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Abstract 

The workforce of a business is the sole vital resource that can spark it and provide it with a direction to thrive. Any 

organization's means apparatus is its human resource base. To thrive in a fiercely competitive market, organizations must 

hire individuals with the necessary training, credentials, and experience. They must be mindful of a nation's economic, 

social, political, and legal aspects when accomplishing this. They must use all internal and external supply sources to be 

effective. People's morale is raised by internal promotions, and external sources should also be regularly investigated to 

attract competent individuals with novel concepts. One of the most important tasks for any organization's human resource 

manager is finding and hiring qualified candidates. There are many strategies that businesses are using to find talent for 

their workforce. Both internal and external sources, such as transfers, promotions, press releases, job exchanges, executive 

agencies, educational institutions, labour contractors, employee referrals, hiring at factory gates, etc., can be used to 

accomplish this. E-recruitment is a concept that is being used by many companies these days since globalization causes the 

world to become flatter every day, leading to the development of several new technologies and concepts as well as 

significant infrastructural changes. As a result of significant innovations in technology, human resource management has 

also advanced. The HR department's general operation is greatly impacted by the Internet. Recruitment, selection, training, 

on boarding, and database management are all handled by human resources using online resources. The idea of E-HRM 

emerged as a result of doing this. The evolution of electronic human resource management involves the implementation of 

online HR plans, policies, and practices. Employment seekers can apply online for positions using e-Recruitment, an online 

platform. For recruiters to obtain applicant details, job seekers can attach their resumes and application forms here. The 

purpose of this study article is to ascertain whether E-Recruitment tactics, following their globalization, are employed by 

Indian enterprises. An investigation has been conducted for this reason at a few of India's well-known banks. This study 

was carried out in the city of Jaipur; it identifies the general procedures and techniques of e-recruitments, as well as the 

benefits and limitations of e-recruitment and whether it presents management challenges. The purpose of this paper is to 

determine how IFI's performance is affected by electronic human resource management techniques, which are represented 

as e-selection, e-compensation, e-training and development, and e-HR evaluation. To improve and streamline human 

resource operations and electronic payments, the finance sector has progressively adopted E-HRM methods. The Indian 

financial sector employs all six of these procedures, which are taken into consideration. The satisfaction of the employees 

concerning the aforementioned E-HRM activities. To fulfill the study's stated goals, "discover any correlation between 

employees' backgrounds from different financial institutions and their attitudes toward the adoption of E-HRM practices 

in NBFC and BFC." 

Keywords: Electronic Human Resource Management (E-HRM), E-Recruitment, E-Selection, E-Communication, E-

Compensation, E-Payment, Employee’s Satisfaction. 

 

1.0 Introduction 

The term "Electronic Human Resource Management" describes the application of digital technologies to speed up internal 

human resource management processes. the use of online resources and software for E-HRM procedures. These procedures 

cover a wide range of duties, including hiring, performance reviews, employee engagement, training, and improvement, as 

well as general supervision of HR procedures. Businesses may gain a great deal from implementing E-HRM practices, 

including higher productivity, greater precision, lower administrative expenses, and better employee-HR professional 
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communication and cooperation. Consequently, this enhances the employee experience and frees off HR professionals to 

concentrate on key projects. 

  

The origins of online communication and later web-based technology developments can be linked to the idea of E-HRM. 

E-HRM, or enterprise human resource management, is the result of the integration of HR practices and procedures with 

technology as the result of technological advancement. The 1990s saw the emergence of the idea of E-HRM coupled with 

a rise in the usage of the internet and technology based on the internet. Digitalizing HR data and paperwork, as well as 

using online recruiting platforms, were early uses of E-HRM. E-HRM gained traction in the 2250s as an outcome of the 

development of complex human resources management platforms and the accessibility of cloud-based solutions. The term 

"E-recruitment" in the finance sector describes the process of streamlining and automating the hiring and selection 

procedure with the use of technology. The Finance industry is increasingly using e-recruitment and selection technology 

to find and attract top talent, save hiring costs, and improve the application and recruiter experience overall. The finance 

sector also uses "E-training and development" to refer to the use of technology to deliver training and development courses 

to bank staff. Programmes for training and development conducted online are becoming more and more popular since they 

are flexible, scalable, and affordable. Financial organisations may provide their staff with top-notch instruction regardless 

of their location or work schedule thanks to electronic educational and professional growth solutions. 

 "E-HR communications" refers to the adoption of technology to increase the effectiveness of interaction between 

employees and HR departments. The financial business is witnessing a growing popularity of electronic HRM solutions 

because of their scalability, efficacy, and affordability. Financial organisations may connect with workers in multiple time 

zones and regions while offering customised, current, and pertinent information thanks to e-HR communications. Enhanced 

transparency, faster HR procedures, and increased employee involvement are all advantages of electronic HR interactions. 

Financial institutions must, however, guarantee that E-HR communication tools are safe, easy to use, and in compliance 

with all applicable data protection laws. The Indian financial industry has been adopting E-HRM practices more often, 

although it is still unclear how these practices' acceptance and bank performance are related. Financial institutions are under 

pressure to increase performance and sustain profitability due to the fierce competition.HR administration, improving 

worker engagement, and developing a knowledgeable and driven staff. 

 

2.0 Literature Review 

Although it has been suggested that online hiring cannot completely replace traditional hiring practices, a well-executed 

online hiring program may make life considerably simpler for the business (Caggiano, 1999 & Borck, 2000). 

Online recruiting, sometimes referred to as e-recruiting, allows job searchers to submit their resumes electronically to 

employers. Once the resumes are received, the employers may review them and separate them from those of other qualified 

candidates (Finn, 2000). 

Online job sourcing is the formal implication of e-Recruitment (Ganalaki, 2002).  

Employers are finding it much easier to find the right candidate for a given profile by installing software such as "active 

recruiting." Filling a vacant position used to take 62 days, but now it only takes 42 days, making the process much simpler 

(Willenbrock, 2005). 

Every résumé is received by Nike's headquarters, where they handle each one as if it were their first. This makes their job 

much simpler, since they consider themselves to be a "active recruiter" (Nike's, 2005). 

2019's Foiji When outsourcing HR operations, e-HRM has strategic significance. The way human resource management 

is done is greatly impacted by technological developments. More specifically, internet usage has altered numerous HR 

procedures, including as workflow, performance management, preparation, training, and pay. Students all around the world 

are becoming increasingly interested in e-HRM as a result of its widespread implementation and development by several 

organisations. However, no specific research has been done on the use of e-HRM for outsourcing HR operations alone. 

Therefore, the purpose of this work is to examine the empirical research that has already been done on electronic human 

resource management, or e-HRM, with a focus on the outsourcing of HR operations. Analysis demonstrates the strategic 

usefulness of e-HRM in increasing the HR department's effectiveness in gaining competitive advantages. 
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Maurizio Mattia Martini (2018) E-HRM Setups: An Investigative Analysis of Digital HRM Motivators and Results. To get 

a greater knowledge of the reasons, trends, and successes of digital HRM adoption, this article attempts to investigate the 

kinds, drivers, and results of e-HRM setups. The online survey, which was administered to HR executives at 180 Italian 

organisations, is the basis for this article. Three digital HRM configurations—nonusers, relational users, and power users—

that indicate various uses for HRM web 2.0 have been identified through the application of the technique of hierarchical 

cluster analysis. Although they don't affect organisational efficiency, the three different e-HRM configurations are related 

to other contextual elements such as the scale, business and HR techniques, and economic sector. The findings demonstrate 

that there is no one-size-fits-all kind of e-HRM and that an organization's unique qualities determine how much digital 

assistance it receives for HRM. 

In Bhatta (2018) Safety and confidentiality of information in e-HRM: Modern organisations face greater risks to the safety 

and confidentiality of data due to the rapid advancement of technology and the complexity of cyberattacks. Research 

suggests that inept and disgruntled employees are the primary cause of internal security breaches. Information security and 

privacy are vitally important, even while human resources manage employees from hiring to firing and keep the most 

private employee information within the company. An overview of the foundational ideas, mechanisms, and requirements 

for privacy in the field of safeguarding data is provided in this chapter. To preserve information security and privacy, it 

emphasises the key responsibilities that personnel professionals may play in developing, implementing, and overseeing 

suitable measures before, throughout, and following work. 

In Geurts, L.R.M. (2018), the influence of e-HRM in Dutch schools is investigated, with attention given to the technology 

in use and the setting. 17 interviews were used to describe the organisational, emotional, and transformational aspects of 

e-HRM. Through the execution of a questionnaire, 184 staff members from three different institutions answered about their 

awareness of the organisational and relationship consequences. Though they were present in schools, their structural and 

psychological ramifications rarely qualified as transformative outcomes. 

Prakash (2019) HRM Policy Digitization in the Current Environment: Organisations are changing due to digitalization, 

and as all firms are now seen as being digital, it is important to identify and investigate the new skills and technology 

related to this change. We may thank these advances for the term "computerised era" being utilised to describe the current 

period. Electronic devices are becoming more and more integrated into workers' lives as well as HRM, which appears to 

be impacted in several ways. As a result, HRM's job is to identify genuine, digitally driven changes in the beliefs, abilities, 

behaviours, and wants of younger employees while avoiding stereotyping and appreciating the complexity of these changes. 

Media and digital platforms are being used to gather data on employee work. The difficulty that HR directors are presently 

confronting is how to use technology to link people and information. Due to its use in helping organisations boost 

productivity by optimising the value of their most valuable asset—their employees—HR-IT has grown significantly in 

relevance in the digital age. 

Al-Hamad et al. (2022).  Key findings from actual studies are analysed in this literature review, which focuses on the 

connection between online hiring and the success of banks. The term "e-recruitment" describes the use of technology and 

electronic platforms in the employment process to draw in candidates and make knowledgeable selections. It entails making 

use of a variety of online resources, including social networking sites, job portals, and company websites, in order to attract, 

assess, and employ possible applicants. Due to its ability to improve hiring practices, increase access to a wider pool of 

candidates, and boost overall efficiency, e-recruitment has grown in popularity. 

According to Setiawan and Gunawan (2023), companies that want to effectively use e-HRM systems and reap the rewards 

of doing so need to have a thorough awareness of the potential and problems they bring. 

  

3.0 E-HRM PROCEDURES 

Using e-recruitment, e-selection, e-communication, e-compensation, and e-payment as examples, this section will discuss 

the literature on electronic human resource management practices with the goal of identifying the relationship between 

employee experience and satisfaction as a result of e-hrm practice implementation. The degree to which someone is content 

with their employment and the part it plays in their lives is known as employee satisfaction, often referred to as job 

contentment. 
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3.1 E-recruitment : is the process of applying technology, particularly Web-based resources, to processes related to 

recruiting, selecting, evaluating, interviewing, and employing new personnel. 

3.2 E-Selection: With the administration of multiple exams online, email correspondence with candidates, and the easy 

conduct of preliminary and final interviews via audio and video conferencing, electronic selection has gained popularity. 

 3.3 E-Compensation: This is designed to create a culture of equitable wages by enforcing adherence to the metrics and 

components of performance evaluation. Employees who adhere to corporate policies and do superior work in compliance 

with explicit instructions are intended to benefit from higher compensation incentives.  

3.4 E-communication: Email, instant chats, blogs, webpages, text messages, voicemails, and video messaging are a few 

instances of electronic communication. How businesses interact with each other has altered as a consequence of e-

communication. 

3.5 Electronic payments: are any non-cash payments made without the need for paper checks. Credit cards, debit cards, 

and several brand-new net banking techniques are examples of electronic payment procedures. 

A number of other tools for analyzing employee performance, engagement, and workforce planning are also being 

used, including data analytics and artificial intelligence. 

The financial sector frequently has high-pressure work situations. Human resources departments understand how critical it 

is to support workers' physical and emotional well-being. Promoting work-life balance, providing mental health services, 

and encouraging open communication to address employee problems are underway. HR professionals also foster employee 

engagement and resiliency by cultivating a supportive and inclusive culture. 

 
Focus on Employee Well-being: 

 

Data analytics is being used more and more by the finance industry to help them make wise judgements. Employer 

performance, engagement, turnover, and personnel acquisition data are all analysed in HR to find trends and patterns. Using 

data analytics, they may detect skill shortages, increase retention, and create retention strategies while making evidence-

based decisions regarding personnel management and succession planning. 

 

Enhanced Data Analytics: 

The need for new talents in the finance business is a result of technological advancements. HR departments are being forced 

to retrain and upskill staff members due to these changing demands. Employees are urged to take charge of their 

professional growth, continual learning is encouraged through online resources, and training on developing technology is 
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provided. Employees will therefore possess the abilities necessary to prosper in the digital era and maintain their 

competitiveness in their industries. 

 

Upskilling and Reskilling: 

 

Diversity and inclusion have become more and more important in the finance business in recent years. HRM is a key 

component in fostering an inclusive workplace. Human resource specialists provide equitable possibilities for career growth 

for people from a variety of backgrounds, in addition to conducting fair recruiting and selection procedures. Fostering a 

diverse and inclusive workforce via HRM may improve employee happiness, spark creativity, and improve decision-

making within an organization. 

 

Diversity and Inclusion: 

The finance business is used to technological changes, market swings, and regulatory adjustments. HRM helps 

organisations manage change by putting into practice efficient change management techniques. A human resources 

specialist handles any objections or concerns, informs staff members of changes, and offers training and assistance in 

adjusting to new procedures and systems. By handling change in an anticipatory manner, HRM as an organisation 

guarantees flexibility and resilience against market downturns. 

 
A change management approach: 

 

Time-honored performance management systems are being replaced by agile alternatives. In HR departments, ongoing 

coaching and feedback are replacing yearly performance reviews. Real-time goal-setting, performance discussions, and 

course modifications may all be accomplished with this approach. frequent interaction between managers and staff is 

centered on improving performance, seeing chances for growth, and coordinating personal objectives with group 

objectives. 
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Performance Management with Agile Methodologies: 

 

HR departments in the financial sector must stay current with industry developments in order to be competitive and draw 

in top talent. 

 

4.0 OBJECTIVE OF THE STUDY 

The purpose of the survey is to find out how pleased or disappointed IFI participants are with the approach that electronic 

human resource management methods are being implemented. The primary goal is to have staff members interact with the 

data's features. 

Examine models and theories 

Two comprehensive variables—E-HRM practices (e.g., e-payment, e-selection, e-communications, and e-

compensation)—formed the basis of the study model. The experience of employees is the dependent variable for 

operational performance. A survey of scholarly literature was used to determine these factors. Furthermore, based on the 

conceptual framework, the relationships between the variables are constructed. 

A conceptual model was created to demonstrate the effect of electronic HRM on employees' experiences and satisfaction 

after a review of prior literature and theoretical background were taken into consideration. 

Because IFIs have implemented E-HRM practices, such as E-recruitment, there is no discernible relationship between the 

experience of bank workers and their level of happiness or discontent. 

1. The introduction of E-HRM practice, or e-recruitment, in IFIs has not significantly affected bank workers' 

experience or level of satisfaction. 

2. There is no correlation between bank workers' experience and their level of satisfaction or unhappiness with the 

introduction of E-HRM practices, such as e-selection, in IFIs. 

3. There is no discernible relationship between the happiness or discontent of bank personnel and the introduction 

of e-compensation in IFIs. 

4. There is no discernible relationship between bank workers' experiences and their level of satisfaction or 

unhappiness with the introduction of e-communication in IFIs. 

5. There is no discernible relationship between bank workers' experiences and their happiness or discontent with the 

introduction of electronic payments in IFIs. 

 

 
Experience 

Employees 

 

E-HRM practices 

1-E-recruitment 

2-E-selection 

3-E-communication 

4-E-compensation 

5-E-payment 
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5. RESEARCH METHODOLOGY 

The rationale for Choosing Quantitative Research 

With the right research data collection technique, the quantitative approach may gather vast volumes of data from a wide 

population. There is excellent dependability when Cronbach's Alpha coefficient is greater than 0.95. This shows that every 

single item is internally consistent, which suggests a high level of dependability. 

Reasons for Choosing the Questionnaire 

The questionnaire began with a succinct explanation of the significance of the key ideas and guided how to complete each 

part. A thorough assessment of the literature served as the foundation for the development of a draft. Numerous of the 

queries are in line with the objectives of the research. As a result, one may characterise the research survey as 

comprehensive. The two parts separate it. The respondents' details, including their age, gender, years of experience, field 

of profession and educational background, are included in the first section. E-HRM practice-related questions are included 

in the second section. 

Sample size 

Eight of the 26 banks that are implementing E-HRM systems were included in the sample survey. To the eight banks, six 

hundred surveys were issued. A total of 290 surveys were answered. Of these, 257 were determined to be correctly 

completed and to have the necessary information; as a result, they are taken into consideration for my research. 

 

6. DATA ANALYSIS AND RESULT 

120 men and 137 women respondents, or 46.7 and 53.3 per cent of the sample of 257 respondents, are included in this 

analysis. Thirty per cent of respondents had post-graduate degrees, while the biggest group of respondents—70 per cent—

had bachelor's degrees. The lowest number of respondents—0.0 per cent—had doctorates. Of the respondents, 35.8% have 

between 11 and 15 years of experience, 17.9% have fewer than five years, and the rest have various minor years of 

experience. 

The researchers used the chi-square test of independence at a 5% level of significance, based on the study's objectives and 

hypotheses, to examine the relationship between experience and employee satisfaction or dissatisfaction as a result of their 

banks' adoption of E-HRM practices (e-selection, e-compensation, e-payment, and e-recruitment). Below are the 

hypotheses that will be investigated. 

- H1 stat that,’’ there is no correlation between their workers' experience and their degree of happiness or discontent. 

The null hypothesis is rejected since the statistical output revealed a p-value of 0.036, less than 0.05.The Chi-Square 

test demonstrated a relationship between the FIs' workers' experience and their level of satisfaction or discontent with 

the implementation of the E-HRM practice. This allows me to conclude that bank workers' perceptions of 

implementing e-recruitment in their financial institutions are influenced by their experience. 

- H2 states that, "Because E-selection is an E-HRM practice implemented in IFIs, there is no significant level of 

association between the experience of FIs' employees and their satisfaction/dissatisfaction." 

 

The null hypothesis is rejected since the statistical output revealed a p-value of 0.040, less than 0.05.  

"There is a significant association an between the experience of the FIs' employees and their satisfaction or dissatisfaction 

with implementing E-selection in their IFIs," the Chi-Square test demonstrated. This finding allows me to draw the 

conclusion that experience plays a significant role in e-selection and influences the happiness or unhappiness of FIs' 
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Indian personnel. 

- H3 states that, "There is no discernible correlation between employee experience and their level of satisfaction or 

dissatisfaction as a result of the adoption of E-HRM practices and E-compensation in Indian Financial Institutions." 

Given that the p-value in the statistical output is more than 0.05 (0.699), the null hypothesis is accepted. 

The results of the Chi-Square test demonstrated that "there is no association between the bank employees' experience and 

their satisfaction or dissatisfaction with the implementation of e-compensation in their Institutions in India." 

This finding allows me to conclude that, in India, employee satisfaction with e-compensation implementation is not 

significantly influenced by experience. 

- H4 state that,’’ There is no discernible correlation between employee experience and their degree of happiness or 

discontent as a result of E-HRM Practice-E-communication in IFIs. 

 The statistical result revealed a p-value of 0.003, which is less than 0.05, leading to the rejection of the null hypothesis. 

"There is an association between the employees' experience and their satisfaction or dissatisfaction with their FIs in 

India's implementation of E-communication," the Chi-Square test demonstrated. Based on this finding, I may conclude 

that "employee experience and satisfaction or dissatisfaction with implementing E-selection in their FIs" are related. As a 

result, experience plays a significant role in determining whether or not employees are satisfied with the use of online 

interaction in India. 

- H5 states that, Because of the adoption of E-HRM practices and E-payment in IFIs, there is no correlation between 

employee experience and their level of satisfaction or discontent. 

Since the p-value in the statistical output is more than 0.05 (i.e., 0.200), the null hypothesis is accepted. 

"There is no association between the experience of the employees and their satisfaction or dissatisfaction with the 

implementation of E-payment in their Institutes," the Chi-Square test demonstrated. 

This observation allows me to draw the following conclusion: "Experience does not significantly influence employee 

satisfaction or dissatisfaction as a result of E-Payment implementation in India." 

7. Conclusion: 

In the ever-changing banking and finance industry, human resource managers have a variety of responsibilities. Talent 

learning, continuation, assessment and evaluation, diversity and inclusion, and change management are all facilitated by 

HR specialists as part of the expansion and longevity of financial institutions. Because it has adapted to new problems and 

trends, human resources management will keep changing and play a crucial role in the financial sector in 2023 and beyond. 

To improve employee happiness in IFIs, this article attempts to provide a more comprehensive framework of the key 

components. The study's conclusions unequivocally demonstrate that E-HRM practices have certain variables (e.g., e-

recruitment, e-selection, e-compensation, e-payment, and e-communication). Their level of happiness might be impacted 

by the use of new technological procedures, particularly for those with expertise. 
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The knowledge of E-HRM procedures and employee satisfaction is enhanced by this study. It explains how to integrate 

employee experience satisfaction with E-HRM methods. Considering how important HRM procedures are to improving 

worker efficiency in the Indian banking sector, I expect that these results would provide some clarity for upper management 

and enable them to give HRM practices more attention. 
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