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ABSTRACT:

The rapid development of the Internet and information and communication technology has
enhanced the use of the Electronic Human Resource Management (E-HRM) system which
alters the human resource functions and affects employee satisfaction and job performance.
Thus, this research was aims to identify the level of satisfaction and job performance of the
employee towards the E-HRM system and determine the relationship between employee
satisfaction and employee job performance towards the E-HRM system. The research was
conducted at Islamic banks located in Batu Pahat, Johor. Moreover, the UTAUT model and
Viswesvaran model were used to measure employee satisfaction and employee job
performance correspondingly. A quantitative research method was applied to collect the data
from the respondents through an online survey questionnaire and a stratified sampling
method was employed. The number of employees was 76 from different Islamic banks with
different positions had become the respondents in this study. Descriptive statistics analysis
and Spearman correlation were used to analyze the data to achieve the objectives. The main
finding of this research showed that employee satisfaction and job performance were at a
high and moderate level and there is a significant, positive, and strong relationship between
the E-HRM system and employee satisfaction as well as employee job performance which is
0.695 and 0.642 respectively. The findings of this study help to aware of the human resources
management of banking industries to provide appropriate training, information, or instruction
to their employees before the E-HRM system had been implemented.

INTRODUCTION

The emergence of new technologies associated with the industrial revolution (IR) 4.0 or the
Internet of things (1oT) had altered the management functions of an organization (Cerika &
Maksumic, 2017; Sheikh & Singh, 2019). As new technologies emerge so does new
knowledge accumulates. Globally, Organization has taken different ways to build firm
execution through an interest in Information and Communication Technologies (ICT) with
the end goal of changing administration rehearses and to expand the proficiency of the
organization (Tanjil, 2019). Corporations need to shift from physical technology to
information technology, from capital centered economy to a human-centered economy, and
further from conflict to cooperative working relationships (Spandana and Munivenkatappa,
2017). In effect, there has been an increase in the adoption and implementation of the E-
HRM system in many organizations and this has changed how HRM operates (Winarto,
2018). There is some evidence and it’s proven, that there are several organizations that have
shifted their business focus to technological efficiency and the use of the internet of things in
HR practice, policies, and code and operation (Spandana and Munivenkatappa, 2017). As E-
HRM is the key method for automating HR functions a focus on its successful
implementation must be needed to reap the benefits and impact.
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These changes and developments have subsequently brought in changes not only in the
organizational environment but in the attitude of the employees which has compelled the
Banking Sector to shift from the traditional HRM system to the E-HRM system (Anita,
2019). The Banking area has been tremendously profited by the execution of prevalent
innovation during the ongoing past, nearly in each country in the world. Nowadays, digital
business services are being considered as pertinent and prominent parts of the organization
(Mukesh and Shukla,2019).

Banking in Malaysia has come a long way since the 19th century while the seeds of
computerization of banking services began in Malaysia as early as the 1960s. Rapid
advancements in technology and automation from then onwards quickly expanded banking
services beyond the shores (The Association of Banks in Malaysia, 2018). Currently, almost
all the financial institutions used web-based applications for non-core business processes,
such as human resource management and financial accounting. According to the research
conducted by Rastogi & Srivastava (2017), 86.67 % of banks agreed that E-HRM was
implemented in their organization. Besides that, statistical data also indicates 70 % of banks
agreed that the system help in reducing HR cost and distances constraints.

Meanwhile, the E-HRM system was capable to provide more effective human resource
management and become essential for the banking industries. However, the change of
management manner and functions may affect employee satisfaction and employee job
performance within an organization (Holm & Sebastiampillai, 2017).

ProblemStatement

According to Galanaki, Lazazzara, & Parry (2019), E-HRM system is usually adopted by the
companies which have reached the ‘critical mass’ in term of the number of employees,
particularly in the service sector. A report by the Asian Institute of Finance (AIF) surveying
over 3,000 finance professionals in Malaysia found that only 33% were highly engaged or
satisfied with the E-HRM system, which means, the rest 67% of respondents were highly
dissatisfied with the E-HRM system. Based on valid evidence and experienced by some
companies, we can state some possible consequences where organizations will face a high
turnover rate, loss in revenue as a result of low productivity, and poor customer service
quality (Mayhew, 2017). There is also a situation when employees feel dissatisfied with the
management that seems to ignore employee welfare and lack of motive support and this has
led to why organizations are dealing with low productivity. This would put the organization
at risk of loss if employee satisfaction is low and neglected by management. Moreover, based
on the Customer Satisfaction Index 2017 in Banking Industry Malaysia, the Total Customer
Satisfaction Index (CSI) score of banking industries is 74.3. This CSI survey is conducted by
measuring a total of 18 banking industry in Malaysia which had implement E-HRM system.
Generally, a score of 75 points for CSI was considered as good and 80 points and above was
considering excellent. Customer satisfaction is essential in the service industry and affects
organization performance while customer satisfaction is depending on employee job
performance and satisfaction (Holm & Sebastiampillai, 2017). This indicates that the job
performance of the employee in the banking sector needs to be improved.

Furthermore, based on the findings of Omran and Anan (2018), the work performance of
users is significantly influenced by the quality of the E-HRM system. This states that
whenever possible error such as server down or accessing problems occurs to result in the
inability to obtain the required information will lead to poor employee job performance.
While the poor performance affected by the E-HRM system will bring a negative
consequence to the organization such as decreasing customer satisfaction and loyalty which
indirectly affect the organization's reputation and success.
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Although the E-HRM system is coming to a more full-grown stage within organizational life
the biggest challenge faced by an organization is the implementation of the E-HRM system
will affect employee satisfaction and employee job performance (CS & Munivenkatappa,
2017). According to Madanat and Khasawneh (2018), most successful organizations pay
close attention to two things, firstly regarding worker satisfaction and secondly about
employee performance. It is an organizational priority and has always been an important
issue for all types of organizations and it is essential to determine whether there is a
relationship with the E-HRM system. Therefore, the purpose of this research is to identify the
effectiveness of the E-HRM system implemented at selected bank branches to see the impact
and relationship towards employee satisfaction and performance in Malaysia.

LITERATUREREVIEW

Electronic Human Resource Management(E-HRM)

The emerging of the Internet of Things and the new industrial revolution has changed the
culture of future work and therefore it has made an impact on human resource functions (Parry
& Battista, 2019). Information technology is additionally important for HR improvement in
the general public and association and it decides the advancement standard of HR as indicated
by the necessity of representatives and society (Rohilla, 2017). Organizations worldwide have
recognized the increasing importance of IT for leveraging human resource management
functions, thereby leading to the adoption of E-HRM (Tanjil, 2019). While E- HRM system is
an extension of these technologies, adding strategic value to the organization, through
automation and information (Hils et al., 2017). Also, Bondarouk and Brewster (2016) state
that the E-HRM system is the integration of human resources management and information
and communication technology. E-HRM can be elaborated as a 'setup of PC equipment,
programming, and electronic systems administration assets that empower proposed or genuine
HRM exercises (for example policies, practices, and administrations) through planning and
controlling individual and gathering level information catch and data creation and
correspondence inside and across authoritative limits (Marler & Parry, 2016). Information
technology has an inevitable role in empowering of HRM department. With the state of IT,
HRM has become more effective through the use of E-HRM technologies (Winarto, 2018).
Many studies have concluded that E-HRM has a major aspect to improve the human resources
functions and activities and it provides easy access to information for both the employees as
well as the managers. Also, better control can be maintained by the top management if the
functions and activities in a system are more transparent (Anita, 2019).

EmployeeSatisfaction

Employee satisfaction has been defined as a pleasurable emotional state resulting from the
appraisal of the individual’s job; an affective reaction to an individual’s job and an attitude
towards it (Jan, Raj & Subramani, 2016). Hence, employee's emotions and feelings can reflect
whether they are satisfied or dissatisfied with their work. Employee satisfaction is an affective
attitude and a feeling of relative like or dislikes toward something (Jan et al., 2016).
According to Sila & Sirok (2018), there are important reasons why companies should be
concerned with employee satisfaction. First, the humanitarian perspective is that people
deserve to be treated fairly and with respect. Employee satisfaction is a reflection of good
treatment. Second, the utilitarian perspective is that employee satisfaction can lead to behavior
by an employee that affects organizational functioning (Hee et al., 2018).
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Employee JobPerformance

Employee job performance is straightforwardly related to the productivity of the worker since
an employee's job performance will in general increase because of less stress in the work
environment (Haque, Aston & Kozlovski, 2018). The associations which are very much aware
of this reality have completely focused on the variables that influence the execution of work
by workers (Commer, Sci, & Dinc, 2017). Additionally, Muchhal (2014) concluded that
accomplishing tasks and performing at a high level can be a source of satisfaction, with
feelings of mastery and pride. Failure to achieve targeted organization goals provides a picture
of poor performance that might cause or due to worker personality or might be experienced as
dissatisfying.

Koopmans (2014) suggests that almost all frameworks mentioned job performance as an
important dimension of employee job performance. While Viswesvaran (1993) stated that
three dimensions could be considered employee job performance which are productivity,
quality of work, and job knowledge, skills, and abilities. Viswesvaran model (1993) which
consists of 3 dimensions which are productivity, quality of work, and job knowledge, skills,
and abilities, will be used in this study to measure employee job performance.

Hypothesis Development

Hils et al. (2017) studies the effect of E-HRM system on employee satisfaction by using the
UTAUT model constructs. Main finding shows all variables (UTAUT constructs) shows weak
and insignificant correlation with employee satisfaction and the researcher interpreted that the
employee has inadequate preparation to utilize the E-HRM system. According to study by
Winarto (2018) factors that influencing the adoption of E-HRM system which comprise user
satisfaction, technology readiness, organization and contextual factors by using UTAUT
model. The main finding of this study is the level of adoption and satisfaction will be different
among users because they have different skills and knowledge about information technology.
Further more research done by Puja (2015) show that tenure, work experience and age has a
significant relationship with the ‘level of satisfaction’ towards the e-HRM system for ‘End-
users’ of selected organizations. It is in line with the findings of the study by Ankita and
Ashok Kumar Sharma (2018) where found employees are highly satisfied with E-HRM in
banks sector.

Kariznoee, Afshani, & Moghadam (2012) examine the effect of E-HRM system on
employee’s job performance in food manufacturing companies and its components has
significant positive correlation with job performance. There are several studies also proving
similar findings such as studies by Aysar and Haroun (2015) showed that there is existence of
a positive statistically significant impact to dimensions of electronic human resources
management) on the dimensions of operational performance .According to Sajjad Hosain
(2017) Green HRM have a positive relationship with strategic performance. While study by
Tanjil (2019) There is a significant relationship between E-HRM practices and Organizational
performance. Besides the study by Wided and Abdullah Ohibi (2017) showed that three
dimensions of e-HRM affect HRM practices at both administrative and strategic which in turn
influence social and employee performance.

METHODOLOGY

Research can be classified into two groups which are qualitative research and quantitative
research (P K Singh et al., 2020). Based on the UTAUT and Viswesvaran model, this
research has conducted a quantitative research method to test whether there is an association
between employee satisfaction variable and employee performance variable towards the E-
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HRM system. Quantitative research involves a systematic and empirical investigation of
phenomena via statistics, mathematics, and the processing of numerical data (Yannis &
Nikolaos, 2018).

The target population for this study is the employees who work in the banking industries at
Batu Pahat, Johor. There were 42 different types of financial and banking industries located in
Batu Pahat areas (The Association of Banks in Malaysia, 2018) while only the Islamic bank
which had implemented the E-HRM system was the focus in this study. There are 8 Islamic
banks (branches) that had implemented the E-HRM system at Batu Pahat of Johor (Rahman,
Akhter, & Khan, 2017). While there is a total of 90 employees in these 8 Islamic banks that
possess different positions to range from customer service positions to middle management
positions and executive-level positions. The sample size of this research was calculated by
referring to Krejcie & Morgan (1970), according to the table the minimum sample size for the
population of 90 is 73. Therefore, the adequate sample size for this research is 73 respondents.

FINDING AND DISCUSSION

The researcher personally meets with representatives at each selected bank to distribute 90
survey questionnaires for this study. However, the feedback gained from this research is only
76 respondents due to some limitations. Therefore, this constituted a return rate of 84.44%.

Demographic Information

In this research, the demographic data for the respondents comprised of gender, race, age,
working experience, and user of the E-HRM system. The result of the survey regarding gender
shows that, among 76 respondents, 55 respondents (72.4%) are female while the rest 21
respondents are male which is 27.6%. The majority of the respondents are Malay which
contributed 76.3% (58 respondents) followed by Chinese respondents which are 15
respondents (19.7%) while the rest 3 respondents (3.9%) are Indian. Besides, 25 respondents
(32.9%) who participated in this research are age between 38 to 43 years old. Followed by the
respondents who are in between 32 to 37 years old which is 19 respondents (25%). While the
percentage below than 20% they are in the middle age category below 25 years old and age
group 50 years old and above.

Most of the respondent has 7 years working experience which represents of 43.4%. While the
respondents who had 5 to 6 years and 3 to 4 years of working experience contributed 27.6%
and 25% respectively to the overall result. Lastly, the least respondents are those who had 2
years and below working experience which is only 3.9%.

Level of Employee Satisfaction and Employee JobPerformance on E-HRMSystem

The majority of the employees have a high level of satisfaction and performance on the E-
HRM system. Where the findings show 68.4% (52 employees) to the overall result for
employee satisfaction. While 57 employees with 75% contribute to the level of job
performance. This is in line with the findings of the study by Spandana and Munivenkatappa
(2017) it shows employees in these companies with 84% agreed that implementation of the
EHRM system gives satisfaction and happiness in workplaces. According to Monica and
Manjoj (2018), An organization is successful when not only the financial figures are high but
also, it has a workforce that is happy and satisfied.

Relationship between E-HRM System and EmployeeSatisfaction

Analysis results through Spearman’s correlation coefficient, indicating that the variable of E-
HRM system and workers satisfaction has a relationship at a positive level which is 0.695.
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Also, the value of p (0.05) which is shown as Sig. in the table is less than 0.01, therefore there
is a significant relationship between variables at 0.01 level of significance.

Several studies in the banking sector have also shown significant relationships. A study
conducted by TapasyaJulka and Shravasti (2017 ) on 70 bank employees found the system
that is implemented in the organization has a positive and strong impact on worker
satisfaction. While the contribution of 78.3% and 21.7 % of employee's perceptions are highly
satisfied and satisfied with E-HRM at Madhya Pradesh Bank (Mukesh and Shukla, 2019). It is
similar to the findings of the study by Anita (2019) which explains a strong correlation among
bank employees toward the level of satisfaction of the use of E-HRM.

While in some organizations, the findings reveal a positive correlation between demographic
aspects such as age, working experience, and tenure with the level of employee satisfaction on
the E-HRM system (Puja, 2015). A study by Hils et al (2017) indicated that E-HRM was
associated with employee satisfaction. According to Winarta (2018) supporting infrastructure
and the internet, networks become the main factor that will provide their users a high
satisfaction and less occupational strain, while implementation the E-HRM system.

Relationship Between E-HRM System and Employee JobPerformance

The relationship of the Electronic Human Resource Management (E-HRM) system with
employee job performance was found to be significant with a correlation coefficient of 0.642,
p < 0.05. This indicated that the hypothesis was accepted.

This finding aligned with the previous study by Kariznoee et al., (2015) which shows that
implementation of the E-HRM in organizational management has a positive connection
toward the variable of employee performance. Application of the system has been used by
organizational management to organize and monitor the workforce for the hiring process,
coaching, and development, rewards, and benefit that will influence the employee job
performance. E-HRM system with the use of effective communication can help empower and
improve the job performance of an employee in organizations.

Implications

There is some important implication derived from these research findings for the banking
industries, particularly which had implemented E-HRM system. Findings from this study have
shown how the E-HRM system can influence and make an impact on the performance and
satisfaction of the workers who apply the E-HRM. Therefore, to increase user-perceived net
benefit, organizations need to developed E-HRM with better system and service quality which
in turn, will increase employee satisfaction and employee job performance. Moreover,
awareness can be conveyed to the human resources management of banking industries to
provides appropriate training, information, or instruction before the system had been
implemented to all their staff. Besides, not only for banking industries, the research outcome
from this study can contribute some important implication for other industries which intent to
stepping on to Industrial Revolution 4.0 since E-HRM is systems which integrated with
technology advances and automation.

RECOMMENDATIONS AND CONCLUSION

Some valuable suggestions can be drawn from this research experience. Where it is
emphasized that future researcher may expand the research scope by conducting their research
in different types of sectors or industries to provide a comparison between different industries,
it's because E-HRMs is not only implemented in banking sectors. Furthermore, the sample size
of this research was limited due to the time constraint, thus, future researchers are
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recommended to increase the sample size by conduct the research in different types of banking
industries such as the conventional banks which had implemented the system. This is to ensure
that future studies obtain the data collected with a higher degree of accuracy and valid values
of reliability. Other than that, future researchers are suggested to apply both survey
questionnaires and interview methods during the data collection process to avoid bias in data
collection.

Other than that, future researchers are recommended to conduct a longitudinal study to
identify the cause and effect or focus on the effectiveness factor before and after that affects
the system user. Researchers can generate more concise, valid, powerful, and accurate data as
well as the results, if only they choose to conduct a longitudinal study (Caruana, Roman,
Hernandez-Sanchez, & Solli, 2015). Through the results of quantitative research, human
resources management of the banking industries is recommended to provide a training
program for their employees to deliver the information, instruction, and guideline needed to
improve their knowledge and computer skills to use the system. Besides, management should
take note of the feedback of their employees and make improvements to the system.
Additionally, management needs to ensure that the facility and infrastructure of their
organization are well organized and up-to-date for the purpose to provide an effective and
efficient E-HRM system which able to increase user-perceived benefits and bring high
employee satisfaction as well as employee job performance.

Conclusion

In conclusion, the objectives and hypotheses of this research were answered well by the
overall results and findings. In the context of the banking sector, this study has proved that the
level of employee satisfaction and performance may be affected by the system used (E-HRMs)
by the organization. Moreover, there is a significant and positive relationship may be seen
when an organization practices the system toward satisfaction and performance among
banking employees. In other words, the implementation of the system in banking
organizations can influence employee achievement and also has a direct impact on employee
performance in performing the task. As this research was conducted on the Islamic banks in
Malaysia, therefore organizations and top management of related banks should pay
concentration for the findings of this research. Besides, a management system with the
integration of technology advancement and automation is significant and necessary for an
organization to increase its competitive ability and to continue to survive in the Industrial
Internet Of Thing (loT).

REFERENCE

AakankshaKataria, Akshay Arora, and Aarti Kataria (2018)Shaping Employee Performance
through E-HRM: Evidence from the Hotel Industry of India. The Fourteenth International
Conference on eLearning for Knowledge-Based Society, 18 March 2018, Thailand.

Anita Raman (2019) E-HRM: satisfaction level of employees in banking sector. International
Journal of Human Resource Management and Research (IJHRMR) ISSN (P): 22496874,
ISSN (E): 2249-7986 Vol. 10, Issue 1, Feb 2020, 33-40 © TJPRC Pvt. Ltd

Bondarouk, T., & Brewster, C. (2016). Conceptualising the future of HRM and technology
research. International Journal of Human Resource Management, 27(21), 2652— 2671.
https://doi.org/10.1080/09585192.2016.123229

Caruana, E. J., Roman, M., Hernadndez-Sanchez, J., &Solli, P. (2015). Longitudinal studies.
Journal of Thoracic Disease, 7(11), E537-E540. https://doi.org/10.3978/}.issn.2072-
1439.2015.10.63

http://annalsofrsch.ro

6727


https://doi.org/10.3978/j.issn.2072-
https://doi.org/10.3978/j.issn.2072-

Annals of R.S.C.B., ISSN:1583-6258, Vol. 25, Issue 3, 2021, Pages. 6721 - 6729
Received 16 February 2021; Accepted 08 March 2021.

[5].

[6].

[71.
[8].

[9].

[10].

[11].

[12].

[13].

[14].
[15].

[16].

[17].

[18].
[19].

[20].

[21].

Cerika, A., &Maksumic, S. (2017). The Effects of New Emerging Technologies on Human
Resources: ! Emergence of Industry 4.0, a Necessary Evil?! University of Agder, 1-93.
Retrievedfromhttps://brage.bibsys.no/xmlui/bitstream/handle/11250/2452946/Cerika%2CAn
dy og Maksumic%2C Sinan.pdf?sequence=1

Commer, P. J., Sci, S., &Dinc, M. S. (2017). Organizational Commitment Components and
Job Performance: Mediating Role of Job Satisfaction. Pakistan Journal of Commerce and
Social Sciences, 11(3), 773-789.

CS, S. P., &Munivenkatappa, D. (2017). A study on the satisfaction level of employees
towards E- HRM systems. International Journal of Applied Research, 3(9), 467—471.
Galanaki, E., Lazazzara, A., & Parry, E. (2019). A Cross-National Analysis of E-HRM
Configurations: Integrating the Information Technology and HRM Perspectives. Marketing
News, 27(January), 12. https://doi.org/10.1007/978-3-319-90500-6

Haque, A. ul, Aston, J., & Kozlovski, E. (2018). The impact of stressors on organizational
commitment of managerial and non-managerial personnel in contrasting economies:
Evidences from Canada and Pakistan. International Journal of Business, 23(2), 166-182.

Hee, O. C,, Yan, L. H., Rizal, A. M., Kowang, T. O., & Fei, G. C. (2018). Factors Influencing
Employee Job Satisfaction: A Conceptual Analysis. International Journal of Academic
Research in Business and Social Sciences, 8(6), 331-340. https://doi.org/10.6007/ijarbss/v8-
16/4207

Holm, V. U., &Sebastiampillai, S. (2017). The Effect of HR Practices on Employee and
Customer Satisfaction, (June).

Ismail Sheik, Pratik Kumar Singh, "INDUSTRY 4.0 MANAGERIAL ROLES AND
CHALLENGES", IJIERT - International Journal of Innovations in Engineering Research and
Technology, ISTC-2K20, ISSN: 2394-3696, Page No. 378-381

Jan, N. A., Raj, A. N., & Subramani, A. K. (2016). Employees’ Job Satisfaction in
Information Technology Organizations in Chennai City-An Empirical Study. Asian Journal
of Research in Social Sciences and Humanities, 6(4), 602. https://doi.org/10.5958/2249-
7315.2016.00082.4

Koopmans, L. (2014). Measuring Individual Work Performance. Book.

Krejcie, R. V., & Morgan, D. W. (1970). Determining Sample Size for Research Activities.
Educational and Psychological Measurement, 17(8), 1566-1577.
https://doi.org/10.1261/rna.2763111

Marler, J. H., & Parry, E. (2016). Human resource management, strategic involvement and e-
HRM technology. International Journal of Human Resource Management, 27(19),2233—
2253.https://doi.org/10.1080/09585192.2015.109198 0

Monica Chauhan Bhadoriya and Manoj Patwardhan (2018) e-HRM and employee
engagement: a hierarchical study in Indian IT industry. Asian Journal of Information and
Communications 2018, Vol. 10, No. 2, 1-18

Muchhal, D. S. (2015). HR Practices and Job Performance. IOSR Journal of Humanities and
Social Science, 19(4), 55-61. https://doi.org/10.9790/0837-19415561

Mukesh Chansoriya and Shukla (2019) A Study on Employee’s Perceptions Towards E-
HRM in Banking Sector of Madhya Pradesh.

P.K. Singh, F.B. Ismail, C.S. Wei, M. Imran, S.A. Ahmed "A Framework of E-Procurement
Technology for Sustainable Procurement in 1SO 14001 Certified Firms in Malaysia",
Advances in Science, Technology and Engineering Systems Journal, vol. 5, no. 4, pp. 424-
431 (2020) https://astesj.com/v05/i04/p50/

Parry, E., & Battista, V. (2019). The impact of emerging technologies on work: a review of
the evidence and implications for the human resource function. Emerald Open Research, 1,
5.https://doi.org/10.12688/emeraldopenres.12907.1

http://annalsofrsch.ro

6728


https://brage.bibsys.no/xmlui/bitstream/handle/
https://doi.org/10.5958/2249-
https://doi.org/10.5958/2249-

Annals of R.S.C.B., ISSN:1583-6258, Vol. 25, Issue 3, 2021, Pages. 6721 - 6729
Received 16 February 2021; Accepted 08 March 2021.

[22].

[23].

[24].

[25].

[26].

[27].

[28].

[29].

[30].

Puja Sareen (2015) Study of Employee Satisfaction towards e-HRM system. European
Journal of Applied Business Management, 1 (1), 2015, pp.1-18

Ronhilla, J. (2017). Role of Information Technology in Human Resource Management.
International Journal of Advance Research, Ideas and Innovations in Technology, 3(2), 566—
569.

Sila, E., &Sirok, K. (2018). The Importance of Employee Satisfaction: A Case Study of a
Transportation and Logistics Service Company. Management, 13(2), 111-136.
https://doi.org/10.26493/1854-4231.13.111-136

Spandana Priya CS and Dr. Munivenkatappa (2017) A study on the satisfaction level of
employees towards E-HRM systems. International Journal of Applied Research 2017; 3(9):
467-471

Tanjil Ahmed (2019) E-HRM Practices and its impact on Organizational Performance: A
study on the Manufacturing industry in Bangladesh. European Journal of Business and
Management ISSN 2222-1905 (Paper) ISSN 2222-2839 (Online) DOI: 10.7176/EJBM
Vol.11, No.6, 2019

TapasyaJulka Malhotra and Ms. Shravasti Jain (2017) Impact Of E-Hrm Practices On
Employee Satisfaction. International Journal of science technology and management. Vol.
No.6, Issue N0.02, February 2017. ISSN (P) 2394-1529.

Viswesvaran, C. (1993). Modeling Job Performance: Is There a General Factor? Department
of Management and Organizations, 146.

Winarto, W. (2018). Electronic Human Resources Management (e-HRM) Adoption Studies:
Past and Future Research. DeReMa (Development Research of Management):
JurnalManajemen, 13(1), 100. https://doi.org/10.19166/derema.v13i1.491

Yannis, P., & Nikolaos, B. (2018). Quantitative and Qualitative Research in Business
Technology: Justifying a Suitable Research Methodology. Review of Integrative Business
and Economics Research, 7(1), 91-105. %2Fsid%3Aprimo

http://annalsofrsch.ro

6729



