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ABSTRACT

The study has been conducted to endeavor if tlsemeyi relationship between thirteen electronic H&Mvities
(independent variables) and organizational perfocea(financial and strategic). The thirteen E-HRWhdtions are
e-advertising, e-application tracking, e-recruittestselection, e-learning, classical & virtualiniiag, e-performance
management system, e-compensation & benefit, HRI®-&mmunication, e-personal profile, e-grievanaeking
& handling, green HRM and e-leave. The research egased out with a sample size of 299 mid & supsw level
managers and 228 top level managers of 46 privatepablic firms of 8 service sectors of Banglad&dte convenience
sampling technique has been used to choose then@spts and data have been collected through #dedetdructured
guestionnaire from the respondents. Results aftear@ful and detailed analysis revealed that ther@ positive
relationship between e-application tracking, e<@a, e-learning, e-performance management, e-eosgiion
& benefit, HRIS & e-communication, e-personal plefiand e-leave with financial performance. Amongnth
HRIS & e-communication, e-compensation & benefit agtleave have a strong positive relationship Vitkancial
performance. In contrary, e-advertising, e-recraitin classical & virtual training, e-grievance kimg & handling and
green HRM have a negative relationship with finahgerformance. Among them, green HRM, e-grievainaeking
& handling, classical & virtual training and e-raitment have a strong negative relationship wite financial
performance of the firms under study. Again, e-gapion tracking, e-selection, e-learning, e-perfance management,
e-compensation & benefit, HRIS & e-communicatiorpeesonal profile and e-leave have a positive iaiahip with
strategic performance. Among them, HRIS & e-commatidn has the strong positive relationship folldwby
e-compensation & benefit and e-leave. On the offeerd, e-advertising, e-recruitment, classical &udl training,
e-grievance tracking & handling and green HRM haveegative relationship with strategic performan€ghe firms
under this study. Within them, e-application traxki& handling, green HRM, classical & virtual traig and
e-recruitment have a strong negative relationship firms’ strategic performance. The authors aspdful that the study
might be proven useful for decision makers of thiekent firms who wish to reduce costs and adoptirenment
friendliness to gain competitive advantages overritals. It might be also helpful for HR practitiers and academicians

who have intention to explore new windows in tiégard.

KEYWORDS: E-HRM, Firms, Organizational Performance, Humandreses, Human Resource Information System,

Information Technology
INTRODUCTION

The optimum effectiveness and efficiency of an oig@tion do not merely depend upon its financiabreces or

using the best strategy, rather it is determinedthwy extent to which and how it is using its humasources
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(Hosain, 2016). This is especially true when weculis about a service providing organization. Balegh,
after independence in 1971, the country has matieciable progress in the service sector, whicheagd a growth rate of
3.02 % in 2015 despite political turmoil (CPD, 2D18/ith the emergence of global transformationy®er industries in
Bangladesh has shown a tremendous growth oveastelécade that create the necessity of a huggeetfi competent,
knowledgeable, energetic and enthusiastic manpMiér.the development of an era of technology,wioeld has become
a global village on continuous innovation to malke working life easier, faster and competent (Hios&alslam, 2015).
At present, HRM departments are no longer doing dit paperwork, rather with the invention and adeament of IT,
the HRM jobs have become sound, efficient, faster @ost saving. In this regard, Human Resourcerimdtion System

(HRIS) has been already accepted as the key tdglkictronic Human Resource Management (E-HRM).

However, E-HRM is a comparatively new idea for anlerdeveloped country like Bangladesh. The conoépt
E-HRM (also known as paperless or green HRM) tyyidacludes using less possible paperwork at & tdnctions like
recruitment & selection, training, performance esvi etc. to create a sustainable, environmentailgndly and
competitive advantage through employee engagerhtgajn & Rahman, 2016). At present, the performarfdduman
Resource Management (HRM) has a significant linthwirganizational performance (Maswral., 2015). Organizations
are shifting the traditional HRM tools and techréguo strategic HRM through a significant contribaitof Information
Technology (IT) and Human Resource Information &ys{HRIS) to achieve competitive goals (Rodriguex/éhtura,
2003). Bondaroulet al. (2009) claimed that E-HRM has been interchangeabhnected with HRIS, virtual HRM and
web & internet based HRM.

In Bangladesh, a few large companies have stamednplement electronic HRM in the last few years
(Jahan, 2014). The majority of the firms is s#lilihg to realize the benefits of paperless HRM hade taken no or a very
little initiative to implement such environment. &hinitiation and implementation of E-HRM in Bangisth can be
considered as an innovative since it is still miitfancy. However, in this age of competition, ibasses are relentlessly
trying to reduce costs and gain competitiveness theerivals. E-HRM can be an effective tool insthégard for achieving
their objectives. It is also environmentally frigpdwvhich, in turn, helps the management to meet es@ocial and
environmental obligations. Therefore, this systéenstiudy will be hopefully might be of help for megers, researchers
and academicians who have different aims of undedstg the E-HRM and its obvious necessity in tcaldyghly

competitive corporate world and the natural envinent which is particularly in danger.
RATIONALE AND SIGNIFICANCE OF THE STUDY

The study is aimed to identify the actual impacEaflEM practices on the firm effectiveness and genfance.
In addition, it will highlight the present scenadbE-HRM practices into Bangladeshi service sefitans. This study will
hopefully of great help for those who are trying find the result of using electronic HRM practicego the HR
departments and seek to improve the organizatieffettiveness and hence, performance in both fiahatid strategic
aspects. The study might also help the decisionmgakanagers who would like to implement E-HRM picas replacing
the traditional one. Finally, this can balance pheper use of E-HRM practices and the organizatipagformance gained

by utilizing them.
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REVIEW OF PREVIOUS LITERATURES

Organizational Performance

The concept of organizational performance is neettecbe differentiated from the broader concept of
organizational effectiveness (Santos and Brito 220Business or organizational performance in $hisly covers financial
and operational outcomes. Though the conceptua afeVenkatraman and Ramanujan (1986) is widelyepisd by
strategic management scholars (Carton and Hof@6;2Richard et al., 2009), the analysis of operatiof organizational
performance used in empirical studies showed aetyardf approaches covering the domain of partiahd in an
imbalanced way. Combs, Crook and Shook (2005) amdhall the articles published in Strategic Managetndournal
from 1980 to 2004 identified 238 empirical studtbat used 56 different indicators (Santos and B2@12). In most
cases, financial performance was used (82%) witowating related measures of profitability being thost common
choice (52%). Carton and Hofer (2006) and Richaral.e(2009) also showed a similar picture (Samtog Brito, 2012).

Both studies reported a rate of indicator per kriaé close to one (Hosain, 2015).
HRM and Organizational Performance

As it is well-known, adding or creating value toetlexisting one, or improving the performance lead t
effectiveness. The most talked value is createentianced by “the people” who are the bloodlinerobeganization. In
the beginning of 21 century, the resource based view of the firm maduced a “best fit” perspective (Datgal.,
2005). According to this notion, “fit” is embeddéud the resource-based view through two primary reeaesources
contribute to firm performance depending on stiategd HRM goals, and firm’'s competitive environth@Bondarouk &
Ruel, 2005). Huselid et al. (1997) introduced tbeaept of technical and strategic effectivenessiRM guided by the
idea that HRM seeks approval for its activities'socially constructed environments”. If the orgatizn can meet the

stakeholders’ expectations, it can be said thastgained the legitimacy and acceptance in the &yexternal entities.

Therefore, the HR or employee management is laledesiccessful or effective only if their policasl decision

have been transformed into the creation of aboeeaae value for all the stakeholders.
Electronic Human Resource Management (E-HRM)

As a result of increasing use of Information Sysi@8) in business, HR professionals are becomired us
exploit IS for HR activities from early 1980s (Vosains & Veldhoven, 2007). E-HRM is a whole combimatbf all
activities integrated and used in an HR departniargeneral, E-HRM consists of all applicationdadfor force planning,
supply & demand forecast, staffing information, lgg@mnt tracking, information on training & developmt, salary
management, labor/employee relations, promotioated| information and so on (Bameil al., 2014). Recent studies
showed that E-HRM improves the strategy formulatod decision making for HR activities, considerings a strategic
partner of the firms (Thitet al., 2012; Wibleret al., 2010).

Academicians are paying a growing attention to tifierE-HRM in attempt to answer some questions like
“Can E-HRM truly offer companies competitive adwege or does it represent an actual competitive S3ég€”,
“What are the impacts of E-HRM on organizationamnpetitiveness?”, “What are the changes in the jolirenment of
HR professionals brought about by E-HRM?” and “D&BIRM bring new substantial development and dogmy to

become innovative?” (Bondarouk & Ruél, 2005).
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Within a range of 20-25 years, scientific knowleddmut E-HRM has gathered some conclusive notibosita
the objectives of E-HRM (Ruéét al., 2004), its types (Lepak & Snell, 1998), effectiess of different E-HRM

applications and implementation of HRIS.

In theory, there was a sound belief that E-HRM #thdacilitate the role of HR as a strategic partbgreleasing
employees from the administrative burdens towardedertaking critical people management activities
(Lepak & Snell, 1998). However, some later studiesd that in nearly half of the companies withoanplete integrated
HRIS, HR was not viewed as a strategic partner (&a& Mohrman, 2003).

E-HRM and Organizational Performance (Financial andStrategic/Operational)

A great deal of research has been done in the dietwbntribution of IT into HR. In the early 196Qsersonnel
management was early to be used for office autemati payroll, benefit administration and maintamiemployee
records (Ball, 2001). Growth in strategically foedsHRM later produced demands for information aochmunication
developments in HRIS (Bondarouk & Ruel, 2009). Sitizen, the use of HRIS has used confined mainhdtoinistrative
purposes focusing on the growing sophisticatiotiTofin this context, studies kept their focus mgpsth qualities of IT,
necessary for the use of its users by HR Deparsnidvanagh et al., 1990; Haines & Petit, 1997; Hee& Rhodes,
2002; Fisher & Howel, 2004). A quantitative studynducted by Ball (2001) with 115 organizations gdiRIS, revealed
that the organization size is a clear determindnfist, whether it is using HRIS at all, and sedp whether it adopts
certain modules, e.g. core personal administratioagr others such as training and competence marade
(Bondarouk & Ruel, 2005). More recent studies rdiey the implementation of E-HRM make a shift todsaaddressing
the dynamic nature of implementation and using soohcepts like innovation, implementation, learnirdpange

management (Keebler & Rhodes, 2002).

Lepak and Snell (1998) referred to four issues abatual HRM. First of all, HRM departments areked to
focus on the strategic questions. Secondly, thepartiments need to be flexible in terms of poligking and practices.
Third, HRM departments should be efficient in teraisoperations and cost. Last of all, HRM departteeshould be
serviced, oriented towards management and employesbkort, HRM departments must be strategicalbuged, flexible,
efficient and client oriented (Ruel & Bondarouk020. Ruel et al. (2002) highlighted a situationttisefairly well covered
like changing nature of the employment relationsNifith the supply shortage in the labor market miyiihe economic
upturn in 1990s, the individualization of the sdgiand an increased educational level of the pe(ples employees),
the power balance in the employment relationship dtafted towards the direction of the employeeytwant to steer
their own career paths (Ruel & Bondarouk, 2004)thin view of Ruel et al. (2002), a move towards EMHcan provide
the tools to support such development. The rapidldement in IT and its unlimited possibilities idRM have been led

to a new academic era, especially focused on thgration of these areas (Ruel & Bondarouk, 2004).

Based upon the above literatures, conclusions eatrdwn about the goals of E-HRM from the aforemnosied

four to three:
* Improving the strategic orientation of HRM
» Reducing the operational cost and increasing tleeadional efficiency, and

* Improvement in client service and facilitating tihanagement and employees.

Impact Factor (JCC): 2.7831 NAAS Ratj 2.84
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PRESENT SCENARIO OF E-HRM PRACTICES IN BANGLADESH

Bangladesh is a small Agra-based country in Sosih 4ot independent in 1971 with a population oferian
16 millions. Though the country is still agricukudependent, the percentage of private sectoribatitm to GDP is
growing up at 3.02% as of 2015 (CPD, 2015). After independence, the government of that time raltied all the
organizations. But, as public sector organizatisreye counting loss year after year due to inappatgrtraining,
a shortage of skilled workers, poor salary, weakiatstration, poor ethical standard, corruption avwerall lacking of
motivation (Hussein et al., 2013), gradually goveemt are denationalizing the firms and encouratfiegprivate sector to

come up.

E-HRM is a still a new concept in Bangladesh ascientry is still in a learning position about htavuse IT or
HRIS in organizations. Though, some areas of HRelaready implemented the paperless and onlingipeacthere are

yet many scopes for further development in thisare

Private sector enterprises are clearly well ahbad the public sector in recognizing and implenment-HRM
practices (Samaduzzaman and Zaman, 2012). In anstih@y with 22 service sector firms, Hossain asldrh (2015)
found that only 40.91% firms were practicing E-HRMey suggested to guide and pre-inform the HR eyaas through

extensive training and motivation regarding E-HR&héfits.
RESEARCH HYPOTHESES AND CONCEPTUAL FRAMEWORK

The above cited literatures indicate a positive ameng impact of E-HRM practices on organizational
performance (financial and strategic). Therefohe, nain purpose of this empirical study is to fod the relationship
between E-HRM practices and financial and stratpgidormance. A conceptual framework has been deeel for the

purpose of the study in the following figure:

E-advertising

E-application
tracking

E-recruitment

E-selection

E-learning

E-classical &
virtual training

Strategic

Firm

Performance Performance Performance

Financial

E-
performance
management

E-compensation
& benefit

HRIS & E-
communication

E-personal
profile

E-grievance
tracking &
handling

Green HRM

E-leave

Figure 1: Conceptual Framework

In the figure, the thirteen E-HRM practices haveerbe@ssumed to be independent variables and stragegi

financial performances have been assumed to bendepevariables.
From the literatures, two research hypotheses eatelseloped:
Hi: There is a positive and significant relationshigiveen E-HRM practices and strategic performance.

H.: There is a positive and significant relationshigimeen E-HRM practices and financial performance.
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METHODOLOGY

The sample size of this study is 527 out of whiBB %vere mid & supervisor level managers and 228medents
were top level managers of 46 private and pubiiogiof 8 service sectors of Bangladesh.
Respondents’ Profile

As said earlier, all the respondents are supemvigoid and top level managers. Therefore, it waseeted that
they have adequate knowledge about HRM and E-HRAdtiges. There were some managers who had decis&ing
authority at the highest level of their respectirganizations. The convenience sampling methodbleseh used for this

study. The demographic profile of the respondentssibelow:

Table 1: Demographic Profile of the Respondents

Industry Type No. of Organizations _No. of R_espondents No. of Respondents
: (Supervisor & Mid Level Managers) | (Top Level Managers)
Education 8 49 38
Bank 7 42 29
Utility 5 34 22
Information Technology 5 29 21
Insurance 6 41 33
Consultancy 5 33 28
Travel Agency 6 44 41
Postal Service 4 27 16
Total 46 299 228

Questionnaire Design (Questionnaire-1)

The questionnaire was checked properly to findvdhether it was understandable to everyone anceietis any
improvement needed. The questionnaire-1 had 76tignesaltogether. A five point Likert scale was dide measure
E-HRM and financial performance where 5 was reghrde strongly agree, 4 to agree, 3 for neutralmcemment,

2 for disagreeing and 1 for strongly disagree. Beftmal distribution of the respondents, a pilotv@y was conducted.

Table 2: Number of Questions according to Category

Categorization No. of Questions
E-advertising 4
E-application tracking 5
E-recruitment 5
E-selection 4
E-learning 5
Classical & virtual training 5
E-performance management system 5
E-compensation & benefit 4
HRIS & e-communication 6
E-personal profile 5
E-grievance tracking & handling system 3
Green HRM 4
E-leave 5
Financial performance 16

Total Number of Questions 76

The Cronbach Coefficient was used to investigat ititer item consistency and reliability (Walsh,9%%
Cronbach alpha for e-advertising was 0.7044, fapglcation tracking 0.7179, for e-recruitment @81for e-selection

Impact Factor (JCC): 2.7831 NAAS Ratj 2.84
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0.7321, for e-learning 0.8922, for classical & wat training 0.7233, for e-performance managememli@l,
for e-compensation & benefit 0.7344, for HRIS &a@¥umunication 0.7546, for e-personal profile 0.7800,e-grievance
tracking & handling 0.8922, for green HRM 0.8398r £-leave 0.7643 and for financial performanceyais 0.8931.

Therefore, it is evident that each instrument’siinél reliability and validity were satisfactory.

Questionnaire Design (Questionnaire-2)

On the other hand, questionnaire-2 was also prdpaseng a five point Likert scale to measure E-HRNH

strategic performance. This questionnaire also#talike the previous one.

Table 3: Number of Questions According to Category

Categorization No. of Questions
E-advertising 5
E-application tracking 5
E-recruitment 5
E-selection 6
E-learning 5
Classical & virtual training 5
E-performance management system 5
E-compensation & benefit 4
HRIS & e-communication 5
E-personal profile 5
E-grievance tracking & handling system 3
Green HRM 5
E-leave 5
Strategic performance 13

Total Number of Questions 76

Cronbach alpha for e-advertising was 0.7143, fapplication tracking 0.7572, for e-recruitment @99
for e-selection 0.7221, for e-learning 0.8522, €tassical & virtual training 0.7033, for e-performt& management
0.7701, for e-compensation & benefit 0.8940, for IBIR e-communication 0.8819, for e-personal profiler802,
for e-grievance tracking & handling 0.7320, for gmeHRM 0.81988, for e-leave 0.7448 and for stratggirformance,

it was 0.8339. Therefore, it is evident that eadtrument’s internal reliability and validity wesatisfactory.

DISCUSSIONS AND ANALYSIS OF RESULTS

Pearson’s Correlation for Selected Independent Vaables and Financial Performance

Table 4: Pearson’s Correlation for Selected Indepeatent Variables and Financial Performance

Independent Variables Dependent Variable (Financial Performance)
E-advertising 0.039
E-application tracking 0.011
E-recruitment 0.54
E-selection -0.023
E-learning 0.019
Classical & virtual training 0.67
E-performance management system 0.048
E-compensation & benefit -0.36
HRIS & e-communication 0.75
E-personal profile 0.67
E-grievance tracking & handling system -0.22
Green HRM 0.43
E-leave -0.33
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In Table-4, Pearson correlation coefficient indésathat e-selection, e-compensation & benefit, i@vgnce
tracking & handling system and e-leave negativelyraelates with a firm's financial performance. Angonhem,
e-selection has a weak negative correlation witlrfcial performance. On the other hand, e-advegtist-recruitment,
e-application tracking, e-learning, classical &twal training, e-performance management, HRIS &oevmunication,
e-personal profile and green HRM are positively related with financial performance. Within theseriables,

HRIS & e-communication and e-personal profile imisgly correlated with financial performance of gtadied firms.
Pearson’s Correlation for Selected Independent Vaables and Strategic Performance

Table 5: Pearson’s Correlation for Selected Indepeatent Variables and Strategic Performance

Independent Variables Dependent Variable (Financial Performance)
E-advertising 0.031
E-application tracking 0.009
E-recruitment -0.51
E-selection 0.019
E-learning 0.011
Classical & virtual training 0.45
E-performance management system 0.43
E-compensation & benefit -0.36
HRIS & e-communication 0.76
E-personal profile 0.71
E-grievance tracking & handling system 0.17
Green HRM 0.18
E-leave 0.39

Table 4 indicates that only e-recruiting and e-cengation & benefit have a negative correlation wsittategic
performance. Between those two, e-recruitment hagamng negative correlation. Other eleven varglflave positive
correlation with firms’ strategic performance. Angothem, HRIS & e-communication and e-personal prdfave a very
strong positive correlation. Two other variablegmely, classical & virtual training and e-perforrnanmanagement

system has medium positive correlation with stiatpgrformance of the studied firms.
MULTIVARIATE ANALYSIS

Multivariate analysis assesses the stimulus impéetl the independent variables on the dependariables.

The results of regressing thirteen independentaisées against two dependent variables are depintéde following

tables.
Table 6: Aggregate Impact of E-HRM Practices on Fiancial Performance
: Standard Change
. Adjusted : —
R R Squire ) Error of R Squire Significance
REUIE Estimate | Change = Cherge o DI of F Change
a0, 816 0.656 0.625 0.6011 0.696 6.9234 6 233 0500

a. Predictors (constant), e-advertising, e-apptinatracking, e-recruitment, e-selection, e-leagniclassical
& virtual training, e-performance management systernompensation & benefit, HRIS & e-communicatierpersonal

profile, e-grievance tracking & handling, green HRlU e-leave.
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The square of the multiple R is 0.656 indicates$ 86 of the variance in financial performanceplained by
thirteen independent variables together. The Fevadu6. 9234 indicates that it is significant atO®®005 suggesting

thirteen independent variables have significantiyl@ned the 69% of the variance in financial parfance.

Table 7: Aggregate Impact of E-HRM Practices on Sttegic Performance

: Standard Change
. Adjusted : -
R R Squire . Error of R Squire Significance
Al Estimate | Change = ClEER DL Df2 of F Change
a0, 810 0.678 0.63 0.6132 0.632 6.8723 5 258 0H00(

a. Predictors (constant), e-advertising, e-appticatracking, e-recruitment, e-selection, e-leagninlassical &
virtual training, e-performance management systeropmpensation & benefit, HRIS & e-communicatiorpegsonal

profile, e-grievance tracking & handling, green HRiWd e-leave.

The square of the multiple R is 0.678 highlightst 7% of the variance in strategic performancexjgained by
thirteen independent variables together. The Feve. 8723 means that it is significant at P=00@suggesting thirteen
independent variables have significantly explaitrexl68% of the variance in financial performance.

Table 8: The Strengths of Influence of Independentariables on
Dependent Variable (Financial Performance)

Unstandardized Standardized
Model Coefficients Coefficients T Sigh

B Std. Error Beta
(Constant) 5.439 0.265 26.341  0.0Q0
E-advertising 0.881 0.871 -0.122 8.701 0.000
E-application tracking 0.912 0.890 0.453 -6.714 000Q.
E-recruitment 0.117 0.062 -0.678 1.356 0.003
E-selection 0.224 0.459 0.162 -3.451  0.006
E-learning 0.768 0.563 0.051 2.167 0.011
Classical & virtual training 0.831 0.225 -0.669 64| 0.101
E-performance management system 0.911 0.311 0.322 .1161 0.112
E-compensation & benefit 0.367 0.876 0.954 -6.511.120
HRIS & e-communication 0.010 0.811 0.971 0.100 8.12
E-personal profile 0.225 0.126 0.096 4.651 0.1B3
E-grievance tracking & handling 0.366 0.732 -0.823 | -3.211 | 0.134
Green HRM 0.567 0.480 -0.925 0.987 0.145
E-leave 0.326 0.678 0.511 -0.101  0.39f

The strengths of influence that each independent ihad on the dependent one have been determindéie by
multiple regression coefficients of the independeatiables. The influence of each independent kbgigs shown in
Table 8.

According to Table-8, green HRM has the strongéghificant influence on financial performance with
standardized Beta of -0.925 followed by e-grievatiaeking & handling having the Beta -0.823 andssieal & virtual
training (-0.669). According to the data, e-adwénty has got the highest positive T value indiaatihat there is no

negative relationship between e-advertising anahitial performance.
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Table 9: The Strengths of Influence of Independentariables on
Dependent Variable (Strategic Performance)

Unstandardized Standardized
Model Coefficients Coefficients T Sigh

B Std. Error Beta
(Constant) 4.411 0.261 22.341 0.000
E-advertising 0.181 0.811 -0.121 3.701 0.000
E-application tracking 0.712 0.870 0.451 -7.714 000.
E-recruitment 0.117 0.066 -0.611 1.006 0.001
E-selection 0.221 0.441 0.163 -3.411  0.003
E-learning 0.738 0.513 0.055 2.117 0.010
Classical & virtual training 0.321 0.215 -0.661 64| 0.110
E-performance management system 0.611 0.301 0.301 .11113 0.112
E-compensation & benefit 0.337 0.526 0.933 -5.511.120
HRIS & e-communication 0.014 0.801 0.941 0.101 8.12
E-personal profile 0.211 0.106 0.090 4.3%1 0.1p6
E-grievance tracking & handling 0.361 0.432 -0.821 | -2.211 | 0.133
Green HRM 0.517 0.280 -0.810 0.287 0.144
E-leave 0.226 0.478 0.501 -0.001 0.32L

Table 9 highlights that e-grievance tracking & Hargihas the strongest effect on strategic perfogaahaving a
standardized Beta of -0.821followed green HRM (t0)3and classical & virtual training (-0.661). Erpenal profile has
the highest positive T value indicating an abseatenegative relationship between e-personal praditel strategic

performance.

From the previous analysis of data, we can concltidd e-application tracking, e-selection, e-leagni
e-performance management, e-compensation & behtRitS & e-communication, e-personal profile anccavie have a
positive relationship with the financial performanof the studied firms. Among them, HRIS & e-comiuation,
e-compensation & benefit and e-leave have a stioogjtive relationship with the dependent variabke.contrast,
e-advertising, e-recruitment, classical & virtuaining, e-grievance tracking & handling and gré#M have a negative
relationship with financial performance. Among thegneen HRM, e-grievance tracking & handling, dieels& virtual

training and e-recruitment have a strong negagletionship with firms under study.

On the other hand, Table-9 shows that e-applicdtexking, e-selection, e-learning, e-performanemagement,
e-compensation & benefit, HRIS & e-communicatiorpeesonal profile and e-leave have a positive iaiahip with
strategic performance. Among them, HRIS & e-commatidn has the strong positive relationship folldwby
e-compensation & benefit and e-leave. On the offeerd, e-advertising, e-recruitment, classical &udl training,
e-grievance tracking & handling and green HRM haveegative relationship with strategic performan€éhe firms
under this study. Within them, e-application traxki& handling, green HRM, classical & virtual traig and

e-recruitment have a strong negative relationstiip firms’ strategic performance.
CONCLUSIONS, LIMITATIONS AND RESEARCH GAP AND FURTH ER SCOPE

Some of the findings do not support the previotgsdiures. The findings of this study suggest tiharte is no one
or couple of reasons that can indicate the findrazid strategic performance. Rather, there is diphialty of causes and

they vary from company to company, industry to stigiand culture to culture.

Impact Factor (JCC): 2.7831 NAAS Ratj 2.84



The Impact of E-HRM on Organizational Performance:Evidence from 11
Selective Service Sectors of Bangladesh

The study was limited to, the impact of E-HRM piees of financial and strategic performance of salve

Bangladeshi firms limiting the scope to one patécwulture. A cross cultural study or comparataralysis between two

or more cultural bases might have provided diffeegmd wider conclusions. Therefore, there is atapcould be bridged.

A further scope and opportunities remain for thiglg in wider dimension in the future. The auth®hopeful that

this research would be of further assistance ineldging proper E-HRM practices in Bangladesh ccoeréid) the

individual firm based culture.
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