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Abstract

Electronic Human Resource Management (E-HRM)
is a relatively new term for developing countries. Its
practice is relatively low for the manufacturing
industry since most of the manufacturing industry is
labor-intensive, so E-HRM is ignored. With the new
era of the twenty-first century where most of the
work will get automated, the scale of production
will increase and human resource management will
become dramatically complex, so E-HRM is the
solution. In this research, we find the current level
of E-HRM practices on the manufacturing industry
in Bangladesh and its impact on organizational
performance. There are three levels of E-HRM
named “Informational, Interactional and
Transformational”. For measuring organizational
performance, we look at Six dimensions namely *’

l. INTRODUCTION

Information technology is changing the
way HR departments handle record keeping and
information sharing. It decreases the paperwork
substantially and allows easy access to voluminous
data. The processing and transmission of digitalized
HR information are called Electronic Human
Resource Management (Nenwani& Raj, 2013).
EHRM is a “way of implementing HR strategies,
policies and practices in organizations through
conscious and directed support of and with the full
use of web-technology based channels” (Looise&
van Riemsdijk, n.d.). Organization worldwide has
taken various initiatives to increase firm
performance through investment in information and
Communication Technologies (ICT) with a view to
transforming management practices and to increase

Effectiveness, Efficiency, Quality, Timeliness,
Finance’’. For measuring E-HRM practices we
chose nine components which are “Recruitment
System, Employee System, Information
Management System, Salary Management System,
Learning and Training System, Idea and Creativity
Exchange System, Assessment System, Welfare
System, and Career Development System”. We took
NO E-HRM practicing organization as base
performance and compare it with E-HRM
performing  organization to see  whether
organizational performance increase or not. We
found that Informational E-HRM practicing
organization  performance  increases  73%,
Interactional E-HRM  practicing  organization
performance increases.

the efficiency of the organization. As Web
technologies matured and organizations
enthusiastically adopted them, more and more of the
HRM functions got Web-enabled. E-HRM
essentially transfers HRM functions to employees
and managers(Sagum, 2015). They access these
functions over a web interface, typically over a
corporate intranet. e-HRM can range widely in
scope; at the low end, it can be a simple web-based
system to access Human Resource (HR) related
documents(Sagum, 2015). At the high-end e-HRM
is a fully integrated, organization-wide electronic
network of HRM-related data, information, services,
databases, tools, applications, and transactions that
are generally accessible at any time by the
employees, managers, and HRM
professionals(Hussain, Wallace, & Cornelius, 2007).
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Organizations worldwide have recognized
the increasing importance of IT for leveraging
human resource management function, thereby
leading to the adoption of E-HRM(Hosain, 2017).
Information and Communication Technologies
(ICT)enable innovative ways of carrying on routine
organizational tasks via the power of the virtual
work environment. Advanced e-HRM systems
typically include Enterprise Resource Planning
(ERP) systems, HRM service centers, Interactive
Voice Response (IVR), manager and employee
portals and web applications.

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 as the administrative burden is
lightened(Swaroop, 2012). It also helps the
organizations to upgrade the HR functions to web-
based technology and speed up the flow and
implementation of business strategies and processes.

Statement Of Problem:

Information technology is changing the
way HR departments handle record keeping and
information sharing. It decreases the paperwork
substantially and allows easy access to voluminous
data. The processing and transmission of digitalized
HR information are called Electronic Human
Resource Management. EHRM is a “way of
implementing HR strategies, policies and practices
in organizations through conscious and directed
support of and with the full use of web-technology
based channels”. Thus, to analysis the offer and
adequate, Comprehensive and on-going information
about people and job at a reasonable. And to
facilitate monitoring of human resource demand and
supply imbalance is what the study is about for the
purpose to offer data security and personal privacy

Objective of the study

1. To offer and adequate, comprehensive and
on-going information about people and job at a
reasonable cost.

2. To automate employee related information
3. To provide support for future planning and
also for policy formulations.

4, To offer data security and personal privacy.

Scope of the Study
E-HRM system has the potential to
influence both - efficiency and usefulness in

organizations. Efficiency can be obtained by
reducing the time duration for that previously
consumed on paper work, increasing data precision,
and reducing excess HR. Effectiveness can be
enhanced by improving the competence of both
managers and employees to make better, sound,
authentic and quicker decisions regarding HR
activities in organizations. The following are the key
benefits of wusing E-HRM in organizations:
Compilation and store of information regarding the
work force for strategic decision-making. Quick and
sound insight into reporting and analysis. A decisive
step towards a paperless office work system and
performance of HR activities electronically.
Improved and easy access to HR data and ease in
classify - ing and reclassifying data. Improvements
in administration & efficiency. E-HRM can save
costs while maintaining the quality of data. Improve
accuracy and reduce human biasness. Essential
functions of HRM such as recruitment, selection,
training, and development could be carried out using
webbased technologies. E-HRM  helps the
organization to reduce administrative work and also
helpful for cost reduction programme. It helps HR
department to get a profile of the employees and
current news of the concerned sector. It helps the
organization to recruit employee through Websites.
E-HRM helps to saves time and Employees
concentrate onthe work efficiently. More security
and privacy of data using E-HRM.

Limitations of the Study

. The study is conducted on the
Manufacturing Industry in Bangladesh. As such the
findings may vary if the study conducted in another
area, Industry, demographic landscape, economy
and Time period.

) The respondents may not be found
intending to give time to response the question or
they may feel uncomfortable.

) The findings of the study will be based on
the information provided by the respondents and
these are subject to the respondent’s bias and
partiality.

. Most of the information is collected
through google form which can deviate slightly
from the actual scenario.

) Time, Money, Access to information and
sometimes updated knowledge acts as a limitation of
the study

1. RESEARCH METHODOLOGY
Research methodology is the specific
procedures or techniques used to identify, select,
process, and analyze information about a topic. In a
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research paper, the methodology section allows the
reader to critically evaluate a study’s overall validity
and reliability. The methodology section answers
two main questions: How was the data collected or
generated? How was it analyzed?

1. RESEARCH DESIGN
Research design is a conceptual structure within
which research should be conducted. Thus the
preparation of such a design facilitates research to
be as efficient as possible and will yield max
information.
Type of Research
Here in order to meet the research objectives,
descriptive research design is used.
Descriptive Research
Design Descriptive research design includes surveys
and fact findings, enquires of different kinds. The
major purpose of Descriptive research is description
of state of affairs, as it exists at present. In social
business research we quiet often use the term Ex
post facto research for descriptive studies.
The main characteristic of this method is that the
researcher has no control over the variable; he can
only report what has happened or what is happening.
Most Ex post facto research projects are used for
descriptive studies in which the researcher seeks to
measure such items, for example, frequency of
shopping, and consumer preferences on products or
services. Descriptive Research method will be
applicable to the existing problem.

Research Plan

Data source : Primary

Research Approach : Survey method
Research Instrument : Questionnaire
Contact method : E-mails, personal calls

V. DATA COLLECTION

The task of collecting data begins after a research
problem has been defined and plan is chalked out.
This study pertains to collection of data from
primary and secondary sources.

Primary Data

These are the data which are collected from some
primary sources i.e., a source of origin where the
data generate. These are collected for the first time
by an investigator or an agency for any statistical
analysis. Data are collected for the first time for a
specific purpose in mind using the questionnaire
method. Questionnaire through personal contact and
e-mails. An advantage of using primary data is that
researchers are collecting information for the
specific purposes of their study. In essence, the
questions the researchers ask are tailored to elicit the

data that will help them with their study.
Researchers collect the data themselves, using
surveys.

SAMPLING METHOD

Sampling Design A sample plan 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.

After deciding the research approach and instrument
the next stage is to design a sampling plan. The
selected respondents from the total population
constitute what is technically called a “sample” and
the selection process is called “Sampling
technique”. The sampling plan calls for the
following decisions such as :-

1. Population

2. Sampling Frame

3. Sampling Unit

4. Sampling method

5. Sample Size

Population

The first step in the sampling process is the
definition of the population, which can be defined in
terms of elements, sampling units, extend and time.
For the present study undertaken the population was
total employees in BOSCH and BATA.

Sampling Frame

A sample frame is a means of representing the
elements of the population. The sample frame made
use of in this study is employees database lists.
Sampling Unit

The sampling unit of the study is BOSCH and
BATA..

Sampling Method

Simple Random Sampling is used in this study.
Sample size

The Sample size selected for the survey is 120. The
sample size determination was purely by intuition

V.  FINDING OF THE STUDY

v Majority (58.7%) of the respondents are
Male.

v Majority (35.7%) of respondents are Under
Graduates.

v Majority (59.5%) of the respondents are
Unmarried.

v Majority (27.8%) of the respondents
monthly income was below 10,000-15,000.

v Majority (52.4%) of the respondents said

that online payment is okay.
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Majority (44.44%) of the respondents said
that Beforethe introduction of E-hrm when the
problem has been arrises the remedy will taken
immediately.

v Majority (50.00%) of the respondents are
satisfied with E-HRM recruitmrnt process.

v Majority (31.7%) of the respondents are
satisfied with E-HRM training process.

v Majority (38.10%) of the respondents are
said that E_HRM system provides informations that
is exactly what they need.

v Majority (35.7%) of the respondents are
said that E_HRM system provides informationsAt
the right time.

v Majority (33.3%) of the respondents are
said that E_ HRM system provides informations is
relevant in our job.

v Majority (35.7%) of the respondents are
said that E_ HRM system provides informationsis
easy to understand.

v Majority (30.2%) of the respondents are
said that E_ HRM system provides informationsis
easy to Use.

v Majority (37.3%) of the respondents are
said that E_HRM system improves our personality.

Chi-Square
There is a significant relationship between
education and E-hrm provides information relevant
to your job.

Correlation Analysis
Therethere is a significant relationship between age
and E-HRM provides high speed information

Independent Sample Test
Therefore there is significant different is Gender and
E-Hrm recruitment process.

VI. SUGGESTIONS
> E-HRM actually increase organizational
performance quite significantly in almost all the
area.

> E-HRM  implementation can  boost
organization efficiency, effectiveness, financial
capability etc. it can make an organization focus
more on the job rather than day to day task which
will farther increase organizational performance.

> With the new era of the twenty-first
century, E-HRM can be used so many innovative
ways that we just barely manage to scratch the
surface of it.

> With the introduction of Artificial
Intelligence, there are countless possibilities in E-
HRM.

> As intuitive as it may be, E-HRM benefits
to cost must compare by E-HRM in case of
Bangladesh. Most of the organization in Bangladesh
is lower to medium size in nature.

> Here organization need must be focused
carefully before implementing E-HR. Most
importantly  remember E-HR is just the
advancement of HR functionality based on
sophisticated information, communication, and
technology. That’s why we must remember whether
the expense in E-HRM is worth it or not.

VII. CONCLUSION

It is found that functional outcome affects
the acceptance of e-HRM, and the interpersonal
outcome does not affect the acceptance of e-HRM.
The future of e-HRM in a broader context is a
transformation and a step forward where the trip is
towards a zone of the paperless department where
high speeds are ensured. It is ensuring retrieval and
evaluation of data, augmented reach-out to the
available human resource information, and ease in
classified and other types of data, gathering of data
as the criteria for refining the strategic course of e-
HRM, more consistent and high correctness of data
generated report or information, faster response to
queries. A high internal profile for e-HRM leads to
improved work culture, the founding of streamlined
and standardized procedures, more transparency in
the system, cost savings through the process of
improvement, and reduced duplication of effort. The
e-HRM innovation is extremely useful for industries
and has been demonstrated as viable for the
representatives working in industries as it gives
adequate chances to worker’s professions in career
development and planning. Besides, with the
implementation of e-HRM, t he representatives can
recognize and support their talents as it encourages
them to raise their performance. E-HRM is a
technique for actualizing human resource methods,
strategies, and practices in an industry by potential
coordination, and with the full application of
electronic channels. More than one-fifth of the big
industries have taken substantial steps to support
and encourage HR practices and procedures through
software-based web technology.
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