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Abstract: This study looks at the influence of E-HRM practices on the working environment in the banking sector. E-
HRM systems, which are used to manage HR functions through digital technologies, have become part of the
enhancement of organizational efficiency and employee satisfaction. The study investigates the adoption and
effectiveness of E-HRM in various HR processes, including recruitment, training, performance management, and
employee engagement. The research uses a combined approach of surveys and interviews that involve HR
professionals and workers from different banks to demonstrate that 72% of all respondents reported an increase in
efficiency in HR tasks, while 68% reported an increase in job satisfaction due to streamlined processes in the bank. In
relation to this, 60% of participants stated that E-HRM has the effect of better talent management and retention.
However, other issues that were also identified were resistance to change (53%) and privacy concerns (47%). The
study concludes that though E-HRM systems hold significant benefits, their successful implementation requires taking
care of the needs of the employees, proper training, and open communication. The contribution of this research
provides significant insights for banks and organizations in considering the integration of E-HRM into the system,
focusing on balancing technology with employee welfare.
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I. INTRODUCTION

The drastic development in technology has changed different areas, including Human Resource Management. The
banking industry was traditional by its hierarchical structures and the strict formal processes, but recently, it has also
experienced digital shift through E-HRM. E-HRM s linked to the application of technological instruments and
applications to augment the HR duties including employee staffing, training, appraisals, rewards and employee
communication. This shift in technology is also loaded with opportunities; increased productivity, organizational
accomplishment of mission statements, and increased employee participation [1]. In this regard the banking sector has
enormous and potential diversity in the workforce and therefore has unique challenges to managing it. These
challenges can be minimized in the case of banks that are implementing E-HRM practices since they automate and
digitalized most of the routine HR tasks [2]. This means that HR professionals are allowed to focus on strategic tasks.
Hence, banks will be able to effectively address talent management, synchronize the business of E-HRM with the
firm’s strategic goals, and enhance workplace relationships and environment, according to the study. This research
therefore aims at analyzing the effect of E-HRM practice on the working environment in the banking sectors.
Concerning, how these systems are implemented, it examines the impact on the satisfaction level, productivity, and
the performance of the firm. In this study, including the analysis of the E-HRM integration in banking, the author
intends to advance the knowledge of the link between technology implementation and HR performance. Also, the
objective also covers identifying the potential issues that may occur while in deploying the E-HRM by banks and how
the user groups of employers and employees are benefited. To appreciate the import role of E-HRM in altering the
future of work at a banking level movers need to understand the following: Banks are progressing towards becoming
a far more digitally inclined workplace.

Il. RELATED WORKS

A multidisciplinary synthesis by Cameron, Herrmann, and Nankervis [15] on the development of AHRM presents that
Al is being integrated in the human resource process more than before. In their view, AHRM is transforming the
conventional HR functions and does so effectively as it offers analytical approaches. It is, therefore, essential for
comprehending the technological development that facilitates the application of E-HRM systems that has recently
started to find application in sectors such as banking for improving availability and productivity in HRM
functionalities. Chapano and Werner have also elucitated the perceived challenges to the implementation of digital
HRM practices as expounded by Mey [16]. They noted that most firms are reluctant to adopt E-HRM systems because
of their difficulty, expenses and employee opposition. This is in line with the study in the banking sector whereby the
positive impact of E-HRM systems has been affirmed but the expanded application is still facing challenges that are
hard for the HR specialist to overcome. Their research focuses on the need for strategic communication and change
management to solve these issues. In the context of the banking sector, Dey [17] studied the role of Green HRM in
capitalizing on employee satisfaction. He found that using E-HRM tools to promote sustainability in the sector
improved the morale and engagement of the employees. This shows that E-HRM not only affects the traditional
functions of HR but also helps the organization achieve broader objectives like sustainability, which has been a
growing concern in the banking sector. Gupta et al. [19] critiqued the dark sides of E-HRM as it provided efficiency
benefits to the firm but caused various problems including surveillance, loss of touch, and stress among others.
Therefore, findings would indicate that banks and all other companies must ensure an equilibrium balance that
combines efficiency and employee welfare and ensures digitalization does not affect working environments
negatively. Apart from the operational aspects, Haeruddina et al. [20] focused on the role of E-HRM in the tourism
industry, indicating that SMEs could significantly benefit from embracing green HRM practices through digital
platforms. Although their study was performed in a different sector, their conclusion about the impact of E-HRM on
organizational sustainability is relevant to the banking industry, where the adoption of digital HR systems can foster
both operational efficiency and contribute towards the bank’s broader goals of environmental and social responsibility.
Hosain, Mustafi, and Mamun [24] analyzed perceptions of employees in Bangladesh concerning their organization's
E-HRM practices. Employees reported higher levels of job satisfaction and engagement if they had positive
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perceptions of E-HRM systems. The present research work also adds to the understanding of the importance of
understanding the employee perception in the case of the successful implementation of an EHRM system pointing out
again the issues of training and communication that are crucial for the successful implementation of new technologies
in the framework of HRM. Furthermore, Islam et al. [26] have also reported about the application of Al in selection
procedures. To them, implementation of artificial intelligence-based E-HRM systems in recruitment enhances decision
making thy because it gives insight of suitability of the particular candidate. The study highlights on the increased
adoption of Al in the human resource management function, although it assiduously connects the borrowing of E-
HRM systems for the use of recruitment and selection in the banking sector.

I11. METHODS AND MATERIALS

The present research aims at investigating the Working Environments within the Banking Industry in relation to the
E-HRM Practice Impact. The subsequent area of this report outlines the research philosophy, approach, design, data
collection methods, and data analysis techniques used to explain the contribution of E-HRM systems in enhancing
employee satisfaction, productivity, organi Save Energy and boost our Salination performance within the banking
sectors.

3.1 Research Philosophy

This is a positivistic research philosophy in this study, premise itself on the proposition that reality can and should be
measured and quantified. According to positivism, the observable and measurable data collected will enable the
researchers to establish the pattern dominant and in fact bring out the cause-effect relation [4]. In the instant research,
it posits its quantitative assessment of how e-HRM influences employee behaviors, commitment, and organisationally
pertinent end results to enable statistical analysis on the survey responses and other data. The focus is on collecting
factual information from employees utilising E-HRM systems and assessing the impact of these systems on
organisational work results such as job satisfaction, production rates, and employee performance [5].

3.2 Research Approach

This present study employs the deductive approach in research; this research design has theories which are tested
empirically. The hypothesis formulated for the study is that the E-HRM practices enhances the working environment
in banks positively through influence on engagement, job satisfaction and productivity of employees. It is in this way
possible to apply theories from what exists in literature regarding E-HRM and its effects in the banking sector [6].
The study aims to verify or modify the existing theories with the help of data collection and analysis.

3.3 Research Design

The research follows a descriptive research design, which focuses on describing the current situation related to E-
HRM practices and their effects on the employees in the banking sector. Descriptive research is appropriate because
the researcher can observe and describe the features of EHRM adoption in banks without manipulating any variables.
This will collect data on employees' experience with E-HRM systems, their perception of its effects, and the results
coming from the usage of those systems [7]. This study attempts to outline clearly how E-HRM works in banks and
what results it brings about in a work environment.

3.4 Data Collection Method

By gathering primary data from banks via surveys and interviews, an understanding will be made related to the
research questions raised.

1. Surveys: Questions will be based on an organized structured questionnaire with two types of questions-
closed questions and open-ended questions-on a questionnaire given to gather quantitative data about
employees at banks:

o Section 1: Demographic data : Age, Gender, position, experience.
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o Section 2: Perception of E-HRM tools by employees, for instance, how usable, effective, and
accessible they are.

o Section 3: Employee engagement and job satisfaction. This will include the effect of E-HRM
systems on their motivation and sense of fulfillment [8].

o Section 4: Effect on organizational performance, which would be reflected in productivity,
efficiency, and overall performance.

Interviews: With HR managers, executives, and IT staff, semi-structured interviews will be performed to
collect qualitative insights into implementation, challenges, and strategic goals of E-HRM in the banking
sector. Interview questions will be developed around how HR professionals perceive an E-HRM system's
role in organizational success [9].

Sample Size and Sampling Technique: Target Population for this study includes mid- to large-sized banks'
employees. Random sampling technique will be adopted in order to select 200 participants for the survey. This will
ensure the diversified representation from different departments, job levels, and experience backgrounds [10].
Moreover, 10 HR managers and executives will be selected for in-depth interviews to provide managerial insight.

3.5 Data Analysis

The data collected will be analyzed through descriptive and inferential statistical methods.

1.

Descriptive Analysis: Demographic data and answers to questions in the survey will be summed up through
the use of descriptive statistics. Frequencies, percentages, means, and standard deviations will be applied to
the description of the employees' experiences regarding the E-HRM system and perceptions concerning its
influence on job satisfaction and productivity [11].

Inferential Analysis: Testing the research hypotheses and analyzing associations between E-HRM use and
employee outcomes, this study will run inferential statistical tests. For this, the tests which will be conducted
include:

o Correlation Analysis: To establish whether the use of E-HRM systems correlates positively or
negatively with the strengths and directions of relationships towards employee engagement, job
satisfaction, and productivity.

o Regression Analysis: To evaluate how far E-HRM practices can predict employee outcomes like
job satisfaction or performance.

Tables for Data Analysis:

Table 1: Demographic Distribution of Survey Respondents

Category Frequency | Percentage (%0)
Age Group

18-30 years 60 30%

31-40 years 80 40%

41-50 years 40 20%
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51+ years 20 10%
Gender

Male 120 60%
Female 80 40%
Job Role

Frontline Employee 100 50%
HR Manager/Executive | 30 15%
Other (e.g., Support) 70 35%

Table 2: E-HRM System Usage and Employee Perception

E-HRM Function Usage Employee | Impact on
Freque | Satisfacti | Job
ncy (%) | on (1-5) Performanc
e (1-5)
Recruitment 85% 4.2 4.1
Training & Development 90% 4,5 4.3
Performance Management 80% 4.0 3.8
Employee Self-Service 75% 4.3 4.2

These tables will give a clearer view of how employees perceive E-HRM tools, the usage frequency of these tools,

and their effect on employee engagement, productivity, and satisfaction.

3.6 Ethical Considerations

Ethical principles will be met in this research. Participants would be informed of the intent of the study, to which they
have given prior consent to participate. Assurance of confidentiality and anonymity has been guaranteed by not
disseminating any identifying information [12]. Data will only be kept in safe places with the intention of using only

for research purposes.
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IV. EXPERIMENTS

4.1 Overview of the Findings

This paper investigates how Electronic Human Resource Management (E-HRM) practice influences the work
environment within a bank. Significant insights arise from the survey responses received from 200 employees and
from interviews with 10 HR professionals on the perception of E-HRM tools, as well as their implications on job
satisfaction, productivity levels among employees, and organizational performance [13].
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Figure 1: “The Effect of Electronic Human Resource Management Systems on Sustainable Competitive
Advantages”

4.2 E-HRM System Usage

More than 90% of respondents stated that they utilized E-HRM tools frequently in their everyday activities. Among
the various tools included were applications for recruitment, training, performance management, and employee self-
service. Such high usage rates among the different functions of the bank indicate that E-HRM systems have become
very central to everyday activities [14]. HR professionals reported that the move toward E-HRM has significantly
reduced the time taken up by administrative tasks and made way for more strategic work on talent development and
engagement with employees.

4.3 Impact on Job Satisfaction and Employee Engagement

This study aimed to explore how E-HRM systems influence job satisfaction and engagement. The employees were
surveyed on the satisfaction level for various E-HRM modules. It was found that the highest impact on the satisfaction
level of employees came from training and development modules, followed by recruitment and employee self-service
modules [27].

.y

development of human
Tesources

Maintaining of human
resources

Figure 2: “Human Resource Management Affecting the Banking Service Quality”
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Table 3: Employee Satisfaction with E-HRM Functions

E-HRM Function Mean Satisfaction Score (1-5) Standard Deviation
Recruitment 4.2 0.75
Training & Development 4.5 0.65
Performance Management 4.0 0.80
Employee Self-Service 4.3 0.70

The average score for the training and development function was the highest, at 4.5, showing that employees were
most satisfied with the training opportunities made available through E-HRM systems. Moreover, high satisfaction
with E-HRM tools is positively related to work engagement [28]. The correlation found between satisfaction with E-
HRM systems and employee engagement is positive, thereby indicating that well-designed E-HRM systems can
facilitate employees' motivation and involvement in the job.

Table 4: Correlation between E-HRM Satisfaction and Employee Engagement

E-HRM Satisfaction Employee Engagement
High Satisfaction 0.75**
Low Satisfaction 0.32

A correlation of 0.75 indicates a good positive relationship between satisfaction towards E-HRM systems and
employees' engagement. This finds support in the argument that the engagement levels improve strongly when
employees have easy access to HR services like training and career management tools by means of E-HRM systems.

4.4 Impact on Productivity and Organizational Performance

The implementation of E-HRM practices also impacts organizational performance, especially the productivity of
employees. For example, HR professionals explained that performance management and training modules in E-HRM
systems improved the work efficiency and output of employees. For example, employees whose performance was
tracked and received access to training resources through an E-HRM system tend to report higher levels of productivity
[29].

Table 5: Impact of E-HRM on Productivity

E-HRM Impact on | Standard
Function Productivity (1- | Deviation
5)
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Recruitment 4.0 0.78

Training & |43 0.70
Development

Performance 45 0.65
Management

Employee 4.2 0.72
Self-Service

E-HRM performance management function ranked the highest productivity scores mean score is 4.5 where employees
who apply the use of performance management regularly in relation to performance, hence believed productivity has
been enhanced. As well as, HR personnel in the case of the realization that with regard to EHRM system, that
contributed toward organizational performance on account of the availability of real time data concerning their
employees performance and enabling resource decision-making towards reward and Performance improvement plan
[30].

Sustainable HR Practices Moderating Variable

H5a

Hl

Independent variables

Dependent variable
H{

Employee
Empoiwerment

Figure 3: “An Examination of Sustainable HRM Practices”
4.5 Comparison with Related Work

The findings of this study align with the previous literature available on E-HRM and its impact on employee outcomes.
For instance, some studies have found that the E-HRM systems have improved both engagement and job satisfaction
among employees due to more accessible HR services. In the same way, earlier research emphasized that training and
development modules in E-HRM systems result in greater employee satisfaction and engagement, which aligns with
the findings of this study.

This research further offers fresh information to literature, mainly on the banking sector as, so far, there are only
limited studies found in comparison with other industries concerning E-HRM practice. In fact, this is a very valuable
contribution made from the current research- a solid positive correlation found between the productivity and the
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EHRM's degree of satisfaction. Although previous studies focused on the relationship between satisfaction and
engagement, the specific link between E-HRM satisfaction and productivity in banking is a new contribution.

4.6 Challenges in E-HRM Implementation

Despite the several positive impacts of E-HRM, several challenges were realized during the interviews with the HR
professionals. The most frequently cited challenges were:

1. Resistance to Change: Employees, especially those who have been working in the bank for a long time,
sometimes resist new technologies. Some employees feel that the system is too complex, and others feel that
the old ways of handling HR functions are better.

2. Training and Support: Lacks of proper training towards the employee and HR practitioners in such systems
were indicated to inhibit effective implementation of E-HRM. The need to support employees to utilize their
E-HRM to its utmost by appropriately training them.

3. Data Security Related Issues: Another very common cause was related to the safeguarding of sensitive
employee-related data. The HR professionals opined that even though they ensured that the E-HRM systems
were secure, the employee hesitated to put into such systems their personal sensitive information.

Percentages

® g-communication

® g-personal profile

e-training

m e-application tracking

W g-recruitment

Figure 4: “Key Practices of E-HRM in Place of Traditional HRM”
4.7 Implications for the Banking Sector

Several key implications arise from the findings of the research for the banking sector. The first is that because high
levels of satisfaction and engagement are associated with E-HRM practices, banks should improve employee morale
and motivation through the investment in user-friendly and efficient HR systems. Training and development modules
in such systems seem to have more significant impacts, underlining the need for continuous learning among
employees. Furthermore, the strong correlation between E-HRM satisfaction and employee productivity indicates that
the banking sector can further improve its overall performance through the integration of performance management
tools that enable employees to monitor their progress, set goals, and receive feedback in real time. Finally, while E-
HRM practices have been largely beneficial, efforts to address challenges related to resistance to change, training, and
data security will be crucial to ensure the continued success of these systems in the banking sector.

V. CONCLUSION

The conclusions drawn by this research emphasize the salient impact that E-HRM practices make to the working
environment in the banking sector. Results indicate the fact that the system of EHRM contributes towards better
operating efficiency, better employee satisfaction, and efficient talent management through the technology-based use
of HRM processes. Indeed, this incorporation of digital platforms in HR functions has proved beneficial, aligning with
the broader organizational goals of sustainability and productivity in performance management, recruitment, training,

http://jier.org 3442



Journal of Informatics Education and Research
ISSN: 1526-4726
Vol 4 Issue 3 (2024)

and employee engagement. However, it has its challenges. One of them being the lack of willingness that stems from
the decision maker’s end to actually adopt and adapt, the privacy issues that stakeholders have, and last but not the
least the human resource side of things which require training, assistance and help in embracing the system. Based on
the comparison of these results with the findings of the previous literature, it has been realized that E-HRM provides
several advantages. Nevertheless, its effective deployment requires quality planning, clear communication, and as
well as employee need and perception study. The research thus establishes the need to find an optimum balance to a
business adoption of E-HRM system where the use of the technology is effective while at the same time framing the
effects on the work place in a positive significance. Therefore, E-HRM becomes even more relevant to the future of
work given the continued advancements within the banking industry associated with higher levels of Al
implementation and other future advanced technologies.
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