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ABSTRACT 

  
In this digital era, organization has to deal with constant change in the domain of business 

process and practices to gain competitive advantage. To be in the market, organization has 

to link all the functions performed by various employees with the help of technology which 

helps organization to run all the functions smoothly where Human resource department 

plays vital to make decisions on strategy to achieve the organizational goals. It’s a vital 

need for an organization to deploy and implement web based technology so that 

organization can get longer assurance of gaining competitive advantage. The 

empowerment of managers and employees to perform certain chosen HR functions relieves 

the HR department of these tasks, allowing HR staff to focus less on the operational and 

more on the strategic elements of HR, and allowing organizations to lower HR department 

staffing levels though at the same time improving the effectiveness of HR functions, e-

HRM evolved.A Review of Literature in context of E-HRM revealed that a number of 

studies have been conducted in the western countries with reference to e-HRM whereas not 

much evidence is found in the Indian Scenario regarding the usage and feasibility of the 

concept. In the existing Indian literature pertaining to e-HRM the focus is on areas like 

Payroll and Recruitments whereas other areas like Career Planning, Succession Planning 

have not been covered extensively. No extensive study on factors, issues and challenges of 

e-HRM Practices in Indian companies has been found. The main objective of the research 

is to study the need, factors, challenges, benefits attached with e-HRM and to appreciate 

the ‘what’ and ‘why’ of the choices organization make with relation to e-HRM 

implementation. The research is descriptive in nature. The research instruments used for 

collecting primary data is structured non-disguised questionnaire. The secondary data are 

collected from reports, journals, periodicals, books, newspapers and website of several 

companies. Non probability - convenience sampling method hasbeen used. By taking 

response of 453 respondents, data has analyzed and research examines the adoption level 

of e-HRM, influence of demographic factors on the drivers with regard to e-HRM 

implementation. The research also attempts to study the influence of demographic factors 

on drivers, factors, challenges and benefits attached to e-HRM implementation. 

Key words: Electronic Human resource Management, Human resource information 

system, Multinational Corporations, Pharmaceutical bulk drug manufacturing companies. 
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CHAPTER – 1 

INTRODUCTION OF THE STUDY 

 

1.1 BACKGROUND OF THE STUDY: 

 

Every organization is shaped in such a way so that they will be able to achieve its primary 

objective. As the industrial world is becoming more and more globalized, fulfillment of 

organization objectives lies in the hands of people of the organization. As people are 

considering as the cornerstone of any organization, Human Resource Management assumes 

central importance in most organization. In today’s competitive scenario, effectiveness 

utilization of human resources has become necessary and the principal task of any organization 

is to recognize, recruit and retain competent human resource into their business operation for 

improving productivity. Since last four decades there has been significant change in HR 

functions as we see today. From being reactive and loaded with administrative responsibilities, 

HRM today is proactive and is considered to be strategic for organization’s growth and 

development. Strategic HR would not only take account of managing talent, but also 

developing suitable policies and procedure to facilitate good performance. Strategic human 

resource management is the process of linking the HR function with the strategic objectives of 

the organization to boost performance.  

The evolution of HRM can be map out back to the HR movement in the ancient period. In the 

21st century, various developments take place in the field of Information technology. To make 

a mark in VUCA world, HR profession has had to adopt necessary strategies to cope up with 

the changes both at the workplace and outside the world. In the today’s challenging world, 

Information Technology plays essential role in creating new opportunities for every 

organization. To gain a competitive advantage, the Because of increase in the cut thought 

competition, organization has to build up the relationship between the employer and employee 

in such a way to have techno-friendly culture. Because of the rapid advancement of technology 

human resource processes and procedures have been a change from maintenances of the 

manual personal files to the maintenance of personal files of employees in software or web-

based module. With the development of the Human Resource Information system, an 

organization can focus more on their expertise. With the help of the Human Resource 

Management System (HRMS), the organization sustains a competitive advantage via assisting 

the organization for the development of competencies that are firm-specific. For more focusing 
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on the overall performance of an organization with the help of technology, the new concept of 

e-HRM evolve which supports human resource functions with the web-based technology to 

gain competitive advantage. The goal of the e-HRM is to improve the services and processes of 

the HR department. All the employees, management, and customers are the board group for the 

e-HRM system. Techno driver organization, leverage technology to support not only HR 

department to perform their function but also support every function performed in organization. 

Stakeholders access these functions usually via intranet or other web-technology channels. 

Based on the need of the organization, HR choose to perform certain functions via e-HRM 

platform and allowing HR for more focus on strategic functions of HR which lower HR 

departments administrative burden.  

Indian pharmaceutical sector supplies over 50% of global demand for various vaccines, 40% 

of generic demand in the US and 25% of all medicine in the UK. Globally, India ranks 3rd in 

terms of pharmaceutical production by volume and 14th by value. The domestic 

pharmaceutical industry includes a network of 3,000 drug companies and ~10,500 

manufacturing units. India enjoys an important position in the global pharmaceuticals sector. 

Gujarat is India’s seventh largest state in terms of area and ninth largest in terms of 

population. The state’s capital, Gandhinagar, is the second planned city in the country (after 

Chandigarh) and is located just 32 kilometers (km) from Ahmadabad, the commercial capital 

of Gujarat. The State of Gujarat as some of the country's most dynamic entrepreneurs who are 

original and fast-paced in their thinking and focused in their drive for growth and 

profitability(India Brand Equity Foundation, 2021). 

 

1.1.1 EVOLUTION OF HRM: 

 

HRM evolve to improve effectiveness and efficiency by vigilant work design. Right through 

the middle part of century more emphasized was on personnel management and employee’s 

productivity. Currently, Focus has been shifted towards total quality management, 

improvement for the good quality work life. 

i. Early phase: The origin of Human resource management was in 1800 B.C. The 

concept of minimum wage rate and incentives in wages were included in the 

Babylonian Code around 1800 B.C. The Chinese had initiated the standard of 

division of Labor. Kautilya, in India (in the book Arthashastra) made mentions 

of various concepts like executive development, job analysis, selection 

procedures, performance appraisal and incentive system.  
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ii. Welfare phase: At this phase, the scope of employee functions had extended in 

early 1960’s and it covered industrial accord, participative management, labor 

welfare. In this period, Indian organization impacted because of the human 

relations movement of West. 

iii. Development phase: During 1960’s and 1970’s, the HR professionals focused 

more on the growth characteristics of human resources. The focus was on 

creating a balance between requirements of the organizations and demands of 

the employees. Human Resource Development (HRD) had marked a central 

stage and a crucial point of discussions at this phase.  

iv. Growth phase: In the era of Liberalization, privatization, and globalization, 

organization had started restructuring of organization, measure had taken for 

cost cutting, employee capability, organization forced to emphasis on consumer 

satisfaction, employee capability, and immediate feedback etc.  

TABLE 1.1: CHANGING SCENARIO: HRM 

Period Emphasis Status Roles 

1920-30 Welfare management 

Paternalistic practices 

Clerical -Welfare 

administration 

- Policeman 

1940-60 Expanding the role to cover labor, 

Welfare, Industrial Relations and 

personnel administration. 

Administrative - Appraiser 

- Advisor 

- Mediator 

-Legal advisor 

-Fire lighting 

1970-80 Efficiency, effectiveness, 

dimensions added emphasis on 

human values, aspiration, dignity, 

usefulness 

Developmental - Change agent 

- Integrator 

- Trainer 

- Educator 

1990s onwards Incremental productivity  

gains through human assets 

Proactive, growth 

 oriented 

- Developer 

- Counselor 

- Coach 

- Mentor 

- Problem solver 

(V S P Rao, 2007) 
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1.1.2 DEFINITION OF HRM: 

 

According to Edwin B. Flippo, “Personnel management, or say human resource management, 

is the planning, organizing, directing and controlling of the procurement, development, 

compensation, integration, maintenance and separation of human resources to the end that 

individual, organizational and social objectives are accomplished.” 

According to David A. Decenzo and Stephen P. Robbins, “―Human resource management is 

concerned with the people dimension in management.  

The National Institute of Personnel Management (NIPM) of India has defined human resource 

as “that part of management which is concerned with people at work and with their 

relationship within an enterprise. Its aim is to bring together and develop into an effective 

organization of the men and women who make up an enterprise and having regard for the 

well-being of the individuals and of working groups, to enable them to make their best 

contribution to its success.” 

The role of HR and the structure of the HR department have been evolved significantly in 

recent years. Organizations are creating separate structures for HR as well as different roles 

for HR professionals. In addition to this, HR professionals are being treated as Internal 

Business Partner which indicates a shift in the definition of role of HR professionals. They 

have been moved from purely administrative function into a strategic partner. These changes 

are not the choice of HR function but they are forced to change because of the significant 

changes in the business environment (Lawler, Ulrich, Gris-Nez, & Madden, 2004). 

On the basis of the various definitions given above, a few basic facts and characteristics may 

be noted about Human Resource Management. Such people or personnel do not simply refer 

to ―rank and the employees or ―unionized labor but also include ―higher personnel and 

―non-unionized labor. In other words, it covers all levels of personnel, including blue-

collared employees (craftsmen, foremen, operatives and laborers), and white-collared 

employees (professional, technical and kindred workers, managers, officials and proprietors, 

clerical workers and sales workers). The shape and form that personnel administrative activity 

takes, however, may differ greatly from company to company; and to be effective, it must be 

tailored to fit the individual needs of each organization. Second, it is concerned with 

employees, both as individuals as well as a group, the aim being to get better results with their 

collaboration and active involvement in organizations activities, i.e., it is a function or process 

or activity aiding and directing individuals in maximizing their personal contribution. Third, 
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personnel management is concerned with helping the employees to develop their potentialities 

and capacities to the maximum possible extent, so that they may derive great satisfaction from 

their job. The task takes into consideration four basic elements, namely, the capacities, 

interests, opportunities and personality of the employees. This point has been summarized by 

Pigors and Myers in these words: ―Personnel administration permeates all types of functional 

management, such as production management, financial management, sales management and 

research management.  

 

1.1.3 FUNCTIONS OF HRM: 

The following are the functions of HRM that can be broadly classified into two categories, viz.  

(i) Managerial functions and  

(ii) Operative functions 

 

FIGURE-1.1 FUNCTIONS OF HRM 

I. Managerial Functions: Managerial functions of personnel management involve 

planning, organizing, directing and controlling. All these functions influence the 

operative functions.  

(i) Planning: Planning means predetermined course of action. Planning 

pertains to formulating strategies of personnel program which support 

organization to achieve goal. It particularly involves planning of human 

Functions of 
HRM

Mangerial 
Functions

Planning

Organising

Directing

Controlling

Operative 
functions

Employment

Human resource 
development

Compensation

Human Relation

Industrial 
Relation
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resources, requirements, recruitment, selection, training etc. Forecasting of 

personnel needs, changing values, attitudes and behavior of employees and 

their impact on the organization also covers under the function of Planning. 

(ii) Organizing: It is essential to carry out the determined course of action 

which covered under the function of Planning. In the words of J.C. Massie, 

an organization is a “structure and a process by which a co-operative group 

of human beings allocates its task among its members, identifies 

relationships and integrates its activities towards a common objective.” 

Enterprise has to define the relationship of employees within the 

department and among other department as well to perform the task allotted 

to them. 

(iii) Directing: The next logical function after completing planning and 

organizing is the execution of the plan. The basic function of personnel 

management at any level is motivating, commanding, leading and 

activating people. To attain the organization goal, organization should have 

proper direction in place. Via proper motivation and command over the 

structure, we can attract and retain the potential employees. For the purpose 

of goal attainment at unit at department level, various managers have to co-

ordinate with other department level managers as well.  

(iv) Controlling: After planning, organizing and directing various activities of 

personnel management, the performance is to be verified in order to know 

that the personnel functions are performed in conformity with the plans and 

directions of an organization. Under controlling function manager has to 

check and verify the plans and they need to take corrective actions in case 

of any deviation. Thus, action and operation are adjusted to pre-determined 

plans and standards through control. Manager has to Audit training 

programs along with determination of need of training. By analyzing labor 

turnover records and conducting separate interviews personnel management 

function can be more effective.  

II. Operative Functions: The operative functions of human resources management are 

related to specific activities of personnel management, viz., employment, 

development, compensation and relations. All these functions are interacted with 

managerial functions. Further, these functions are to be performed in conjunction 

with management functions. 
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i. Employment: It is the first operative function of Human Resources 

Management (HRM). Employment is concerned with securing and 

employing the people possessing the required kind and level of human 

resources necessary to achieve the organizational objectives. It covers 

functions such as job analysis, human resources planning, recruitment, 

selection, placement, induction and internal mobility. 

ii. Human Resources Development: It is the process of improving, 

molding and changing the skills, knowledge, creative ability, aptitude, 

attitude, values, commitment etc., based on present and future job and 

organizational requirements. This function includes Performance 

appraisal, training, management development, career planning, internal 

mobility, transfer, promotion, demotion, retention and retrenchment 

management, change and organizational development. 

iii. Compensation: It is the process of providing adequate, equitable and 

fair remuneration to the employees. It includes job evaluation, wage and 

salary administration, incentives, bonus, fringe benefits, social security 

measures etc. 

iv. Human Relations: Practicing various human resources policies and 

programs like employment, development, compensation and interaction 

among employees create a sense of relationship between the individual 

worker and management, among workers and trade unions and the 

management. It is the process of interaction among human beings. 

Human relations is an area of management in integrating people into 

work situations in a way that motivates them to work together 

productively, co-operatively and with economic, psychological and 

social satisfaction. 

v. Industrial Relations: The term ‘industrial relations’ refers to the study of 

relations among employees, employers, government and trade unions. 

Under this operative functions organization perform various activities 

which includes Collective bargaining, Industrial conflicts, and Workers’ 

participation in management Indian labor market, Trade unionism and 

Quality circles. 
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1.1.4 TECHNOLOGICAL ADVANCEMENT CHANGING THE FACE OF HRM: 

 

In recent days’ technology plays vital role in the life of humans as well. The face of human 

resources considers as a portal rather than a human being.  With the help of web based 

application and various technological advancement, most of the company in recent days adopt 

universally accessible HR modules to configure all HR function centrally. These result in 

reducing the cost and improving the services. Based on the recent survey organization which 

adopts sophisticated HR technology tools, they are able to gain competitive advantage in the 

market. Now HR professionals must not only master traditional HR skills and knowledge, but 

also have the ability to apply that knowledge via technology. 

It is very important for the organization to select the best fit technology in which HRM 

performs. Adoption of technology depends on how it is going to implement while performing 

HR functions.  

 

Role of ICT in HRM 

Information and Communication Technology– ICT), has been exponentially growing for more 

than 40 years. This Revolution has considerable effect on the employees, their managers and 

the organizations. It has created uncountable prospects and challenges for thousands of 

companies and employees. Information Technology (IT) has changed the way many people 

complete their work, and has altered the nature of work in industrialized countries. 

Usage of technology in Human resource will help the HR professionals to perform each 

function with precision, Precision in function, Speed, Transparency, Accuracy and rapid 

assessment. There is numerous web based information systems used for human resource 

management. By using technology information on each of the practices like recruitment, 

selection, training and deployment of candidates will ultimately improve the organization 

performance. The system which is well known and understood by many is human resource 

information systems (HRIS), followed by enterprise resource planning (ERP) systems. E-

HRM is an extension of these technologies, adding strategic value to the organization, through 

automation and information. 

The growth of IT has been a boon for many. Latest technologies have formed a major part of 

formal education, and it has been an important factor for them to learn this technology to get 

employment and ensure future success.  For other people, IT has been a corresponding factor 

responsible for creating anxiety and fear. Welcome or not, IT has brought significant changes 

to lives of many. 
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The resourceful amalgamation of Information and people can be a powerful force in attaining 

superlative performance in today’s information intensive environment. To reach and in some 

cases surpass challenging goals in order to fulfill and develop established markets (or develop 

significant new ones) and create an excellent value and proposition for all owners, employees 

and clients, high-performance organizations are likely to employ able and inspired workers 

who are supported with well-built IT systems. This blend of skilled workforce and cutting-

edge technology has transformed business and commerce and has transformed the notion of 

management. Managing information, deliverables, and the people, who deliver, take up 

substantial time and energy of the Managers in such organizations. In order to succeed in this 

fast changing environment, the managers are required to be able in new practices and new 

technical advancements. Electronic characteristic of management is present in all the areas of 

HRM. When there is transfer of information from one worker to another worker and from one 

client to another, both in internal form and in processed form, the electronic aspect is very 

essential in all functions and actions of HRM. 

 

1.2 INTRODUCTION OF E-HRM: 

 

To attract globally mobile talent, diversified workforce HR professionals have to adopt the 

advance HR technology. New kinds of technical knowledge, skills and abilities would require 

HR practitioners in future who are flexible and willing to deal with the ever accelerating pace 

and often unpredictable changes in the global workplace.  

 

Before defining e-HRM, let us understand the difference between e-HR and e-HRM. E-HR is 

the strategic application of web based technologies to HR- related systems that along with 

other organizational changes will lead to more broadly based access to HR information and 

wider opportunities for managing the information.  e-HRM is a web-based technology which 

provides online solution to human resource management through information technology. e-

HRM is a broad system but it is easy to use and flexible according to the organizational needs. 

e-HRM is also called digitalization of information which is used in the Human Resource 

Management like text and sound information from one device to another. E-HR term stands 

for the role of technology in the HR activity. In the human resource management everyday 

tasks like payroll, training and development, performance appraisal, learning programs etc are 

handled by the managers and employees. Remarkably, the E-HR adoption helps to eliminate 

the HR and allowing self-service tools to the managers and employees for performing the HR 
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tasks. The objective of the e-HRM is to improve the services and processes of the HR 

department. All the employees, management and customers are the target group for the e-

HRM system. 

 

1.2.1 MEANING AND DEFINITION OF E-HRM: 

 

People mean differently by the term “e-HRM”. It is a web-based solution that takes advantage 

of the latest web application technology to deliver an online real-time Human Resource 

Management Solution.  

Technically speaking it can be said that e-HRM is the technical unlocking of HRIS for all 

employees of an organization. E-HRM as defined by Kettley P and Reilly P (2003), is a 

Computerized Human Resource Information System (CHRIS) and consists of “a fully 

integrated, organization-wide network of HR related data, information, services, databases, 

tools and transactions.” Such a system can be described as e-HR, meaning the application of 

conventional, web and voice technologies to improve the HR administration, transactions and 

process performance. As stated by Ernst Biesalski “Electronic-Human Resource Management 

(E-HRM) is a web based tool to automate and support HR processes. The implementation of 

e-HRM is an opportunity to delegate the data entry to the employees. E-HRM facilitates the 

usage of HR market places (e-recruitment) and offers more self-service to the employees. 

EHRM is a collection of many different technologies.” 

 

TABLE 1.2 DEFINITIONS OF e-HRM GIVEN BY VARIOUS AUTHORS  

 

Sr. No. Year Author Definition 

1 2000 Noe,Gerhard and 

Wright 

Electronic human resource management (e-HRM) implies 

processing and communication of digitized information used  

in HRM, together with text, audio, video, visual images, from 

one computer to a different electronic appliance. 
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2 2001 Adam & vanden 

Berg 

E-HRM is using web-based technologies (internet, intranet, 

extranet, portal) for the best of human resource management 

 that reduces the administrative work, gives the chance to 

workers to plan their career dynamically, giving the  

Management the prospect to take well founded resolutions and 

improving the effectiveness and efficiency. 

3 2001 Mary Gowan Electronic human resource management system (e-HRM 

System) as net-based solution that takes benefit of the latest 

internet technology to perform an online real-time human 

resource management solution. 

14 2001 Walker, E-HRM is widely used but a unanimously accepted definition is 

still undecided. It is over and over again used tantamount with 

like terms such as web-based human resources. E-HRM is also 

seen as a compilation of facts, principles and best-practice 

approaches to  effective human resource management 

5 2002 Watson Wyatt E-HR implies the broad access to human resources data, 

instruments and operations available directly on the web in most 

offices today. It illustrates the "net effect" of the outburst in  

web technologies and the striking impact this growth has had 

 On the way workforce now obtain employment-related 

information via integrated self-service applications. 

6 2002 Kovach, Fagan, 

and Magitte 

e-HRM as web-technology-based conduit; offer the managers 

and the workforce of the organization with information as well 

with the capability to finish HR-related transactions 

7 2003 Kettley      P and 

Reilly P 

E-HRM as defined by is a computerized human resource 

information system (CHRIS) and consists of a fully integrated, 

company-wide network of HR related data, information, 

services, databases, tools and transactions.  Such a system can be 

described as e-HR, meaning the use of traditional, web and  

Voice technologies to develop the HR administration, 

transactions and process deliverance. 
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8 2003 Lengnick-Hall        

and Moritz 

Where HRIS were directed to help the HR experts in  

delivering their HR tasks, electronic HRM applications are, 

beside directed to carry HR professionals in performing their  

HR tasks, and also directed to support managers and employees 

completion of their HR jobs.  

9 2004 Bulmash, J. Human resource   technology can be elaborated as   any  

Technical knowhow that is used to attract, recruit, retain, and 

maintain human resources, facilitate HR administration, and 

optimize HRM. 

10 2004 Bondarouk & 

Ruël 

E-HRM  as  an  approach  of  executing  human  resource  

management (HRM) strategies, policies and practices in 

establishments through a deliberate and directed support of, 

and/or with the full use of, web- technology based conduits 

11 2005 Van den Bos & 

van der heijdeen 

Electronic human resource management system (e-HRM) is to 

facilitate human resource management through application of 

web technology. 

12 2006 Bondarouk & 

Ruël 

E-HRM, where employee and employers, through e-HRM, are 

able to communicate about HR content more effectively 

 

13 2006 Uman ID Electronic human resource management system (e-HRM) is 

revamp and automation procedure by which the HRM function 

can pay attention on delivering value to the business. It is a 

perception through which HR information and process support 

self-service mode of service delivery, and is made accessible 

over the internet or intranet so that workforce can utilize and 

inform. 

14 2007 Strohmeier e-HRM is the planning, execution and implementation of 

information technology for both networking and supporting at 

least two people or unified actors in their shared performing of 

HR actions. 
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15 2007 Van Veldhoven E-HRM could be intently defined as the administrative  

support of the HR department in business by using internet 

technology, but also emphasize the significance of 

 Understanding that the beginning of e- HRM may lead to 

alteration in fact and positioning of the HR function. 

16 2009 Shane Electronic human resource management system (e-HRM) is  

seen as the connection between human resource management  

And information technology. It combines HRM as a discipline 

and in particular it’s basic HR activities and processes with the 

information technology function 

17 2009 Bondarouk & 

Ruël 

An umbrella term encompassing all possible integration 

mechanisms and contents between HRM and information 

technologies, intending at generating value within and across  

The organization for targeted workforce and management. 

18 2010 Varma S In cases where a business deliberately and in a focused way 

prefers to put in place web technology for HRM purpose, based 

upon the thought that management and workforce should 

cooperate and play an active role in delivering out HR work,  

we can have a thought of e-HRM. 

19 2011 Parry and Tyson E-HRM is considered to be as “a way of implementing HR 

strategies, policies and practices in organizations through a 

conscious and directed support of and/or with the full use of  

web technology-based channels” 

20 2015 Marler and Parry e-HRM has been defined as a set of ‘configurations of computer 

hardware, software and electronic networking resources that 

enable intended or actual HRM activities (e.g. policies, practices 

and services) through coordinating and controlling individual 

and group-level data capture and information creation and 

communication within and across organizational boundaries’ 
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1.2.2  FUNCTIONS OF E-HRM 

 

The daily HR activities of administration and HR events can now get a technology advantage, 

one that makes all the information available instantly. Functions like maintenance of HR data 

can now be customized according to individual requirements, as a result of which the HR 

output is increased exponentially. Some of the features are: Aligning HR Services to 

organizational vision, maintaining HR Data, managing employee and employment records, 

maintaining data masters at multiple levels and others. 

- Employee Personal Information Management 

The Personal Information Management System (PIMS) module helps both HR managers and 

employees to efficiently administer change for all important employee life events by providing 

technology for effective delivery. Employee induction process management; Smoothen 

employee joining into the organizational ethnicity and environment with introduction plan and 

agenda; Robust job management to have a definite course; Electronic forms to induce ability 

to get rid of errors and fasten time to conclusion; abridged managerial burden of official 

procedure and administration of tasks. 

- e-Recruitment:  

The way of recruiting employees for the organization has been changed through information 

technology. It helps for easier access, more incremental way of finding best match for a given 

opening; reduce application costs, improving screening mechanisms. E-recruitment would not 

replace to recruit but it would innervate it to become more successful. It is a tool of 

recruitment and selection strategy. Therefore, in the words of Breaugh and Starke E-

recruitment is identification of and attracting employees by using the internet. Hence online 

recruitment is E- recruitment or internet recruitment. E-recruitment is an online recruitment 

where the recruitment function can be performed with the usage of electronic resources. It 

utilizes web based tools techniques and technologies.  

-  e-Training: 

Most of the companies now a day’s provide online learning as e-training help organization to 

provide training in more efficient way inside the organization. Through e-training module 

training can be available “anytime, anywhere”. It helps to reduce the direct costs such as 

instructor fees, printed materials, training facilities etc., and indirect costs such as travel time, 

lodging and travel expenses, workforce downtimes. 

The right skill-set applied at the right time, changes everything. Training management consists 

of the following processes: 
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- Creation of training material across different locations and for specific groups.  

- Creation of a time bound training calendar 

- Recognize training requirements as a part of assessment  

- Assigning training for recognized training requirements. 

- Communication about the training schedule and full course particulars to the 

employees, and nominate employees for the trainings 

- Assigning the trainers across locations and generation of the related communication 

- Tracking of attendance of employees across the training programs 

- Recording of trainer and trainee feedbacks 

- Tracking of courses 

- Generation of reports for training cost tracking 

- Tracking the training effectiveness after the training program has been completed 

 

-  Performance Management System: 

It is a software program that facilitates the completion of performance evaluation online. 

Cordy and Miller argued that „Technology had influenced a performance level, also appraisal 

satisfaction through contributed to performance management in measurement of employee’s 

performance by computer systems. ‟ E-performance appraisal practice means applying/using 

e- technology or electronic media to capture, store, analyze, rate and report the employees, 

performance appraisal of selected banking organizations.  

- Absence Management:  

In the absence of people, planning well can turn out to be the difference in losing precious 

time and money. However, at the same time, just collection of information for helping the 

employees plan their absences can be wastage of time and resources. Proper alignment and 

information, enables the HR to react and take action at the right time, to provide the 

information as and when required, and reduction of time on employee helpdesk. 

-  Shift Management 

Shift management through e-HRM helps in employee rotation with a complete control, and no 

surprises. Features of shift management are: shift rotation of employees, providing detailed 

overview of shifts of employees, linking of the shift roster with the department of transport 

and scheduling of employee pickup. 

- E-promotion Practices 

Using e-technology or electronic media in advancement of an employee to a better job is 

called e-promotion practices. Applying e-technology for identifying merits, seniority, 
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performance and promotion types, methods etc. constitute e-promotion practices. 

- e-Welfare and Fringe Practices 

Welfare facilities mean compensation and fringe practices other than wage, salary, monetary 

and non-monetary benefits. Pay and fringe benefits must be provided by the organization to 

their employees. It is a website that vests it to gather, store, manipulate, analyze, utilize and 

distribute welfare and fringe benefits anywhere. It will increase the effectiveness to adopt 

welfare and fringe procedures to confront challenges, manage and maintain all aspects of it.  

- e-Rewards and Recognition 

Adapting or using e-technology or electronic media in rewards and recognition procedure is 

referred to as e-rewards and recognitions practices. Performing all rewards and recognition 

activities through internet/web/e-technology is called e-rewards and recognition practices. 

 

1.2.3 E-HRM MODEL: 

 

The model of e-HRM system was investigated by Ruel in the five big organizations. The 

model explains the initial HRM strategy and policy, objectives, levels of e-HRM and 

outcomes by mentioning all possible environments. 

 

FIGURE 1.2 PROPOSED MODEL OF E-HRM BY RUEL 

 

(Source: Kaur 2013)  
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i. Initial HRM Strategy and policy:  In the organization policies regarding Human 

Resource Management are divided into Batch, Market and Bureaucratic policy. In 

the bureaucratic type of organization which faces environmental, economic kind of 

challenges, bureaucratic policy occurs. For the severe market change Market policy 

is often seen. Finally, batch policy can be seen in organizations which totally rely 

on quality, innovation and creativity. Employees' expertise plays a vital role in the 

success of such organizations. 

ii. Goals of e-HRM: The following objectives are fulfilling by the e-HRM system: 

 Provide good information system to the employees of the organization at a 

reasonable cost. 

 Offer full support regarding future planning and policy formulations. 

 To provide full assistance to demand and supply imbalances of human 

resource management. 

 To make information regarding employees automated. 

 To make quick response regarding HR decisions and employee’s services  

 To create privacy and personal security for the data. 

 

FIGURE 1.3 OBJECTIVES OF e-HRM BY LEPAK AND SNELL 

 

Source: (Lepak and Snell, 1998) 
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Lepak and Snell refer to the four pressures of e-HRM. HRM departments are asked to 

focus on strategic questions. These departments need to be elastic in terms of 

policymaking and practices. HRM departments should work efficiently and be aware 

of costs. HRM departments should be service-oriented towards management and 

employees. 

 

iii. Levels of e-HRM system: 

Lepak and Snell investigated 3 levels of e-HRM in 1998. 

i. Operational E-HRM covers all administrative functions - payroll and 

employee personal data for example.  

ii. Relational E-HRM includes supporting business processes by means of 

training, recruitment, performance management and so forth.  

iii. Transformational E-HRM includes strategic HR activities such as knowledge 

management, strategic reorientation”. (Lepak and Snell, 1998). 

 

The different type of e-HRM actions can be explained with the help of below table: 

 

TABLE 1.3 TYPES OF e-HRM 

 

 

 

 

 

 

 

 

 

 

 

 

 

(Source: Lepak and Snell) 
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iv. E-HRM outcome: 

 HRM is a new way of thinking for implementing human resource management 

practices, policies and strategies. Four objectives of e-HRM were identified by Beer 

et al. (1984) 

 

TABLE 1.4 e-HRM OUTCOMES 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

(Source: Lepak and Snell) 

 

1.2.4 ADVANTAGES OF e-HRM SYSTEM 

 

The following are possible benefits of e-HRM: 

a) e-HRM has the likely to have impact on both efficiency and effectiveness. 

b) It helps the organization to have more transparent HR system. 

c) With the usage of e-HRM, organization can have significant reduction of 

administrative burden 

d) E-HRM Provides integral support for the management of human resources and all 

other basic and support processes within the company 

e) A more forceful workflow in the business process, productivity and employee 

Satisfaction 

f) E-HRM helps organization to reduce the costs while preserving the quality data 
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g) Through e-HRM, organization can have standardization and decentralization in HR 

department itself.  

h) Standardization, Parametric and customizability reflect the smooth function in HR 

department.  

i) As it us User-friendly interface, employee and managers access all required 

documents which saves their time to take decisions.  

j) E-HRM provide HR metrics on time to support strategic decision making  

k) HR can more focus on strategic activities rather than playing administrative role. 

 

1.2.5 FACTORS AFFECTING SUCCESSFUL IMPLEMENTING E-HRM: 

 

According to Tanya et al., (2009), the following are the factors which play an important role 

for the implementation of e-HRM in organization. 

 

 FIGURE 1.4 FACTORS AFFECTING SUCCESSFUL IMPLEMENTING E-HRM 

 

 

Source: Tanya et al (2009) 
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 1.2.6. CHALLENGES OF E-HRM IMPLEMENTATION 

 

The following are some of the challenges faced by various companies: 

 

1. Bring into line of e-HRM system with the business process or practices is one of the critical 

challenges almost of the companies facing recently. 

2. It’s somewhat difficult to measure the return on investment in technology. 

3. Secrecy in terms of information store in the technology.  

4. Human touch should not be ignored while deploying technology. 

5. Customization on the HR modules and its implication is very critical at entry level. 

6. Acceptance of technology by employee is one of the challenges which most of the 

organization faced initially. 

7. By deploying technology training to the users is need and some employee might not find the 

technology user friendly.  

9. Integration issue of e-HRM with other functions of the organization. 

10. e-HRM needs continuous feedback and upgradation in the system as per the requirement.  

 

1.2.7 ADOPTION OF E-HRM:  

 

Foster (2009, p112) highlights the reason for adoption and acceptance of technology within 

organizations and says that, “To interact with technology, people have to make sense of it; and 

in this sense-making process, they develop particular assumptions, expectations and 

knowledge of the technology, which then serve to shape subsequent actions toward it.” 

Adoption of the process is really not easy as it need loads of changes especially if it is of new 

technology as it needs evaluation and looking for all pros and cons of it but still in this 

competition world every company and department need to be updated and upgraded so to 

match the pace with growth. Here is the adoption of E-HRM to the company which is thought 

to bring these different positive changes of cost efficiency, time efficiency and quality 

improvement and over all shifting HR to more of strategic side. 

 

In other words, adoption process is initiation and implementation of information technology to 

support HR related tasks and all actors performing in those tasks (Strohmeier, 2009).  With 

information technology communication technology plays vital role in the E-HRM adoption for 
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HR related tasks (Panayotopoulou et al., 2010). Word implementation here means much 

broader like putting something into practice or making something work.  e-HRM is a style of 

performing human resource management (Ruel and Bondarouk, 2004).  

 

Adoption of E-HRM need a strategy there should be enough infrastructure to put this into 

implementation like information technology set-ups, internet and telecommunication systems.  

Result of the adoption can be dependent on the limitations like software, hardware, skills of 

the workforce and financial capacity of the company (Sanayei and Mirzaei, 2008). 

 

 

1.3 THE INDIAN PHARMACEUTICAL INDUSTRY: 

 

India is the largest provider of generic drugs globally. Indian pharmaceutical sector industry 

supplies over 50 per cent of global demand for various vaccines, 40 per cent of generic 

demand in the US and 25 per cent of all medicine in UK. India enjoys an important position in 

the global pharmaceuticals sector. The country also has a large pool of scientists and engineers 

who have the potential to steer the industry ahead to an even higher level. Presently over 80 

per cent of the antiretroviral drugs used globally to combat AIDS (Acquired Immune 

Deficiency Syndrome) are supplied by Indian pharmaceutical firms.  

The IPI is a highly fragmented sector, with about 20,000 registered units with severe price 

competition and government price control. There are approximately 250 large units and about 

8000 small scale units which form the core of this industry in India (including 5 Central Public 

Units). The countries production cost is the lowest in the world. According to IBEF, the cost 

of production in India is approximately 60 per cent lower compared to US and almost half 

when compared to Europe. This has given rise to the increasing export contribution. India 

derives 50 per cent of its revenues from exports. America is India’s largest buyer accounting 

for 40.6% of estimated exports of USD 16.8 billion in 2016-17. Europe (19.7%), Africa 

(19.1%), Other Asian countries (18.8%) are the other major buyers. 

This has given rise to the increasing export contribution. India derives 50 per cent of its 

revenues from exports. America is India’s largest buyer accounting for 40.6% of estimated 

exports of USD 16.8 billion in 2016-17. Europe (19.7%), Africa (19.1%), Other Asian 

countries (18.8%) are the other major buyers. 
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FIGURE: 1.5 CONTRIBUTION OF COUNTRY IN GLOBAL PHARMACEUTICAL 

INDUSTRY 

 

 

 

 

 

 

 

 

 

 

 

Source:  IBEF, Business Monitor International, FCCI Indian Pharma Summit 2014-15, 

TechSci Research) 

 

FIGURE 1.6 STRUCTURE OF INDIAN PHARMACEUTICAL INDUSTRY: 

 

 

Source: Source:  IBEF, Business Monitor International, FCCI Indian Pharma Summit 2014-

15, TechSci Research) 
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The IPI is dominated by the generic drugs segment which makes up for almost 70 per cent of 

the total revenues followed by Over the Counter (OTC) medicines (21 per cent) and patented 

drugs (9 per cent)  

 

- API/Bulk Drugs:  India supplies 20 per cent of global generic medicines, in terms of 

volume, making the country the largest provider of generic medicines globally and the 

same is expected to expand even further in coming years. Growth will be driven by 

increasing number of Abbreviated New Drug Applications (ANDA) approvals.IPI 

accounts for the second largest number of ANDA approvals, and is the world’s leader 

in Drug Master Files (DMFs) applications with the US. The significant share of 

approvals to India of the total approvals by USFDA (31.8 per cent in FY16) can be 

attributed to the Indian Pharma companies’ efficiency to make high-quality medicines 

at competitive prices. 

 

- Formulations: In the formulations business as well, India is largest exporter in terms of 

volume, with 14 per cent market share and 12th in terms of export value. Domestic 

market size currently valued at USD11.2 billion. A double-digit growth expected over 

the next five years 

 

- Biosimilars: Biosimilar’s sector in India is expected to increase from $186 million in 

12016 to $1.1 billion in 2020, according to industry estimates. Indian life science firms 

are investing in biosimilar development to tap this growing opportunity. They are also 

establishing manufacturing  facilities  in  other  countries  to  serve  the  local  and  

export  markets. The government plans to allocate USD70 million for local players to 

develop biosimilars 

 

 

- CRAMS: CRAMS industry is estimated to reach USD18 billion in 2018. The sector 

will benefit on account of branded drugs going off patent during 2017-19 which will 

create an opportunity for CRAMS segment. 
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1.3.1. EVOLUTION OF INDIAN PHARMACEUTICAL INDUSTRY: 

 

The Indian pharmaceutical industry has grown rapidly over the last few decades. Prior to 

2005, the Indian regulatory system recognized only process patents.  This helped build a 

firm foundation for the strong and competitive domestic pharmaceutical industry. During 

this phase, the prevalent price control mechanisms helped companies deliver medicines at 

affordable prices, to patients across India.  

 

The different phases that the Indian pharmaceutical industry has gone through, during the 

pre-patent (till 2005) and post-patent (post 2005) regimes are as follows. 

 

- Pre-patent regime (Before 2005) 

Process patents helped the Indian pharmaceutical sector flourish, amid a fast growing 

generics industry. During this regime, multinational companies (MNCs) were reluctant 

to directly introduce new products in India. Domestic companies leveraged this 

situation, by re-engineering these products and marketing them in India. 

o The Indian Patent Act 1970: The Indian Patent Act aimed at encouraging 

domestic players to manufacture drugs and ensure self- sufficiency in 

medicines. The Act granted patents, based on the process of manufacturing, as 

against the global practice of granting patents, based on the new drug alone. As 

a result, several Indian players began manufacturing products, based on the 

same bulk drug, yet through different processes. 

o Drug Price Control Order Act 1970: The DPCO governed prices of all bulk 

drugs and formulations, to ensure widespread availability of medicines, at 

reasonable prices. Together, the Indian Patent Act and the DPCO significantly 

influenced the structure and growth pattern of the domestic pharmaceutical 

industry. 

o Decline in share of MNC’s:  Introduction of these regulations caused great 

dismay among MNCs, who were left with little incentive to introduce new 

products in India. They shifted their focus towards vitamins, cough 

preparations, NSAIDs (pain killers) and eventually built up strong brand equity 

in these products. Hence, it is not surprising that the share of multinationals in 

total production of formulations began to decline after1970. 
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o Growth of Small Scale Units: At  the  same time, the  number of domestic 

small-scale units increased rapidly, due to  following reasons: 

 Low-entry barriers 

 Abundant availability of bulk drugs 

 Numerous incentives, such as waiver of price control on drugs produced 

by them, offered to SSIs o    A vast, geographically dispersed market 

Additionally, several large producers began outsourcing production to small 

units (under the loan licensing scheme) to contain costs, which further 

encouraged growth of SSIs. 

 

- Post-patent regime (Post 2005): 

In line with its commitments to the WTO, the Indian Government passed an ordinance 

to introduce the product patent regime w.e.f. January 2005. This aided the integration 

of India into the global pharmaceutical market and rendered duplicating of post-1995 

patented drugs illegal. While this discouraged process re-engineering of products 

patented post 1995, the amendment aimed at gradually enhancing confidence of large 

global players on Indian companies. 

 

o Enactment of product patent regime: 

India entered the product patent regime on January 1, 2005. This marked the end 

of a protectionist era and better integrated India with the global pharmaceutical 

market. 

While the earlier process patent regime helped the Indian pharmaceutical 

industry develop into a world-class generics industry, the product patent regime 

aimed at encouraging new drug discoveries over the long-term. Traditionally, 

pharmaceutical MNCs had maintained a low-key presence in the Indian market, 

due to the absence of product-based patents and rigid price controls. Hence, the 

recognition of product patents will gradually boost confidence levels, placed by 

large global players on India. 

 

From January 2005 till date, India has seen a handful of patented product 

launches. The launch of patented products in India has been slow as innovators 

are taking their time, to seek clarity on data protection, patenting of derivatives 

and pre- and post-grant opposition. While not much has changed on this front, 
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MNCs' approach towards the domestic market is slowly changing. 

 

o Rising focus on Exports: 

India  gained  a  foothold  on  the  global  arena,  with  innovatively-engineered 

generic  drugs  and  active pharmaceutical ingredients (API). The country now 

seeks to become a major player in outsourced clinical research and the contract 

research and manufacturing services (CRAMS) segments. 

o Implementation of Schedule M: 

The mandate issued to small-scale pharmaceutical units, necessitated 

compliance with the Schedule M norms. Schedule M of the Drugs and 

Cosmetics Act outlines various requirements for manufacturing good quality 

drugs and pharmaceuticals, by applying CGMP. 

o Affixing of price by NPPA: Major companies were asked to revise drug prices 

to levels fixed by the National Pharmaceutical Pricing Authority (NPPA). The 

regulator directed companies to make relevant changes in their maximum retail 

prices (MRPs). Drugs, which have come under the scanner, cater to major 

therapeutic areas, such as diabetes, cardio- vascular, allergies and infections. 

o Drug Law: In 2013, the Drug Controller General of India (DCGI) reviewed the 

rationality of fixed dose combinations (FDCs) available in the market. Based 

on the review, the regulator issued directives for withdrawal of certain FDCs. 

These norms, coupled with few others, point towards a more stringent drug 

regulatory environment, which could increase compliance and facility 

upgradation costs, for the industry, over the medium term. 

 

 

1.3.2 FUTURE OUTLOOK OF INDIAN PHARMACEUTICAL INDUSTRY: 

 

The government wants to control drug prices to ensure its availability at reasonable rates. This 

is expected to have a continued impact on the prices. However, the industry will benefit from 

the steady growth in the formulations segment on the domestic front, backed by growth in 

presence of chronic diseases, increasing per capita income, improvement in access to 

healthcare facilities and penetration of health insurance. Furthermore, while the Indian generic 

drug  segment  on  the  export  front  will  have  competition  pressure  from  other countries to 

get ANDA Approval, and pricing pressure in the US generics market due to consolidation of 
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distribution channels and increase in competition, it will benefit from the expected increase in 

business from several drugs going off-patent in 2017-19 which will create opportunities in the 

CRAMS segment. Indian companies are also increasingly developing   niche   portfolios   in   

various   segments   such   as   high   margin   injectable, dermatology, respiratory, biosimilar, 

complex   generics   etc.   Major   companies   have increased their R&D spend to build 

pipeline of niche drugs. This in turn will help the companies to optimize growth and margins, 

thus, post patent cliff, the companies which have developed their product basket in the niche 

category will be ahead in the curve. While the implementation of GST has no major impact on 

prices of medicines, it has resulted in savings in logistic cost for drug makers as they now 

have where they can prefer not to have warehouses in each state thus reducing their 

dependency on CFA. The companies can therefore set up warehouses keeping in mind the 

logistics benefits rather than considering CST. 

 

1.3.3 CHALLENGES FACED IN THE PHARMACEUTICAL INDUSTRY: 

 

The   Pharmaceutical   Industry   is   rapidly changing   on   the   regulatory,   R&D,   people, 

technology fronts. Companies face numerous challenges such as 

- Meeting Government policies and compliance 

- Increasing costs 

- Supply chain issues 

- Lack of skilled manpower and training systems as the company scales up 

- Inefficient internal systems such as information management 
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1.4 OUTLINE OF THE REPORT 

 

Chapter One: Introduction 

Chapter one discusses the Conceptual framework of the area of research. It also 

mentions the scope of the research and assumptions herein. It defines the key 

terms. This chapter highlights basics of e-HRM, e-HRM adoption and introduction 

of pharmaceutical industry and its implementation, and the sequence of all the 

chapters like chapter 1-Introduction to the Research area, Chapter 2-Literature 

review, Chapter3-Research Design and Methodology, Chapter4-Data Analysis and 

Interpretation, Chapter5-Conclusion. 

 

Chapter Two: Literature Review 

Chapter two states the conceptual foundation on which the study is constructed. 

This chapter reviews all the relevant literature related e-HRM implementation 

along with its benefits, factors and challenges. The aim of these literature reviews 

is to study all the variables independently and inter-relatedly to identify the 

relationship and gap between them. This chapter identifies the problem area, the 

problem statement and at the same time research gap also identified.   

 

Chapter Three: Research Methodology 

Chapter three provides the basics research methodology. This chapter also 

includes research problem, objectives, significance of the study. It highlights the 

different aspects of research designs. This chapter discusses the research area and 

sampling techniques, as well as the research instruments. The demographic factors 

of the target respondents are also explained here. This chapter provides the sources 

and methods of data collection for the research process. In simple words, this 

chapter explains the overall research strategy of this study. 

 

Chapter Four: Data Analysis and Interpretation 

This chapter analyses and interprets the data. This chapter tests the reliability, 
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validity, normality; and sample adequacy of the data. All the aspects of the pilot 

study are explained. The selection of appropriate statistics is an essential part of 

this chapter. This chapter also discusses the demographic diversity of the 

respondents. Both descriptive analysis is performed in this research study. All the 

research hypotheses are tested here.  

Chapter Five: Conclusion 

This chapter is the last chapter of the research study. Findings of the whole 

research process are presented in this chapter in a systematic manner. The 

limitations of the research study are also discussed. The key objective of any 

research is to achieve the research objectives. In this chapter, the researcher also 

states that point. This chapter also answers the research questions in terms of 

hypothesis testing. Finally, in this chapter, the researcher draws a common 

conclusion about the complete research process and also mentions how this 

research is helpful for the different stakeholders. 
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CHAPTER – 2 

Review of Literature 

 

2.1 INTRODUCTION: 

 

The focal point of this literature review is to reiterate and integrate the 

arguments and thoughts of other researchers about e- HRM.  Since evolution 

of e- HRM as a research topic, lot of researcher has contributed in this field. 

Present study has classified and compiled the related literature with a specific 

heading so that literature review is logical and meaning could be derived out 

of it. A substantial amount of research on the implementation on e-HRM has 

been carried out in USA, UK, Germany, Iran, China, Sri Lanka and other 

parts of the world. In India, research on e-HRM is limited to its use and 

benefits; however, there is a huge void in terms of the use of e-HRM at 

transformational level. The current literature review is an attempt at 

highlighting the benefits, fascinating factors, challenges, effectiveness of 

implementation of e-HRM in pharmaceutical industry of Gujarat state.  

 

2.2. REVIEW OF LITERATURE IN INDIA AND OTHER COUNTRY 

 

This chapter is based on the conceptual and non-conceptual background, 

empirical   and non-empirical   literature   available   at national (India) and 

international level having direct and indirect bearing on the objectives of the 

present study.  Sequential approach is adopted in review of literature for E-

HRM. The literature review is related to evaluation of e-HRM, meaning and 

definition of e-HRM, Types of e-HRM, e-HRM functions, e-HRM tool and 

its application, Benefits of using e-HRM, e-HRM as strategic partner, 

Financial implication, e-HRM and its facilitation, Factors influencing e-HRM, 
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e-HRM implementation in pharmaceutical industry, Complication of defining 

the effectiveness of e-HRM, Effectiveness of e-HRM, Challenges of using e-

HRM. 

 

The review of literature is segmented into the following 6 sections: 

 

2.2.1 e-HRM tool, its uses and implementation 

2.2.2. Drivers for implementing e-HRM 

2.2.3 Facilitating factors for successful implementation of e-HRM 

2.2.4 Benefits derived from usage of e-HRM 

2.2.5 Challenges faced by the organization pre and post e-HRM 

implementation 

2.2.6 Effectiveness of e-HRM 

 

2.2.1 e-HRM tool and its application 

 

1. The supply of latest info and technology significantly the planet Wide 

internet has been instrumental in catalyzing the data management 

movement. data management (KM) could be assortment of processes 

that govern the creation, dissemination, and utilization of information 

in a company(Hirschheim & Newman, 1991). 

2. For taking corporate decisions, now organization uses all the inputs 

from human resource management system. Operational and strategic 

business objectives are not being considered in isolation of HR 

objectives. HR managers with technology are playing better role further 

than administrative role. They proposed the framework which specifies 

the contribution of human resource technology which helps to gain 

competitive advantage(Broderick & Boudreau, 1992). 
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3. e-HRM can be perceived as accumulation of facts, data and it follows 

all the principles of management to have effective human resource 

management. In HR domain usage of technology will have positive 

impact on improvement in level of service with lesser cost and capacity 

to invest time for more valued activities(Walker, 2001).  

4. An electronic HRM (e-HRM) application supports managers and 

employees for accomplishment of their HR related task. With the help 

of e-HRM technology, the users can build good rapport with other 

employees as well with the help of technological advancement in terms 

of intranet, extranet, employee self-service, HR portals etc. They stated 

that implementation of the e-HRM should be on stepwise process from 

transaction focus to transformation focus. The automation of 

transaction with e-HRM is the simplest form of introducing e-HRM 

system in the organization whiles the next level of e-HRM system. 

With reference to adoption or implementation of e-HRM, some 

organization follow step by step process i.e. going from the first level 

of operational e-HRM to relational to transformational whereas some 

organization directly jumped to implement operational to 

transformational(Lengnick-Hall & Moritz, 2003). 

5. e-HRM as fully unified system, with the help of network all HR related 

information, data and transaction takes place which helps the HR 

department to deliver the services smoothly. The usage of e-HRM is 

vary from organization to organization(Kettley & Reilly, 2003). 

6. For workplace monitoring internet is playing vital role. This paper 

examines the implementation of internet affect employees trust. 

Investigation on employee’s perception towards monitoring moderated 

this relationship. The result shows that organizational support and 

advance notice to the employees significantly affect the post 
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implementation trust which in turn affect the organizational 

commitment and turnover(Alder et al., 2006) 

7. e-HRM enables HR function to automate administrative HR-task and to 

optimize value creating HR-activities. Three levels of development can 

be distinguished as web-presence HR, web-enabled HR, web-energized 

HR. A variety of techniques is used in companies to acquire 

knowledge, to organize knowledge and to make knowledge transparent. 

At the moment, people organize the competency tree as a simple tree 

data structure in its database(Biesalski, 2003). 

8. The importance of determination of type of e-HRM to be utilized as per 

the requirement. E-HRM growth is irregular process in reality. The 

major challenges for the organization to implement the e-HRM system 

is that the modules for overall implementation cannot be impose on the 

one go and the same time it’s difficult to implement all three levels 

simultaneously. For successful transformation e-HRM, organization 

should be having relational e-HRM. Research found that the goals of e-

HRM are mainly to improve administrative efficiency or cost 

reduction. e-HRM hardly helped for competency improvement but it 

helps to reduce cost and administrative burden (Ruël et al., 2004) 

9. Research on Intelligent Information Processing in Human Resource 

Management in China using the customer database of on the current 

situation of Chinese enterprise's e-HRM over the past days. The 

research showed that even supposing most enterprises in China take a 

positive attitude towards e-HRM using computers, networking, 

business intelligence and Internet technology, they are just taking the 

first step in revolutionizing HRM with IT. Over 70% of them have not 

introduced any HRM systems. Most HR managers do not possess 

sufficient knowledge in IT and information systems to help them in 

using e-HRM systems. The study showed that over half of the HR 
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managers surveyed have an average ability in applying IT, among 

whom those from enterprises without use of HRM systems perform 

worse in applying IT. The 58% respondents belong to poor and very 

poor, which means that they were just able to use office software and to 

get information from the Internet. 55% of the managers from 

enterprises, who have used HRM systems, have above-average ability 

in applying IT (Zhang & Yuan, 2007). 

10. Electronic human resource management system (e-HRM) is seen as the 

link between information technology and human resource system 

which combines HRM as a discipline with information technology as a 

function. Accordingly, to him the one-way communication from the 

organization to its staff is typical feature of e-HRM, which involves 

merely broadcasting information. To cut down the printing cost, e-

HRM considers being cost-effective. The system also provides the 

facility to alter and upload the data whenever required so that 

employees can access updated information contemporaneously(Shane, 

2009).  

11. HRM and e-HRM readiness in Kuwait. The study basically on to what 

extent companies in Kuwait were ready for e-HRM. The findings were 

based on the interviews with the HR-managers from the six companies. 

The major findings of study were HRM in Kuwait is still focused 

ample on Personnel Management. The extent of usage of e-HRM in 

Kuwait is good in terms of readiness to adopt but currently lots of 

companies are not using e-HRM at all. So there is lack of adoption of e-

HRM in Kuwait.  So it’s a need for the companies in Kuwait to 

improve the extent of usage of companies towards e-HRM(Woerd, 

2009). 

12. Delphi method to study e- HRM in Europe which empirically explores 

future developments in information and communication technology and 
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its consequences for human resource management. With the help of 24 

experts comprising academics and practitioners under Delphi method, 

the study revealed that e-HRM is an emerging, fast evolving, and 

important area of research. The developments on this area will have 

great impact on the future of the HR field. The suggestion given at the 

end that technology will have major impact towards bright future of e-

HRM(Heikkila, 2010). 

13. A study to understand the impact of the adoption of electronic Human 

Resource Management (e-HRM) on the Human Resource Management 

function. The study was also on finding out the effect of technology on 

role of human resource managers. The research also covers the 

adoption of various technologies for e-HRM in Shri Lanka. Study 

concluded that 70% of the companies under samples have knowledge 

about the adoption of e-HRM. It is stated under the conclusion at the 

end that selection of software to be used for e-HRM functionality 

playing important role as it affects the e-HRM performance as a 

whole(De Alwis, 2010). 

14. A case study on e -Human Resource Management on banking sector in 

Pakistan. The research is carried out at the State Bank of Pakistan’s 

Human Resource Division. An open-ended questionnaire was 

developed to gather information about e-HR practices in the 

organization.  The research exhibited that with the usage of technology 

in HR, HR department can streamline all HR functions. For the purpose 

of the design and delivery of the HR practices, Bank is progressively 

more utilizing information technology(Zafar et al., 2011). 

15. Research to study effects of implementing Electronic-Human Resource 

Management (e -HRM) Systems in Companies with the objective to 

identify the challenges associated with the implementation of e-HRM. 

For the purpose of the research 1000 companies from the private sector 
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had taken from Maharashtra. With the help of structured questionnaire 

and interview, they found that, the chief driver for e-HRM systems is to 

enable HR cost saving and control and the second most driver was 

reducing time spent on routine administrative tasks performed by HR 

staff(Shilpa & Gopal, 2011). 

16. Organization size had a significant positive relationship with both use 

and sophistication of e-HRM. There is no significant relationship 

between organization age and e-HRM use or sophistication. There is 

significant negative relationship between the devolution of HR tasks to 

line management and e-HRM sophistication.  There is highly 

significant positive relationship between HRO and e-HRM 

sophistication and not e-HRM use. There was no such evidence which 

give detailing on use of e-HRM is more when organization have high 

qualified employee(Parry & Tyson, 2011). 

17. An empirical study with the aim at providing an explanation of e-HRM. 

The outcome based on expert's judgment reveled that there is a positive 

effect of e-HRM on HRM output in Iranian organizations. Technology-

enabled model of HRM is frequently started as a cost cutting program, 

but it quickly progressed into a foremost medium of competitive edge 

and in the meantime human resource function of few organizations 

utilize some virtual HRM utilities, others try hard to reengineer, 

computerize and incorporate almost all of their HRM activities(Sanayei 

& Mirzaei, 2012). 

18. Research carried out to study the role played by e-HRM in shaping 

positive work attitude at work to sustain relationship between employee 

and organization. The target respondents were employees under youth 

generation and they had to respond on structured survey. Data had 

collected randomly from four colleges from Northern Italian university. 

With the help of seven-point Likert scale ranging from strongly agree 
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(7) and (1) for strongly disagree, study revealed that adoption of 

technology from workers may differ. For the adoption level of e-HRM 

systems stands till operational level of usage of e-HRM system, 

strategic level of e-HRM usage does not exist at all(Bissola & 

Imperatori, 2013).  

19.  A research paper to determine the Role of E-HRM on IT employees of 

Pune. The research elicited that most of IT employees are satisfied with 

e-HRM implementation. More than 75% employees agree that the data 

in e-HRM is secured. With reference to communication partial 

employees are in favor and partial employees don’t find it very much 

useable technology as e-HRM for communication purpose. There was 

combination of response in terms of saving time with the usage of e-

HRM. Most of the employees find e-HRM system used friendly and 

agree that e-HRM will help to improve the services as well. 87% 

employees were highly satisfied with higher speed of retrieval and 

processing of data(U. V. Patil, 2013). 

20. A study carried out to investigate the satisfaction of employees towards 

e- HRM implementation within organization. The ten organizations 

were considered to explore a range of goals and outcomes of e-HRM in 

a qualitative study. Focus group interview method were used contain 50 

questions and five groups for HR managers and employees. Nine 

organizations had realized efficiency savings as a result of introducing 

e-HRM. Some organizations had reduced their HR headcount as a 

result of using e-HRM, but these reductions were relatively small. The 

result shows that e- HRM helps to improve efficiency, service delivery 

with the help of standardization(Jaina & Goelb, n.d.).  

21. Acceptance of e- HRM systems and usage were higher when users 

perceived the system as fewer complexes. The research also proposed 

that there was a positive relationship between IT support to HR and HR 
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effectiveness. Organizational size is one of the drivers which influence 

the organization to opt for the e-HRM. According to him, there is a 

need to have more and depth research to be done in the area of e-HRM 

implementation(Marler & Fisher, 2013). 

22. An investigation has been done on types, contents and consequences of 

e-HRM configuration for better understanding on reasons, kinds and 

success of different e-HRM types. With the help of cross sectional 

survey of Sr. HR personnel, result shows that there are three basic 

existences of e-HRM i.e. Non users, operational users and power users. 

All these configurations remarkably contributing to the organization 

success (Strohmeier & Kabst, 2014).  

23. Most organizations are armed with different type of tools which 

simplifies HR services. This paper identifies the extent to which 

different tools are used in selected Indian organizations in context to 

public and private as well as manufacturing and services organization. 

With structured questionnaire responses of employees gather on 

various statement regarding used of e-HRM tool. For the analysis if the 

data, ANNOVA simple t-test has used. The findings revels that e-HRM 

tools are largely utilized in Private organization than public 

organization. Service sector highly use e-HRM tools compare to 

manufacturing sector (Sinha & Mishra, 2014). 

24. A research on application of electronic human Resources Management 

Systems (e-HRM) in the service industries of Bangladesh. There are 22 

service sector organizations in Bangladesh have been selected on a 

random basis to investigate the emerging role of e-HRM in performing 

human resources management functions. The study revealed that most 

of the organizations have just started using the e-HRM within a limited 

scope for salary, Payroll administrations, leave records, attendance time 

process employee database, and information as a whole where all other 
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core functions of HRM yet not come in front line. The real optimization 

of human resources functions converting from manual to on line system 

yet not been taken in right shape & standard as all other key function 

has not yet been implemented by organizations. The study found the 

major reasons is employee feels it time consuming, in adequate number 

of expertise and off course psychological resistance to change, cost 

factors, lack of organizational learning also prime concern. Best utility 

and outcome of this sophisticated system not been clearly defined 

among user level that kept system to be in less focused to them(Islam, 

2015). 

25. A paper on e-HRM and worker engagement reveals that e-HRM 

effectively would increase the extent of worker engagement and job 

satisfaction. The findings exhibited that each one Standardization and 

interactive e-HRM area were negatively associated with e-HRM. 

Hence, e-HRM may act as an indicator for evaluating the engagement 

level of workers(Bhadoriya & Patwardhan, 2018). 

 

2.2.2. Drivers for implementing e-HRM 

 

1. A comparative analysis on adoption of e-HRM systems between 

manufacturing sector and service sector of Indian companies. The 

result reveled some of the possible drivers for introducing e-technology 

to the HR systems. They are the barriers to progress in the e-HRM 

journey; usage of e-technology for HR functions; usage of HR Service 

delivery tools; perception of respondents regarding their company’s 

position in the e-HRM journey and opinion of respondents on various 

aspects of the e-HRM functioning(P. Patil, 2011). 

2. A study on how Strategic considerations influence Decision Making on 

e-HRM applications with the rationale of three cases. The objective is 
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to present propositions for further research, and to offer 

recommendations for including strategic considerations in the decision-

making process. Three comprehensive case studies of companies' e-

HRM implementation were performed using a model on e-HRM 

strategy formulation. In order for e-HRM to be used in a more strategic 

way, business and HRM should be aligned(Schalk et al., 2013). 

3. In recent times, e-HRM is treated as collection of capabilities which 

help organization to attain strategic goal. Revolution of e-HRM relies 

on information technology. Cut thought Competition, global work force 

management, improvement in HR service delivery and cost saving are 

some of the driving forces to e-HRM implementation (Sareen & 

Subramanian, 2012).  

4. A research on studying the impact of using E-HRM on the 

effectiveness of HRM practices: An exploratory study for the internet 

service providers (ISP) in Egypt. Result revels that Employees’ 

involvement helps to explain nearly 86 percent of the variance in 

respondents’ scores on the Effectiveness of HRM practices. Social 

support helps to explain nearly 100 per cent of the variance in 

respondents’ scores on the Effectiveness of HRM practices. Training 

helps to explain nearly 86 percent of the variance in respondents’ 

scores on the Effectiveness of HRM practices. Employees’ involvement 

has the most impact on the effectiveness of the HRM practices. The 

model of the study can be altered by removing the Employees’ 

involvement variable –that make this a more media-oriented model – 

and adding different determinants of effectiveness to the model for 

more testing(Omran & Anan, 2018). 
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2.2.3 Factors influencing e-HRM 

 

1. CEO’s attitude toward technology information has a great impact on 

the decision to IT adoption in Singapore small and medium-sized 

enterprises (SMEs). The application and benefits of E-HRM has been 

explained in the previous literature review, HR manager’s attitude 

towards E-HRM can also stimulate the adoption of e-HRM in an 

organization. Therefore, from the above it can be deduced that HR 

manager’s attitude towards E-HRM has a great influence on the 

organizational adoption of e-HRM among China’s firms(Thong & Yap, 

1995). 

2. A research about HR function in companies of Israel and have found 

out that the technology levels have divided the HR department into two 

parts i.e. the high-tech and low-tech sectors. The high-tech sector 

focuses on the strategic issues that create value for the overall business 

while the low tech sector deals with basic traditional tasks. Hence, the 

HRM needs to adjust itself to maximize the benefits of using e-

harm(Sagie & Weisberg, 2001). 

3. The drivers which force the organization to adopt the e-HRM are result 

oriented effective work output and development of information and 

communication technology(Stanton & Coovert, 2004).  

4. A Research on the extent of e-HRM practices in the small and medium 

sized enterprises (SMEs) in the manufacturing sector. The main 

objective of the research was to understand HRM practices among 

SMEs in Malaysia and to gauge the feasibility of implementing e-HRM 

in these companies. With the help of primary and secondary data, 

results revealed that most of the companies were using conventional 

HRM matched to e-HRM. The major challenges or hurdles for 

implementing e-HRM were lack of financial resource, infrastructure 
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facility and technical expertise need to use e-HRM in manufacturing 

and service organization as well(Hooi, 2006). 

5. The factors which influences organization decision to apt for e-HRM in 

Europe. Based on large scale survey with the sample of 2336 

organization in 23 European countries, major factors influence for 

adoption of e-HRM analyzed.  The study revealed that, two-third of the 

companies in Europe used e-HRM so it’s not new for the country. But 

they also found that, major factors of e- HRM adoption are integration 

of e-HRM system with HR, size of the organization and configuration 

of e-HRM. There are some cross-national difference in e-HRM 

adoption as well (Strohmeier & Kabst, 2009).  

6. Research carried out to assessed employee’s perception regarding E-

HRM in Service organization. They found that different organizations 

have different opinion regarding all the Factors which were affecting 

successful implementation of e-HRM. Respondents of different age 

groups have same opinion regarding standardization, career 

development while they don’t have same opinion regarding hurdles, 

globalization, specialization and easy implementation. Respondents of 

different experience have same opinion regarding career development 

and easily implementation while they don’t have same opinion 

regarding standardization, hurdles, globalization and specialization. 

Respondents of different income have same opinion regarding career 

development, hurdles, globalization and while they don’t have same 

opinion regarding standardization and implementation. Respondents of 

different type of organization have same opinion regarding 

Globalization and indifferent, while they don’t have same opinion 

regarding career development, standardization, hurdles, easy 

implementation and specialization. Respondents of different sector 

have same opinion regarding specialization while they have different 
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opinion regarding standardization, career development, hurdles, 

globalization. Respondents of different gender have same opinion 

regarding specialization, globalization, indifferent and easily 

implementation while they have different opinion regarding career 

development and hurdles(Gupta & Saxena, 2010).  

7. Aresearch on factor that influence attitude of employees towards using 

e-HRM in Malaysia. The survey there is a significant relationship 

between attitude toward e-HRM usage and clarity of e-HRM goals, 

user satisfaction with e-HRM, perceived usefulness perceived ease of 

use, intention to use e-HRM, user support, social influence, and 

facilitating condition. However, there is no relationship between e-

HRM trust and attitude towards using e-HRM(Yusoff et al., 2010).  

8. A research on to examine effect of e-HRM on employee’s job 

performance. With the sample of 170 employees from 15 

manufacturing companies, necessary information gathered to test the 

hypothesis via two type of questionnaire.  The result shows that there is 

significant positive correlation with job performance with e-HRM. 

There is significant correlation coefficient between with all three types 

of e-HRM components as well. Usage of e-HRM as one of the main 

aspect for survival of organization in Global market. (Kariznoee et al., 

2012). 

9. HRM value creation can be done via adoption of technology in HR 

delivery. Research hypotheses that system purpose and factors 

facilitating e-HRM usage are positively related to HRM value creation. 

Result revealed that if the Facilitating contextual factors are higher than 

the relationship between e-HRM usage and HRM value creation is 

weaker (Ruël & Van der Kaap, 2012). 

10. A research on e-HRM carried out in Bangladesh to find out the factors 

which are influencing the implementation of e-HRM implementation. 
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Some evidence showed that e-HRM played important role in enhancing 

the performance of HR in private organization. There is little evidence 

which is supporting the same to public organization. There is limited 

implementation of e-HRM in private as well as in public sector 

organization. The finding provide insight into the myth surrounding the 

lack of and slow implementation of e-HRM among public organization 

in developing economies(Rahman et al., 2018) 

2.2.4. Benefits derived from usage of e-HRM 

 

1. ICT enable firms introduce organizational changes   in   the   areas   of   

re-engineering, decentralization, flexible   work   arrangements, 

outsourcing, lean production. This will also allow firms provide greater 

flexibility and satisfy consumer preferences as well which lead to 

organizational(Brynjolfsson & Hitt, 2000). 

2. Most vital motive for the development of e-HRM is e-business. 

According to them, e-business is forthcoming and as a result of this 

development, HR practitioners are faced challenges to cope up the 

functionality in the same line of business development. In e-business, 

the implementation of intranet technology in inescapable as for taking 

strategic business decision HR need to amend its focus and roles in 

terms delivery of services(Wright & Dyer, 2000).  

3. A descriptive study explores the e-HRM in various perspectives. With 

the help of in depth interview the finding reveals that HR specialist 

from service industry, showed that time management, easy acquiring 

and access to personal data, and diminish administration costs was the 

chief motivator for electronic human resource applications. e-HRM 

reduced organizational costs, improved better and faster 

communication between manger and employees reduced the processing 



Chapter-2 

46 

 

time for e-HR usage in organizations. The result also revealed that e-

training is not very effective(Fındıklı & beyza Bayarçelik, 2015). 

4. The objectives of usage of e-HRM for managers to manage self-service 

which embody improvement in the delivery of HR services, elimination 

of process steps, speeding up and rationalizing workflow, reduction in 

administrative costs, improvement in management’s access to 

important information, providing more time, and finally, enabling 

strategic HR which ultimately improve organization 

efficiency(Adamson & Zampetti, 2001).  

5. e-HRM technology adopted not only to make HR process effective and 

efficient but also for improvement in Hr service delivery which lead to 

customer satisfaction. In the same line, the system should motivate and 

satisfied the workforce as well. The prerequisite for successful 

implementation of e-HRM for any of the organization is to make 

technology client friendly which will lead to HR efficiency as 

well(Keebler & Rhodes, 2002).   

6. There are numerous administrative and strategic advantages of using e-

HRM. These are improving HR operation via e-HRM, generation of 

diversified HR report with accuracy, shifting HR focus to strategic 

decision instead of administrative function and reengineering HR 

functions of the organization(Kovach et al., 2002).   

7. e-HRM provides a complete on-line sustenance in the management of 

all functions. e- HRM as an Implementation Support System (ISS) can 

help the organization to quickly mature their HR function and 

institutionalize best-practices for long-term growth(Srivastava, 2010). 

8. For making business process effective and efficient, use of technology 

and information technology is blessing to organizations. Usage of IT in 

HR practices lead to cost saving and lesser time consuming with more 

accuracy. Though the uses of technological development have 
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benefited the origination, there are some misused of the technology as 

well(Kaur, 2013).  

9. A research proposed some of the benefits of using e-HRM practices in 

IT sector. Result reveals that proper implementation of e-HRM 

practices in it companies improves quality of work life. E-HRM 

technology is a way of implementation of hr strategies and this can be 

altered according to need. According to this study, the objective of e-

HRM practice mainly improves the quality of work life and reduces the 

cost for the companies. Majority of the respondents i.e. 63.2% belongs 

to the age group of 20-30 years and have an experience of e-HRM 

benefits for their recruitment in it companies, they also agree that e-

HRM practices are significantly helpful for the companies in saving 

time as well as reduce the cost(Nagendrababu & Girisha, 2018). 

2.2.5Challenges faced by the organization: 

 

1. The rejection of IT-related innovation among small and medium-sized 

companies results from lack of IT knowledge by both employees and 

employer. In this study, IT expertise refers to the HR staff’s IT 

knowledge and competence in contrast, the deficiency of IT knowledge 

among employees will restrict or block the organizational adoption of 

technology innovation(Gable & Raman, 1992). 

2. Companies expand their vision and application of e-HRM possibilities 

beyond process improvement and efficiency, to include a focus on 

strategic analyses that can turn data into strategically valuable 

information. The development of the era of e-HRM provides many 

opportunities to examine which factors make a difference in business 

performance, but here is a risk that this is unused potential if it is not 

given special attention(Lawler & Mohrman, 2000). 
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3. Over the last decade, there is an increase in the usage of technology in 

HR department. In the domain of HRM, technological paradigm shift 

brings both challenges and opportunities. The biggest challenge faced 

by the organizations is the adoption and acceptance of these 

technologies, as the re-designing and re-engineering of the HR 

functions is very critical for the systematic and effective functioning of 

the various functions. The implementation of e-HR needs necessary 

change in the way HR professionals view their roles. The successful 

and valuable implementation is only possible when the HR 

professionals learn to be proficient with the traditional HR skills and 

knowledge, and develop the ability to apply their knowledge via the 

technology(Banerji, 2013).  

4. A case study of Indian Banking Industry with special reference to 

ICICI Bank, Jaipur. And the finding discloses that e-HRM helps the 

HR department to inspect employee performance cautiously precisely. 

It helps in imparting any HR policy; keep a track on employee’s daily 

activity report (DAR), efficiently helps the employees in promotion & 

transfers(Jain & Goyal, 2014). 

5. With the help of cross-sectional survey research design, challenges of 

online recruitment and selection in Nairobi showed that majority of 

agencies used online recruitment and selection as a form of recruiting 

manpower to the agencies. The resolute also revealed that corporate 

website was one the most used method of online recruitment. Social 

networking site had very less usage to close the lead. Challenges for 

online recruitment was budget allocation, government regulation, equal 

employment opportunity and human factor (Njuguna, 2014).  

6. With the help of semi structured 30 interviews, research has been done 

to study the benefits and challenges associated with e-HRM. Based on 

the thematic analysis result revealed that emerging role conflict, 
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employee resistance towards adoption of e-HRM, awareness of system 

to employees, impact on e-HRM in employees satisfaction and 

motivation (Rahman & Aydin, 2019). 

 

2.2.6 Effectiveness of e-HRM 

 

1. A survey conducted to assess the relationship between HR’s perception 

towards technical support and strategic effectiveness of e-HRM in 

Canada. Study found that there is a positive relationship between the 

extents of IT support of HR activities. Along with that research result 

also revealed that there were positive relationship between HR 

manager‘s perceptions of the organization’s HR strategic effectiveness 

with reference to e-HRM usage(Haines & Lafleur, 2008). 

2. The use of technology in HR is well recognized for the purposes of 

improving HR operational processes and allowing scattered access to 

employees and managers. The objective of the paper is to identify the 

challenges connected with the implementation and provide some 

recommendations for improving the effectiveness of e-HRM systems in 

IT organizations. Paper concluded that increased transparency in 

functions and a total systems approach has facilitated better control by 

top management. HR practitioners must also play a down to business 

role in software industry. To create an effective e- Statement, 

Standardizing and Centralizing HR administration in an in-house 

service center, Assessing and ensuring the flexibility of the e-HR 

technology, e- Recruitment, Training, Developing Data mining 

tools(Raja & Balasubramanian, 2011). 

3. A case study to assess the impact of Information technology on human 

resource management in banking sector of Nigeria. The result revealed 

that, IT had significantly increase the efficiency of HR management 
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activities and processes through an effective and efficient employee 

communication and engagement while the roles and skills of HR 

managers had expanded considerable eventually due to their adoption 

and continuous upgrade of knowledge in the use of IT in the ejection of 

their primary functions. Hence, it is duty bound for Banks policy The 

Study of e-HRM practices in Service Sector formulators to determine 

the right size of IT required deriving the best result in an 

organization(JO, 2012). 

4. An explorative study on application of e-HRM practices and its 

effectiveness in selected private banks in Sri Lanka. The main objective 

of the research was to identify and explore the e-HRM practices of 

selected private sector banks with its usage and to measure the 

effectiveness of e-HRM. With the help of five years annual reports 

along with self administered questionnaire, content analysis was 

performed. The research revealed that 60 reported e-HRM practices 

were recognized and the overall usage of known e-HRM practices is in 

moderate level and perceived level of effectiveness of e-HRM practices 

was at a higher level(Arulrajah, n.d.).  

5. A study explored the link between e-HRM usage and organizational 

agility. With the help of questionnaire, 315 responses collected and 

based on the analysis the result reveled that there is significant effect of 

e-HRM on organizational agility. There were no evidence which 

support the correlation between organizational agility and variables 

attached to e-HRM communication(Hamidianpour et al., 2016). 

6. E-HRM has the capacity to improve organizational efficiency and 

leverage the role of HR as strategic business partner. The purpose of 

the research is to determine the status of e-HRM and examines the link 

between e-HRM and organizational productivity. The result states that 
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there is no empirical evidence on linkage of organizational productivity 

and e-HRM(Poisat & Mey, 2017). 

2.3 RESEARCH GAP: 

 

Above review of literature shows that there are many studies on E- HRM 

practices in India as well as in abroad. But most of the studies are on IT sector 

or service sector. There is very less research exist on manufacturing sector in 

Gujarat with reference to e-HRM implementation. In the existing Indian 

literature pertaining to e-HRM the focus is on areas like Payroll and 

Recruitments whereas other areas like Career Planning, Succession Planning 

have not been covered extensively. Some of the important drivers like 

Accuracy/speed of HR transactions and factors facilitation like Organization 

culture of adopting change, Flexibility for stage wise development of module, 

is not covered by any of the researcher. Most critical challenges like the lack 

of planning and organization for changing over from current system to e-harm 

based system, Users' resistance are not covered yet in any of the study. Most 

important facilitating factor for successful e-harm implementation like 

Employees readiness to learn is not covered extensively. 
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FIGURE 2.1 RESEARCH GAP IDENTIFIED BASED ON VARIOUS 

LITERATURE REVIEW 

 

FIGURE 2.2 NUMBER OF PAPERS REVIEWED AND INCLUDED IN 

THE RESEARCH 

Papers identified through database searching  n= 
541

Remove duplicates and searched papers n= 408

Screen out the literature and Paper selected before 
analysis n= 257

Full Paper review and select the paper as per 
relevance=198

Final paper included n= 108
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CHAPTER – 3 

RESEARCH METHODOLOGY 

 

3.1 STATE OF THE ART OF THE RESEARCH: A BRIEF OVERVIEW 

 

Research in common parlance refers to a search for knowledge. Once can also define 

research as a scientific and systematic search for pertinent information on a specific topic. 

In fact, research is an art of scientific investigation. The purpose of research is to discover 

answers to questions through the application of scientific procedures. The main aim of 

research is to find out the truth which is hidden and which has not been discovered as yet. 

Though each research study has its own specific purpose, we may think of research 

objectives as falling into a number of following broad groupings: 1. To gain familiarity 

with a phenomenon or to achieve new insights into it (studies with this object in view are 

termed as exploratory or formulative research studies); 2. To portray accurately the 

characteristics of a particular individual, situation or a group (studies with this object in 

view are known as descriptive research studies); 3. To determine the frequency with which 

something occurs or with which it is associated with something else (studies with this 

object in view are known as diagnostic research studies); 4. To test a hypothesis of a causal 

relationship between variables (such studies are known as hypothesis-testing research 

studies). Research methodology is a way to systematically solve the research problem. It 

may be understood as a science of studying how research is done scientifically. In it we 

study the various steps that are generally adopted by a researcher in studying his research 

problem along with the logic behind them (Kothari, 2004). 

 

The basic types of research are Descriptive vs. Analytical, Applied vs. Fundamental, 

Quantitative vs. Qualitative, Conceptual vs. Empirical and others like one-time research or 

longitudinal research, field-setting research or laboratory research, clinical or diagnostic 

research, exploratory research, Historical research, conclusion-oriented research. 

Descriptive research includes surveys and fact-finding enquiries of different kinds. The 

major purpose of descriptive research is description of the state of affairs as it exists at 

present.  
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In analytical research, on the other hand, the researcher has to use facts or information 

already available, and analyze these to make a critical evaluation of the material. Applied 

research aims at finding a solution for an immediate problem facing a society or an 

industrial/business organization, whereas fundamental research is mainly concerned with 

generalizations and with the formulation of a theory.  

 

Quantitative research is based on the measurement of quantity or amount. It is applicable 

to phenomena that can be expressed in terms of quantity. Qualitative research, on the other 

hand, is concerned with qualitative phenomenon, i.e., phenomena relating to or involving 

quality or kind. Conceptual research is that related to some abstract idea(s) or theory. It is 

generally used by philosophers and thinkers to develop new concepts or to reinterpret 

existing ones.  

 

On the other hand, empirical research relies on experience or observation alone, often 

without due regard for system and theory. It is data-based research, coming up with 

conclusions which are capable of being verified by observation or experiment. One-time 

research or is confined to a single time-period, whereas longitudinal research is carried on 

over several time-periods. Field-setting research or laboratory research or simulation 

research, depending upon the environment in which it is to be carried out. Research can as 

well be understood as clinical or diagnostic research. Such research follows case-study 

methods or in depth approaches to reach the basic causal relations.  

 

The research may be exploratory or it may be formalized. The objective of exploratory 

research is the development of hypotheses rather than their testing, whereas formalized 

research studies are those with substantial structure and with specific hypotheses to be 

tested. Historical research is that which utilizes historical sources like documents, remains, 

etc. to study events or ideas of the past, including the philosophy of persons and groups at 

any remote point of time. Research can also be classified as conclusion-oriented and 

decision-oriented. Decision-oriented research is always for the need of a decision maker 

and the researcher in this case is not free to embark upon research according to his own 

inclination(Kothari, 2004). 

Therefore, research design and methodology has been developed by researcher very 

carefully, as it forms the foundation for the entire research process for the present study. 
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3.2 RATIONALE OF THE STUDY/ RESEARCH GAP 

 

Review of literature shows that there are many studies on e-HRM  practices in India as 

well as abroad. But most of the studies are on IT sector or service sector. There is very less 

research done with regard to e-HRM implementation in manufacturing sector in Gujarat. 

Gujarat has a good number of manufacturing units in industries like Textile, Chemicals and 

pharmaceuticals, gems, etc. Gujarat is ranked number one in the pharmaceutical industry in 

India, with a 33% share in drug manufacturing and 28% share in drug exports.  Hence, the 

focus of this research is entailing the Pharmaceutical sector.  

 

In the existing Indian literature pertaining to e-HRM in the service sector, the focus is on 

areas like Payroll and Recruitments whereas other areas like Career Planning, Succession 

Planning have not been covered extensively. Some of the important drivers like 

Accuracy/speed of HR transactions and factors facilitation like Organization culture of 

adopting change, Flexibility for stage wise development of module, is not covered by any 

of the researcher. Most critical challenges like the lack of planning and organization for 

changing over from current system to e-HRM based system, Users' resistance are not 

covered yet in any of the study. Most important facilitating factor for successful e-HRM 

implementation like Employees readiness to learn is not covered extensively. Hence, this 

research is designed to understand the implications of all these factors as well on the 

effectiveness of e-HRM implementation.  

 

3.3 PROBLEM STATEMENT 

Researcher has selected this topic “Study of e-HRM implementation in pharmaceutical 

industry of Gujarat state “because after reviewing the literature researcher come to know 

about the lacking of research in the field of e-HRM implementation in pharmaceutical 

industries. Adoption of the e-HRM is a vital concern for the industry and to understand the 

challenges faced by them should be over look in detail. The need and factors which are 

affecting the implementation of the e-HRM has not focused in terms of research. Drivers 

which are very important while adopting the practice are not covered extensively. Even in 

the digitalization era, the adoption of e-HRM is very less in medium and large scale 

industries.  
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3.4 RESEARCH QUESTIONS 

 

1. To which extent medium and large scale pharmaceutical companies implement e-

HRM applications in human resource management functions? 

2. What are the key determinants of the implementation level of electronic human 

resource management (e-HRM) in pharmaceutical companies? 

3. How do HR managers perceive the benefits of the use e-HRM applications? 

4. What are the main factors inhibiting the implementation level of e-HRM in 

manufacturing companies? 

5. How e-HRM implementation strategies with its organizational objectives? 

6. What are the benefits the organization can gain by using e-HRM? 

7. What are the challenges faced by the organization for successful implementation of 

e-HRM? 

 

3.5 OBJECTIVES OF THE STUDY: 

 

A) Primary Objective: 

 

1. To analyze the orientation towards e-HRM implementation with specific reference 

to Pharmaceutical Industries. 

 

B) Secondary Objective: 

 

1. To identify the drivers and the influence of demographic factors on the drivers with 

regard to e-HRM implementation. 

 

2. To identify contributing factors and challenges to e-HRM implementation and the 

influence of demographic factors on the same. 

 

3. To study the influence of demographic factors on perceived benefits derived from 

e-HRM implementation. 
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3.6 SCOPE OF THE STUDY 

A study related to e-HRM is very vast and to study its implementation in pharmaceutical 

industries is also very comprehensive and can be studied from different angles. Therefore, 

the scope of the present study is limited to the e-HRM implementation in medium and 

large scale pharmaceutical industries only. Apart from this, with a view to give justice to 

the study and to get reliable information in the desired time frame, the researcher has 

decided to focus her attention only to the Gujarat state with special reference to cities of 

central zone namely Ahmedabad, Vadodara, Bharuch, Gandhinagar and Kheda which 

houses a total of 125 medium and large scale industry. 

 

3.7 SIGNIFICANCE OF THE STUDY 

 

After review of the available literature related to the selected topic for the study, one 

important question has emerged that, in a digital era the usage of e-HRM usage is quite 

less so what are the challenges the companies are facing? A question that surely needs 

more empirical answer. The present study is significant to get answer for this question. 

This study gives insight to the pharmaceutical companies who are not using the e-HRM 

system as a whole. With the help of this study even small scale industry get an idea about 

the benefits company can get after implementing e-HRM in the organization. Even the 

factors and drivers which affect the e-HRM  helps the companies who are about to adopt 

the e-HRM , can make the strategies of implantation accordingly. 

 

Through this research an endeavor has been made to identify the challenges involved in 

achieving administrative/service excellence by companies through e-HRM and also the 

challenges of moving towards performance excellence. By understanding and overcoming 

these challenges, companies can be successful in achieving the primary objective of any e 

HRM venture i.e. to diminish costs of HR transactions, condense time  value and make 

resources easily available for utilization. By understanding and defining factors contributed 

for successful implementation of e-HRM, companies can improve the effectiveness of the 

e-HRM. 
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3.8 RESEARCH DESIGN 

 

The formidable problem that follows the task of defining the research problem is the 

preparation of the design of the research project, popularly known as the “research design”. 

Decisions regarding what, where, when, how much, by what means concerning an inquiry 

or a research study constitute a research design. “A research design is the arrangement of 

conditions for collection and analysis of data in a manner that aims to combine relevance 

to the research purpose with economy in procedure.”1 In fact, the research design is the 

conceptual structure within which research is conducted; it constitutes the blueprint for the 

collection, measurement and analysis of data.  

 

The function of research design is to provide for the collection of relevant evidence with 

minimal expenditure of effort, time and money. But how all these can be achieved depends 

mainly on the research purpose. Research purposes may be grouped into four categories, 

viz., (I) Exploration, (ii) Description, (iii) Diagnosis, and (IV) Experimentation.  

 

A flexible research design which provides opportunity for considering many different 

aspects of a problem is considered appropriate if the purpose of the research study is that of 

exploration. But when the purpose happens to be an accurate description of a situation or 

of an association between variables, the suitable design will be one that minimizes bias and 

maximizes the reliability of the data collected and analyzed(Kothari, 2004).  

 

Research design can be categorized in (1) research design in case of exploratory research 

studies; (2) research design in case of descriptive and diagnostic research studies, and (3) 

research design in case of hypothesis-testing research studies. Exploratory research studies 

are also termed as formulative research studies. The main purpose of such studies is that of 

formulating a problem for more precise investigation or of developing the working 

hypotheses from an operational point of view.  

 

Descriptive research studies are those studies which are concerned with describing the 

characteristics of a particular individual, or of a group, whereas diagnostic research studies 

determine the frequency with which something occur or its association with something 

else. The studies concerning whether certain variables are associated are examples of 

diagnostic research studies. As against this, studies concerned with specific predictions, 
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with narration of facts and characteristics concerning individual, group or situation are all 

examples of descriptive research studies.  

 

Hypothesis-testing research studies (generally known as experimental studies) are those 

where the researcher tests the hypotheses of causal relationships between variables. Such 

studies require procedures that will not only reduce bias and increase reliability, but will 

permit drawing inferences about causality(Kothari, 2004). 

 

In this study, descriptive research design is found to be the most suitable type of research 

design. Under primary quantitative research method, survey method is used to attain the 

objective of the research.  The research process used is structured in nature.  

 

3.9 SAMPLE DESIGN 

 

A sample design is a definite plan for obtaining a sample from a given population. It refers 

to the technique or the procedure the researcher would adopt in selecting items for the 

sample. Sample design may as well lay down the number of items to be included in the 

sample i.e., the size of the sample. Sample design is determined before data are collected. 

There are many sample designs from which a researcher can choose. Some designs are 

relatively more precise and easier to apply than others. Researcher must select/prepare a 

sample design which should be reliable and appropriate for his research study.  

 

There are different types of sample designs based on two factors viz., the representation 

basis and the element selection technique. On the representation basis, the sample may be 

probability sampling or it may be non-probability sampling. Probability sampling is based 

on the concept of random selection, whereas non-probability sampling is ‘non-random’ 

sampling. On element selection basis, the sample may be either unrestricted or restricted. 

When each sample element is drawn individually from the population at large, then the 

sample so drawn is known as ‘unrestricted sample’, whereas all other forms of sampling 

are covered under the term ‘restricted sampling’. Thus, sample designs are basically of two 

types’ viz., non-probability sampling and probability sampling. Non-probability sampling 

is that sampling procedure which does not afford any basis for estimating the probability 

that each item in the population has of being included in the sample. Non-probability 

sampling is also known by different names such as deliberate sampling, purposive 
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sampling and judgment sampling. In this type of sampling, items for the sample are 

selected deliberately by the researcher; his choice concerning the items remains supreme. 

Probability sampling is also known as ‘random sampling’ or ‘chance sampling’. Under this 

sampling design, every item of the universe has an equal chance of inclusion in the sample. 

It is, so to say, a lottery method in which individual units are picked up from the whole 

group not deliberately but by some mechanical process. 

 

Non probability convenience sampling method used to collect the data. For selection of the 

sample non probability purposive sampling method will be used.  

 

Determination of Sample Size: As per directory of pharmaceutical manufacturing units in 

India 2007, there were total 1524 Pharmaceutical manufacturing companies in the state of 

Gujarat.  

 

In the state of Gujarat there were 386 bulks drug manufacturing companies out of this 

central zone includes 320 companies. 

 

After excluding small scale enterprise, 125 medium and large scale companies were 

available.  

 

Based on the primary data, the total number of employees is 32196. As per the below table 

with 95% confidence if population size is 32196, sample size should can be between 378 to 

381. 

 

With the time constraints, 20% of available central zone companies were approached. Thus 

finally from 25 Large or medium scale bulk drug manufacturing pharmaceutical companies 

of central zone of Gujarat state, 453 respondents were taken. Respondents comprises of 

middle level and managerial level employees. 
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FIGURE 3.1 SAMPLE SIZE TABLE 
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3.10 HYPOTHESIS TESTING  

For the testing of the hypothesis various test is used.  The normality tests are 

supplementary to the graphical assessment of normality. The main tests for the assessment 

of normality are Kolmogorov-Smirnov (K-S) test, Lilliefors corrected K-S test, Shapiro-

Wilk test, Anderson-Darling test, Cramer-von Mises test, D’Agostino skewness test, 

Anscombe-Glynn kurtosis test,D’Agostino-Pearson omnibus test, and the Jarque-Bera test. 

Among these, K-S is a much used test and the K-S and Shapiro-Wilk tests can be 

conducted in the SPSS Explore procedure (Analyze → Descriptive Statistics → Explore → 

Plots → Normality plots with tests). The tests mentioned above compare the scores in the 

sample to a normally distributed set of scores with the same mean and standard deviation; 

the null hypothesis is that “sample distribution is normal.” If the test is significant, the 

distribution is non-normal. For small sample sizes, normality tests have little power to 

reject the null hypothesis and therefore small samples most often pass normality tests. For 

large sample sizes, significant results would be derived even in the case of a small 

deviation from normality, although this small deviation will not affect the results of a 

parametric test. The K-S test is an empirical distribution function (EDF) in which the 

theoretical cumulative distribution function of the test distribution is contrasted with the 

EDF of the data. (Field, 2000)(Öztuna et al., 2006)(Elliott & Woodward, 2007). 

A limitation of the K-S test is its high sensitivity to extreme values; the Lilliefors 

correction renders this test less conservative. It has been reported that the K-S test has low 

power and it should not be seriously considered for testing normality. Moreover, it is not 

recommended when parameters are estimated from the data, regardless of sample size. The 

Shapiro-Wilk test is based on the correlation between the data and the corresponding 

normal scores and provides better power than the K-S test even after the Lilliefors 

correction. Power is the most frequent measure of the value of a test for normality—the 

ability to detect whether a sample comes from a non-normal distribution. Some researchers 

recommend the Shapiro Wilk test as the best choice for testing the normality of data(Peat 

& Barton, 2008)(Thode, 2002)(Steinskog et al., 2007). 

For attaining the research objective, for Normality Testing Shapiro Wilk Test and 

Kolmogorov- Smirnov Test are used and Mann- Whitney U test, Kruskal Wallis Test also 

used for the purpose of testing the hypothesis.  
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The following are the hypotheses which were tested under this research: 

1. Ho: There is no significance difference in the Mean rank of benefits of e-HRM 

between MNC and Non MNC organizations. 

Ha: There is a significance difference in the Mean rank of benefits of e-HRM 

between MNC and Non MNC organizations. 

2. Ho: There is no significance difference in the Mean rank of benefits of e-HRM 

between Large and Medium scale organizations. 

Ha: There is a significance difference in the Mean rank of benefits of e-HRM 

between Large and Medium Scale organizations. 

3. Ho: There is no significance difference in the Mean rank of benefits of e-HRM 

between Male and Female respondents. 

Ha: There is a significance difference in the Mean rank of benefits of e-HRM 

between Male and Female Respondents. 

4. Ho: There is no significance difference in the Mean rank of operational drivers for 

applying e-HRM between MNC and Non MNC organizations. 

Ha: There is a significance difference in the Mean rank of operational drivers for 

applying e-HRM between MNC and Non MNC organizations. 

5. Ho: There is no significance difference in the Mean rank of operational drivers for 

applying e-HRM between Large and Medium Scale organizations. 

Ha: There is a significance difference in the Mean rank of operational drivers for 

applying e-HRM between Large and Medium organizations. 

6. Ho: There is no significance difference in the Mean rank of operational drivers for 

applying e-HRM between Male and Female respondents. 

Ha: There is a significance difference in the Mean rank of operational drivers for 

applying e-HRM between Male and Female respondents. 

7. Ho: There is no significance difference in the Mean rank of Value/Culture based 

drivers for applying e-HRM between MNC and Non MNC organizations. 

Ha: There is a significance difference in the Mean rank of Value/Culture based 

drivers for applying e-HRM between MNC and Non MNC organizations. 

8. Ho: There is no significance difference in the Mean rank of Value/Culture based 

drivers for applying e-HRM between Large and Medium scale organizations. 

Ha: There is a significance difference in the Mean rank of Value/Culture based 

drivers for applying e-HRM between Large and Medium Scale organizations. 
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9. Ho: There is no significance difference in the Mean rank of Value/Culture based 

drivers for applying e-HRM between Male and Female respondents. 

Ha: There is a significance difference in the Mean rank of Value/Culture based 

drivers for applying e-HRM between Male and Female respondents. 

10. Ho: There is no significance difference in the Mean rank of strategic drivers for 

applying e-HRM between MNC and Non MNC organizations. 

Ha: There is a significance difference in the Mean rank of strategic drivers for 

applying e-HRM between MNC and Non MNC organizations. 

11. Ho: There is no significance difference in the Mean rank of strategic drivers for 

applying e-HRM between Large and Medium Scale organizations. 

Ha: There is a significance difference in the Mean rank of strategic drivers for 

applying e-HRM between Large and Medium Scale organizations. 

12. Ho: There is no significance difference in the Mean rank of strategic drivers for 

applying e-HRM between Male and Female respondents. 

Ha: There is a significance difference in the Mean rank of strategic drivers for 

applying e-HRM between Male and Female respondents. 

13. Ho: There is no significance difference in the Mean rank of in the factors 

facilitating implementation of e-HRM between MNC and Non MNC organizations. 

Ha: There is a significance difference in the Mean rank of in the factors facilitating 

implementation of e-HRM between MNC and Non MNC organizations. 

14. Ho: There is no significance difference in the Mean rank of in the factors 

facilitating implementation of e-HRM between Large and Medium scale 

organizations. 

Ha: There is a significance difference in the Mean rank of in the factors facilitating 

implementation of e-HRM between Large and Medium Scale organizations. 

15. Ho: There is no significance difference in the Mean rank of in the factors 

facilitating implementation of e-HRM between Male and Female respondents. 

Ha: There is a significance difference in the Mean rank of in the factors facilitating 

implementation of e-HRM between Male and Female respondents. 

16. Ho: There is no significance difference in the Mean Rank of challenges between 

MNC and Non MNC organizations. 

Ha: There is a significance difference in the Mean Rank of challenges between 

MNC and Non MNC organizations 
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17. Ho: There is no significance difference in the Mean Rank of challenges between 

Medium and Large Scale organizations. 

Ha: There is a significance difference in the Mean Rank of challenges between 

Medium and Large Scale organizations 

18. Ho: There is no significance difference in the Mean Rank of challenges between 

Male and Female Respondents. 

Ha: There is a significance difference in the Mean Rank of challenges between 

Male and Female Respondents. 

19. Ho: There is no significance difference in the Mean Rank of challenges among Age 

of the Respondents. 

Ha: There is a significance difference in the Mean Rank of challenges among Age 

of the Respondents. 

 

3.11 DATA COLLECTION 

 

The task of data collection begins after a research problem has been defined and research 

design/ plan chalked out. While deciding about the method of data collection to be used for 

the study, the researcher should keep in mind two types of data viz., primary and 

secondary. The primary data are those which are collected afresh and for the first time, and 

thus happen to be original in character. The secondary data, on the other hand, are those 

which have already been collected by someone else and which have already been passed 

through the statistical process. There are several methods of collecting primary data, 

particularly in surveys and descriptive researches. Important ones are: (I) observation 

method, (ii) interview method, (iii) through questionnaires, (iv) through schedules, and (v) 

other methods which include (a) warranty cards; (b) distributor audits; (c) pantry audits; 

(d) consumer panels; (e) using mechanical devices; (f) through projective techniques; (g) 

depth interviews, and (h) content analysis(Kothari, 2004). 

To attain the research objective, data were collected through questionnaire. This method of 

data collection is quite popular, particularly in case of big enquiries. A questionnaire 

consists of a number of questions printed or typed in a definite order on a form or set of 

forms. The questionnaire is mailed to respondents who are expected to read and understand 

the questions and write down the reply in the space meant for the purpose in the 

questionnaire itself. The respondents have to answer the questions on their own(Kothari, 

2004).  
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The research instruments used for collecting primary data is structured non-disguised 

questionnaire. The secondary data is collected from reports, journals, periodical, books, 

newspapers and website of several companies.  

 

Based on the database available from pharmaceutical directory, first of all researchers 

selected the city and company randomly. Then e-mails were sent to all the companies 

seeking appointment for research purpose. Once the appointments were finalized by the 

company, meeting was held at the company and questionnaires were filled by the 

employees of those companies. In some of the cases, questionnaire is not filled on the same 

day so in such cases it was collected after continuous follow up with the company. In the 

state of Gujarat there were 386 bulk drug manufacturing companies out of this, central 

zone includes 320 companies. After excluding small scale enterprise, 125 medium and 

large scale companies were available. As per the time limitation, 20% of available central 

zone companies were approached. From 25 Large or medium scale bulk drug 

manufacturing pharmaceutical companies of central zone of Gujarat state, 453 respondents 

were taken. 

 

3.12 STATISTICAL TOOLS FOR THE ANALYSIS 

 

The data, after collection, has to be processed and analyzed in accordance with the outline 

laid down for the purpose at the time of developing the research plan. The term analysis 

refers to the computation of certain measures along with searching for patterns of 

relationship that exist among data-groups. Thus, “in the process of analysis, relationships 

or differences supporting or conflicting with original or new hypotheses should be 

subjected to statistical tests of significance to determine with what validity data can be said 

to indicate any conclusions”. The role of statistics in research is to function as a tool in 

designing research, analyzing its data and drawing conclusions there from. Most research 

studies result in a large volume of raw data which must be suitably reduced so that the 

same can be read easily and can be used for further analysis. If fact, there are two major 

areas of statistics viz., descriptive statistics and inferential statistics. Descriptive statistics 

concern the development of certain indices from the raw data, whereas inferential statistics 

concern with the process of generalization. Inferential statistics are also known as sampling 

statistics and are mainly concerned with two major type of problems: (I) the estimation of 

population parameters, and (ii) the testing of statistical hypotheses (Kot1hari, 2004). 
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For analysis of the data various statistical tool is used. Descriptive Statistics like frequency 

and percentage, Graphical representation of Data, Normality Testing, Mann- Whitney U 

test, Kruskal Wallis Test used.  

 

3.13 SUMMARY OF THE CHAPTER 

 

This chapter basically covers the need of the research by stating the research gap. Here 

with the help of research questions and problem statement, research objective and scope of 

research has evolved. To attain the research objective, researcher has defined the research 

design along with sample design and data collection sources. In this study, quantitative 

research design is found to be the most suitable type of research design. As per Directory 

of Pharmaceutical manufacturing units in India 2007, there were total 1524 Pharmaceutical 

manufacturing companies in the state of Gujarat. After excluding small scale enterprise, 

125 medium and large scale companies were available. As per the time limitation, 20% of 

available central zone companies were approached. The research instruments used for 

collecting primary data is structured non-disguised questionnaire. The secondary data is 

collected from reports, journals, periodical, books, newspapers and website of several 

companies. Based on the database available from pharmaceutical directory, first of scholar 

has selected the city and company randomly. Then e-mail sent to all the companies seeking 

of appointment for research purpose. Once the appointment finalized by the company, 

meeting held at the company and questionnaire to be filled by the employees of that 

company. To test the hypothesis and for analysis of the data various statistical tool is used. 

Descriptive Statistics like frequency and percentage, Graphical representation of Data, 

Normality Testing, Mann- Whitney U test, Kruskal Wallis Test used. 
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CHAPTER – 4 

 

DATA ANALYSIS AND INTERPRETATION  

 

4.1 INTRODUCTION 

 

The data, after collection, has to be processed and analyzed in accordance with the outline 

laid down for the purpose at the time of developing the research plan. The term analysis 

refers to the computation of certain measures along with searching for patterns of 

relationship that exist among data-groups.  

 

Thus, “in the process of analysis, relationships or differences supporting or conflicting with 

original or new hypotheses should be subjected to statistical tests of significant to 

determine with what validity data can be said to indicate any conclusions”. But there are 

persons (Selltiz, Jahoda and others) who do not like to make difference between processing 

and analysis. They opine that analysis of data in a general way involves a number of 

closely related operations which are performed with the purpose of summarizing the 

collected data and organizing these in such a manner that they answer the research 

question(s). We, however, shall prefer to observe the difference between the two terms as 

stated here in order to understand their implications more clearly(Kothari, 2004). 

 

The Chapter deals with the data analysis of survey conducted to Study e-HRM 

Implementation in Pharmaceutical Industry of Gujarat State. The survey has been done in 

across Gujarat and 453 useful responses have been obtained. The collected research data 

had been analyzed and interpreted using appropriate statistical tests to fetch effective 

findings. A thorough investigation of the data collected has been endeavored to attain the 

research objective set earlier. The derived hypothesizes are specified and were examine 

accordingly to the research objectives set earlier.  The chapter consists of Descriptive 

Statistics, Normality Testing, Non Parametric tests – Mann- Whitney U test and Kruskal 

Wallis Test. 

 

 



Chapter-4 

69 

 

4.2 DESCRIPTIVE STATISTICS ON DEMOGRAPHIC FACTORS 

 

4.2.1 Company Nature: The details of respondents responded from MNC and NON MNC 

organization from Gujarat state are given below in table. 

 

TABLE 4.2.1 NUMBER OF RESPONDENTS FROM MNC AND NON MNC  

Nature of company Frequency Percent Valid 

Percent 

Cumulative 

Percent 

Vali

d 

MNC 146 32.2 32.2 32.2 

NON MNC 307 67.8 67.8 100.0 

Total 453 100.0 100.0  

 

 

FIGURE 4.2.1 RESPONDENTS BASED ON NATURE OF COMPANY 

 

Interpretation: Out of the total respondents, 67.8 percent of the respondents are from Non 

MNC organizations whereas remaining 32.2 percent of the respondents are from MNC 

organizations. 

 

4.2.2. Size of Company: The details of respondents responded from Large and Medium 

scale organization from Gujarat state are given below in table 4.2.2: 

 

 

32%

68%

Figure 4.2.1 Respondents based on nature of company 

MNC

NON MNC
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TABLE 4.2.2 NUMBER OF RESPONDENTS FROM LARGE AND MEDIUM 

COMPANIES 

 Frequency Percent Valid Percent Cumulative 

Percent 

Valid Medium 72 15.9 15.9 15.9 

Large 381 84.1 84.1 100.0 

Total 453 100.0 100.0  

 

 

Interpretation: Out of the total respondents, 84.1 percent of the organizations are large 

scale organizations and remaining 15.9 percent of the organizations are medium scale 

organizations. 

 

4.2.3 Gender: The details of respondents based on their gender are given below in table: 

 

TABLE 4.2.3 NUMBER OF RESPONDENTS BASED ON GENDER 

 

Gender Frequency Percent Valid Percent Cumulative 

Percent 

Valid Male 363 80.1 80.1 80.1 

Female 90 19.9 19.9 100.0 

Total 453 100.0 100.0  

 

16%

84%

Figure 4.2.2 Number of respondents from 

Large and medium companies

Medium

Large
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FIGURE 4.2.3 NUMBER OF RESPONDENTS BASED ON GENDER 

 

Interpretation: Out of the total respondents, 80.1 percent of the respondents are Male and 

19.9 percent of the respondents are female. 

 

4.2.4 Age of respondents: The details of age of respondents responded for the studies are 

given below in table: 

TABLE 4.2.4 NUMBER OF RESPONDENTS BASED AGE 

Age Frequency Percent Valid 

Percent 

Cumulative 

Percent 

Valid 18-27 Years 35 7.7 7.7 7.7 

28-37 Years 293 64.8 64.8 72.5 

38-47 Years 79 17.4 17.4 89.9 

48-57 Years 35 7.7 7.7 97.4 

More than 57 

Years 

11 2.4 2.4 100.0 

Total 453 100.0 100.0  

80%

20%

Figure 4.2.3 Number of respondents based on 

gender

Male

Female
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FIGURE 4.2.4 NUMBER OF RESPONDENTS BASED AGE 

 

Interpretation: Out of the total respondents, 7.7 percent of the respondents are from 18-27 

years, 64.7 percent of the respondents are from 28-37 years, 17.4 percent of the 

respondents are from 38-47 years, 7.7 percent of the respondents are from 48-57 years and 

2.4 percent of the respondents are from more than 57 years of age. 

 

4.2.5 Company experienced E-HRM: When asked about since when has your company 

experienced E-HRM, the following are responses: 

 

TABLE 4.2.5 YEARS OF EXPERIENCE OF COMPANIES SINCE ADOPTION OF 

E-HRM 

Years of experience Frequency Percent Valid 

Percent 

Cumulative 

Percent 

Valid 1-3 Year 1 .2 .2 .2 

3-5 Year 47 10.4 10.4 10.6 

5-10 Year 203 44.9 44.9 55.3 

More than 10 Year 202 44.6 44.6 100.0 

Total 453 100.0 100.0  

8%

65%

17%

8%

2%

Figure 4.2.4 Number of respondents based age

18-27 Years

28-37 Years

38-47 Years

48-57 Years

More than 57 Years
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FIGURE 4.2.5 YEARS OF EXPERIENCE OF E-HRM SINCE ITS ADOPTION 

 

Interpretation: Out of the total respondents, 44.8 percent of the respondents responded 

that the companies experiencing e-hrm since 5-10 years, 44.6 percent of the respondents 

responded more than 10 years and 10.4 percent of the respondents responded 3-5 years, 0.2 

percent of the respondents responded 1-3 years. 

 

4.3 DESCRIPTIVE DATA ANALYSIS ON PART OF E-HRM IMPLEMENTATION 

 

4.3.1 Drivers for applying E- HRM: 

 

The respondents were given a list of possible drivers for applying E- HRM to the HR 

system in their respective organization. They need to give rating from 1 to 5 in order of 

importance. The drivers are divided in three categories i.e. operational driver, 

Value/culture based driver and Strategic drivers. The tables below describe the descriptive 

statistics. Lower mean indicates higher importance. 

 

Operational Drivers: Operational drivers are those which driver organization to opt for e-

HRM implementation to administered the data effectively which can help the organization 

to reduce paper transaction which lead to accuracy of HR transaction. 

 

0%

10%

45%

45%

Figure 4.2.5 Years of experience of e-HRM since its 

adoption

1-3 Year

3-5 Year
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More than 10 Year
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TABLE 4.3.1.1 DESCRIPTIVE STATISTICS OF OPERATION DRIVERS WHICH 

AFFECT E-HRM IMPLEMENTATION 

Operational Drivers N Minimum Maximum Mean Std. 

Deviation 

Management of data and 

information 

453 1 4 1.74 .661 

Standardization of systems and 

procedures 

453 1 5 1.89 .753 

Need to reduce paper 

transaction 

453 1 4 1.90 .743 

Accuracy/speed of HR 

transactions 

453 1 4 1.83 .877 

Interpretation: All the operational drivers are having meant of less than 2 indicating 

majority of the respondents have given higher importance to all operational drivers. The 

driver “Management of Data and Information” is having lowest mean as compared to all 

other drivers indicating highest importance given to this driver. The driver “Need to reduce 

paper transaction is having highest mean among the operational driver indicating that 

lowest importance given to this driver among the operational driver.  

 

Value/Culture based drivers: Value/Culture based drivers are those which force 

organization to maintain transparent culture with integrity and secrecy. 

TABLE 4.3.1.2 DESCRIPTIVE STATISTICS OF VALUE/CULTURE DRIVER 

WHICH AFFECT E-HRM IMPLEMENTATION 

Value/Culture based drivers N Minimum Maximum Mean Std. 

Deviation 

Secrecy of employees’ 

personal data  

453 1 4 1.89 .720 

Open & transparent 

communication 

453 1 5 2.22 .786 

Integrity of HR transaction 453 1 5 1.92 .901 
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Interpretation: All the value/ Cultural based drivers are having mean of nearer to 2 

indicating majority of the respondents have given higher importance to all value/ cultural 

based drivers. The driver “Secrecy of employees’ personal data” is having lowest mean as 

compared to all other drivers indicating highest importance given to this driver. The driver 

“Open & transparent communication” is having highest mean among the Value/Cultural 

based drivers indicating that lowest importance given to this driver among the other 

drivers.  

 

Strategic Drivers: Strategic drivers are those which force organization to opt for e-HRM 

in terms of cost control, Increase productivity and aligning HR activities to strategic focus. 

 

TABLE 4.3.1.3 DESCRIPTIVE STATISTICS OF STRATEGIC DRIVER WHICH 

DRIVES E-HRM IMPLEMENTATION 

Strategic Drivers N Minimum Maximum Mean Std. 

Deviation 

Saving in and control of HR 

cost 

453 1 4 1.40 .739 

Increased overall 

productivity of organization 

453 1 4 1.76 .773 

Aligning HR activities to 

Strategic activities 

453 1 5 2.05 .807 

 

Interpretation: All the strategic drivers are having meant of nearer to 2 indicating 

majority of the respondents have given higher importance to all Strategic drivers. The 

driver “Saving in and control of HR cost” is having lowest mean as compared to all other 

drivers indicating highest importance given to this driver. The driver “Increased overall 

productivity of organization” is having highest mean among the Strategic drivers 

indicating that lowest importance given to this driver among the other drivers.  
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4.3.2 e-HRM implementation for performing HR functions: 

 

HR is a distinctive approach where they perform various functions starting from workforce 

planning to exit management. The respondents were given list of Human Resource 

Functions; they need to list the ones for which e-technology are being used in their 

company. The frequencies and percentages are given below: 

 

TABLE 4.3.2.1 HR FUNCTIONS PERFORMED WITH THE IMPLEMENTATION  

OF E-HRM 

 

HR Functions Responses 

N Percentage 

of cases 

HR Functions Manpower Planning 32 7.1% 

Employee Records 453 100.0% 

Leave Management 453 100.0% 

Attendance Management 453 100.0% 

Payroll Management 446 98.5% 

Internal Communication 113 24.9% 

Recruitment 301 66.4% 

Selection 226 49.9% 

Induction 162 35.8% 

Training and Development 302 66.7% 

Career Planning 50 11.0% 

Competency Mapping 45 9.9% 

Performance Management 278 61.4% 

Compensation Planning 78 17.2% 

Succession Planning 24 5.3% 

Employee welfare activities 161 35.5% 

Exit Management 24 5.3% 
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Interpretation: HR is a distinctive approach where they perform various functions starting 

from workforce planning to exit management. The above is the list of major function that 

HR department perform. Out of the above there are some functions which can be 

performed effectively with the deployment of technology. The data shows that 

pharmaceutical organizations are using the e-HR module to perform the operative 

functions mainly still majority of the respondents agreeing on not using e-HR module for 

manpower planning, succession planning, compensation management, career planning, exit 

management. Majority of the companies are using web based technology to perform HR 

operational functions like employee records, attendance management, payroll 

management, recruitment, training and development.  

 

4.3.3 Challenges for implementation of E-HRM: 

A list of challenges in implementation of E-HRM was given to the respondents. They gave 

rating from 1 to 5 in order of criticality experience by their organization. The table below 

shows the descriptive statistics. Lower mean indicates higher criticalness of the challenges.  

 

TABLE 4.3.3.1 CHALLENGES FOR IMPLEMENTATION OF E-HRM 

Challenges for 

implementation of E-HRM 

N Minimum Maximum Mean Std. 

Deviation 

Cost of investment in E-HRM 453 1 5 2.13 .937 

Resistance from departmental 

heads  

453 1 5 2.73 .875 

Users' resistance  453 1 5 2.50 1.271 

The lack of planning and 

organization for changing over 

from current system to e-HRM 

based system 

453 1 5 2.17 1.190 

Top Management Support 453 1 5 2.33 .971 

Infrastructure availability 453 1 5 2.21 1.073 

Customization of standardized 

packages  

453 1 5 3.19 1.358 
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Interpretation: The challenge “Cost of investment in E-HRM” is having lowest mean 

indicating highest criticalness of the challenge. The respondents perceive cost of 

investment in E- HRM is most challenging among all other challenges. The challenge “The 

lack of planning and organization for changing over from current system to e-HRM based 

system” is having second lowest mean indicating the second most critical challenge. The 

challenge “Customization of standardized packages” is having highest mean among all 

other challenges. Respondents do not perceive this challenge as most critical as compared 

to other challenges. 

 

4.3.4 Factors facilitating implementation of E-HRM: 

 

A list of possible factors facilitating successful implementation of E-HRM was given to 

respondents. They need to rate them from 1 to 5 in order of facilitation rendered. The table 

below shows the descriptive statistics. Lower mean indicates higher facilitation.  

 

TABLE 4.3.4.1 FACTORS FACILITATING IMPLEMENTATION OF E-HRM 

Factors facilitating 

implementation of E-HRM 

N Minimu

m 

Maximu

m 

Mean Std. Deviation 

Managers' Attitude  453 1 5 2.21 .804 

Managers' knowledge and 

experience 

453 1 5 2.60 .808 

Fund availability for investment 

in IT infrastructure 

453 

 

1 5 2.13 1.081 

Organization culture of adopting 

change 

453 1 5 2.32 1.096 

Top management support 453 1 5 2.20 .938 

Competitive Pressure 453 1 5 3.00 1.164 

Availability of efficient vendor 

or service providers 

453 1 5 2.57 1.261 

Employees readiness to learn 453 1 5 2.24 1.163 

Flexibility for stage wise 

development of module 

453 1 5 2.83 1.213 
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Interpretation: The factors “Organization culture of adopting changes”, “Top 

management support”, and “Managers' Attitude” are top three factors found which are 

highly perceived by the respondents. These top three factors are highly facilitating in 

implementation of E- HRM.  The factor “competitive pressure” is least facilitating found 

among the all other factors. 

 

4.3.5 Benefits of using e-HRM: 

 

Lists of possible benefits a company can get or has got after implementation of E-HRM 

were given to the respondents. They need to state their level of agreement regarding the 

following statements. The descriptive statistics is given below. Lower mean indicates 

higher agreement towards the benefits.  

 

TABLE 4.3.5.1 BENEFITS OF USING E-HRM 

Benefits of using e-HRM N Minimum Maximu

m 

Mean Std. 

Deviation 

Noticeable success arise in 

collection and security of personal 

data 

453 1 3 1.72 .504 

Noticeable decrease in 

administrative cost 

453 1 4 1.83 .634 

Noticeable reduction in time 

employed for routine HR function 

thus allowing HR to focus on 

strategic HRM 

453 1 4 2.08 .625 

Noticeable increase in sourcing 

employee related data for 

organizational requirement 

453 1 4 2.37 .808 

Noticeable ease and promptness in 

gathering of and addressing 

employees concerns 

453 1 5 2.96 .822 

Noticeable increase in efficiency in 

monitoring of HR policies and 

453 1 5 3.18 .888 
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practices 

Noticeable ease is being able to 

design a new HR invention for 

organizational development 

453 1 5 3.35 .958 

 

Interpretation: The benefit “ Noticeable success arise in collection and security of 

personal data” is having lowest mean of 1.72 indicating that implementation of E- HRM 

gives higher success in data collection and security of personal data. The benefit 

“Noticeable decrease in administrative cost” is having second lowest mean indicating that 

respondents perceive that implementation of E- HRM reduces administrative cost. The 

benefit “Noticeable ease is being able to design a new HR invention for organizational 

development” is having highest mean indicating that this benefits is having lowest 

agreement among the respondents.  

 

4.3.6 e-HRM effectiveness: 

The respondents were given a list of statements related to E- HRM effectiveness 

implementation in various areas. Table below shows the descriptive statistics. Lower mean 

indicates the higher level of agreement towards the statement.  

 

TABLE 4.3.6.1 E-HRM EFFECTIVENESS 

 

E-HRM Effectiveness Minimum Maximum Mean Std. 

Deviation 

Clarity of e-HRM goals 

The goals of the use of e-HRM 

technology are clear 

1 3 1.66 .4781 

I know where effective use of e-HRM 

technology will lead to 

1 3 1.69 .486 

Effort expectancy 

The establishment of purpose, 

development and implementation of e-

hrm has been in participative mode. 

1 5 3.01 1.257 

Working with e-HRM technology is 1 3 1.71 .459 
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clear and understandable. 

Facilitating conditions 

I have the resources necessary to use 

e-HRM technology. 

1 4 1.79 .513 

I have the knowledge necessary to use 

e-HRM technology. 

1 4 1.82 .451 

E-HRM technology is not compatible 

with other systems I use. 

1 5 3.06 1.152 

I can access the necessary documents 

on e-HRM technology   

1 5 2.01 .655 

Training & IT enablement 

Since the implementation of e-HRM 

technology there has been a detailed 

re-organization of IT infrastructure  

1 5 2.47 1.193 

Since the implementation of e-HRM 

technology there has been a stage wise 

training of each employee on the use 

of the IT platform 

1 5 2.39 1.025 

Content perspective 

The system provides the precise 

information to facilitate all concerned 

employees for use of e-HRM 

1 4 1.81 .566 

The system provides reports that 

facilitate effective implementation of 

HR subsystems  

1 4 1.99 .549 

Format 

The output is presented in a useful 

format. 

1 2 1.67 .471 

The information received from the 

system is clear. 

1 2 1.75 .432 

The system has inbuilt flexibility to 

help modify data/ system as and when 

needed 

1 5 2.00 .639 
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Interpretation:  

 

Clarity of E- HRM goal: The statement “ The goals of the use of e-HRM technology are 

clear” is having lowest mean as compared to other statement. This indicates that majority 

of the respondents give agreement that the goals of the use of e- HRM technology are 

clear.  

 

Effort expectancy: The statement“ Working with e-HRM technology is clear and 

understandable.” is having lowest mean as compared to other statement. This indicates that 

majority of the respondents give agreement that Working with e-HRM technology is clear 

and understandable. 

 

Facilitating conditions: The statement“ I have the resources necessary to use e-HRM 

technology.” is having lowest mean as compared to other statement. This indicates that 

majority of the respondents give agreement that they have the resources necessary to use e-

HRM technology. 

 

Training & IT enablement: The statement“ Since the implementation of e-HRM 

technology there has been a stage wise training of each employee on the use of the IT 

platform”  is having lowest mean as compared to other statement. This indicates that 

majority of the respondents give agreement that they have given stage wise training to the 

employees for IT enablement. 

 

Content perspective:  The statement“ The system provides the precise information to 

facilitate all concerned employees for use of e-HRM”  is having lowest mean as compared 

to other statement. This indicates that majority of the respondents give agreement that 

system provides precise information to facilitate all concerned employees for use of e – 

HRM. 

 

Format: The statement“  The output is presented in a useful format.” is having lowest 

mean as compared to other statement. This indicates that majority of the respondents give 

agreement that out put is presented in a useful format. 
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4.3.7 Overall experience with the usage of e-HRM tool:  

To conclude on the tool expeeirnece, respondents gave resonsponse on overall usage of e-

HRM tool. Table below shows the descriptive statistics. 

 

TABLE 4.3.7.1OVERALL EXPERIENCE WITH THE USAGE OF E-HRM TOOL 

 Frequency Percent Valid 

Percent 

Cumulative 

Percent 

Valid Highly Satisfactory 96 21.2 21.2 21.2 

Satisfactory 298 65.8 65.8 87.0 

Neutral 59 13.0 13.0 100.0 

Total 453 100.0 100.0  

 

Interpretation: When asked about the overall experience with E- HRM tool, 65.8 percent 

of the respondents responded it as satisfactory, 21.2 percent of the respondents responded 

as highly satisfactory and remaining 13 percent of the respondents responded as neutral.  

 

4.4 NORMALITY TESTING AND HYPOTHESIS TESTING: 

 

To assess the significant difference with respect to demographic factors such as Nature of 

the Organization, Size of the Organization, gender of respondents and age of the 

respondents, hypothesis testing procedure is followed. Before conducting any parametric 

test, it would be appropriate to test the assumptions of parametric test. One of the major 

assumptions of parametric test is that the test variables are normally distributed. Hence 

Normality testing has been performed. The result is shown below. 

4.4.1. Challenges to implement E- HRM and Demographic factors:  

Normality testing: 

The variables of challenges are tested for Normality. The Result is shown below. 

Hypothesis 

H0: The data are normally distributed. 

H1: The data are not normally distributed 
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TABLE 4.4.1.1 TESTS OF NORMALITY - CHALLENGES TO IMPLEMENT E- 

HRM AND DEMOGRAPHIC FACTORS 

 

 Kolmogorov-Smirnova Shapiro-Wilk 

Statisti

c 

Df Sig. Statisti

c 

Df Sig. 

Cost of investment in 

E-HRM 

.247 453 .000 .864 453 .000 

Resistance from 

departmental heads  

.277 453 .000 .863 453 .000 

Users' resistance  .218 453 .000 .875 453 .000 

The lack of planning 

and organization for 

changing over from 

current system to e-

hrm based system 

.234 453 .000 .830 453 .000 

Top Management 

Support 

.209 453 .000 .885 453 .000 

Infrastructure 

availability 

.208 453 .000 .866 453 .000 

Customization of 

standardized packages  

.222 453 .000 .879 453 .000 

 

Hypothesis 1 : 

 

Mann- Whitney U test: To assesses the significant difference in level of criticalness of 

challenges between natures of the organization, Mann- Whitney U test is performed and 

the result is shown below. 

Ho: There is no significant difference in the Mean Rank of challenges between MNC and 

Non MNC organizations. 

Ha: There is a significant difference in the Mean Rank of challenges between MNC and 

Non MNC organizations. 
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TABLE 4.4.1.2 MEAN RANK OF CHALLENGES BETWEEN MNC AND NON 

MNC ORGANIZATIONS. 

 Company 

Nature 

N Mean Rank Sum of Ranks 

Cost of investment in E-HRM MNC 145 273.20 39614.50 

NON MNC 308 204.44 62763.50 

Total 453   

Resistance from departmental heads  MNC 145 252.08 36551.00 

NON MNC 308 14.42 65827.00 

Total 453   

Users' resistance  MNC 145 282.34 40939.00 

NON MNC 308 200.13 61439.00 

Total 453   

The lack of planning and 

organization for changing over from 

current system to e-hrm based 

system 

MNC 145 185.01 26826.50 

NON MNC 308 246.10 75551.50 

Total 453   

Top Management Support MNC 145 253.07 36695.50 

NON MNC 308 213.95 65682.50 

Total 453   

Infrastructure availability MNC 145 202.26 29327.50 

NON MNC 308 237.95 73050.50 

Total 453   

Customization of standardized 

packages  

MNC 145 170.12 24667.00 

NON MNC 308 253.13 77711.00 

Total 453   
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TABLE 4.4.1.3 TEST STATISTICSA: CHALLENGES BETWEEN MNC AND NON 

MNC ORGANIZATIONS. 

 

  

Cost of 

investme

nt in E-

HRM 

Resist

ance 

from 

depar

tment

al 

heads 

Users

' 

resist

ance 

The lack 

of 

planning 

and 

organiza

tion for 

changin

g over 

from 

current 

system 

to e-hrm 

based 

system 

Top 

Manage

ment 

Support 

Infrastr

ucture 

availabi

lity 

Customiz

ation of 

standardi

zed 

packages 

Mann-

Whitney 

U 

15485.5 18549 14161 16241.5 18404.5 18742.5 14082 

Wilcoxon 

W 

62763.5 65827 61439 26826.5 65682.5 29327.5 24667 

Z -5.519 -3.13 -6.444 -4.859 -3.116 -2.821 -6.485 

Asymp. 

Sig. (2-

tailed) 

0 0.002 0 0 0.002 0.005 0 

a. Grouping Variable: CompanyNature 

 

Interepretation: The above table shows the mean rank and sum of rank of challenges. In 

the above table, the calculated Mann- Whitney U, degree of freedom, and significant value 

is given. It can be observed that for all challenges the significant two tailed p value is less 

than 0.05. Hence Ho can be rejected at 5 percent level of significant. Hence it can be 

concludedthatthere is a significant difference in the Mean Ranks of challenges between 

MNC and Non MNC organizations. 

 

Hypothesis:2 

Mann- Whitney U test: To assesses the significant difference in level of criticalness of 

challenges between sizes of the organization, Mann- Whitney U test is performed and the 

result is shown below. 
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Ho: There is no significant difference in the Mean Rank of challenges between Medium 

and Large Scale organizations. 

Ha: There is a significant difference in the Mean Rank of challenges between Medium and 

Large Scale organizations. 

 

TABLE 4.4.1.4 MEAN RANK OF CHALLENGES BETWEEN MEDIUM AND 

LARGE ORGANIZATIONS. 

 Size 

Company 

N Mean 

Rank 

Sum of Ranks 

Cost of investment in E-HRM Medium 72 185.00 13320.00 

Large 381 234.36 89058.00 

Total 453   

Resistance from departmental 

heads  

Medium 72 242.94 17492.00 

Large 381 223.38 84886.00 

Total 453   

Users' resistance  Medium 72 238.17 17148.00 

Large 381 224.29 85230.00 

Total 453   

The lack of planning and 

organization for changing over 

from current system to e-hrm 

based system 

Medium 72 217.38 15651.00 

Large 381 228.23 86727.00 

Total 453   

Top Management Support Medium 72 249.31 17950.50 

Large 381 222.18 84427.50 

Total 453   

Infrastructure availability Medium 72 189.78 13664.00 

Large 381 233.46 88714.00 

Total 453   

Customization of standardized 

packages  

Medium 72 244.82 17627.00 

Large 381 223.03 84751.00 

Total 453   

 

 



Data Analysis and Interpretation 

 

TABLE 4.4.1.5 TEST STATISTICSA : CHALLENGES BETWEEN LARGE AND 

MEDIIUM SCALE ORGANISATION 

 

 

Cost 

of 

invest

ment 

in E-

HRM 

Resist

ance 

from 

depar

tment

al 

heads 

Users' 

resistanc

e 

The lack of 

planning 

and 

organizatio

n for 

changing 

over from 

current 

system to e-

hrm based 

system 

Top 

Managem

ent 

Support 

Infrastruc

ture 

availabilit

y 

Customiz

ation of 

standardi

zed 

packages 

Mann-

Whitn

ey U 

10692

.000 

12496

.000 

12840.00

0 

13023.000 12037.500 11036.000 12361.000 

Wilcox

on W 

13320

.000 

84886

.000 

85230.00

0 

15651.000 84427.500 13664.000 84751.000 

Z -3.106 -1.275 -.853 -.677 -1.694 -2.707 -1.335 

Asymp

. Sig. 

(2-

tailed) 

.002 .202 .394 .499 .090 .007 .182 

a. Grouping Variable: SizeCompany 

 

Interpretation: The above table shows the mean rank and sum of rank of challenges. In 

the above table, the calculated Mann- Whitney U, degree of freedom, and significant value 

is given. It can be observed that for challenges – Cost of investment and Infrastructure 

availability - the significant two tailed p value is less than 0.05. Hence Ho can be rejected 

at 5 percent level of significant. Hence it can be concluded that  there is a significant 

difference in the Mean Ranks of challenges - Cost of investment and Infrastructure  
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availability between large and medium scale organizations. For all other challenges, it can 

be concluded that there is no significant difference in the Mean Rank of challenges 

between Medium and Large Scale organizations. 

 

Hypothesis: 3 

 

Mann- Whitney U test :To assess the significant difference in level of  criticalness of 

challenges  between gender of the respondents Mann- Whitney U test is performed and the 

result is shown below. 

 

Ho: There is no significant difference in the Mean Rank of challenges between Male and 

Female Respondents. 

 

Ha: There is a significant difference in the Mean Rank of challenges between Male and 

Female Respondents. 

 

TABLE 4.4.1.6 MEAN RANK OF CHALLENGES BETWEEN MALE AND 

FEMALE 

Gender N Mean Rank Sum of Ranks 

Cost of investment in E-

HRM 

Male 363 226.38 81949.00 

Female 90 226.99 20429.00 

Total 453   

Resistance from 

departmental heads  

Male 363 225.87 81765.50 

Female 90 229.03 20612.50 

Total 453   

Users' resistance  Male 363 227.21 82249.50 

Female 90 223.65 20128.50 

Total 453   

The lack of planning and 

organization for changing 

over from current system to 

e-hrm based system 

Male 363 232.31 84095.50 

Female 90 203.14 18282.50 

Total 453   
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Top Management Support Male 363 222.22 80443.00 

Female 90 243.72 21935.00 

Total 453   

Infrastructure availability Male 363 226.59 82026.00 

Female 90 226.13 20352.00 

Total 453   

Customization of 

standardized packages  

Male 363 220.23 79724.00 

Female 90 251.71 22654.00 

Total 453   

TABLE 4.4.1.7 TEST STATISTICSA : E-HRM CHALLENEGES FACED BY 

MALE AND FEMALE 

 

Cost of 

investm

ent in 

E-HRM 

Resista

nce 

from 

depart

mental 

heads 

Users' 

resistan

ce 

The 

lack of 

plannin

g and 

organiz

ation 

for 

changin

g over 

from 

current 

system 

to e-

hrm 

system 

Top 

Manage

ment 

Suppor

t 

Infrastr

ucture 

availabi

lity 

Custom

ization 

of 

standar

dized 

package

s 

Mann-

Whitney U 

16246.0

00 

16062.5

00 

16033.5

00 

14187.5

00 

14740.0

00 

16257.0

00 

14021.0

00 

Wilcoxon 

W 

81949.0

00 

81765.5

00 

20128.5

00 

18282.5

00 

80443.0

00 

20352.0

00 

79724.0

00 

Z -.042 -.224 -.239 -1.985 -1.465 -.031 -2.104 

Asymp. Sig. 

(2-tailed) 
.967 .822 .811 .047 .143 .975 .035 
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Interpretation: The above table shows the mean rank and sum of rank of challenges. In 

the above table, the calculated Mann- Whitney U, degree of freedom, and significant value 

is given. It can be observed that for challenges - The lack of planning and organization for 

changing over from current system to e-hrm based system and Customization of 

standardized package, the significant two tailed p value is less than 0.05. Hence Ho can be 

rejected at 5 percent level of significant.Hence it can be concluded that  there is a 

significant difference in the Mean Ranks of challenges - The lack of planning and 

organization for changing over from current system to e-hrm based system and 

Customization of standardized package between male and female respondents.   For all 

other challenges, it can be concluded that There is no significant difference in the Mean 

Rank of challenges between Male and Female Respondents. 

 

Hypothesis:4 

 

Kruskal- Wallis Test  :To assess the significant difference in level of  criticalness of 

challenges  among Age of the respondents Kruskal- Wallis test is performed and the result 

is shown below. 

 

Ho: There is no significant difference in the Mean Rank of challenges among Age of the 

Respondents. 

 

Ha: There is a significant difference in the Mean Rank of challenges among Age of the 

Respondents. 

 

TABLE 4.4.1.8 MEAN RANK OF CHALLENGES OF DIFFERENT AGE 

 

 Age N Mean Rank 

Cost of investment in E-

HRM 

18-27 Years 35 202.84 

28-37 Years 293 223.72 

38-47 Years 79 244.42 

48-57 Years 35 224.33 

More than 57 Years 11 253.77 
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Resistance from 

departmental heads  

18-27 Years 35 256.46 

28-37 Years 293 221.68 

38-47 Years 79 224.83 

48-57 Years 35 224.63 

More than 57 Years 11 277.18 

Total 453  

Users' resistance  18-27 Years 35 230.51 

28-37 Years 293 229.62 

38-47 Years 79 209.16 

48-57 Years 35 216.26 

More than 57 Years 11 288.09 

The lack of planning and 

organization for changing 

over from current system to 

e-hrm based system 

18-27 Years 35 247.10 

28-37 Years 293 221.44 

38-47 Years 79 236.11 

48-57 Years 35 229.96 

More than 57 Years 11 215.27 

Top Management Support 18-27 Years 35 216.14 

28-37 Years 293 237.59 

38-47 Years 79 207.34 

48-57 Years 35 204.30 

More than 57 Years 11 173.41 

Infrastructure availability 18-27 Years 35 237.64 

28-37 Years 293 226.69 

38-47 Years 79 211.66 

48-57 Years 35 235.96 

More than 57 Years 11 262.41 

Customization of 

standardized packages  

18-27 Years 35 231.43 

28-37 Years 293 224.26 

38-47 Years 79 229.11 

48-57 Years 35 234.57 

More than 57 Years 11 226.00 
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TABLE 4.4.1.9 : TEST STATISTICSA,B : E-HRM CHALLANGES FACED BY 

DIFFRENT AGE CATEGORYOF RESPONDENTS 

 

Cost of 

invest

ment 

in E-

HRM 

Resistan

ce from 

departm

ental 

heads 

Users' 

resista

nce 

The lack of 

planning 

and 

organizatio

n for 

changing 

over from 

current 

system to e-

hrm based 

system 

Top 

Manage

ment 

Support 

Infrast

ructure 

availab

ility 

Customiz

ation of 

standardi

zed 

packages 

Chi-

Square 

3.635 4.686 4.526 2.020 7.531 2.479 .319 

Df 4 4 4 4 4 4 4 

Asymp

. Sig. 

.458 .321 .339 .732 .110 .648 .989 

 

Interpretation: The above table shows the mean rank and sum of rank of challenges. In 

the above table, the calculated Chi Square, degree of freedom, and significant value is 

given. It can be observed that for all challengesthe significant two tailed p value is less 

than 0.05. Hence Hocan not  be rejected at 5 percent level of significant. Hence it can be 

concluded that  there is no significant difference in the Mean Ranks of challenges among 

the age of the respondents. 

 

4.4.2. Hypothesis testing on Drivers for applying e- HRM:  

4.4.2.1 Operational drivers 

 

Hypothesis:5 

Mann- Whitney U test: To assess the significant difference in the drivers for applying e-

hrm between MNC and Non MNC organizations Mann- Whitney U test is performed and 

the result is shown below. 



Data Analysis and Interpretation 

Ho: There is no significant difference in the Mean rank of operational drivers for applying 

e- hrm between MNC and Non MNC organizations. 

Ha: There is a significant difference in the Mean rank of operational drivers for applying e- 

hrm between MNC and Non MNC organizations. 

 

TABLE 4.4.2.1.1 MEAN RANK OF OPERATIONAL DRIVERS APPLYING FOR E-

HRM IN MNC AND NON MNC ORGANISATION 

 CompanyNature N Mean 

Rank 

Sum of Ranks 

Management of data 

and information 

MNC 146 216.11 31552.00 

NON MNC 307 232.18 71279.00 

Total 453   

Standardization of 

systems and 

procedures 

MNC 146 222.61 32501.50 

NON MNC 307 229.09 70329.50 

Total 453   

Need to reduce paper 

transaction 

MNC 146 232.93 34008.00 

NON MNC 307 224.18 68823.00 

Total 453   

Accuracy/speed of HR 

transactions 

MNC 146 219.61 32063.00 

NON MNC 307 230.51 70768.00 

Total 453   

 

TABLE 4.4.2.1.2 TEST STATISTICS: DRIVERS APPLYING TO E-HRM 

IMPLEMENTATION BY NATURE OF ORGANISATION 

 

 Management 

of data and 

information 

Standardization 

of systems and 

procedures 

Need to 

reduce 

paper 

transaction 

Accuracy/s

peed of HR 

transaction 

Mann-Whitney U 20821.000 21770.500 21545.000 21332.000 

Asymp. Sig. (2-tailed) .171 .595 .464 .374 

a. Grouping Variable: Company_Nature 
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Interpretation: The above table shows the mean rank and sum of ranks. In the above 

table, the calculated Mann- Whitney U, degree of freedom, and significant value is given. 

It can be observed that the significant two tailed p value is not less than 0.05. Hence Ho 

cannot be rejected at 5 percent level of significant. Hence it can be concluded that there is 

no significant difference in the significant difference in the Mean rank of operational 

drivers for applying e- hrm between MNC and Non MNC organizations. 

 

Hypothesis:6 

 

Mann- Whitney U test :To assess the significant difference in the drivers for applying e-

hrmbetween Large and Medium Scale organizations, Mann- Whitney U test is performed 

and the result is shown below. 

Ho: There is no significant difference in the Mean rank of operational drivers for applying 

e- hrm between Large and Medium Scale organizations. 

Ha: There is a significant difference in the Mean rank of operational drivers for applying e- 

hrm between Large and Medium organizations. 

 

TABLE 4.4.2.1.3 MEAN RANK OF OPERATION DRIVERS BY SIZE OF THE 

COMPANY 

 Size_Company N Mean 

Rank 

Sum of Ranks 

Management of data and 

information 

Medium 72 201.65 14519.00 

Large 381 231.79 88312.00 

Total 453   

Standardization of systems 

and procedures 

Medium 72 229.20 16502.50 

Large 381 226.58 86328.50 

Total 453   

Need to reduce paper 

transaction 

Medium 72 228.15 16426.50 

Large 381 226.78 86404.50 

Total 453   

Accuracy/speed of HR 

transactions 

Medium 72 241.50 17388.00 

Large 381 224.26 85443.00 

Total 453   



Data Analysis and Interpretation 

 

TABLE 4.4.2.1.4 TEST STATISTICS: OPERATIONAL DRIVERS APPLYING E-

HRM IMPLEMENTATION IN LARGE AND MEDIUM ORGANISATION 

 

 Management 

of data and 

information 

Standardizati

on of systems 

and 

procedures 

Need to 

reduce 

paper 

transaction 

Accuracy/spe

ed of HR 

transaction 

Mann-Whitney U 11891.000 13557.500 13633.500 12672.000 

Wilcoxon W 14519.000 86328.500 86404.500 85443.000 

Z -2.008 -.168 -.089 -1.099 

Asymp. Sig. (2-tailed) .045 .867 .929 .272 

a. Grouping Variable: SizeCompany 

 

Interpretation: The above table shows the mean rank and sum of ranks. In the above 

table, the calculated Mann- Whitney U,degree of freedom, and significant value is given. It 

can be observed that for all variables (except Management of data and information) the 

significant two tailed p value is not less than 0.05. Hence Ho cannot be rejected at 5 

percent level of significant. Hence it can be concluded that there is no significant 

difference in the Mean rank of operational drivers for applying e- hrm between Large and 

Medium Scale organizations. 

 

Hypothesis:7 

 

Mann- Whitney U test :To assess the significant difference in the drivers for applying e-

hrm Mann- Whitney U test is performed and the result is shown below. 

 

Ho: There is no significant difference in the Mean rank of operational drivers for applying  

e- hrm between Male and Female respondents. 

 

Ha: There is a significant difference in the Mean rank of operational drivers for applying e- 

hrm between Male and Female respondents. 
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TABLE 4.4.2.1.5 MEAN RANK OF OPERATION DRIVERS APLLYING E-HRM 

TO MALE AND FEMALE 

 Gender N Mean Rank Sum of Ranks 

Management of data and 

information 

Male 363 223.27 81047.00 

Female 90 242.04 21784.00 

Total 453   

Standardization of systems 

and procedures 

Male 363 224.91 81641.50 

Female 90 235.44 21189.50 

Total 453   

Need to reduce paper 

transaction 

Male 363 226.96 82386.00 

Female 90 227.17 20445.00 

Total 453   

Accuracy/speed of HR 

transactions 

Male 363 229.29 83230.50 

Female 90 217.78 19600.50 

Total 453   

 

TABLE 4.4.2.1.6 TEST STATISTICS: OPERATIONAL DRIVERS APPLYING 

TO MALE AND FEMALE 

 

 Management 

of data and 

information 

Standardization 

of systems and 

procedures 

Need to 

reduce 

paper 

transaction 

Accuracy/speed 

of HR 

transactions 

Mann-

Whitney U 

14981.000 15575.500 16320.000 15505.500 

Asymp. Sig. 

(2-tailed) 

.172 .461 .988 .424 

a. Grouping Variable: Gender 
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Interpretation: The above table shows the mean rank and sum of ranks. In the above 

table, the calculated Mann- Whitney U, degree of freedom, and significant value is given. 

It can be observed that for all variables the significant two tailed p value is not less than 

0.05. Hence Ho cannot be rejected at 5 percent level of significant. Hence it can be 

concluded that there is no significant difference in the Mean rank of operational drivers for 

applying e- hrm between Male and Female respondents. 

 

4.4.2.2 Value/Cultural based drivers applying to e-HRM implementation 

 

Hypothesis:8 

Mann- Whitney U test :To assess the significant difference in the drivers for applying e-

hrm Mann- Whitney U test is performed and the result is shown below. 

 

Ho: There is no significant difference in the Mean rank of Value/Culture based drivers for 

applying e- hrm between MNC and Non MNC organizations. 

 

Ha: There is a significant difference in the Mean rank of Value/Culture based drivers for 

applying e- hrm between MNC and Non MNC organizations. 

 

TABLE 4.4.2.2.1 MEAN RANK OF VALUE/CULTURE BASED DRIVERS 

APPLYING TO E-HRM TO MAC’S AND NON MNC ORGANISATION 

 CompanyNature N Mean Rank Sum of Ranks 

Secrecy of employees’ 

personal data 

MNC 146 237.92 34736.00 

NON MNC 307 221.81 68095.00 

Total 453   

Open & transparent 

communication 

MNC 146 189.14 27614.50 

NON MNC 307 245.00 75216.50 

Total 453   

Integrity of HR 

transaction 

MNC 146 178.12 26005.00 

NON MNC 307 250.25 76826.00 

Total 453   
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TABLE 4.4.2.2.2 TEST STATISTICS: VALUE/CULTURE BASED 

DRIVERS APPLYING TO E-HRM TO MNC’S AND NON MNC 

ORGANISATION 

 

 Secrecy of 

employees’ 

personal data 

Open & 

transparent 

communication 

Integrity of HR 

transaction 

Mann-Whitney U 20817.000 16883.500 15274.000 

Asymp. Sig. (2-

tailed) 

.178 .000 .000 

a. Grouping Variable: CompanyNature 

 

Interpretation: The above table shows the mean rank and sum of ranks. In the above 

table, the calculated Mann-Whitney U, degree of freedom, and significant value is given. It 

can be observed that for all variables(except Secrecy of employees’ personal data)the 

significant two tailed p value isless than 0.05. Hence Ho can be rejected at 5 percent level 

of significant. Hence it can be concluded that there is a significant difference in the Mean 

rank of Value/Culture based drivers for applying e- hrm between MNC and Non MNC 

organizations. 

 

Hypothesis:9 

Mann- Whitney U test :To assess the significant difference in the drivers for applying e-

hrm Mann- Whitney U test is performed and the result is shown below. 

 

Ho: There is no significant difference in the Mean rank of Value/Culture based drivers for 

applying e- hrm between Large and Medium scale organizations. 

 

Ha: There is a significant difference in the Mean rank of Value/Culture based drivers for 

applying e- hrm between Large and Medium Scale  organizations. 

 

 

 



Data Analysis and Interpretation 

 

TABLE 4.4.2.2.3 MEAN RANK OF VALUE/CULTURE BASED DRIVERS 

APPLYING TO MEDIUM AND LARGE SCALE ORGNISATION 

 Size_Company N Mean Rank Sum of Ranks 

Secrecy of employees’ 

personal data 

Medium 72 235.10 16927.00 

Large 381 225.47 85904.00 

Total 453   

Open & transparent 

communication 

Medium 72 241.47 17386.00 

Large 381 224.27 85445.00 

Total 453   

Integrity of HR transaction Medium 72 239.22 17224.00 

Large 381 224.69 85607.00 

Total 453   

 

TABLE 4.4.2.2.4 TEST STATISTICS: VALUE/CULTURE BASED DRIVERS 

APPLYING TO MEDIUM AND LARGE SCALE ORGNISATION 

 

 Secrecy of 

employees’ 

personal data 

Open & 

transparent 

communication 

Integrity of HR 

transaction 

Mann-Whitney U 13133.000 12674.000 12836.000 

Asymp. Sig. (2-tailed) .529 .265 .359 

a. Grouping Variable: SizeCompany 

 

Interpretation: The above table shows the mean rank and sum of ranks. In the above 

table, the calculated Mann-Whitney U, degree of freedom, and significant value is given. It 

can be observed that for all variables the significant two tailed p value is not less than 0.05. 

Hence Ho cannot be rejected at 5 percent level of significant. Hence it can be concluded 

that there is no significant difference in the Mean rank of Value/Culture based drivers for 

applying e- hrm between Large and Medium Scale organizations. 
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Hypothesis:10 

Mann- Whitney U test :To assess the significant difference in the drivers for applying e-

hrm Mann- Whitney U test is performed and the result is shown below. 

 

Ho: There is no significant difference in the Mean rank of Value/Culture based drivers for 

applying e- hrm between Male and Female respondents. 

Ha: There is a significant difference in the Mean rank of Value/Culture based drivers for 

applying e- hrm between Male and Female respondents. 

 

TABLE 4.4.2.2.5MEAN RANK OF VALUE/CULTURE BASED DRIVERS FOR 

APPLYING E- HRM BETWEEN MALE AND FEMALE RESPONDENTS 

 

 Gender N Mean Rank Sum of Ranks 

Secrecy of employees’ 

personal data 

Male 363 224.14 81362.00 

Female 90 238.54 21469.00 

Total 453   

Open & transparent 

communication 

Male 363 225.17 81735.00 

Female 90 234.40 21096.00 

Total 453   

Integrity of HR transaction Male 363 232.18 84282.50 

Female 90 206.09 18548.50 

Total 453   

 

TABLE 4.4.2.2.6 TEST STATISTICSA : VALUE/CULTURE BASED DRIVERS FOR 

APPLYING E- HRM BETWEEN MALE AND FEMALE RESPONDENTS 

 

 Secrecy of 

employees’ 

personal data 

Open & 

transparent 

communication 

Integrity of HR 

transaction 

Mann-Whitney U 15296.000 15669.000 14453.500 

Asymp. Sig. (2-tailed) .304 .514 .072 

 



Data Analysis and Interpretation 

 

Interpretation: The above table shows the mean rank and sum of ranks. In the above 

table, the calculated Mann-Whitney U, degree of freedom, and significant value is given. It 

can be observed that for all variables the significant two tailed p value is not less than 0.05. 

Hence Ho cannot be rejected at 5 percent level of significant. Hence it can be concluded 

that there is no significant difference in the Mean rank of Value/Culture based drivers for 

applying e- hrm between Male and Female respondents.  

 

4.4.2.3 Strategic drivers applying to e-HRM implementation 

 

Hypotheis:11 

 

Mann- Whitney U test :To assess the significant difference in the drivers for applying e-

hrm Mann- Whitney U test is performed and the result is shown below. 

 

Ho: There is no significant difference in the Mean rank of strategic drivers for applying e- 

hrm between MNC and Non MNC organizations. 

Ha: There is a significant difference in the Mean rank of strategic drivers for applying e- 

hrm between MNC and Non MNC organizations. 

 

TABLE 4.4.2.3.1 MEAN RANK OF STRATEGIC DRIVERS FOR APPLYING E- 

HRM BETWEEN MNC AND NON MNC ORGANIZATIONS 

 

 CompanyNature N Mean Rank Sum of Ranks 

Saving in and 

control of HR cost 

MNC 145 223.98 32477.50 

NON MNC 308 227.69 69900.50 

Total 453   

Increased overall 

productivity of 

organization 

MNC 145 220.62 31990.00 

NON MNC 308 229.28 70388.00 

Total 453   

Aligning HR 

activities to 

Strategic activities 

MNC 145 222.26 32228.00 

NON MNC 308 228.50 70150.00 

Total 453   
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TABLE4.4.2.3.2 TEST STATISTICS: STRATEGIC DRIVERS FOR APPLYING 

E- HRM BETWEEN MNC AND NON MNC ORGANIZATIONS. 

 

 Saving in and 

control of HR 

cost 

Increased overall 

productivity of 

organization 

Aligning HR activities to 

Strategic activities 

Mann-Whitney U 21892.500 

 

21405.000 21643.000 

Asymp. Sig. (2-

tailed) 

.723 .478 .613 

a. Grouping Variable: CompanyNature 

 

Interpretation: The above table shows the mean rank and sum of ranks. In the above 

table, the calculated Mann-Whitney U, degree of freedom, and significant value is given. It 

can be observed that for all variables the significant two tailed p value isnot  less than 0.05. 

Hence Ho cannot be rejected at 5 percent level of significant. Hence it can be concluded 

that there is no significant difference in the Mean rank extent of influence of strategic 

drivers for applying e- hrm, between MNC and Non MNC organizations. 

 

Hypothesis: 12 

 

Mann- Whitney U test :To assess the significant difference in the drivers for applying e-

hrm Mann- Whitney U test is performed and the result is shown below. 

 

Ho: There is no significant difference in the Mean rank of strategic drivers for applying e- 

hrm between Large and Medium Scale organizations. 

 

Ha: There is a significant difference in the Mean rank of strategic drivers for applying e- 

hrm between Large and Medium Scale organizations. 

 

 

 



Data Analysis and Interpretation 

TABLE 4.4.2.3.3 MEAN RANK OF STRATEGIC DRIVERS FOR APPLYING E- 

HRM BETWEEN LARGE AND MEDIUM SCALE ORGANIZATIONS. 

 

 SizeCompany N Mean Rank Sum of Ranks 

Saving in and control 

of HR cost 

Medium 72 252.95 18212.50 

Large 381 221.49 84165.50 

Total 453   

Increased overall 

productivity of 

organization 

Medium 72 234.19 16861.50 

Large 381 225.04 85516.50 

Total 453   

Aligning HR activities 

to Strategic activities 

Medium 72 242.03 17426.50 

Large 381 223.56 84951.50 

Total 453   

 

TABLE 4.4.2.3.4 TEST STATISTICS: MEAN RANK OF STRATEGIC DRIVERS 

FOR APPLYING E- HRM BETWEEN LARGE AND MEDIUM SCALE 

ORGANIZATIONS. 

 Saving in and 

control of HR 

cost 

Increased overall 

productivity of 

organization 

Aligning HR activities to 

Strategic activities 

Mann-Whitney U 11775.500 13126.500 12561.500 

Asymp. Sig. (2-

tailed) 

.018 .557 .240 

a. Grouping Variable: SizeCompany 

 

Interpretation: The above table shows the mean rank and sum of ranks. In the above 

table, the calculated Mann-Whitney U, degree of freedom, and significant value is given. It 

can be observed that for all variables (except Saving in and control of HR cost)  

thesignificant two tailed p value is not less than 0.05. Hence Ho cannot be rejected at 5 

percent level of significant. Hence it can be concluded that there is no significant 

difference in the Mean rank of strategic drivers for applying e- hrm between Large and 

Medium scale organizations. 
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Hypothesis: 13 

 

Mann- Whitney U test : To assess the significant difference in the drivers for applying e-

hrm Mann- Whitney U test is performed and the result is shown below. 

Ho: There is no significant difference in the Mean rank of strategic drivers for applying e- 

hrm between Male and Female respondents. 

Ha: There is a significant difference in the Mean rank of strategic drivers for applying e- 

hrm between Male and Female respondents. 

 

TABLE4.4.2.3.5: MEAN RANK OF STRATEGIC DRIVERS FOR APPLYING E- 

HRM BETWEEN MALE AND FEMALE RESPONDENTS. 

 

 Gender N Mean Rank Sum of Ranks 

Saving in and control of 

HR cost 

Male 362 227.60 82390.50 

Female 91 222.08 19987.50 

Total 453   

Increased overall 

productivity of 

organization 

Male 362 225.74 81719.50 

Female 91 229.54 20658.50 

Total 453   

Aligning HR activities to 

Strategic activities 

Male 362 224.64 81318.50 

Female 91 233.99 21059.50 

Total 453   

 

Table4.4.2.3.6 Test Statisticsa : strategic drivers for applying e- hrm between Male and 

Female respondents. 

 Saving in and 

control of HR cost 

Increased overall 

productivity of 

organization 

Aligning HR activities to 

Strategic activities 

Mann-Whitney U 15892.500 16016.500 15615.500 

Asymp. Sig. (2-

tailed) 

.652 .790 .516 

a. Grouping Variable: Gender 
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Interpretation: The above table shows the mean rank and sum of ranks. In the above 

table, the calculated Mann-Whitney U, degree of freedom, and significant value is given. It 

can be observed that for all variables the significant two tailed p value is not less than 0.05. 

Hence Ho cannot be rejected at 5 percent level of significant. Hence it can be concluded 

that there is no significant difference in the Mean rank of strategic drivers for applying e- 

hrm between Male and Female respondents. 

 

4.4.3 Hypothesis testing on Factors facilitating implementation of E-HRM 

 

Hypothesis:14 

Mann- Whitney U test: To assess the significant difference in the factors facilitating 

implementation of  e-hrm, Mann- Whitney U test is performed and the result is shown 

below. 

Ho: There is no significant difference in the Mean rank of in the factors facilitating 

implementation of  e-hrmbetween MNC and Non MNC organizations. 

Ha: There is a significant difference in the Mean rank of in the factors facilitating 

implementation of  e-hrm  between MNC and Non MNC organizations. 

 

TABLE 4.4.3.1 MEAN RANK OF IN THE FACTORS FACILITATING 

IMPLEMENTATION OF  E-HRM  BETWEEN MNC AND NON MNC 

ORGANIZATIONS. 

 

 Company_Nat

ure N Mean Rank Sum of Ranks 

Managers' Attitude MNC 146 184.99 27008.50 

NON MNC 307 246.98 75822.50 

Total 453   

Managers' knowledge and 

experience 

MNC 146 197.85 28886.50 

NON MNC 307 240.86 73944.50 

Total 453   

Fund availability for investment 

in IT infrastructure 

MNC 146 275.06 40159.00 

NON MNC 307 204.14 62672.00 

Total 453   
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Organization culture of adopting 

change 

MNC 146 219.68 32073.00 

NON MNC 307 230.48 70758.00 

Total 453   

Top management support MNC 146 247.07 36072.00 

NON MNC 307 217.46 66759.00 

Total 453   

Competitive Pressure MNC 146 155.82 22749.00 

NON MNC 307 260.85 80082.00 

Total 453   

Availability of efficient vendor 

or service providers 

MNC 146 181.73 26532.50 

NON MNC 307 248.53 76298.50 

Total 453   

Employees readiness to learn MNC 146 239.71 34997.00 

NON MNC 307 220.96 67834.00 

Total 453   

Flexibility for stage wise 

development of module 

MNC 146 181.54 26505.00 

NON MNC 307 248.62 76326.00 

Total 453   

 

TABLE 4.4.3.2 TEST STATISTICS: FACTORS FACILITATING 

IMPLEMENTATION OF  E-HRM  BETWEEN MNC AND NON MNC 

ORGANIZATIONS. 

  Mann-

Whitney U 

Asymp. Sig. 

(2-tailed) 

Managers' Attitude 16277.5 0.000 

Managers' knowledge and experience 18155.5 0.000 

Fund availability for investment in IT infrastructure 15394 0.000 

Organization culture of adopting change 21342 0.395 

Top management support 19481 0.018 

Competitive Pressure 12018 0.000 

Availability of efficient vendor or service providers 15801.5 0.000 

Employees readiness to learn 20556 0.137 

Flexibility for stage wise development of module 15774 0.000 
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Interpretation: The above table shows the mean rank and sum of ranks. In the above 

table, the calculated Mann-Whitney U, degree of freedom, and significant value is given. It 

can be observed that for all variables(except Organization culture of adopting change and 

Employees readiness to learn) the significant two tailed p value is less than 0.05. Hence Ho 

canbe rejected at 5 percent level of significant. Hence it can be concluded that there is a 

significant difference in the Mean rank of in the factors facilitating implementation of  e-

hrm  between MNC and Non MNC organizations. 

 

Hypothesis:15 

 

Mann- Whitney U test: To assess the significant difference in the factors facilitating 

implementation of  e-hrm, Mann- Whitney U test is performed and the result is shown 

below. 

Ho: There is no significant difference in the Mean rank of in the factors facilitating 

implementation of  e-hrm  between Large and Medium scale organizations. 

Ha: There is a significant difference in the Mean rank of in the factors facilitating 

implementation of  e-hrm  between Large and Medium Scale organizations. 

 

TABLE 4.4.3.3 MEAN RANK OF IN THE FACTORS FACILITATING 

IMPLEMENTATION OF  E-HRM  BETWEEN LARGE AND MEDIUM SCALE 

ORGANIZATIONS. 

 Size_Compan

y 

N Mean 

Rank 

Sum of Ranks 

Managers' Attitude Medium 72 300.92 21666.00 

Large 381 213.03 81165.00 

Total 453   

Managers' knowledge 

and experience 

Medium 72 279.20 20102.50 

Large 381 217.14 82728.50 

Total 453   

Fund availability for 

investment in IT 

infrastructure 

Medium 72 155.95 11228.50 

Large 381 240.43 91602.50 

Total 453   
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Organization culture of 

adopting change 

Medium 72 243.90 17561.00 

Large 381 223.81 85270.00 

Total 453   

Top management 

support 

Medium 72 213.49 15371.50 

Large 381 229.55 87459.50 

Total 453   

Competitive Pressure Medium 72 246.90 17776.50 

Large 381 223.24 85054.50 

Total 453   

Availability of 

efficient vendor or 

service providers 

Medium 72 216.29 15573.00 

Large 381 229.02 87258.00 

Total 453   

Employees readiness 

to learn 

Medium 72 235.97 16990.00 

Large 381 225.30 85841.00 

Total 453   

Flexibility for stage 

wise development of 

module 

Medium 72 213.93 15403.00 

Large 381 229.47 87428.00 

Total 453   

 

TABLE 4.4.3.4 TEST STATISCS: FACILITATING IMPLEMENTATION OF  E-

HRM  BETWEEN LARGE AND MEDIUM SCALE ORGANIZATIONS. 

 

Mann-Whitney U Asymp. Sig. 

(2-tailed) 

Managers' Attitude 8394.000 0.000 

Managers' knowledge and experience 9957.500 0.000 

Fund availability for investment in IT infrastructure 8600.500 0.000 

Organization culture of adopting change 12499.000 0.216 

Top management support 12743.500 0.315 

Competitive Pressure 12283.500 0.147 

Availability of efficient vendor or service providers 12945.000 0.437 

Employees readiness to learn 13070.000 0.508 

Flexibility for stage wise development of module 12775.000 0.342 

 



Data Analysis and Interpretation 

Interpretation: The above table shows the mean rank and sum of ranks. In the above 

table, the calculated Mann-Whitney U, degree of freedom, and significant value is given. It 

can be observed that for all variables (exceptManagers' Attitude, Managers' knowledge and 

experience, Fund availability for investment in IT infrastructure) the significant two tailed 

p value is not less than 0.05. Hence Ho cannot be rejected at 5 percent level of significant. 

Hence it can be concluded that there is no significant difference in the Mean rank of in 

theinfluence of factors facilitating factors in implementation of  e-hrm,   between large and 

medium scale  organizations. 

 

Hypothesis: 16 

 

Mann- Whitney U test: To assess the significant difference in the factors facilitating 

implementation of  e-hrm, Mann- Whitney U test is performed and the result is shown 

below. 

 

Ho: There is no significant difference in the Mean rank of in the factors facilitating 

implementation of  e-hrm  between Male and Female respondents. 

 

Ha: There is a significant difference in the Mean rank of in the factors facilitating 

implementation of  e-hrm  between Male and Female respondents. 

 

TABLE 4.4.3.5 MEAN RANK OF IN THE FACTORS FACILITATING 

IMPLEMENTATION OF  E-HRM  BETWEEN MALE AND FEMALE 

RESPONDENTS. 

 

 Gender N Mean Rank Sum of Ranks 

Managers' Attitude Male 363 220.08 79888.00 

Female 90 254.92 22943.00 

Total 453   

Managers' knowledge 

and experience 

Male 363 223.99 81308.00 

Female 90 239.14 21523.00 

Total 453   

Fund availability for Male 363 227.45 82566.00 
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investment in IT 

infrastructure 

Female 90 225.17 20265.00 

Total 453   

Organization culture of 

adopting change 

Male 363 226.13 82086.00 

Female 90 230.50 20745.00 

Total 453   

Top management support Male 363 223.30 81059.00 

Female 90 241.91 21772.00 

Total 453   

Competitive Pressure Male 363 228.87 83080.50 

Female 90 219.45 19750.50 

Total 453   

Availability of efficient 

vendor or service 

providers 

Male 363 228.30 82873.50 

Female 90 221.75 19957.50 

Total 453   

Employees readiness to 

learn 

Male 363 226.10 82075.50 

Female 90 230.62 20755.50 

Total 453   

Flexibility for stage wise 

development of module 

Male 363 224.22 81391.00 

Female 90 238.22 21440.00 

Total 453   

 

TABLE 4.4.3.6 TEST STASTICS: FACTORS FACILITATING 

IMPLEMENTATION OF  E-HRM  BETWEEN MALE AND FEMALE 

RESPONDENTS. 

 

 Factors facilitating implementation of  e-hrm  

between Male and Female respondents. 

Mann-Whitney 

U 

Asymp. Sig. (2-

tailed) 

Managers' Attitude 13822.000 0.013 

Managers' knowledge and experience 
15242.000 0.274 

Fund availability for investment in IT 

infrastructure 

16170.000 0.876 

Organization culture of adopting change 
16020.000 0.769 
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Top management support 14993.000 0.204 

Competitive Pressure 15655.500 0.528 

Availability of efficient vendor or service 

providers 

15862.500 0.662 

Employees readiness to learn 
16009.500 0.760 

Flexibility for stage wise development of 

module 

15325.000 0.350 

 

Interpretation: The above table shows the mean rank and sum of ranks. In the above 

table, the calculated Mann-Whitney U, degree of freedom, and significant value is given. It 

can be observed that for all variables (except Managers' Attitude) the significant two tailed 

p value is not less than 0.05. Hence Ho cannot be rejected at 5 percent level of significant. 

Hence it can be concluded that there is no significant difference in the Mean rank of in the 

factors facilitating implementation of  e-hrm  between Male and Female respondents. 

 

4.4.4 Hypothesis testing on Benefits of E-HRM implementattion 

 

Hypothesis 17 

 

Mann- Whitney U test: To assess the significant difference in the benefits  of  e-hrm, 

Mann- Whitney U test is performed and the result is shown below. 

 

Ho: There is no significant difference in the Mean rank of benefits  of  e-hrm  between 

MNC and Non MNC organizations. 

 

Ha: There is a significant difference in the Mean rank of benefitsof  e-hrm  between MNC 

and Non MNC organizations. 

 

 

 



Chapter-4 

113 

 

 

TABLE 4.4.4.1 MEAN RANK OF BENEFITSOF  E-HRM  BETWEEN MNC AND 

NON MNC ORGANIZATIONS. 

 Company_

Nature 

N Mean 

Rank 

Sum of Ranks 

Noticeable success arise in 

collection and security of personal 

data 

MNC 146 226.57 33079.00 

NON MNC 307 227.21 69752.00 

Total 453   

Noticeable decrease in 

administrative cost 

MNC 146 198.20 28936.50 

NON MNC 307 240.70 73894.50 

Total 453   

Noticeable reduction in time 

employed for routine HR function 

thus allowing HR to focus on 

strategic HRM 

MNC 146 208.74 30475.50 

NON MNC 307 235.69 72355.50 

Total 453   

Noticeable increase in sourcing 

employee related data for 

organizational requirement 

MNC 146 173.39 25315.50 

NON MNC 307 252.49 77515.50 

Total 453   

Noticeable ease and promptness in 

gathering of and addressing 

employees concerns 

MNC 146 144.10 21038.50 

NON MNC 307 266.43 81792.50 

Total 453   

Noticeable increase in efficiency in 

monitoring of HR policies and 

practices 

MNC 146 165.99 24234.50 

NON MNC 307 256.01 78596.50 

Total 453   

Noticeable ease is being able to 

design a new HR invention for 

organizational development 

MNC 146 182.76 26683.00 

NON MNC 307 248.04 76148.00 

Total 453   
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TABLE 4.4.4.2 TEST STATISTICSA : BENEFITS OF  E-HRM  BETWEEN MNC 

AND NON MNC ORGANIZATIONS 

 Noticea

ble 

success 

arise in 

collectio

n and 

security 

of 

personal 

data 

Noticea

ble 

decrease 

in 

administ

rative 

cost 

Noticea

ble 

reductio

n in 

time 

employe

d for 

routine 

HR 

function 

thus 

allowin

g HR to 

focus on 

strategic 

HRM 

Noticea

ble 

increase 

in 

sourcing 

employe

e related 

data for 

organiza

tional 

require

ment 

Noticea

ble ease 

and 

promptn

ess in 

gatherin

g of and 

addressi

ng 

employe

es 

concern

s 

Noticea

ble 

increase 

in 

efficien

cy in 

monitori

ng of 

HR 

policies 

and 

practice

s 

Noticea

ble ease 

is being 

able to 

design a 

new HR 

inventio

n for 

organiza

tional 

develop

ment 

Mann-

Whitney U 

22348.0

00 

18205.5

00 

19744.5

00 

14584.5

00 

10307.5

00 

13503.5

00 

15952.0

00 

Asymp. Sig. 

(2-tailed) 

.953 .000 .017 .000 .000 .000 .000 

a. Grouping Variable: CompanyNature 

 

Interpretation: The above table shows the mean rank and sum of ranks. In the above 

table, the calculated Mann-Whitney U, degree of freedom, and significant value is given. It 

can be observed that for all variables (except Noticeable success arise in collection and 

security of personal data) the significant two tailed p value is less than 0.05. Hence Ho 

canbe rejected at 5 percent level of significant. Hence it can be concluded that there is a 

significant difference in the Mean rank of in the benefits of  e-hrm derived by MNC and 

Non MNC organizations. 
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Hypothesis: 18 

 

Mann- Whitney U test: To assess the significant difference in the benefits of  e-hrm, 

Mann- Whitney U test is performed and the result is shown below. 

Ho: There is no significant difference in the Mean rank of benefits  of  e-hrm  between 

Large and Medium scale organizations. 

Ha: There is a significant difference in the Mean rank of benefits of  e-hrm  between Large 

and Medium Scale organizations. 

TABLE 4.4.4.3 MEAN RANK OF BENEFITS OF  E-HRM  BETWEEN LARGE 

AND MEDIUM SCALE ORGANIZATIONS. 

 Size_Comp

any 

N Mean 

Rank 

Sum of 

Ranks 

Noticeable success arise in collection 

and security of personal data 

Medium 72 212.56 15304.50 

Large 381 229.73 87526.50 

Total 453   

Noticeable decrease in administrative 

cost 

Medium 72 253.22 18231.50 

Large 381 222.05 84599.50 

Total 453   

Noticeable reduction in time employed 

for routine HR function thus allowing 

HR to focus on strategic HRM 

Medium 72 299.61 21572.00 

Large 381 213.28 81259.00 

Total 453   

Noticeable increase in sourcing 

employee related data for 

organizational requirement 

Medium 72 336.69 24242.00 

Large 381 206.27 78589.00 

Total 453   

Noticeable ease and promptness in 

gathering of and addressing employees 

concerns 

Medium 72 341.76 24606.50 

Large 381 205.31 78224.50 

Total 453   

Noticeable increase in efficiency in 

monitoring of HR policies and 

practices 

Medium 72 336.82 24251.00 

Large 381 206.25 78580.00 

Total 453   

Noticeable ease is being able to design 

a new HR invention for organizational 

development 

Medium 72 313.08 22541.50 

Large 381 210.73 80289.50 

Total 453   
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TABLE 4.4.4.4 TEST STATISTICSA: BENEFITS OF  E-HRM  BETWEEN LARGE 

AND MEDIUM SCALE ORGANIZATIONS. 

 Noticea

ble 

success 

arise in 

collectio

n and 

security 

of 

personal 

data 

Noticea

ble 

decrease 

in 

administ

rative 

cost 

Noticea

ble 

reductio

n in 

time 

employe

d for 

routine 

HR 

function 

thus 

allowing 

HR to 

focus on 

strategic 

HRM 

Noticea

ble 

increase 

in 

sourcing 

employe

e related 

data for 

organiza

tional 

require

ment 

Noticea

ble ease 

and 

promptn

ess in 

gatherin

g of and 

addressi

ng 

employe

es 

concern

s 

Noticea

ble 

increase 

in 

efficienc

y in 

monitori

ng of 

HR 

policies 

and 

practice

s 

Noticea

ble ease 

is being 

able to 

design a 

new HR 

inventio

n for 

organiza

tional 

develop

ment 

Mann-

Whitney U 

12676.5

00 

11828.5

00 

8488.00

0 

5818.00

0 

5453.50

0 

5809.00

0 

7518.50

0 

Asymp. Sig. 

(2-tailed) 

.213 .036 .000 .000 .000 .000 .000 

a. Grouping Variable: SizeCompany 

 

Interpretation:The above table shows the mean rank and sum of ranks. In the above table, 

the calculated Mann-Whitney U, degree of freedom, and significant value is given. It can 

be observed that for all variables (except Noticeable success arise in collection and security 

of personal data) the significant two tailed p value is less than 0.05. Hence Ho can be 

rejected at 5 percent level of significant. Hence it can be concluded that there is a 

significant difference in the Mean rank ofin the benefits of  e-hrm derived by between 

Large and Medium Scale organizations. 
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Hypothesis 19 

Mann- Whitney U test: To assess the significant difference in the benefits of  e-hrm, 

Mann- Whitney U test is performed and the result is shown below. 

Ho: There is no significant difference in the Mean rank of benefits  of  e-hrm  between 

Male and Female respondents. 

Ha: There is a significant difference in the Mean rank of benefits of  e-hrm  between Male 

and Female Respondents. 

 

TABLE 4.4.4.5 MEAN RANK OF BENEFITS OF  E-HRM  BETWEEN MALE AND 

FEMALE RESPONDENTS. 

 Gender N Mean Rank Sum of Ranks 

Noticeable success arise in collection and 

security of personal data 

Male 363 232.03 84228.00 

Female 90 206.70 18603.00 

Total 453   

Noticeable decrease in administrative 

cost 

Male 363 229.11 83167.00 

Female 90 218.49 19664.00 

Total 453   

Noticeable reduction in time employed 

for routine HR function thus allowing 

HR to focus on strategic HRM 

Male 363 221.27 80322.00 

Female 90 250.10 22509.00 

Total 453   

Noticeable increase in sourcing 

employee related data for organizational 

requirement 

Male 363 223.10 80987.00 

Female 90 242.71 21844.00 

Total 453   

Noticeable ease and promptness in 

gathering of and addressing employees 

concerns 

Male 363 219.00 79497.00 

Female 90 259.27 23334.00 

Total 453   

Noticeable increase in efficiency in 

monitoring of HR policies and practices 

Male 363 222.15 80640.00 

Female 90 246.57 22191.00 

Total 453   

Noticeable ease is being able to design a 

new HR invention for organizational 

development 

Male 363 224.11 81351.00 

Female 90 238.67 21480.00 

Total 453   
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TABLE 4.4.4.6TEST STATISTICSABENEFITS OF  E-HRM  BETWEEN MALE AND 

FEMALE RESPONDENTS. 

 Noticeab

le 

success 

arise in 

collectio

n and 

security 

of 

personal 

data 

Noticeab

le 

decrease 

in 

administ

rative 

cost 

Noticeab

le 

reductio

n in time 

employe

d for 

routine 

HR 

function 

thus 

allowing 

HR to 

focus on 

strategic 

HRM 

Noticeab

le 

increase 

in 

sourcing 

employe

e related 

data for 

organizat

ional 

requirem

ent 

Noticeab

le ease 

and 

promptn

ess in 

gatherin

g of and 

addressi

ng 

employe

es 

concerns 

Noticeab

le 

increase 

in 

efficienc

y in 

monitori

ng of HR 

policies 

and 

practices 

Noticeab

le ease is 

being 

able to 

design a 

new HR 

inventio

n for 

organizat

ional 

develop

ment 

Mann-

Whitney U 

14508.00

0 

15569.00

0 

14256.00

0 

14921.00

0 

13431.00

0 

14574.00

0 

15285.00

0 

Asymp. Sig. 

(2-tailed) 

.045 .435 .029 .173 .005 .091 .302 

a. Grouping Variable: Gender 

 

Interpretation:The above table shows the mean rank and sum of ranks. In the above table, 

the calculated Mann-Whitney U, degree of freedom, and significant value is given. It can 

be observed that for all variables (exceptNoticeable success arise in collection and security 

of personal data, employed for routine HR function thus allowing HR to focus on strategic 

HRM, Noticeable ease and promptness in gathering of and addressing employees 

concerns) the significant two tailed p value is not less than 0.05. Hence Ho cannot be 

rejected at 5 percent level of significant. Hence it can be concluded that there is no 

significant difference in the Mean rank of benefits of e-hrm  betweenMale and Female 

Respondents. 
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4.5 Summary of the chapter 

 

This chapter includes data analysis and interepretation of data in such a way so that 

research objective can be attain. With the analysis of data, the result intrepret that there 

were more number of respondents from Non MNC organisation compare to MNC, most of 

the respondents are from Large scale organisation compare to mediuom scale organisation, 

more male responded to the questionnaire than female, most of the respondents are from 

the age category of 28-37 years. There are very less number of companies which recently 

adopted e-HRM tool. Most of the companies adopted e-HRM tool for more than 10 years.  

The driver “Need to reduce paper transaction is having highest mean among the 

operational driver indicating that lowest importance given to this driver among the 

operational driver. The driver “Open & transparent communication” is having highest 

mean among the Value/Cultural based drivers indicating that lowest importance given to 

this driver among the other drivers. The driver “Increased overall productivity of 

organization” is having highest mean among the Strategic drivers indicating that lowest 

importance given to this driver among the other drivers. The challenge “Customization of 

standardized packages” is having highest mean among all other challenges. The factors 

“Organization culture of adopting changes”, “Top management support”, and “Managers' 

Attitude” are top three factors found which are highly perceived by the respondents. The 

benefit “Noticeable success arise in collection and security of personal data” is having 

lowest mean indicating that implementation of E- HRM gives higher success in data 

collection and security of personal data. Most of the respondents satisfy with the system.  

 

Hypothesis 

Sr. No 

Hypothesis MNC 

Vs 

Non 

MNC 

Large 

Vs 

Medium 

Male 

Vs 

Female 

Age  

1 

Operational 

drivers for 

applying e-HRM 

Failed to 

reject Ho 

Failed to 

reject Ho 

Failed to 

reject Ho 
- 

2 

Value/Cultural 

based drivers for 

applying-HRM 

Failed to 

reject Ho 

Failed to 

reject Ho 

Failed to 

reject Ho 
- 
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3 

Strategic drivers 

for applying e-

HRM 

Failed to 

reject Ho 

Failed to 

reject Ho 

Failed to 

reject Ho 
- 

4 

Possible factors 

facilitating 

successful 

implementation of 

e-HRM 

Reject 

Ho 

Failed to 

reject Ho 

Failed to 

reject Ho 
- 

5 

Possible 

challenges for 

successful 

implementation of 

e-HRM 

Reject 

Ho 
Reject Ho 

Reject 

Ho 

Failed to 

reject Ho 

6 

Possible benefits 

a company can 

get or has got 

after successful 

implementation of 

e-HRM 

Reject 

Ho 
Reject Ho 

Failed to 

reject Ho 
- 

 

The hypothesis test indicate that there is a significant difference in the Mean Ranks of 

challenges - Cost of investment and Infrastructure availability between large and medium 

scale organizations, there is a significant difference in the Mean Ranks of challenges - The 

lack of planning and organization for changing over from current system to e-hrm based 

system and Customization of standardized package between male and female respondents, 

there is no significant difference in the Mean Ranks of challenges among the age of the 

respondents, there is no significant difference in the significant difference in the Mean rank 

of operational drivers for applying e- hrm between MNC and Non MNC 

organizations,there is no significant difference in the Mean rank of operational drivers for 

applying e- hrm between Large and Medium Scale organizations, there is no significant 

difference in the Mean rank of operational drivers for applying e- hrm between Male and 

Female respondents, there is no significant difference in the Mean rank of operational 

drivers for applying e- hrm among different age categories,there is a significant difference 

in the Mean rank of Value/Culture based drivers for applying e- hrm between MNC and 
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Non MNC organizations,there is no significant difference in the Mean rank of 

Value/Culture based drivers for applying e- hrm between Large and Medium Scale 

organizations,there is no significant difference in the Mean rank of Value/Culture based 

drivers for applying e- hrm between Male and Female respondents, there is no significant 

difference in the Mean rank of Value/Culture based drivers for applying e- hrmamong 

different categories of age of respondents, there is no significant difference in the Mean 

rank of strategic drivers for applying e- hrm between MNC and Non MNC organizations, 

there is no significant difference in the Mean rank of strategic drivers for applying e- hrm 

between Large and Medium scale organizations, there is no significant difference in the 

Mean rank of strategic drivers for applying e- hrm between Male and Female 

respondents,there is no significant difference in the Mean rank of strategic drivers for 

applying e- hrm among different categories of age of respondents, there is a significant 

difference in the Mean rank of in the factors facilitating implementation of  e-hrm  between 

MNC and Non MNC organizations,there is no significant difference in the Mean rank of in 

the factors facilitating implementation of  e-hrm  between large and medium scale  

organizations, there is no significant difference in the Mean rank of in the factors 

facilitating implementation of  e-hrm  between Male and Female respondents, there is no 

significant difference in the Mean rank of in the factors facilitating implementation of  e-

hrmamong different categories of age groups of respondents, there is a significant 

difference in the Mean rank of benefits of  e-hrm  between MNC and Non MNC 

organizations, there is a significant difference in the Mean rank of benefits of  e-hrm  

between Large and Medium Scale organizations, there is no significant difference in the 

Mean rank of benefits of e-hrm  between Male and Female Respondents. 
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CHAPTER – 5 

FINDING AND CONCLUSION 

 

 

5.1 INTRODUCTION 

 

This chapter focuses on finding of the research in the field of e-HRM implementation in 

pharmaceutical industry. Based on the research problem, research question framed which 

helps to attain the objective of the research. After data analysis and interpretation, some of 

the findings come out which gives better understanding on e-HRM implementation in 

Pharmaceutical industry of Gujarat state. The finding revealed that even in digital era, 

there are very less pharmaceutical organization which are using technology to perform all 

the functions of HRM. And those organizations which opt for e-HRM that are able to reach 

at second level of e-HRM i.e. relational e-HRM.  

 

5.2 FINDINGS ON RESEARCH OBJECTIVES 

 

Adoption of the e-HRM is a vital concern for the Pharmaceutical industry and to 

understand the challenges faced by them should be over look in detail. Even in the 

digitalization era, the adoption of e-HRM is very less in medium and large scale industries. 

To overcome this problem, research question and objective has been indentified to find out 

the major obstacles, challenges, factors and benefits attached to e-HRM implementation. 

The below are the finding on each objective which justified the attainment of objective.  

 

To meet the primary objective i.e. to analyze the orientation towards e-HRM 

implementation with specific reference to Pharmaceutical Industries, it’s identical to begin 

with analyzing secondary objectives. 
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5.2.1 Finding on Secondary Objectives: 

 

1. To identify the drivers and the influence of demographic factors on the drivers with 

regard to e-HRM implementation. 

2. To identify contributing factors and challenges to e-HRM implementation and the 

influence of demographic factors on the same. 

3. To study the influence of demographic factors on perceived benefits derived from 

e-HRM implementation. 

 

5.2.1.1 Findings on Drivers and influence of demographic factors on the drivers with 

regard to e-HRM implementation 

 

The analysis stated that the operational driver “Management of Data and Information” is 

having lowest mean as compared to all other drivers indicating highest importance given to 

this driver. The driver “Need to reduce paper transaction is having highest mean among the 

operational driver indicating that lowest importance given to this driver among the 

operational driver. Thus research reveals that most important operational driver which 

urges organization to opt for e-HRM implementation is “Management of Data and 

Information”. From the literature review, it is given to understand that in the service and 

manufacturing industries improvement in HR service delivery consider being major 

operational driver. However, the current study shows that operational driver does not have 

major influence on establishing a need for e-HRM implementation.  

 

The Value/culture based driver “Secrecy of employees’ and personal data” is having 

lowest mean as compared to all other drivers indicating highest importance given to this 

driver. The driver “Open & transparent communication” is having highest mean among the 

Value/Cultural based drivers indicating that lowest importance given to this driver among 

the other drivers. Thus research reveals that most important value/cultural based driver 

which urge organization to opt for e-HRM implementation is “Secrecy of employees’ and 

personal data”. Considering value/culture based drivers, literature reveals that in service 

oriented industries improvement in HR service delivery is an essential driver which is not 

in the case of current study. Instead a Pharmaceutical sectors found to give a comparatively  
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higher importance to “Open & transparent communication” being a need for e-HRM 

implementation.  

 

With reference to the Strategic driver, current study stated that “Saving in and control of 

HR cost” is having lowest mean as compared to all other drivers indicating highest 

importance given to this driver. The driver “Increased overall productivity of organization” 

is having highest mean among the Strategic drivers indicating that lowest importance given 

to this driver among the other drivers. Thus research reveals that the most important 

Strategic driver which urges organization to opt for e-HRM implementation is “Saving in 

and control of HR cost”. Literature also reveals that e-HRM implementation is driven by a 

need to save or control HR cost.  

 

From this we can understand that most of the organization implement the e-HRM system 

to save the HR cost instead of saving time taken for doing administrative work, where the 

most important objective behind the e-HRM implementation is to give a system to HR as 

well as employees so that they will be able to focus more of strategic aspects of 

organization. 

 

To sum up, none of this drivers seem to have a major influence in the decision to 

implement e-HRM in the Pharmaceutical Industry which may be taken as representative of 

manufacturing sector. This leads to further focused on future study on what actually serves 

to be the drivers for e-HRM implementation in Pharmaceutical Industry. 

 

To analyze the influence of demographic factors on the drivers with regard to e-HRM 

implementation, Mann- Whitney U test is used to assess the significance difference in the 

drivers for applying e-hrm between MNC and Non MNC organizations, Large and 

Medium Scale organizations, Male and Female respondents. Results reveal that there is no 

significant difference in the significance difference in the Mean rank of operational drivers 

for applying e- hrm between MNC and Non MNC organizations, between Large and 

Medium Scale organizations and between Male and Female respondents.  
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5.2.1.1.2 To identify contributing factors and challenges to e-HRM 

implementation and the influence of demographic factors on the same. 

 

Literature revels that CEO’s attitude toward technology information, integration of e-HRM 

system with HR, configuration of e-HRM and HR manager’s attitude towards E-HRM 

have a great bearing on the implementation of e-HRM in SME’s. Contrary to that our 

study reveals that specifically in Pharmaceutical Industries in specific doesn’t seem to be 

fully convinced on the need and scope of e-HRM implementation. Instead e-HRM 

implementation would rest on the organization culture and adoption of change at large. 

Descriptive analysis states that the top three contributing factors to e-HRM implementation 

in the Pharmaceutical industry are: I) Organization culture of adopting change, ii) Top 

management support and iii) Managers' Attitude. The least facilitating factor for e-HRM 

implementation is “competitive pressure”. It’s seem to be an experimental stage where 

stage wise implementation is preferred that too more because of strategic need rather 

competitive pressure.  

 

Literature reveals that if the Facilitating contextual factors are higher than the relationship 

between e-HRM usage and HRM value creation is weaker. Current study reveals that that 

there is a significance difference in the Mean rank of in the factors facilitating 

implementation of  e-hrm  between MNC and Non MNC organizations and between Male 

and Female but there is no significance difference in the Mean rank of in the factors 

facilitating implementation of  e-hrm  between large and medium scale  organizations. It 

can be concluded from here that the factors which are affefcting the decision to opt for e-

HRM implementation for medium and large scale organisation are near to similar. But 

theere is gender difference in the opinion of factors which are affecting the e-HRM 

implementation. Analysis revelas thay whether the nature of organisation is MNC or Non 

MNC there is no such difference on factors which are having hugh inference on e-HRM 

implementation specificlly in Pharmaceutical Industry. 

 

Averse to what literature review reveals, adoption and acceptance of technologies, lack of 

IT knowledge by both employees and employer, re-designing and re-engineering of the HR 

function is not a major concern under the current study. Instead, “Cost of investment in E-

HRM” and “The lack of planning and organization for changing over from current system  
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to e-HRM based system” are considered to be most critical challenges that pharma sector 

faced. This probably may be due to Mamet exercises needed for customization of 

standardized package may be serving as an impediment.  

 

To analyze the influence of demographic factors on the challenges with regard to e-HRM 

implementation, Mann- Whitney U test is used to assess the significance difference in the 

drivers for applying e-hrm between MNC and Non MNC organizations, Large and 

Medium Scale organizations, Male and Female respondents.There is a significance 

difference in the Mean Ranks of challenges - Cost of investment and Infrastructure 

availability between large and medium scale organizations as well as between MNC and 

Non MNC organizations but there is no significance difference in challenges faced by  

Male and Female Respondents and age of the respondents.This inference that the 

challenges that the Multi nation corporation faced is differe than what Non MNC faced. On 

the other side, there is no such difference exists in terms of difference of opinion on 

chanllanged that male nad female faced regarding e-HRM implementation. 

 

5.2.1.1.3 To study the influence of demographic factors on perceived benefits derived 

from e-HRM implementation. 

 

It is interesting to note that as compared to what literature review reveals, the most of the 

industry is able to visualize the benefits that can accrue with e-HRM implementation is in 

terms of improvement in HR service delivery in a broader perspective. Research finding 

reveals that e-HRM helps organization to get benefit in terms of reducing the 

administrative cost at large via implementation of e-HRM system. 

 

The benefit “Noticeable success arise in collection and security of personal data” is having 

lowest mean indicating that implementation of E- HRM gives higher success in data 

collection and security of personal data. The benefit “Noticeable decrease in administrative 

cost” is having second lowest mean indicating that respondents perceive that 

implementation of E- HRM reduces administrative cost. The benefit “Noticeable ease is 

being able to design a new HR invention for organizational development” is having highest 

mean indicating that this benefits is having lowest agreement among the respondents.  
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It is interesting to know that MNC and Non MNC having difference in opinion on benefits 

of e-HRM implementation which is reversed to what literature stated. Even large 

pharmaceutical industry and medium scale pharmaceutical organization considering 

different opinion on benefits that they gain with the implementation of e-HRM. Gender 

differences does not exist in terms of their opinion on benefits that the company received 

with the help if e-HRM implementation. The research supports the literature in terms of 

shifting HR focus from administrative functions to strategic one.  

 

5.2.2 Finding on Primary Objectives: 

 

The primary objective of the research study is to analyze the orientation towards e-HRM 

implementation with specific reference to Pharmaceutical Industries. To attain the 

objective, research has been carried and the finding which came is quite surprising in the 

field of e-HRM implementation.  

 

The following are the findings reflecting the result of objectives: 

 

- Research reveals that Employee Records, Leave Management and Attendance 

Management are top three HR functions in which e- technology is being used. Succession 

Planning and Manpower Planning are the two HR functions in which the e-technology is 

rarely used. The concept has evolved long back but still the implementation level of most 

of the Large and medium scale Pharmaceutical industry are not reaching at the 

Transformational level of e-HRM where they used technology for performing HR 

functions like Knowledge management and strategic orientation, Succession Planning with 

IT supports. The present research Analysis supports literature in terms of adoption of 

technology for performing HR function still not reaching at the level of Transformational 

e-HRM implementation.  

 

- Most of the pharmaceutical organization has clear goals for using of e- HRM technology, 

and those who have opted and implemented e-HRM, they have understood the technology 

well with deployment of neccesary resources. Most of the companies provide stagewise 

training to the employees for IT enablement which is considered to be important aspect for 

successful e-HRM implementation.  
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- With reference to the content perspective, most of the organisations agree that the e-HRM 

system provides precise information with proper format to facilitate all concerned 

employees.  

 

- The over all experinece of employees working in Pharmaceutical Industry with e-HRM 

implementation is quick satisfactory. This inference that those organisation who has not 

yet opted for e-HRM can take a thought on adopting the e-HRM in future.  

 

5.3 FINDING ON HYPOTHESIS: 

 

- Below are the findings on the hypothesis: 

 There is a significance difference in the challenges faced MNC and Non MNC 

Pharmaceutical companies. 

 There is a significance difference in the challenges faced by large and medium 

scale pharmaceutical organizations. 

 There is a significance difference in challenges faced by male and female 

respondents.  

 There is no significance difference in the challenges faced among the variety of age 

of the respondents. 

 There is no significance difference in the operational drivers for applying e- hrm 

between MNC and Non MNC pharmaceutical organizations. 

 There is no significance difference in the operational drivers for applying e- hrm 

between Large and Medium Scale pharmaceutical organizations. 

 There is no significance difference in the operational drivers for applying e- hrm 

between Male and Female respondents. 

 There is no significance difference in the operational drivers for applying e- hrm 

among different age categories. 

 There is a significance difference in the Value/Culture based drivers for applying e- 

hrm between MNC and Non MNC pharmaceutical organizations. 

 There is no significance difference in the Value/Culture based drivers for applying 

e- hrm between Large and Medium Scale pharmaceutical organizations. 

 There is no significance difference in the Value/Culture based drivers for applying 

e- hrm between Male and Female respondents.  
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 There is no significance difference in the Value/Culture based drivers for applying 

e- hrmamong different categories of age of respondents.  

 There is no significance difference in the strategic drivers for applying e- hrm 

between MNC and Non MNC pharmaceutical organizations. 

 There is no significance difference in the strategic drivers for applying e- hrm 

between Large and Medium scale pharmaceutical organizations. 

 There is no significance difference in the strategic drivers for applying e- hrm 

between Male and Female respondents. 

 There is no significance difference in the strategic drivers for applying e- hrm 

among different categories of age of respondents.  

 There is a significance difference in the factors facilitating implementation of e-

hrm  between MNC and Non MNC pharmaceutical organizations. 

 There is no significance difference in the factors facilitating implementation of e-

hrm  between large and medium scale pharmaceutical organizations. 

 There is no significance difference in the factors facilitating implementation of e-

hrm  between Male and Female respondents. 

 There is no significance difference in the factors facilitating implementation of e-

hrmamong different categories of age groups of respondents. 

 There is a significance difference in the benefits gain by adopting e-hrm  between 

MNC and Non MNC pharmaceutical organizations. 

 There is a significance difference in the benefits gain by adopting e-hrm  between 

Large and Medium Scale pharmaceutical organizations. 

 There is no significance difference in the benefits gain gain by adopting between 

Male and Female Respondents. 

 There is no significance difference in the benefits gain gain by adopting among 

different categories of age groups of respondents. 
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Summary on Hypothesis : 

 

Sr. No Particulars MNC 

Vs 

Non MNC 

Large 

Vs 

Medium 

Male 

Vs 

Female 

Age 

A) Drivers for applying e-hrm 

 Operational Drivers Failed to 

Reject Ho  

Failed to 

Reject Ho  

Failed to 

Reject Ho  

Failed to 

Reject Ho  

 Value/Culture based 

drivers 

Failed to 

Reject Ho  

Failed to 

Reject Ho  

Failed to 

Reject Ho  

Failed to 

Reject Ho  

 Strategic Drivers Failed to 

Reject Ho  

Failed to 

Reject Ho  

Failed to 

Reject Ho  

Failed to 

Reject Ho  

B) Factors facilitating 

implementation of 

E-HRM 

Reject Ho Reject Ho Failed to 

reject Ho 

Failed to 

reject Ho 

C) Benefits of using E-

HRM 

Reject Ho Reject Ho  Reject 

Ho 

Failed to 

reject Ho 

D)  Challenges faced 

while implementing 

e-HRM 

Reject Ho Reject Ho Reject Ho Failed to 

reject Ho 
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5.4 BENEFICIARIES OF RESEARCH 

 

1. A present research will be benifited to those pharmaceutical company who have not 

yet adopted e-HRM wholly or partially.  

 

2. Research finidng will help the companies to decide whether to opt for e-HRM or 

not with the detailing on what drivers and factors are affecting e-hrm 

implementation. 

 

3. With the recent reseach finding on e-hrm, other researcher take the same as a 

reference and do more research on strategic level e-hrm implementation in different 

industry at different state or at different country. 

 

4. Small scale pharmaceutical company who are yet not adopted  the e-HRM at all 

and wanted to implement in coming years, this thesis will help them to undesrsatnd 

what type of challanges come into their road and they can prepare themslves before 

implementation of e-HRM. 

 

 

5.5 LIMITATION OF RESEARCH 

 

1. The study is limited to Medium and Large scale pharmaceutical organisation with 

reference to e-HRM implementation, small scale pharmaceutical organization at 

Gujarat state excluded.  

 

2. The specific period when survey is distributed is in itself a limiting factor. During 

this period, it may possible that organization already planned and are about to 

implement e-HRM implementation. 

 

3. One potential source of personal bias of each respondent can have variety of biased 

result in the analysis of the data. There may be some respondents those do not want 
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to report actual or true responses. 

 

4. Usage of Likert scale method on questionnaires is one of the limitation of the study 

as many participants avoid selecting extreme measures like strongly agree or 

strongly disagree and prefer middle measures like Agree or disagree which turn 

into the unreal response. 

 

5. One of the limitations of the study is that the study finding and result will help to 

academics, researchers, students but not to general public. 

 

6. External environment like change in technology adoption, change in HR policy, 

and change in working condition after covid-19 may force now pharmaceutical 

organization to opt for e-HRM module but the data already collected earlier to 

covid-19 pandemic.  

 

 

5.6 SCOPE OF FURTHER RESEARCH 

 

1. A study with more number of samples and more respondents from other industry of 

India likely to improve the current finding before generalization of implication of 

the finding.  

 

2. This study can be done exclusively to study various challenges, factors and 

benefits, drivers faced by medium and large scale industries faced by different 

industry other than pharmaceutical industry in Gujarat. 

 

3. Further research can be carried to suggest various strategies to overcome the 

challenges faced by medium and large scale pharmaceutical industries. 

 

4. A quantitative research could be carried out to measure the e-HRM effectiveness 

by taking into consideration of most quantifiable dimensions. 

 

 

5. Present study is only focused on Gujarat state; further study can be broadening the 

geographical area. 
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5.7 CONCLUSION 

 

Digitalisation in India is a catalyst to tranformation in business systems and practices. The 

rise of adoption and adaptation of digitalisation are still not significant enough  to bring the 

bottom layers of the pyramid under the coverage of digital benefits. Adoption of e-HRM in 

phamraceutical industry sets one of the example of the same. With the help of this 

research,  it can be concluded that the large and medium scale pharmaceutical industries 

which have already adopted e-HRM have still not done so at the Strategic HRM level. It 

remians at the operational level. The extent to which e-HRM is implementedin India is not 

as high as that at the  the world wide level.  

 

To be more specific, most of the Indian large scale pharmaaceutical organisations are still 

at the first stage i.e. operational level implementation of e-HRM, where Management of 

Data and Information is seen to be bringing benefits to the organization. Employee 

Records, Leave Management and Attendance Management are top three HR functions in 

which e- technology is being used 

 

Despitethe wide scope of other advanatges of e-HRM implemetation, adoption at strategic 

levels has not yet increased. Succession Planning and Manpower Planning are the two HR 

functions in which the e-technology is rarely used. 

 

Factors like  Cost of investment remain very crititcal for medium scale phamaceutical 

indutry to move from operational e-HRM to relational e-HRM.The essence of e-HRM 

leading to Open & Transparent communication is least recognized by all organizations 

irrespective of nature and size.  

 

Still majority of the organisationsare of the opinion that e-HRM implementation will not 

have significant impact on organizational development as a whole. However, such 

organizations need to realize that, in the long term, saving and control of HR costs going to 

bring immense strategic benefits to them.  
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In nutshell, this research indicates that it’s high time for pharmaceutical industry to 

implement e-HRM wholly for gaining competitive advantage, i.e. at all three levels – 

operational, relational and strategic. This research is meant to help in early recognition of 

potential challenges, proactive adaptation of facilitating forces and conscious evasion of 

hindering factors so as to, not only realise, but essentially maximise on the benefits of e-

HRM at all the three levels.  
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