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ABSTRACT 

Electronic Human Resource Management (E-HRM) has emerged as an important organizational 

approach for transforming traditional human resource functions through digital technologies. The 

increasing adoption of information technology in business operations has encouraged IT 

companies to implement electronic systems for recruitment, training, performance management, 

employee engagement, and workforce development. This research paper examines the role of E-

HRM in improving employee competencies and enhancing organizational effectiveness in IT 

companies. It explores how digital HR platforms facilitate knowledge development, administrative 

efficiency, employee participation, and strategic decision-making. Furthermore, the study 

highlights the relationship between technology-enabled HR practices, employee productivity, 

professional capabilities, and organizational performance. It also discusses implementation 

challenges, including technological costs, data security, employee resistance, and digital skill 

gaps. The paper emphasizes that effective E-HRM implementation can strengthen workforce 

capabilities, improve organizational coordination, and support sustainable competitive advantage 

in the rapidly changing IT industry. 
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I. INTRODUCTION 

The development of information technology has significantly transformed the functioning of 

modern organizations, particularly in the area of human resource management. Traditional HR 

practices, which largely depended on paperwork, manual record maintenance, and face-to-face 

administrative procedures, are increasingly being replaced by technology-based systems. 

Electronic Human Resource Management (E-HRM) refers to the application of digital 

technologies, internet-based platforms, and specialized software to perform and manage human 

resource activities. These systems enable organizations to streamline recruitment, employee 

records, compensation administration, training, performance evaluation, and communication. In IT 

companies, where technological advancement and skilled human resources are essential for 

organizational success, E-HRM has become an important strategic management mechanism. 

Employee competencies represent the knowledge, professional skills, abilities, attitudes, and 

behavioural characteristics required to perform organizational responsibilities effectively. The IT 

industry operates in a dynamic environment characterized by continuous technological 

innovations, changing customer expectations, and increasing competition. Consequently, 

employees must regularly update their technical knowledge, problem-solving abilities, 

communication skills, and professional expertise. E-HRM systems contribute to competency 

development by providing digital learning platforms, online training programmes, competency 

assessments, and personalized development opportunities. These technological facilities help 

employees acquire relevant skills while enabling organizations to identify individual strengths and 

areas requiring improvement. 

Organizational effectiveness refers to the ability of an organization to achieve its objectives 

through efficient utilization of human, financial, technological, and informational resources. In IT 

companies, organizational effectiveness depends considerably on employee productivity, service 

quality, innovation, project completion, customer satisfaction, and operational coordination. E-

HRM supports these organizational objectives by improving information accessibility, reducing 

administrative delays, facilitating performance monitoring, and strengthening communication 

between employees and management. Digital HR platforms also provide useful information for 

managerial decisions concerning recruitment requirements, workforce planning, employee 

retention, and professional development. Thus, E-HRM extends beyond administrative automation 

and becomes an important contributor to strategic organizational management. 
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The present research paper examines the role of Electronic Human Resource Management in 

improving employee competencies and organizational effectiveness in IT companies. It focuses on 

the relationship between digital HR practices, workforce development, employee performance, 

and organizational outcomes. The paper also considers the major opportunities and challenges 

associated with E-HRM implementation. Particular attention is given to the importance of 

technological infrastructure, employee participation, managerial support, digital literacy, and 

information security. Understanding these dimensions is essential for determining how IT 

organizations can utilize electronic HR systems to develop competent employees and achieve 

sustainable organizational effectiveness in an increasingly competitive business environment. 

II. ELECTRONIC HUMAN RESOURCE MANAGEMENT AND ITS STRATEGIC 

IMPORTANCE IN IT COMPANIES 

Electronic Human Resource Management represents an important transformation in the way 

organizations plan, organize, implement, and evaluate their human resource activities. It involves 

the integration of digital platforms, internet-based applications, cloud computing, databases, and 

specialized HR software into organizational personnel management. Through these technologies, 

companies can perform various HR functions more systematically and efficiently. In IT 

companies, E-HRM is particularly significant because technological expertise, professional 

knowledge, innovation, and workforce adaptability determine organizational competitiveness. The 

adoption of digital HR systems enables companies to align employee-related activities with 

broader organizational strategies and business requirements. 

One of the major contributions of E-HRM is the modernization of recruitment and selection 

procedures. Traditional recruitment methods frequently involve extensive documentation, manual 

screening, and time-consuming communication between candidates and recruitment departments. 

Electronic recruitment systems simplify these processes through online job advertisements, digital 

application forms, applicant tracking systems, and automated candidate screening. These facilities 

help IT companies identify individuals possessing appropriate technical qualifications and 

professional competencies. Digital recruitment also increases the geographical reach of 

organizations by allowing them to attract qualified candidates from different regions. 

Consequently, E-HRM improves recruitment efficiency and supports the development of a skilled 

workforce. 

Another important dimension of E-HRM is employee information management. Maintaining 
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accurate employee records is essential for effective workforce administration, particularly in large 

IT organizations employing professionals across different departments and geographical locations. 

Electronic HR databases provide centralized access to employee qualifications, employment 

histories, attendance records, compensation details, training participation, and performance 

information. Such systems reduce repetitive documentation and improve the accuracy of 

administrative processes. Managers can access relevant workforce information whenever required, 

which supports timely decisions regarding promotions, transfers, training requirements, and 

manpower allocation. Centralized information management also strengthens organizational 

transparency and accountability. 

E-HRM plays a significant role in improving training and professional development opportunities. 

IT professionals are required to update their knowledge continuously because programming 

languages, software applications, cybersecurity requirements, artificial intelligence, and digital 

technologies undergo frequent changes. Electronic learning management systems allow employees 

to participate in online courses, virtual workshops, technical certification programmes, and 

interactive learning activities. These platforms provide flexible learning opportunities without 

requiring employees to leave their regular responsibilities for extended periods. Organizations can 

also monitor course completion, assess learning outcomes, and identify employees who require 

additional professional development. Such facilities contribute to continuous competency 

enhancement. 

Performance management is another important area in which E-HRM provides strategic 

advantages. Digital performance management systems enable organizations to establish 

measurable performance objectives, monitor employee progress, record feedback, and conduct 

periodic evaluations. In IT companies, these systems can be used to assess project completion, 

technical efficiency, teamwork, problem-solving capabilities, and adherence to organizational 

standards. Regular digital feedback encourages employees to understand their professional 

strengths and identify areas requiring improvement. Furthermore, electronic performance records 

provide managers with relevant information for recognizing achievements, identifying 

performance gaps, and planning appropriate development interventions. 

The strategic importance of E-HRM extends beyond individual HR activities to overall 

organizational coordination. Digital systems improve communication between HR departments, 

employees, supervisors, and senior management. Employee self-service facilities enable 

individuals to access salary statements, submit leave applications, update personal information, 
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and review organizational policies independently. This reduces routine administrative 

responsibilities and allows HR professionals to concentrate on strategic functions. However, the 

effectiveness of E-HRM depends on appropriate technological infrastructure, user-friendly 

applications, employee training, and management commitment. Therefore, successful 

implementation requires a coordinated approach that integrates digital systems with organizational 

objectives and employee development strategies. 

III. ROLE OF E-HRM IN ENHANCING EMPLOYEE COMPETENCIES AND 

PROFESSIONAL DEVELOPMENT 

Employee competency development is essential for the long-term success of IT companies 

because organizational performance depends substantially on the knowledge, technical 

capabilities, and professional behaviour of employees. Competencies include technical expertise, 

analytical thinking, communication, leadership, adaptability, creativity, and teamwork. E-HRM 

provides an organized digital environment through which organizations can identify competency 

requirements, assess existing employee capabilities, and develop suitable training interventions. 

By integrating competency management with electronic HR platforms, IT companies can establish 

systematic approaches to workforce development and professional improvement. 

Digital learning and development systems are among the most important instruments for 

improving employee competencies. These platforms provide access to online courses, recorded 

lectures, virtual classrooms, technical demonstrations, and professional certification programmes. 

Employees can participate in learning activities according to their individual schedules and 

professional requirements. For example, software developers can undertake specialized courses in 

cloud computing, programming, cybersecurity, and artificial intelligence, while managerial 

employees can improve their leadership and project management capabilities. The availability of 

flexible learning resources encourages continuous professional development and helps employees 

respond to changing technological requirements. 

Another important contribution of E-HRM is competency identification and assessment. 

Electronic performance management systems collect information concerning employee 

achievements, work quality, training participation, and professional progress. HR managers can 

use these records to evaluate the extent to which employees possess the competencies required for 

their respective positions. Digital assessment tools also help identify differences between existing 

capabilities and expected performance standards. Such competency gap analysis enables 
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organizations to design targeted training programmes rather than implementing identical learning 

activities for every employee. Consequently, professional development becomes more relevant, 

measurable, and aligned with organizational requirements. 

E-HRM also supports personalized career development and succession planning. Employees 

working in IT companies frequently seek opportunities for professional advancement, 

specialization, and leadership responsibilities. Digital HR platforms can maintain information 

concerning individual qualifications, previous training, professional interests, performance 

records, and career aspirations. Based on this information, organizations can identify suitable 

career pathways and recommend relevant development programmes. Employees may receive 

guidance concerning advanced technical certifications, supervisory positions, and managerial 

opportunities. Such initiatives improve professional motivation and encourage employees to 

develop competencies that are relevant to future organizational requirements. 

Employee engagement and collaborative learning are additional factors through which E-HRM 

contributes to competency enhancement. Digital communication platforms, employee discussion 

forums, knowledge-sharing applications, and virtual collaboration systems enable employees to 

exchange information and professional experiences. IT projects frequently require cooperation 

among individuals possessing different technical specializations. Digital collaboration encourages 

knowledge transfer, problem-solving, and collective learning across organizational departments. 

Employees can seek assistance from experienced colleagues, participate in professional 

discussions, and share innovative solutions. These activities contribute to the development of 

interpersonal skills, teamwork, and organizational knowledge. 

Despite these advantages, E-HRM cannot independently guarantee improvements in employee 

competencies. The effectiveness of digital development programmes depends on the quality of 

learning materials, relevance of training content, technological accessibility, and willingness of 

employees to participate. Some employees may experience difficulties adapting to new digital 

systems because of inadequate technological knowledge or limited training opportunities. 

Organizations must therefore combine electronic learning with mentoring, practical assignments, 

technical workshops, and managerial guidance. Regular evaluation of learning outcomes is also 

necessary to determine whether training activities have improved actual workplace capabilities. 

An integrated competency development strategy can make E-HRM a valuable instrument for 

building a knowledgeable, adaptable, and professionally capable IT workforce. 
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IV. IMPACT OF E-HRM ON ORGANIZATIONAL EFFECTIVENESS AND 

OPERATIONAL PERFORMANCE 

Organizational effectiveness is closely associated with the ability of companies to achieve their 

objectives through appropriate planning, efficient resource utilization, employee coordination, and 

continuous performance improvement. In IT companies, organizational effectiveness depends on 

the timely delivery of technological services, quality of software development, customer 

satisfaction, innovation, and efficient project management. E-HRM contributes to these outcomes 

by improving the administration and utilization of human resources. The integration of electronic 

systems into HR functions enables organizations to reduce procedural delays, improve information 

availability, and establish more systematic workforce management practices. 

One of the primary benefits of E-HRM is the improvement of administrative efficiency. 

Traditional HR procedures often require extensive paperwork, repeated data entry, manual 

verification, and physical document storage. These activities consume considerable time and 

organizational resources. Electronic HR systems automate several routine functions, including 

attendance recording, leave administration, payroll processing, employee information 

management, and recruitment documentation. Automation reduces repetitive work and helps HR 

professionals concentrate on workforce planning, employee development, and strategic decision-

making. Faster administrative processing also improves the delivery of HR services to employees 

and departmental managers. 

E-HRM also contributes to organizational productivity through improved performance monitoring 

and accountability. Digital performance management platforms allow organizations to establish 

work objectives, evaluate employee contributions, and monitor progress against predetermined 

standards. Managers can review performance information and identify areas requiring corrective 

action. In IT companies, performance indicators may include project delivery timelines, coding 

quality, technical support efficiency, customer feedback, and team collaboration. Regular 

monitoring encourages employees to remain focused on organizational expectations. It also 

provides managers with relevant information for allocating responsibilities and improving 

departmental productivity. 

Another significant contribution of E-HRM is the enhancement of organizational decision-making. 

Electronic HR systems generate workforce information that can assist managers in identifying 

staffing requirements, employee turnover patterns, competency gaps, training needs, and 
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performance trends. Analytical tools can support workforce forecasting and help organizations 

determine whether existing employees possess the capabilities required for upcoming projects. 

Evidence-based HR decisions reduce excessive dependence on subjective judgments and improve 

the coordination of human resource activities with business objectives. Nevertheless, the quality of 

such decisions depends on accurate data, appropriate analytical methods, and responsible 

interpretation of information. 

Employee satisfaction and organizational commitment are also important dimensions of 

organizational effectiveness. E-HRM improves employee convenience by providing self-service 

facilities through which individuals can access personal records, salary information, organizational 

policies, and administrative services. These facilities reduce unnecessary communication delays 

and give employees greater control over routine HR transactions. Digital feedback mechanisms 

and communication platforms can also improve employee participation and strengthen interactions 

between management and staff. When electronic HR services are accessible, reliable, and 

transparent, they can contribute to a more supportive organizational environment. However, 

excessive automation without adequate human interaction may negatively affect employee 

relationships. 

E-HRM further supports organizational adaptability and competitive advantage. IT companies 

operate in rapidly changing business environments where technological innovations and customer 

expectations require continuous organizational adjustments. Digital HR systems help companies 

identify emerging skill requirements, recruit specialized professionals, and arrange suitable 

training programmes. They also facilitate workforce coordination across geographically 

distributed teams and support remote working arrangements. Despite these advantages, 

organizations must address cybersecurity threats, data privacy concerns, software maintenance 

costs, and employee resistance. E-HRM should therefore be implemented through appropriate 

policies, employee awareness, regular system evaluation, and technological safeguards. When 

supported by effective management practices, it can strengthen operational performance and 

contribute to long-term organizational effectiveness. 

V. CONCLUSION 

Electronic Human Resource Management has become an important component of contemporary 

organizational management, particularly in IT companies where technological knowledge and 

employee capabilities determine business performance. The integration of digital technologies into 



JSL, 9(6), June 2024: 784-793                                                                   Online ISSN: 2456-1495  

                                                                                                                   CODEN (USA): JSLOBJ 

792 

E-mail: editor.jslsci888@gmail.com 

recruitment, employee administration, training, performance evaluation, and workforce planning 

has transformed conventional HR practices. E-HRM enables organizations to manage employee-

related information more systematically, reduce administrative delays, and improve the 

accessibility of human resource services. Its strategic significance lies in connecting workforce 

management activities with broader organizational objectives and technological requirements. 

The study highlights that E-HRM contributes substantially to employee competency development 

by providing digital learning opportunities, competency assessments, personalized career 

development, and knowledge-sharing platforms. These facilities encourage employees to improve 

their technical expertise, communication abilities, problem-solving skills, and professional 

adaptability. Continuous learning is particularly important in IT companies because employees 

must respond to changing software technologies, emerging digital applications, and evolving 

customer requirements. However, competency enhancement requires more than the availability of 

online training resources. Effective learning outcomes depend on relevant training content, 

employee participation, practical exposure, and continuous managerial support. 

The paper also identifies the relationship between E-HRM and organizational effectiveness. 

Automation of administrative activities, improved performance monitoring, information-based 

decision-making, and employee self-service facilities can contribute to greater operational 

efficiency. Digital HR systems help organizations identify workforce requirements, evaluate 

employee contributions, and coordinate human resource activities with business strategies. At the 

same time, issues relating to data privacy, cybersecurity, implementation expenditure, digital 

literacy, and employee resistance require appropriate attention. Organizations must ensure that 

technological advancement does not eliminate essential human interaction and employee support. 

It can therefore be concluded that E-HRM represents a strategic opportunity for improving 

employee competencies and organizational effectiveness in the IT sector. Its success depends on 

the integration of suitable technologies, capable HR professionals, supportive organizational 

leadership, and employee participation. IT companies should continuously evaluate their 

electronic HR practices and ensure that digital systems address actual workforce requirements. A 

balanced approach combining technological innovation with human-centred management can 

strengthen employee development, organizational productivity, service quality, and long-term 

competitiveness. Thus, E-HRM should be regarded not merely as an administrative automation 

mechanism but as an important instrument of sustainable organizational development. 
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