TAM) (Davis, 1989; Davis et
al., 1989)
• Unified Theory of acceptance and use of Technology
(UTAUT) (Venkatesh et al., 2003)
• Theory of Reasoned Action (Fishbein and Ajzen, 1975)
• Theory of Planned Behaviour (Mathieson, 1991)

Maskrek et al. (2007)

Marler et al. (2009)

• Strategic HRM theory (Fombrun et al., 1984; Wright and
McMahan, 1992)

Martin and
Reddington (2009)
Strohmeier and Kabst
(2009)
Hosvani and
Ramezan (2010)

• Absorptive capacity for e-HR (ACAP for e-HR) (Jansen et al.,
2005)
• Universalism/Best practise model of HRM
• Contextualism (Brewster, 1996 2006)
• Technology Acceptance model (TAM) (Davis, 1989; Davis et
al., 1989)
• The model of IS success (DeLone and McLean, 2003)

Panayotopoulou et al.
(2010)
Heikkila and Smale
(2011)
Yusoff et al. (2011)

• Collectivism theory of national culture (Hofstede, 1980)

Troshani et al. (2011)
Beulen (2009)
e-HRM
functionality

• Lepak and Snell’s (1998) approach to HRM activities
• Beer et al.’s (1984) idea of HRM outcome
• Beer et al.’s (1984) approach to HRM policy choices
• Change Management theories
• Unified Theory of acceptance and use of Technology
(UTAUT) (Venkatesh et al., 2003)

Zafar et al. (2010)

Girard and Fallery
(2010)
Chae et al. (2011)

• Unified Theory of acceptance and use of Technology
(UTAUT) (Venkatesh et al., 2003)
• Ulrich’s (1997) HR roles
• Technology Acceptance model (TAM) (Davis, 1989; Davis et
al., 1989)
• Innovation configuration theory (Fichman, 2004)
• Knowledge based systems in HRM (Martinsons, 1997)
• HRM literature on Staff retention
• Strategic HRM theory (Wright and McMahan, 1992)
• Lepak and Snell’s (1998) approach to HRM activities
• Technology Acceptance model (TAM) (Davis, 1989; Davis et
al., 1989)
• Resource based theory (RBV) (Barney, 1991)
• Social network theory (Granovetter, 1973)
• Social capital theory (Bourdieu, 1986)
• Organisational institutionalism (DiMaggio and Powell, 1983;
Greenwood et al., 2008)
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Impact on the
HR function

Impact on HR
Effectiveness

Wahrenburg et al.
(2006)
Alleyne et al. (2007)
Granger and Levine
(2010)
Sheehan and Cooper
(2011)
Ruel et al. (2007)
Sanayei and Mirzaei
(2008)

• Technology Acceptance model (TAM) (Davis, 1989; Davis et
al., 1989)
• E-HRM model (Ruel et al., 2004)

Delmotte and Sels
(2008)

• Transaction cost theory (Williamson, 1996)
• Resource based theory (RBV) (Barney, 1991)

Bondarouk et al.
(2009a)

• Technology Acceptance model (TAM) (Davis, 1989; Davis et
al., 1989)
• Strategic and technical HRM effectiveness (Huselid et al.,
1997)
• Lepak and Snell’s (1998) approach to HRM activities

Parry and Tyson
(2010)
Boling et al. (2011)
Kassim et al. (2012)

Value Creation

• Transaction cost theory (Williamson, 1996)
• Resource based theory (RBV) (Barney, 1991)
• Principal agent theory (Mitnick, 1986)
• Role theory (Katz and Kahn, 1978)
• Learner-controlled e-learning based on Active Learning
approach (Kinzie and Sullivan, 1989)
• Transaction cost theory (Williamson, 1996)

• The HR transformation and Shared services theory (Ulrich,
1995)
• Diffusion of Innovation (DTI) theory (Rogers, 1983)
• Automation, Information and Transformation framework of
IT impact (Remenyi et al., 1991; Zuboff, 1988)

Haines and Lafleur
(2008)

• Information-processing theory (Arrow, 1973)

Ruta (2009)

• Strategic HRM theory (Fombrun et al, 1984; Wright and
McMahan, 1992)
• Contingency based perspective
• Strategic alignment model (Henderson and Ventrakaman,
1999)
• Miles and Snow’s Prospector/Defender/Analyser theoretical
framework (Miles and Snow et al., 2003)
• Dynamic capabilities theory (Grant, 1996a)
• Resource Based View (Barney, 1991)

Martin and
Reddington (2010)
Lin (2011)

Parry (2011)

• Resource Based View (Barney, 1991)

Ruel and van der
Kaap (2012)

• Contingency Perspective of MIS (Weill and Olson, 1987)

Schalk et al. (2013)

• Strategic HRM theory (Fombrun et al., 1984; Wright and
McMahan, 1992)

Bondarouk and Ruel
(2013)

• Dynamic capabilities theory (Teece and Pisano, 1994; Teece
et al., 1997)
• Resource Based View (Barney, 1991)

Strohmeier and Kabst
(2014)
Wahyudi et al.
(2015)

• A configurational e-HRM approach (Strohmeier and Kabst,
2014)
• Technology Acceptance Model (TAM) (Davis, 1989)
• Transformational Leadership theory (Bass, 1985)

Marler and Parry
(2015)

• Technology Primacy theory (Marler and Parry, 2015)
• Strategic Primacy theory (Marler and Parry, 2015)
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APPENDIX 4: Research Brief

My name is Esther Njoku and I am currently studying for the degree of Doctor of Philosophy at the
South Wales Business School at the University of South Wales, UK. This involves a research study and
I will shortly be commencing research for my thesis which will be on "An analysis of the contribution
of e-HRM to sustaining business performance". E-HRM in this study refers to the use of technology,
particularly, the use of integrated HR software to undertake HR activities in organisations, which
includes email communication, intranet communication, online training, etc.
This research will involve an exploration of the contribution of e-HRM to sustaining business
performance from the point of view of HR professionals and Line managers’ in Public sector
organisations in South Wales, UK. At the end of this study, I aim to use the results to contribute to the
analysis and explanations of the research topic.
This research is subject to the ethical standards set out by the University of South Wales; full details
are available if required. Organisations and individuals participating in this research will remain
anonymous, as the information collected for this research will be collected anonymously and used in
an aggregated form only for the purpose of this research.
The data collection will involve the use of emails to send out details about the research and a hard
copy of the research questionnaire will be sent out to HR professionals and Line managers who agree
to participate in this study. Additionally, a few semi-structured interviews will be conducted with some
Senior HR Managers and some Line managers. Your organisation is being invited to take part in this
study as your participation will be very helpful to the completion of my degree programme.
If you have any questions regarding the research, please let me know. I will appreciate all the help you
will give during this research. Thank you very much.

Esther Njoku,
PhD Student,
H331,
South Wales Business School,
University of South Wales, Treforest Campus,
CF37 1DL.
Email: esther.njoku@southwales.ac.uk
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APPENDIX 5: Covering Letter for the Pilot study
My name is Esther Njoku and I am currently studying for the degree of Doctor of Philosophy at the
South Wales Business School at the University of South Wales. This involves a research study. I will
shortly be commencing research for my thesis which will be on "An analysis of the contribution of eHRM to sustaining business performance". E-HRM in this study refers to the use of technology,
particularly the of integrated HR software to undertake HR activities in organisations.
This research will involve an exploration of the contribution of e-HRM to sustaining business
performance from the point of view of HR professionals and Line managers’ in Public sector
organisations in South Wales. I aim to use the results of the study to contribute to the analysis and
explanations of the research topic.
The data collection will involve the use of emails to send out details about the research and a research
questionnaire. At this stage, a few HR professionals and Line managers are needed to help me
complete the research questionnaire for the pilot-study. This is aimed to find out the suitability of the
questionnaire for my research, how long it will take to complete, etc. You are being invited to take
part in this pilot-study as your participation will be very helpful to the completion of my degree
programme. If you have any questions regarding the research, please let me know.
I will appreciate all the help you will give during this research.
Thank you very much.

Esther Njoku,
PhD Student,
H331,
South Wales Business School,
University of South Wales, Treforest Campus,
CF37 1DL.
Email: esther.njoku@southwales.ac.uk
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APPENDIX 6: Covering Letter for the Main study
My name is Esther Njoku and I am currently studying for the degree of Doctor of Philosophy at
the South Wales Business School at the University of South Wales. This involves a research study
on the topic "An analysis of the contribution of e-HRM to sustaining business performance". EHRM in this study refers to the use of technology, particularly the use of integrated HR software
to undertake HR activities in organisations, which include online tools, such as- Atlas, Assyst, email
communication, intranet communication, civil service learning, etc. While sustaining business
performance in this study refers to attaining sustained performance improvements overtime.
This research will involve an exploration of the contribution of e-HRM to an organisation’s ability
to attain sustained performance improvements overtime, paying particular attention to the use
of e-HRM for performance management activities and for intra-firm communication. Individuals
participating in this research will remain anonymous, as the information collected will be collected
anonymously and used in an aggregated form only for the purpose of this research. ONS has
agreed to participate as a case study and at the end of this study; I aim to use the results to
contribute to the analysis and explanations of the research topic.
For this study, HR professionals and Line managers are needed to help complete this research
questionnaire which will take about 30 minutes to complete. You are being invited to take part in
this study as your participation will be very helpful to the completion of my degree programme.
It will be also helpful to have the completed forms returned by the (....). If you have any questions
regarding the research, please let me know. I will really appreciate all the help you will give during
this research.
Thank you very much.
Esther Njoku
PhD Student,
H331,
South Wales Business School,
University of South Wales, Treforest Campus,
CF37 1DL.
Email: esther.njoku@southwales.ac.uk
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Research Information for the study titled:
An analysis of the contribution of e-HRM to sustaining business performance

Researcher: Esther Njoku is doing a PhD programme in Business and Management Research,
particularly e-HRM research at the University of South Wales. Her research interest includes
HRM, knowledge management, information technology, information systems, organisational
capabilities and electronic human resource management (e-HRM) and the impact of e-HRM
on business performance.
Address: Faculty of Business and Society, South Wales Business School, University of
South Wales, CF37 1DL, UK.
Email: esther.njoku@southwales.ac.uk
Telephone number: +44(0)1443 482 678.

Supervisors:
Professor Hefin Rowlands
Dean of Research and Graduate Studies
South Wales Business School
Faculty of Business and Society
Treforest Campus
University of South Wales, CF37 1DL, UK.

Email: hefin.rowlands@southwales.ac.uk
Michael Murdoch
Senior Lecturer
South Wales Business School
Faculty of Business and Society
Treforest Campus
University of South Wales, CF37 1DL, UK.

Dr. Linda Evans
Head of School, Sports and Professional Practice
Faculty of Life Sciences and Education
Glyntaf Campus
University of South Wales, CF37 1DL, UK.
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Invitation to ONS to participate in the research
Introduction
The purpose of this Research Information document is to provide summary information of an
ongoing study titled: An analysis of the contribution of e-HRM to sustaining business
performance, which is the main research requirement for the completion of the researcher’s
PhD programme at the South Wales Business School of the University of South Wales,
Treforest Campus. It is a mixed method research which aims to explore the contribution of
electronic Human Resource Management (e-HRM) to sustaining business performance from
the point of view of HR professionals and Line managers in Public sector organisations in
South Wales, UK. In line with this, this document serves to invite the Office of National
Statistics (ONS) to take part.

Why has the Office of National Statistics (ONS) been chosen?
ONS has been chosen because it is a large Public Sector organisation which has one of its
locations in South Wales, UK and meets the objective of the research in exploring the use of
integrated HR software system (otherwise known as e-HRM) in a Public Sector organisation.

What will happen if ONS decides to take part?
Organisations and individuals participating in this research will remain anonymous, as the
information collected for this research will be used in an aggregated form and will only be used
for the purpose of this research. If ONS does decide to participate in this study, there will be
the need to have 3 HR professionals and 3 Line managers’ pre-test the research questionnaire.
The review of the pre-test of the questionnaire should only take 1-2 hours and we would aim
to complete this within 1-2 weeks. The main study will take place in two (2) stages. The first
stage will involve the completion of the questionnaire by some operational HR Professionals
and some Line managers which we aim to finish within 4 weeks. The questionnaire should take
around 25 minutes to complete. Stage two of the main study will only involve semi-structured
interviews with some HR managers and Line managers, who will be asked questions on their
views similar to the open-ended questions contained in part 1 of the questionnaire used in the
first stage of the study.
385 | P a g e

What are the possible benefits to the ONS?
The research will provide your organisation with evidence of the strength of the relationship
between the use of an integrated HR software system (e-HRM) and organisational
performance. Given that the conceptual model for this research will try to make this connection
through e-HRM’s support for effective performance management and effective intraorganisational HR communication, this research will also indicate the benefits of using e-HRM
for performance management activities and intra-organisational HR communication within
your organisation.

What will happen to the results of the research study?
The results will be written up as part of the researcher’s PhD thesis. Once the researcher has
completed it, ONS will be given a copy for its library. Otherwise ONS can obtain a copy from
the University of South Wales’ Library. Also, the researcher will present the findings at an
appropriate meeting within the ONS, if you so wish. The data from the thesis may also be used
in further academic publications and articles.

Thanks
I will like to thank you for agreeing to participate. Without your involvement, the study could
not take place.
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Research plan

Research Background:
Electronic human resource management (e-HRM) is the use of technology, particularly the use
of integrated HR software system to make available human resources-based information and to
undertake HR activities in organisations. Although the HR function is noted to be one of the
first to take advantage of technology in organisations (Ball, 2001; Panayotopoulou et al, 2007),
it has however been generally observed to be relatively late in adopting and exploiting the
internet in ways that creates competitive advantages in organisations (Foster, 2009). As
previous studies reveal that the HR function in many organisations have not realised the benefits
of achieving the HR transformational role of operating and contributing strategically in
organisations, a role e-HRM promises to provide (Tansley et al., 2001; Ruel et al., 2007).
At the same time, studies which have made attempts to analyse e-HRM’s link to business
performance have only produced conflicting and inconclusive results (Marler and Fisher, 2013;
Bondarouk and Ruel, 2013). As a result, it still remains unclear if e-HRM contributes to
business performance and if it does, the question remains: how can this be achieved? This has
implications for HR’s strategic contribution and the adoption and development of e-HRM
because without sufficient empirical evidence supporting how e-HRM affects organisational
performance, managers will have insufficient evidence to base their increased investment and
use of e-HRM applications.
This clearly calls for more research that provides an understanding of how e-HRM contributes
to organisational performance. More so, managing contemporary organisations in a dynamic
business environment which is characterised by temporary competitive advantages (Eisenhardt
and Santos, 2002), increases the need for the HR function to become agile in order to enable
organisations respond quickly and meet their changing goals and objectives. In line with this,
this present study seeks to explore the contribution of e-HRM to an organisation’s ability to
sustain its business performance from the point of view of HR professionals and Line managers
in the Public sector in South Wales, UK.
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Research Questions:
To contribute to the body of knowledge around the research issue within a dynamic business
environment, this study aims to provide answers for two key research questions, which include:
Question 1: How can e-HRM contribute to sustaining business performance?
Question 2: What key factors influence how e-HRM can contribute to sustaining business performance?

Research Method:
As part of the research design and as a way to achieve the research aim, this study will use the
principles of the Value Chain model by Michael Porter (1985) to explore whether the
expectation that e-HRM can contribute to sustaining business performance can be achieved.
Since this well-established Business strategy theory, is a basic tool for understanding the role
of technology in a firm’s competitive advantage and performance. Thus, this theoretical
framework will be adopted in this study to provide a theoretical basis for the understanding and
explanation of how e-HRM fits within the value chain of an organisation and contributes to the
competitive advantage and sustained business performance, based on the business value chain.
Again, as this study will be undertaken in a dynamic business environment, to understand how
e-HRM can contribute to sustaining business performance in this type of environment, the
Dynamic capabilities theory (Teece et al, 1997) will also adopted. The exploratory models
which have been developed for this study will therefore provide insights into how e-HRM’s
contribution to sustaining business performance is theorised in this study and it will guide the
data generation process.
Furthermore, as the researcher will be commencing the research shortly, the researcher has
already obtained ethical approval from the Research Committee of the University of South
Wales to undertake the study. And the research will be based on triangulation mixed methods
design, a type of research design in which different but complementary data will be collected
in the same research topic. Accordingly, the researcher will use questionnaires to concurrently
collect both qualitative and quantitative data for the first stage of the study. In staying true to
the Phenomenologist philosophical underpinning of the study and to give real depth to this
exploratory study, open-ended free response questions in the first part of the questionnaire will
allow an in-depth study of the phenomenon under investigation, since this part of the
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questionnaire will allow the research participants to explore their individual opinions about the
e-HRM technology implemented in your organisation. While the quantitative data collection
sections of the questionnaire will enable the study measure e-HRM’s link to sustaining business
performance and help to provide a comprehensive evidence for studying the research problem.
Following this stage of the data collection, the researcher aims to use semi-structured
interviews with some HR managers and some Line managers during a second-stage of this
study, to help this study piece together the understanding of e-HRM’s contribution to sustaining
business performance gathered using the questionnaire in stage 1 of the study.

Research Ethics:
This research is subject to the ethical standards set out by the University of South Wales; full
details are available if required.

Conclusions:
Although the HR function is noted to be one of the first to take advantage of technology in
organisations, it still remains unclear if using e-HRM contributes to business performance and
if it does, the question still remains: how can this be achieved? This has implications for HR’s
strategic contribution and the adoption and development of e-HRM in organisations. In line
with this, this present study aims to explore the contribution of e-HRM to sustaining business
performance from the point of view of HR professionals and Line managers in the Public sector
in South Wales, UK following a realist approach to social inquiry and a triangulation mixed
method approach for data collection and analysis. This will be done to provide some evidence
for the link between e-HRM and organisational performance.
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APPENDIX 8: Timeline for the study
Timeline for the study titled ‘An analysis of the contribution of e-HRM to sustaining business
performance’ in ONS between October 2014 – May 2015
Activity

Content
•

Collect
background
information

Dates

General background of the organisation’s history/age; service (s);

October 2014

clients; staffing; etc.
on

•

the organisation

Detailed information on the organisation’s implementation of its
integrated HR software system; including main driver for the
implementation of the system and presently observed benefits to
the

organisation,

as

well

as

barriers

to

its

successful

implementation.

Pilot- study

•

At this stage 3 HR professionals and 3 line managers will be

October 2014

needed to help complete the research questionnaire for the pilotstudy. This is aimed to find out the suitability of the questionnaire
for the main study, how long it will actually take to complete, etc.

Main Study

Stage 1: The data collection at this stage will involve the use of mixed-

November 2014

methods questionnaires which will be completed by HR professionals and
Line managers, in order to collect complementary data on the research topic
and to provide a comprehensive evidence for studying the research problem.

Stage 2:

Semi-structured interviews with some HR managers and

Subsequently

some Line managers will be conducted at this stage, this is aimed to help
this study piece together the understanding of e-HRM’s contribution to
sustaining business performance gathered using the questionnaires.

Opportunity to

•

discuss any

After the two stages of data collection any issues that require some

Subsequently

extra information on will be collected at this point.

issues that
require further
information from
the data

De-briefing

•

At the end of the research, the organisation and research

Subsequently

participants will be debriefed on the conclusions of the research.
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APPENDIX 9: Questionnaire for Pilot Study
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SECTION A: e-HRM and Value Creation
This section contains a set of open-ended questions. Please provide answers that best represent your
opinion on each question while remembering that e-HRM in this study refers to the use of
technology, particularly the use of integrated HR software to undertake HR activities in
organisations.
1.

In your opinion, does e-HRM allow the integration and consistency of HR information
within and across your organisation?
Yes

No

Please explain.
...............................................................................................................................................
...............................................................................................................................................
...............................................................................................................................................
...............................................................................................................................................

2. What type of HR activities does e-HRM support in your organisation? (Does it support
administrative HR activities, e.g. Payroll, employee records, etc., and/or strategic HR
activities, e.g. performance management, performance appraisal, training, etc.?)

...............................................................................................................................................
...............................................................................................................................................

3. Given that e-HRM includes the use of emails and organisational intranets to provide
interactive organisational communication, do you think e-HRM can be used as a tool to
achieve effective intra- organisational HR communication?
Yes

No

Please explain.
...............................................................................................................................................
...............................................................................................................................................
...............................................................................................................................................
..............................................................................................................................................
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4. Given that e-HRM includes online appraisal and online performance management tools, which
may enable line managers review past appraisals, prepare for up-coming appraisals, and
record employees’ information while conducting face-to-face appraisals. Do you think e-HRM
can be used as a tool to achieve effective performance management?
Yes

No

Please explain.
...............................................................................................................................................
...............................................................................................................................................
...............................................................................................................................................
..............................................................................................................................................

5. Given that e-HRM also includes online learning tools, do you think e-HRM can be used as a
tool to ensure staff have the knowledge, skills and confidence to effectively undertake their
role?
Yes

No

Please explain.
...............................................................................................................................................
...............................................................................................................................................
...............................................................................................................................................
..............................................................................................................................................

6a. In your opinion, can e-HRM be used to develop a change-ready workforce, i.e., people who
always have the knowledge, skills and confidence to enable your organisation meet its
changing needs?
Yes

No

Please give 3 reasons for your answer.
...............................................................................................................................................
...............................................................................................................................................
...............................................................................................................................................
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6b. Do you believe that having a change-ready workforce is dependent on the extent to which
employees are engaged with the organisation?
Yes

No

Please give 3 reasons for your answer.
...............................................................................................................................................
...............................................................................................................................................
...............................................................................................................................................

7. In what way do you think technology (i.e. e-HRM) might make a difference to people
management in your organisation?
.....................................................................................................................................................
.....................................................................................................................................................
.....................................................................................................................................................
...................................................................................................................................................

8. Do you think that using e-HRM for HR activities has increased, decreased, or had no effect
on HR’s contribution to your organisation’s performance?

Increased

Decreased

Had no effect

Why?
.....................................................................................................................................................
.....................................................................................................................................................
.....................................................................................................................................................
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9. In what 3 ways do you think e-HRM could improve HR’s contribution to business performance?
.....................................................................................................................................................
.....................................................................................................................................................
.....................................................................................................................................................

10. In trying to relate e-HRM to sustaining business performance, do you believe that e-HRM can
enable your organisation do any or all of the following:

-

Sustain the productive use of its resources, such as, time,
Human resources, material resources, etc.

Yes

No

-

Sustain its ability to create value for its customers

Yes

No

-

Sustain the ability of your organisation to deal with competition

Yes

No

11. Which of the following ways do you think e-HRM could be used to enable your organisation
to either sustain the productive use of its resources; sustain its ability to create value for its
customers; and/or sustain its ability to deal with competition?
-

By offering HR professionals more time to engage in Strategic
HRM activities?

Yes

No

-

By providing an effective performance management system?

Yes

No

-

By providing the means to achieve effective intraorganisational communication?

Yes

No

By supporting your organisation develop a change-ready
Workforce?

Yes

No

-

Please give reasons for your Yes answers:
.....................................................................................................................................................
.....................................................................................................................................................
.....................................................................................................................................................
....................................................................................................................................................
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12. In your opinion, how do you think e-HRM could contribute to your organisation’s ability to
sustain its performance?

.....................................................................................................................................................
.....................................................................................................................................................
.....................................................................................................................................................
.....................................................................................................................................................

13. What 3 key factors do you think could influence how e-HRM could contribute to sustaining
your organisation’s performance?

.................................................................................................................................................
.................................................................................................................................................
.................................................................................................................................................
.................................................................................................................................................

14. What 3 key factors do you think could be barriers to e-HRM’s contribution to sustaining
business performance?

.................................................................................................................................................
.................................................................................................................................................
.................................................................................................................................................
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SECTION B: e-HRM effectiveness
This section contains a set of closed questions. Please indicate your level of agreement with
the following statements using the scale below:
1
Strongly agree

2
Agree

3
Neither agree nor disagree

4
Disagree

5
Strongly disagree

HR strategic role:
1. E-HRM helps improve the quality of HR services
2.

2

3

1

2

3

4

1

2

3

4

E-HRM helps increase the time HR professionals
spend on strategic planning and strategic activities

3. E-HRM helps reduce the time HR professionals spend
on administrative activities
4.

1

1
E-HRM helps reduce the time HR professionals spend
supporting Line managers’ carryout their HR administrative task

5. E-HRM helps reduce the time HR professionals
Spend supporting employees’ carryout their HR
Administrative tasks
6. E-HRM has improved HR’s capability to support
Line managers’ carryout their people management
Activities

1

2

2

1

4

3

3

2

5
5
5

4

4

3

5

5

4

5

Line managers people management capability:
1. E-HRM provides Line managers with access to data
And information necessary to perform their HR activities
efficiently and effectively
2. E-HRM provides a better communication and flow of
information between Line managers and the people they
manage
3. E-HRM provides Line managers with information and
capabilities of the people they manage when they need
it

1

1

1

2

3

4

5

2

3

4

5

2

3

4

5
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4. E-HRM helps mangers to better manage the performance
of their staff

1

2

3

4

5

5. E-HRM reduces the administrative burden related to
people management activities for Line managers

1

2

3

4

5

6. E-HRM provides Line managers with the opportunity to
Develop their people management skills at their
Convenience through e- learning solutions

1

2

3

4

5

Effective performance management:
1. E-HRM brings greater clarity for employees regarding their
roles.

1

2

3

4

5

2. E-HRM helps clarify the strategic choices of this
organisation to employees and managers.

1

2

3

4

5

3. E-HRM helps to keep managers’ and employees’ attention
focused on the things that really matter to this organisation.

1

2

3

4

5

4. E-HRM helps managers and employees to become aware of
new business objectives as they are created.

1

2

3

4

5

5. E-HRM provides opportunities for continuous learning in
this organisation.

1

2

3

4

5

6. E-HRM makes employee information, capabilities
and development available for managerial Decision-making

1

2

3

4

5

7. E-HRM helps employees to always have the knowledge,
skills and ability to meet the changing needs of this
organisation.

1

2

3

4

5

8. E-HRM facilitates compliance and employees’ perception
of accountability and participation of this
organisation’s performance management process

1

2

3

4

5
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Effective communication:
1.

1

E-HRM provides accurate and timely information

2

3

4

5

2. E-HRM improves intra-organisational HR
communication

1

2

3

3. E-HRM improves the flow of new ideas in this
organisation

1

2

3

4

5

4. E-HRM helps to reduce variance in goal attainment
in this organisation

1

2

3

4

5

4

5

Change-ready workforce:
1. Using e-HRM for intra-organisational communication
and performance management helps employees to
have the knowledge, skills and confidence to support
this organisation to sustain its performance

1

2

3

4

5

Sustaining business Performance:
1. Using e-HRM makes it easier for employees
to use organisational resources more productively

1

2

2. Using e-HRM as a means of organisational information 1 2
and intra-organisational communication makes it easier for
Employees to provide products and services that customers value

3

4

5

3

4

5

3. Using e-HRM makes it difficult for competitors to
copy the products and services this organisation provides

1

2

3

4

5

4. Using e-HRM for intra-organisational communication

1

2

3

4

5

contributes to sustaining this organisation’s performance
5. Using e-HRM for people management activities
contributes to sustaining business performance

1

2

3

4

5

6. Using e-HRM for intra-organisational communication
has no impact on this organisation’s performance

1

2

3

4

5

7. Using e-HRM for performance management activities
has no impact on this organisation’s performance

1

2

3

4

5
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Section C: Overview of e-HRM
Please indicate your level of agreement with the following statements using the scale
below:
1
Strongly agree

2
Agree

3
Neither agree nor disagree

4
Disagree

5
Strongly disagree

1. I have access to a Personal Computer (PC) for e-HRM

1 2

3

4

5

2. Software applications are commonly used for day-to-day work in
this organisation

1 2

3

4

5

3.I generally find software applications easy to use

1

2

3

4

5

1

2

3

4

5

5. The information on e-HRM enables me to effectively carryout my
HR activities online

1

2

3

4

5

6. I use e-HRM to carry out my HR activities

1

2

3

4

5

7.I find e-HRM too complex to understand and use

1

2

3

8.I have concerns related to security issues associated with the use of
e-HRM

1 2

3

4

5

9. HR professionals are engaged in strategic HR activities in this
organisation

1

2

3

4

5

10. Line managers in this organisation engage in people management
activities

1

2

3

4

5

11. HR professionals in this organisation have the skills to work with
e-HRM

1

2

3

4

5

12. There is a clear relationship between all HR communications in
this organisation

1

2

3

4

5

13. I understand the benefit of e-HRM to this organisation

1 2

3

4

5

14. E-HRM contributes to the success of this organisation

1 2

3

4

5

4.I have received training to use e-HRM

4

5
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Demographic Details

Please Tick “X” in the box that best describes you:

1. Professional Group:
HR professional

Line manager

2. Age Group:
Under 25

25-34 years

35-44 years

55-64 years

65+ years

Prefer not to say

Male

Prefer not to say

45-54 years

3. Gender:
Female

4. How many years have you worked as either a HR professional or a line manager?
Less than 2 years

2-5 years

6-10 years

More than 10 years

5.How many people do you supervise?
Less than 2 people

2-5 people

More than 5 people

No one

6. How many years have you used e-HRM?
Less than 2yrs

2-5yrs

More than 5yrs

Never used e-HRM
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Feedback on the questionnaire
1. How long did it take to complete the questionnaire?
...........................................................................................

2. Did you understand all the questions?
Yes

No

3. Which questions did you think were not relevant for this study?
...........................................................................................

4. Is there any question(s) that you think should have been asked but was not included?
Yes

No

If yes, please state:
...............................................................................................
5. Are the three (3) measures of sustaining business performance used in question 10appropriate for this organisation?
Yes

No

If No, please indicate a more appropriate measure (s):
.....................................................................................................................................................
.................................................................................................................................................
6. What needs to be changed about the questionnaire?
.....................................................................................................................................................
.................................................................................................................................................

Thank you very much for your help with this research. Without your involvement, the study
could not take place.
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APPENDIX 10: Questionnaire for Main study
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SECTION A: e-HRM and Value Creation

This section contains a set of open-ended questions. Please provide answers that best represents your
opinion on each question while remembering that e-HRM in this study refers to the use of technology,
particularly the use of integrated HR software to undertake HR activities in organisations.

1. In your opinion, do you think e-HRM is used strategically (i.e. for strategic HR activities) in
this organisation?

Yes

No

Please can you explain?
........................................................................................................................................................
........................................................................................................................................................
........................................................................................................................................................
........................................................................................................................................................

2. Have you been involved in the strategic use of e-HRM?
Yes

No

If yes, please can you explain what that entailed?
........................................................................................................................................................
........................................................................................................................................................
........................................................................................................................................................
........................................................................................................................................................

3. Following the previous question, how did e-HRM help the process?
.........................................................................................................................................................
.........................................................................................................................................................
.........................................................................................................................................................

4. Please can you state what e-HRM allows people in this organisation do that they could not
previously do before its implementation?

Yes

No

.........................................................................................................................................................
.........................................................................................................................................................
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5. Thinking about the use of e-HRM as a means of communication in this organisation, do you think
it can be used as a tool to achieve good intra- organisational communication?

Please explain.
........................................................................................................................................................
........................................................................................................................................................
........................................................................................................................................................
........................................................................................................................................................

6. Do you think using e-HRM for intra- organisational communication helps to provide members of
staff with timely and relevant information that can enable them meet the strategic objectives of
this organisation?
Yes

No

Please explain.
........................................................................................................................................................
........................................................................................................................................................
........................................................................................................................................................
........................................................................................................................................................

7. Do you also think that using e-HRM for intra- organisational communication makes a difference
to the performance of this organisation?
Yes

No

Please explain?
........................................................................................................................................................
........................................................................................................................................................
........................................................................................................................................................
........................................................................................................................................................
........................................................................................................................................................
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8. Thinking about the use of e-HRM to conduct performance management activities, do you think
e-HRM makes a difference to the performance management process in this organisation?
Yes

No

Please explain?
........................................................................................................................................................
........................................................................................................................................................
........................................................................................................................................................
........................................................................................................................................................
........................................................................................................................................................

9.

Do you also think that using e-HRM for performance management activities makes a difference
to achieving performance improvements in this organisation?
Yes

No

Please explain?
........................................................................................................................................................
........................................................................................................................................................
........................................................................................................................................................
........................................................................................................................................................

10. Do you think that using e-HRM to conduct performance management activities in this
organisation can help managers monitor and ensure that their staff are able to meet the
strategic objectives of this organisation?
Yes

No

Why?
......................................................................................................................................................
......................................................................................................................................................
......................................................................................................................................................
......................................................................................................................................................
......................................................................................................................................................
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11. In what way(s) do you think e-HRM can be used to help this organisation have people who
possess the relevant information, the competence and confidence to always enable it meet its
strategic objectives?

..........................................................................................................................................................
..........................................................................................................................................................
..........................................................................................................................................................
..........................................................................................................................................................
..........................................................................................................................................................

12. Overall, do you think that using e-HRM for HR activities has increased, decreased, or had no
effect on HR’s contribution to this organisation’s performance?

Increased

Decreased

Had no effect

Why?
.............................................................................................................................................................
.............................................................................................................................................................
.............................................................................................................................................................
.............................................................................................................................................................
.............................................................................................................................................................

13. In what ways do you think e-HRM could be used to help HR contribute to this organisation’s
performance?
.............................................................................................................................................................
.............................................................................................................................................................
.............................................................................................................................................................
.............................................................................................................................................................
.............................................................................................................................................................
.............................................................................................................................................................
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14. Thinking about sustained performance improvements, do you think e-HRM can contribute to
this organisations’ ability to attain sustained performance improvements?
Yes

No

If yes, how do you think e-HRM can be used to achieve this?
..........................................................................................................................................................
..........................................................................................................................................................
..........................................................................................................................................................
..........................................................................................................................................................

15. In trying to relate e-HRM to attaining sustained performance improvements, do you believe that
e-HRM enables this organisation do any or all of the following:

-

Sustain the productive use of its resources, such as, time,
Human resources, material resources, etc.

Yes

No

-

Sustain its ability to create value for its customers

Yes

No

-

Sustain the ability of your organisation to deal with competition

Yes

No

16. Which of the following ways do you think e-HRM could be used to enable this organisation attain
sustained performance improvements?

-

By offering HR professionals more time to engage in Strategic
HRM activities?

Yes

No

-

By providing an effective performance management system?

Yes

No

-

By providing a means to attain good intra-organisational
communication?

Yes

No

-

By capturing corporate HR information for managerialdecision making?

Yes

No
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Please give reasons for your Yes answers:
..........................................................................................................................................................
..........................................................................................................................................................
..........................................................................................................................................................
..........................................................................................................................................................
..........................................................................................................................................................

17. Thinking about the possible barriers to e-HRM’s effectiveness, what key factors do you think can
help e-HRM contribute to this organisation’s ability to attain sustained performance
improvements?
......................................................................................................................................................
......................................................................................................................................................
......................................................................................................................................................
......................................................................................................................................................
.....................................................................................................................................................

18. Also, what key factors do you think can hinder or prevent e-HRM from contributing to this
organisation’s ability to sustain its performance improvements?

......................................................................................................................................................
......................................................................................................................................................
......................................................................................................................................................
......................................................................................................................................................
......................................................................................................................................................
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SECTION B: e-HRM effectiveness
This section contains a set of closed questions. Please indicate your level of agreement with the
following statements using the scale below:
1
Strongly agree

2
Agree

3
Disagree

4
Strongly disagree

HR strategic role:
1. E-HRM helps to improve the quality of HR services.

1

2. E-HRM helps to improve the quality of Corporate HR
information for managerial decision-making.

1

2

3

4

3.

1

2

3

4

4. E-HRM helps to increase the time HR professionals spend
on strategic planning and strategic activities.

1

2

3

4

5.

E-HRM helps to reduce the time HR professionals spend
supporting Line managers’ carryout their HR
administrative tasks.

1

2

3

4

6.

E-HRM helps to reduce the time HR professionals
Spend supporting employees’ carryout their HR
administrative tasks.

3

4

E-HRM helps to reduce the time HR professionals spend
on administrative activities.

7. E-HRM has improved HR’s capability to support
Line managers; carryout their people management
activities.

2

1

3

2

1

4

2

3

4

Line managers people management capability:
1. E-HRM provides Line managers with online access to data
and information necessary to perform their HR activities
efficiently and effectively.
2. E-HRM provides better communication and flow of
information between Line managers and the people they
manage.
3. E-HRM provides Line managers with information, capabilities
and development of the people they manage whenever they
need it.

1

1

2

3

4

2

1

2

1

2

3
3

3

4
4

4
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4. E-HRM improves the way managers monitor and manage the
performance of their staff.
5. E-HRM reduces the administrative burden related to people
management activities for Line managers.
6. E-HRM provides Line managers with the opportunity to
develop their people management skills at their
convenience through e- learning solutions.

1

2

3

4

1

2

3

4

Performance Management:
1. E-HRM is a good data gathering tool for the various Performance
management activities in this organisation.

1

2

3

4

2. E-HRM helps to provide greater clarity for employees regarding
their roles.

1

2

3

4

3. E-HRM helps to clarify the strategic choices of this organisation to
employees and managers.

1

2

3

4

4. E-HRM helps to keep managers’ and employees’ attention
focused on the things that really matter to this organisation.

1

2

3

4

5. E-HRM helps managers and employees to become aware of new
business objectives as they are created.

1

2

3

4

6. E-HRM’s e-learning solutions provide opportunities
continuous training and development in this organisation.

1

for

7. E-HRM makes employee information, capabilities
and development available for managerial Decision-making.

2

1

3
2

4
3

4

Intra-firm communication:
1. E-HRM provides accurate and timely information in this
organisation.

1

2

3

4

2. E-HRM improves the flow of new ideas in this organisation.

1

2

3

4

3. E-HRM helps to reduce variance in goal attainment.

1

3

4

2
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Strategic HR effectiveness:
1. Using e-HRM for intra-organisational communication improves
HR’s ability to contribute to this organisation’s performance.

1

2

3

4

2. Using e-HRM for performance management activities improves
HR’s ability to contribute to this organisation’s performance.

1

2

3

4

1. Using e- HRM makes it easier for this organisation
to use its resources more productively.

1

2

3

4

2. Using e- HRM for intra-organisational communication makes
it easier for this organisation to provide products and services
that customers value.

1

2

3

4

3. Using e- HRM for performance management activities makes
it easier for this organisation to provide products and services
that customers value.

1

2

3

4

1

2

3

4

Sustaining business Performance:

4. Using e-HRM for intra-organisational communication makes it
difficult for competitors to copy the products and services this
organisation provides.
5. Using e- HRM for performance management activities makes it
difficult for competitors to copy the products and services this
organisation provides.

1

2

3

4

6. Using e-HRM for intra-organisational communication contributes
to achieving sustained performance improvements in this
organisation.

1

2

3

4

6. Using e-HRM to performance management activities
contributes to achieving sustained performance improvements
in this organisation.

1

2

3

4
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Section C: Overview of e-HRM
Please indicate your level of agreement with the following statements using the scale below:
1
Strongly agree

2
Agree

3
Disagree

4
Strongly disagree

1. I have access to a Personal Computer (PC).

1

2

3

4

2. Software applications are commonly used for day-to-day work in
this organisation.

1

2

3

4

3. I generally find software applications easy to use.

1

2

3

4

4. I have received training to use e-HRM.

1

2

3

4

5. HR professionals in this organisation have the skills to support
people working in this organisation to work with e-HRM.

1

6. e-HRM helps to provide a clear relationship between all HR
communications in this organisation.

1

2

3

4

7. e-HRM contains all the relevant information that enables me to
effectively carryout my HR activities online.

1

2

3

4

8. I use e-HRM to carry out my day-to-day HR activities.

1

2

3

9. I expect that e-HRM would help me perform my HR tasks better.

1

2

3

4

10. I find e-HRM too complex to understand and use.

1

2

3

4

2

3

4

4

11. Line managers in this organisation accept e-HRM to be a useful
tool for people management activities.

1

2

3

4

12. Line managers in this organisation use e-HRM for their people
management activities.

1

2

3

4

13. I have a clear understanding of the benefits of e-HRM to this
organisation.

1

2

3

4

14. I believe that e-HRM contributes to the success of this
organisation.

1

2

3

4
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Demographic Details
Please Tick “X” in the box that best describes you:

2. Group
HR staff

Line manager

2. Age Group:
Under 25

25-34 years

55-64 years

65+ years

35-44 years

45-54 years

3. Gender:
Female

Male

4. How many years have you worked as either a HR staff or a Line manager?
Less than 2 years

2-5 years

6-10 years

More than 10 years

5. How many people do you supervise?
Less than 2 people

2-5 people

More than 5 people

No one

6. How many years have you used e-HRM?
Less than 2yrs

2-5yrs

More than 5yrs

Never used e-HRM

Thank you very much for your help with this research. Without your involvement, this
study could not take place.
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APPENDIX 11: Semi-structured Interview Guide for HR Managers
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HR Managers’ Semi- Structured Interview Guide
HR manager interview with................................................................... on.................. April, 2015.
Thank you for agreeing to be interviewed for this study. To give you a little bit of the context we are going
to be talking about, it will be about the use of e-HRM for performance management activities and its use
for intra-organisational communication, and how this can contribute to sustaining this organisation’s
business performance. I will like to start by asking:

1. What aspect of your role requires the use of e-HRM?
2. What key areas of the technology would you say are important to this organisation? Why?
3. Do you feel e-HRM is useful to the people management activities in this organisation? Why?
4. What influences HR managers the most to use e-HRM? What areas do you think the HR
department has benefited the most by using e-HRM?
5. How do you feel e-HRM is generally perceived in this organisation? And by the HR
department? Why?
6. Since this study is exploring the use of e-HRM, particularly for performance management and
as an intra-organisational communication system, how would you say e-HRM is used for
performance management activities in this organisation? Why?
7. What do you feel e-HRM contributes to the performance management process in this
organisation? Why?
8. Do you feel using e-HRM for performance management helps to keep managers’ and
employees’ attention focused on the things that really matter in this organisation? Why?
9. Do you feel using e-HRM for performance management contributes to ensuring continuous
training and development in this organisation? Why?
10. Do you feel using e-HRM for performance management can improve HR’s contribution to this
organisation’s performance? Why?
11. Thinking about the use of e-HRM as an intra-organisational HR communication system, do you
feel using e-HRM for intra-organisational communication improves HR’s ability to contribute
to this organisation’s performance? What can you say this organisation benefits by using eHRM for intra-organisational communication? Why?
12. From your experience with e-HRM, how do you think it can be used in general to improve
HR’s ability to contribute to this organisation’s performance? Why?
13. In considering the concept: sustained performance improvements, how do you think e-HRM
can contribute to this organisations’ ability to attain it? Why?
14. What key factors do you think can help e-HRM contribute to this organisation’s ability to attain
sustained performance improvements? And what key factors do you think can hinder this?
Thank you once again for agreeing to be interviewed. I really appreciate this help.
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APPENDIX 12: Semi-structured Interview Guide for Line Managers
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Line Managers Semi- Structured Interview Guide

Line manager interview with................................................................... on.................. April, 2015.
Thank you for agreeing to be interviewed for this study. To give you a little bit of the context we are going
to be talking about, it will be about the use of e-HRM for performance management activities and its use
for intra-organisational communication, and how this can contribute to sustaining this organisation’s
business performance. I will like to start by asking:

1. What aspect of your role requires the use of e-HRM?
2. What key areas of the technology would you say are important to this organisation? Why?
3. Do you feel e-HRM is a useful tool to use to conduct your people management activities? Why?
4. What influences Line managers the most to use e-HRM? What areas do you think Line
managers have benefited the most by using e-HRM?
5. How do you feel e-HRM is generally perceived by Line managers in this organisation? Why?
6. Since this study is exploring the use of e-HRM, particularly for performance management and
as an intra-organisational HR communication system, how would you say e-HRM is used for
performance management activities in this organisation?
7. What do you feel e-HRM contributes to the performance management process in this
organisation? Why?
8. Do you feel using e-HRM for performance management helps to keep managers’ and
employees’ attention focused on the things that really matter in this organisation? Why?
9. Do you feel using e-HRM for performance management contributes to ensuring continuous
training and development in this organisation? Why?
10. In what way do you think using e-HRM for performance management can improve HR’s
contribution to this organisation’s performance?
11. Thinking about the use of e-HRM as an intra-organisational HR communication system, do you
feel using e-HRM for intra-organisational communication improves HR’s ability to contribute
to this organisation’s performance? What can you say this organisation benefits by using eHRM for intra-organisational communication? Why?
12. From your experience with e-HRM, how do you think it can be used in general to improve
HR’s ability to contribute to this organisation’s performance? Why?
13. In considering the concept: sustained performance improvements, how do you think e-HRM
can contribute to this organisations’ ability to attain it? Why?
14. What key factors do you think can help e-HRM contribute to this organisation’s ability to attain
sustained performance improvements? And what key factors do you think can hinder this?
Thank you once again for agreeing to be interviewed. I really appreciate this help.
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