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Abstract 

Information Technology (IT) systems have greatly impacted organizations and Human 

Resource Management (HRM) is no exception. In this context, IT is often introduced with 

the rationale that it could offer benefits such as cost reduction, time savings and strategic 

transformation. Many organizations have invested in e-HRM systems in hope of 

transforming the Human Resource department (HR) into a strategic ally. Extant research, 

however, shows that many organizations fail to achieve intended effects from their IT 

investments and as result beliefs around the strategic value of e-HRM vary. This thesis 

aims to critically examine the link between e-HRM investments and strategic value. To this 

end, we ask the following research question: “why does E-HRM systems fail to effectuate a 

strategic transformation of the HR department given their perceived capabilities to the 

contrary? “. To answer this question we conducted a systematic literature review of e-HRM 

research published between 2009-2014. The review focused on perceptions about e-HRM 

systems within organizations and sought to unearth how perceptions shape the route of IT 

implementation towards a strategy outcome. Our findings indicate that the majority of the 

studies are not guided by a leading theoretical paradigm. Furthermore strategic barriers 

such as implementation problems and limited use of the system that does not reflect its 

potential are identified and discussed. By examining some common factors that have been 

identified to shape the translation of e-HRM systems from initial perception to actualized 

use we lay the foundation for more nuanced theorizing of HRM use within contemporary 

organizations. 
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1. Introduction 

In the early 1980s organization research noted the need for organization transformation 

(Pettigrew, 1987) to gain strategic advantages from Information Technology (IT) 

investments. Organizations moved away from the era of “best practice” and used IT in order 

to enhance their organization potential. For example, scholars observed how the new era of 

information technology carried the potential of transforming organization structures and 

norms, and provided new ways of decision making (Hopper, 1990). In the words of Besson 

and Rowe (2012, p. 104) “Information systems are considered to be a major asset for 

leveraging organization transformation owing to the disruptive nature of IT innovations, the 

deep digitalization of business and their cross-organization and systemic effects, 

notwithstanding the amounts of investments in enterprise systems.” Although organization 

transformation is considered a mature subject scattered along many directions (Henderson 

and Venkatraman, 1993; Besson and Rowe, 2012), how IT is translated from initial 

perception to an actual IT use that encompass strategic change remains unclear (Orlikowski, 

2000; Besson and Rowe, 2012; Arvidsson, Holmström, Lyytinen, 2012; Arvidsson et al, 

2014).  
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The human resource (HR) department is one part of the organization that early on 

embraced IT in order to facilitate its new and improved operations (Strohmeier, 2007; 

Besson and Rowe, 2012; Marler and Fisher, 2013; Orlikowski and Scott, 2008). Human 

resource management (HRM) relates to the creation and transformation of human resources 

that affect organization performance through strategic investments such as stuff education 

and can offer significant competitive advantage (Grant and Newell, 2013). New IT use and 

related investments carried the promises of transforming the role of human resource 

department inside the organization (Marler and Fisher, 2013; Barrett and Oborn, 2013) by 

providing cost reductions, improvements over practice and orientation towards strategic 

tasks (Lepak and Snell, 1998; Ruta 2009, Strohmeier, 2007). Despite the promises, however, 

recent research shows that there is little actual evidence for the related claim that new IT 

investments can transform the role of HR department from a more functional role to a 

strategic one (Marler and Fisher, 2013; Besson and Rowe, 2012; Parry, 2011). In this vein, 

this thesis focuses on a specific type of IS for HRM named electronic human resource 

management systems (e-HRM).We examine why those systems often fail to meet the 

expectations of transforming the HR department into a strategic partner. While e-HRM 

systems are presented in the literature with many different definitions (Ruël, Bondarouk, 

Looise, 2004; Lengnick-Hall, Moritz, 2003), due to the multidisciplinarity of the subject 

Strohmeier (2007, p20) consensually defined e-HRM as “the (planning, implementation 

and) application of information technology for both networking and supporting at least two 

individual or collective actors in their shared performing of HR activities”. This definition 

stresses that e-HRM are mostly used for gathering information about wages, manage annual 

leave, certificates and employee training (Dery, Hall, Wailes, Wiblen, 2013) and helps explain 

why most of the studies around e-HRM are focused on cost reduction and automation 

leaving the strategic transformation beliefs unexplored. 

Against this backdrop, this thesis sets out to answer the following research question 

“why does E-HRM systems fail to effectuate a strategic transformation of the HR 

department given their perceived capabilities to the contrary?” To unearth how 

organizational perceptions behind those systems relate to the actual results achieved in their 

use, we conducted a systematic literature review on peer reviewed journals of IS and HRM 

literature, books and conferences published between 2009-2014. The literature review is 

guided by a novel conceptual framework that helps to identify in the literature concepts such 

as perceptions, intent and translation of e-HRM. In particular those concepts have been 

examined on how they have been affected by factors such as the environment, the actors, the 

technology and the strategy. The selection of those factors aims to include both the 

particularities of the IT itself and the operating environment thus allowing us to get a fuller 

view of the whole situation and identify the reasons behind commonly identified results of e-

HRM implementation and use. 

Our literature review shows a lack of theorizing in the strategic benefits of e-HRM 

therefore the benefits are difficult to be identified together with the fact that most studies 

were conducted without strategic premises in mind. By examining the relationship between 

human actors and technology enactment we identified that most of the studies are 

concentrated around two conceptual categories. In the first category many studies have been 
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identified that fail to implement the system successfully, due to several reasons. Whereas the 

second category contains studies that introduce e-HRM in an environment that does not 

have a strategic role. Both these categories imply situations where the potential of the system 

is difficult to emerge. To better untwine the capabilities around e-HRM a better theory on 

strategic e-HRM is needed. In conclusion we argue for more empirical studies that could 

explain the complex relationship between technology, human element and the environment 

where they operate. 

1.1 Layout 

The remainder of this thesis is organized as follows. Initially we present a review of existing 

research on IS use in HRM literature and propose a theoretical framework that could help to 

better explain some of the reviewed issues. Afterwards we use this framework to analyze the 

studies described. In the next section we present the results of the analysis. Later follows the 

discussion section which connects the results with the existing research and suggests future 

research directions. Finally, the conclusion wraps up the thesis by reflecting on the findings 

and the limitations. 

2. Related Research 

In order to understand the reasons that e-HRM fails to create a strategic transformation of 

the human resources department, we review the research on the use of IT in the context of e-

HRM. In doing so, we identify some issues that warrants a systematic examination with the 

aim to unearth the complex link between how e-HRM are perceived and how they are 

ultimately used in organizations. Because e-HRM is a multidisciplinary term this part 

explores the literature on HRM and introduces the research stream of IS strategy as a 

complementary source of inspiration. The IS literature had examined how user actions 

affects the outcome of technological application and so are suitable candidates for systematic 

examination. As a result we structure this section in two parts. In the first part we examine 

perceptions, benefits and problems that information systems cause to the HR department 

and while using the IS strategy research we articulate a framework to address the issues 

identified in the form of a systematic review. The framework is focused on how e-HRM is 

enacted, therefore examines variables such the role of actors, their actions in the respective 

environment, the technology that was used and the strategic outcomes. 

2.1 Background and motivation 

According to Marler (2009) the primary role of the HR function is to be an administrative 

expert by focusing on tasks such as job tracking requisitions, employee payroll, employee 

training and benefits program. During the years management of human resources (HR) 

become increasingly dependent on IS use. Tannenbaum (1990) argues that IS use in this 

context involve gathering, storing and analyzing information relevant to the management of 

human resources. After the widespread use of Internet a special case of information systems 

in human resources emerged, named e-HRM. E-HRM is a multi-disciplinary phenomenon 

which is described with various definitions along the literature. The first definition of the 
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term comes from  Ruël et al (2004) who describe e-HRM as a way that organizations could 

implement strategies, policies and practices using the Web. Some years later Strohmeier 

(2007) refines the definition of e-HRM as the application of IT on networking and 

interaction between actors on shared HR activities. In this way, IT-enabled management of 

human resources can be understood not only as a facilitator that automatically brings change 

but also as an active participant that is directly dependent on the application of IT and on the 

relationship between IT and the organization. Literature on e-HRM also includes other 

related terms. For example Virtual HRM describes networks of external and internal actors 

that offer services that replace the functionality of the HR department, Web-based HRM that 

connects the concept of HRM with internet related technologies such as ERP systems, and 

Business-to-Employee that connects the concept to managers and HR professionals 

(Strohmeier, 2007). After reflecting on the different definitions on e-HRM we observe how 

the potential of technology is acknowledged, from being used as a medium that affords 

communication between actors, to substitute HR personnel in the execution of activities 

(Strohmeier, 2007).  

 

Extant research shows that the main reason for organizational use of IT in HR practice is 

related to time savings generated by the capacity of IT to replace lengthy work that needs the 

involvement of the HR personnel, with automated procedures (Lawler and Mohrman, 2003). 

Furthermore e-HRM systems promise cost reductions (Hannon et al, 1996) through better 

coordination and control over HR activities. In this way the implementations of e-HRM 

systems often intends to allow HR professionals to focus on projects that create strategic 

value such as talent management, employee training and development programs (Dery et al, 

2013). Similarly, e-HRM systems are often designed to generate and analyze data (real time 

or not) that could assist and inform the development of new business strategies and practices 

(Lawler and Mohrman, 2003; Lengnick-HALL and Moritz, 2003; Ruël, 2011). For example e-

HRM systems have been used in order to provide performance metrics and workforce 

planning. Based on these observations, successful IS strategy implementations are 

commonly believed to create improved organizational effectiveness in turn transforming the 

HR department from a marginal operational position to a fully fledged strategic role (Ruël et 

al, 2004; Lepak and Snell, 1998).  As stated from Bondarouk and Ruël (2009, p.506) “The 

introduction of e-HRM into organizational life increasingly calls for an integration of diverse 

expertise, interdisciplinary comprehension, and modernization of the HR profession”. 

 Despite the promising outcomes concerning the use of e-HRM systems, little evidence 

has been found that supports a strong connection between e-HRM systems and 

transformation of the HR department to a strategic partner (Strohmeier, 2009; Ruta, 2009; 

Dery et al, 2013; Parry and Tyson, 2011). The lack of connection between e-HRM and the 

transformation of the HR department is supplemented by the findings of Marler and Fisher 

(2013) who argue that although the literature on e-HRM sounds promising no empirical 

evidence that describes a direct causal relation between e-HRM and strategic outcomes was 

found. Ample empirics indeed show that in many cases the HR function remains 

administrative and thus not participating in strategy making. In this way beliefs on the idea 

that IT could transform the function of HR falls short. 
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Several studies have sought to answer why e-HRM systems fail to satisfy their promises. This 

stream of research shows that the reasons why e-HRM failed to effectuate a strategic 

transformation of the HR department vary. For example Dery et al (2013) argue that the 

reason that those systems fail to create the transformation promised, is due to the over 

simplistic way we approach the relationship between technology and organization, as we 

address IT as a force that enables change. In the contrary we have to address IT as part of a 

relationship of reciprocal causality that is affected by the institutional context where it 

operates. The authors have used an actor-network theory approach (ANT) and identified that 

implementing an information system does not have deterministic outcomes because certain 

formulation of relationships between actors could affect their role. Additionally Parry and 

Tyson (2011) when examined the main goal behind firm`s adoption of an e-HRM system and 

found that only a few aimed to increase the strategic orientation of HR through the use of an 

e-HRM. Furthermore they failed to found compelling evidence that HR increases value by 

being strategic, they reason those barriers due to skill limitation on the HR team. 

Additionally environmental and social factors could affect people`s interaction with 

technology and thus affect the results regarding the use of technology (Maier et al, 2013; 

Marler and Fisher, 2013; Bondarouk et al, 2009; Huang and Martin-Taylor, 2013; Winkler, 

König, Kleinmann, 2013; of Heikkilä, 2013). Reflecting on the reasons that affected the 

outcomes of those systems we identify that IT could not be seen as a factor that drives change 

while remains unaffected from its environment. Contrariwise, IT does not operate on its own 

as it is part of a relationship where human and environmental factors shape the operation 

and the outcomes of it. 

 In our effort to identify the reasons why e-HRM systems do not create the strategic 

transformation of the HR department as promised, we focus on the complex relationship 

between IT and organizations. As described before this relationship is addressed as a 

possible reason that affects the outcomes of those systems. To critically reflect upon the 

relationship between IT and organizations we next turn to the IS strategy literature for 

inspiration. Though its longstanding engagement with those issues we believe that IS 

strategy literature is a valuable asset that helps us to address the problem. For example, 

Orlikowski (2000) describes IT use as a process or an enactment that is both dependent on 

and constitutive of different structures, therefore users enact structures through interaction 

with the technology resulting in a situation where the potential benefits of this enactment 

may not be realized sometimes. How users‟ actions affect technological outcomes are 

discussed by Arvidsson et al (2014) who argue for practical alignment with strategic intent is 

needed in order to achieve a successful implementation. The connection between technology 

and human actor is addressed by Johnson (2007) who stress that strategy is enacted by 

actors that perceive, implement and realize strategy. By bringing views on IT and actors` 

actions from the IS literature we want to stress that those views might be suitable for the 

HRM literature too. In our perspective we acknowledge that outcomes of IT systems are 

susceptible according to their uses, as a result those systems are affected by factors such as 

the environment where they operate, the actors that operate on them and the role that the 

systems have.  Therefore to progress the discourse further, in the next section we argue for a 
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framework that could help us understand the reasons affecting the results of IT in the context 

of HR. 

2.2 Theoretical framework 

The HRM literature shows that e-HRM practice contains several entities that could affect the 

strategic potential or even the implementation of those systems, therefore examining those 

topics could help us understand how and why they affect the outcomes of the systems. To be 

able to map the current topics of the literature that discussed before, this section articulates a 

general framework that will later be used to identify the relationship between human factor, 

technology and strategic directions in the respective context that are defined (Table 1 offers 

descriptions of those terms). In particular, this framework will be used as a part of a concept 

centric approach to review the HRM literature in hopes of new insight into understanding 

the reasons that e-HRM fail to achieve the strategic transformation that it promised. 

 

Term Description 

Environment Contextual factors that affected the implementation/use of e-

HRM. 

Actors The ones that plan/implement and use e-HRM. 

IT Contribution of technological perceptions to strategic outcomes or 

uses of technology that affected actors. 

Strategy Beliefs or realization of strategic outcomes. 

  Table 1. Contextual terms of the framework. 

 

This framework should serve as a simplification of the original framework that Strohmeier 

(2007) used in order to structure the relevant topics of e-HRM research. In that framework 

Strohmeier proposes that the configuration will determine the outcomes of e-HRM. 

Therefore it examines the beliefs around factors such as actors, environment, technology and 

strategy and thus tries to investigate how those factors are translated in consequences 

regarding the use of e-HRM. Additionally IS strategy literature shares some common 

problems with HRM literature, for example although  the need for organization 

transformation is a vast subject the driving forces behind the translation of IT and its 

associated ideas to actual use which could encompass strategic change, remain yet unclear 

(Orlikowski, 2000; Besson and Rowe, 2012; Arvidsson et al, 2014). This study shows that 

HRM research can use IS strategy literature to gain new and richer insights as possible 

determinants in the implementations and effectiveness of information systems. As a result 

we suggest that by examining, the environment where the system operates, the actors that 

were involved and how their actions affected the implementation or the use of the system, 

the role of the technology in implementing the strategic beliefs, we could understand how the 

benefits of those systems are associated with its actual use and thus promote or prevent 

strategic change.  

 In particular the actors of e-HRM are examined both at how they have been affected 

from the implementation/use of the e-HRM together with how their actions translate to 

strategic benefits. Interaction between people and technology is a common theme that is 
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identified in both e-HRM literature (Dery et al, 2013) and in IS strategy (Arvidsson et al, 

2014) as a crucial factor that affects the systems outcomes. Additionally the role of 

technology is examined in order to understand how technological perceptions can/cannot 

contribute to strategic HRM and how technology affected the actors. Beside its promises, IT 

creates outcomes in unanticipated ways as been affected from local practice (Orlikowski, 

2000). We therefore seek to understand how practices affected the promises of the systems. 

Addressing the environment where the situation takes place aims to incorporate all the 

contextual/environmental differences that impose particularities. Drawing from the IS 

strategy literature Besson and Rowe (2012) identify environmental characteristics such as 

norms, value systems, organizational and societal particularities as some of the reasons that 

affect the organization transformation.  Finally the strategy variable contains discourse on e-

HRM strategy and/or strategic outcomes that happened due to e-HRM inside the 

organization. By examining the variables described before we acknowledge the 

multidisciplinary nature of those systems and after drawing some inspiration of common 

problems in IS strategy literature we thus believe that they are good candidates that can help 

us identify the main reasons behind the problem. 

3. Research Methodology  

Reflecting on the related research part we argue that e-HRM does not provide the strategic 

transformation that the systems promised. We identify different potential sources behind 

this failure. Additionally when looking in the IS strategy literature we identify a potential 

direction that could help us in our problem. More specifically in IS strategy literature the 

relationship between technology and human have to be addressed carefully as it is 

constituted by actions that could affect the results of the IT applications. To progress the 

literature we designed this thesis as a literature review in which we examined the literature 

on HRM and draw ideas from the IS field, between the periods of 2009-2014 in order to 

identify how the perceived value of e-HRM is acknowledged, and more specifically how those 

views are connected with actions that translate to strategic value in organizations. According 

to Webster and Watson (2002) a literature review is important as it builds foundation which 

knowledge can be created upon, makes theory building easier to be performed and identifies 

areas that are unexplored. This review aims to tackle the emerging topic of e-HRM and 

explore how the theoretical foundation addresses this topic. Due to the fact that the topic is 

not mature enough and not of lot of accumulated research exists, together with short period 

of 5 years this literature review would be of necessity shorter but as it covers the nearby years 

and its based upon other literature reviews, it aims to provide the reader with the latest 

findings concerning the discourse on e-HRM. Furthermore due to the fact that literature in 

e-HRM contains several thematic areas such as technology, people, organization, strategy the 

research scope was diffused in different fields such as Information systems, Information 

systems strategy, Organizational studies, Human resource management which is apparent 

from the sources that the articles are coming from (Table. 2). Most of the results are from 

fields outside of the IS and are more focused on the human resource management field. This 

particularity is not necessarily bad as it was expected to a certain degree since the theme is 
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more focused on the human resources studies but it can also point out fields that are not so 

well developed and further investigation must be made. A list of the sources that were used 

in the review could be found in Table 2. 

3.1 Identification of studies 

To identify the studies that focused on e-HRM we used two internet based search engines 

such as Google scholar engine (http://scholar.google.com) and the university library search 

engine (http://www.ub.umu.se). These search engines covered all the leading journals in the 

IS and HR field and thus provided us with the literature that was needed. Furthermore books 

and conferences are also used as inputs. The search on those engines was made through 

keywords that were selected with the promise to support us with the most relevant articles 

possible. Additionally through reading some of the articles the respective journals gave 

suggestions of articles that maybe relevant to the topic. Careful consideration was taken not 

to drift away as the literature on some topics could be vast, but still some positive feedback 

was identified. Therefore, the main search terms that were used were HRIS and e-HRM, 

additional terms such as strategy and human resource management (HRM) were also used to 

complete the search. In order to provide up to date and valid results the research was focused 

in the last five year period. Our search resulted in a 40 results from which most were coming 

from the HR literature, after the analysis 13 articles withdrew as marked irrelevant. 

3.2 Replicability and Trustworthiness 

To be certain that the results of this review could be trusted and replicated certain steps have 

been taken to this direction. Initially the tools that have been used to identify these sources 

are trustworthy, as there is a big community supporting them. The search terms that have 

been used were selected after reviewing the terms that are used to describe information 

systems in the literature. Additionally the sources that the articles are coming from are 

mainly from the human resource literature but also sources from other literatures that have 

been identified. This particularity help us develop an understanding of how those systems 

are described both specific and in general through the various fields. 

3.3 Proposed Framework 

This framework should serve as a simplification of the framework that Strohmeier (2007) 

used in his research in e-HRM and the implications of it. Our version of the framework is 

based on the same principles as Strohmeier although certain variables are omitted such as 

the activity variable which refers to studies regarding the extent to which e-HRM was carried 

out electronically. As our discourse on information systems in HR does not make any 

considerations about the use of internet in e-HRM using the activity variable would not make 

any difference to our case. Additionally our version of the framework does not take under 

consideration the separation between micro/macro levels of analysis as Strohmeier does. 

Finally Strohmeier framework makes a distinction between context, configuration, and 

consequences of e-HRM. We choose not to include this conceptual categorization due to 

resource constraints. Nevertheless we elaborate on the context where events occur during 

our discussion part.  
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The rationale behind the choice of this framework is based on two reasons. Firstly the lack of 

standardization on e-HRM allows any framework to bring some levels of understanding 

about the respective situation (Strohmeier, 2007). Secondly the factors that exist in the 

framework are also identified in IS research as some of the reasons that affect organization 

transformations. We therefore seek to examine how outcomes around e-HRM are affected by 

factors such as: the environment, the actors, the IT and the strategy. By examining those 

factors it could help us understand the relationship between the perceptions around e-HRM 

and how or why those perceptions materialize or not in strategic outcomes. Additionally by 

considering how the practices and the perceptions of users affect technology enactment we 

are focusing on identifying reasons that affect the strategic outcomes due to e-HRM.  

3.4 Data analysis 

After the data was collected a qualitative content analysis was performed (Miles and 

Huberman, 1994) which was aiming to manifest content. The qualitative content analysis 

was based in a mixture between content analysis and the simplified version of the framework 

proposed by Strohmeier (2007). This framework allows us to focus on possible candidates 

that could affect the systems outcome. To recap, the factors that the framework examines 

are: IT, Actors, Environment and Strategy. In IS strategy literature it is stressed that the way 

that the relationship between IT and humans actors is performed, has consequences to the 

outcomes of the system. For those reasons we believe that this approach is plausible. 

Although the innate problem of content analysis remains, as content analysis consists of 

words and it is not until the words are organized when the comparison or the examination 

could happen, in our case the problem was a little easier. In the traditional approach after the 

content is gathered, every article is documented and codes emerge from the analysis. 

Afterwards the codes are conceptually grouped in categories. In our case the variables of the 

framework had replaced the meaning of categories. Nevertheless a two-step procedure has 

been followed, in the first step we reviewed the articles and several codes had emerged, while 

in the second step we grouped those codes in the variables of the framework. A number of 

tables were made as a result of this process (Table. 2, Table. 3). All the concepts together with 

the mapping of the literature on them, is described in the results of this thesis with greater 

detail. 

 

Table 2. Journal Matrix 

Journal name #of articles 

Journal of strategic information systems 5 

Human resource management review 3 

The international journal of human resource management 10 

International Journal of Commerce and Management 1 

Journal of World Business 1 

International Journal of Productivity and Performance 

Management 

1 

Employee Relations Journal 1 
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Procedia-Social and Behavioral Sciences 1 

Books 2 

Conference 2 

Table 2. List of journals. 

4. Results  

After reviewing the literature on e-HRM one profound finding which agrees with previous 

literature is the absence of a clear theoretical direction on the strategic benefits of e-HRM 

(Strohmeier, 2007). This direction could be used as a guideline to understand why the 

perceptions around e-HRM fail to materialize in their outcomes and more specifically to the 

promises of strategic transformation. Without this direction it is possible to end up in a 

situation where research will consist of a set of empirical observations floating unguided to 

the research stream of e-HRM. The aim of a theory is to identify a pattern which describes 

the relationship between the key variables which are identified in the situation. With the 

term pattern by no means we refer to deterministic approaches that overlook the complex 

nature of the collaboration of human element and the technology artifact (Orlikowski and 

Scott, 2008). This absence of theory to some extend is attributed to the quite novel research 

branch on e-HRM.  

Another point worth mentioning is the fact that most of the studies identified were 

coming from the HR/Management literature, this is expected to some extend because of the 

subject but strengthens our concerns that the role of IT remains unexplored, something that 

has been confirmed from our findings also. Without a clear role of IT in this procedure 

confusion and disarray could occur which will lead us even further away from strategic usage. 

Additionally the actors of e-HRM were examined on most of the studies based on how the 

system affected them, and not how their actions promoted or prevented strategic intent. 

Therefore we realize that is not possible to investigate their actions to examine how their 

strategic intent could affect strategic transformation of the department. Finally the findings 

concerning the strategic value are quite limited which is justified by the absence of some 

critical factors such as: 1) strong theoretical ground, 2) not adequate number of studies with 

clear approach of strategy. Most of the studies identified suggestions on how e-HRM could 

be strategic. Analyzing the results from a strategy-as-practice perception we conclude that it 

is more appropriate to group those suggestions as perceptions which were not implemented 

as strategic practice. In most cases we identified a problem in the implementation process 

due to several factors such as ease of use, language constrains, legislations and perceived 

usefulness, resulting in a situation where the systems are difficult to be judged based on their 

strategic promises as their implementation and incorporation to the business practices was 

not successful. Additionally cases were identified that the systems used were not perceived as 

potentially strategic from the very beginning and consequently were not used with strategic 

intent in mind. Therefore it is difficult to argue if those systems could truly provide strategic 

transformation capabilities to the HR department. The rationale behind this argumentation 

is to stress that a gap exists between the perceptions of the system and the realization of it, as 

the actions towards that direction were missing. Furthermore it seems that the strategic 



 

  12 

potential of those systems was overshadowed by firstly implementation problems and 

secondly from using the systems without strategic intent in mind.  

To gain insight in the multidisciplinary term of e-HRM we examined how the 

literature is mapped towards variables such as environment actors, information technology 

and strategy. The articles that were used in our study are presented in Table 3 which aims to 

provide information on how those articles are grouped when the framework was applied. The 

articles are presented in groupings based on their source (Journal, books, conference), while 

the columns of the table are the variables that were used. Whenever an article contains 

discourse related to a certain category it is marked with a black point. A detailed review 

concerning the factors and the results follows after Table 3. 

 

 

 Table 3. Concept matrix 

# Articles Concepts 

  Environment Actors IT Strategy 

 Journal of strategic information systems 

1 

An institutional theory 

perspective on e-HRM‟s 

strategic potential in MNC 

subsidiaries. 

Heikkilä, J. P. 

(2013). 
●    

2 

Analyzing the impact of 

HRIS implementations on 

HR personnel‟s job 

satisfaction and turnover 

intention. 

Maier, C., Laumer, 

S., Eckhardt, A., & 

Weitzel, T. (2013) 

 ●   

3 

Envisioning E-HRM and 

strategic HR: Taking 

seriously identity, 

innovative practice, and 

service. LR 

Barrett, M., & 

Oborn, E. (2013) 
● ●  ● 

4 

Lost in translation? An 

actor-network approach to 

HRIS implementation. 

Dery, K., Hall, R., 

Wailes, N., & 

Wiblen, S. (2013) 

 ● ●  

5 
Realizing the strategic 

potential of e-HRM. LR 

Grant, D., & Newell, 

S. (2013) 
● ● ● ● 

 Human resource management review 

6 

An evidence-based review 

of e-HRM and strategic 

human resource 

management. LR 

Marler, J. H., & 

Fisher, S. L. (2013) 
   ● 

7 
How strategic 

considerations influence 

decision making on e-

Schalk, R., 

Timmerman, V., & 

van den Heuvel, S. 

 ●  ● 
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HRM applications. LR (2013). 

8 

Research in e-HRM: 

Review and implications. 

LR 

Strohmeier, S. 

(2007). 
   ● 

 The international journal of human resource management 

9 

An examination of e-HRM 

as a means to increase the 

value of the HR function. 

Parry, E. (2011).  ●  ● 

10 

Concepts of e-HRM 

consequences: a 

categorization, review and 

suggestion. 

Strohmeier, S. 

(2009) 
 ● ●  

11 

E-HRM effectiveness in a 

public sector organization: 

a multistakeholder 

perspective. 

Bondarouk, T., Ruel, 

H., & van der 

Heijden, B. (2009) 

 ●   

12 

Electronic Human 

Resource Management: 

challenges in the digital 

era. 

Bondarouk, T.V., 

Ruël, H.J.M., 2009 
   ● 

13 

Theorizing the links 

between e-HR and 

strategic HRM: a model, 

case illustration and 

reflections. 

Martin, G., & 

Reddington, M. 

(2010) 

● ●  ● 

14 

E-HR and international 

HRM: a critical 

perspective on the 

discursive framing of e-

HR. 

Francis, H., Parkes, 

C., & Reddington, M. 

(2014) 

● ●   

15 

Employee perceptions 

towards web-based 

human resource 

management systems in 

Sri Lanka. 

Wickramasinghe, V. 

(2010) 
● ●   

16 

Turnaround user 

acceptance in the context 

of HR self-service 

technology adoption: an 

action research approach. 

Huang, J., & Martin-

Taylor, M. (2013). 
 ●   

17 

Making human resources 

strategic by going to the 

net: reality or myth? 

Marler, J. H. (2009)    ● 

18 

What makes human 

resource information 

successful? Managers' 

perceptions of attributes 

for successful human 

Winkler, S., König, 

C. J., & Kleinmann, 

M. (2013). 

● ●   
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resource information. 

 International Journal of Productivity and Performance Management 

19 

Antecedents and 

outcomes of human 

resource information 

system (HRIS) use. 

Normalini, Kassim, 

M., Ramayah, T., & 

Kurnia, S. (2012). 

● ●   

 Employee Relations Journal 

20 
Institutional determinants 

of e-HRM diffusion 

success. 

Burbach, R., & 

Royle, T. (2014). 
● ●   

 Books 

21 
Electronic HRM in theory 

and practice. 

B. Bondarouk, H. 

Ruël, & J. K. Looise 

(2011) 

  ●  

22 

E-Recruitment: from 

transaction-based 

practices to relationship-

based approaches. 

Girard, A., & Fallery, 

B. (2011). 
  ● ● 

 Conference 

23 

Study of Problems about 

e-HRM and 

Countermeasures in 

Modern Enterprise. 

Miao, H. (2010, 

November). 
● ●   

24 

Human resource 

information systems 

(HRIS): Providing 

business with rapid data 

access, information 

exchange and strategic 

advantage. 

Kovach, K. A., & 

Cathcart, C. E. 

(1999). 

 ● ●  

 Procedia-Social and Behavioral Sciences 

25 

Human Resource 

Information Systems 

(HRIS) in HR planning 

and development in mid 

to large sized 

organizations. 

Asha Nagendra a*, 

Mohit Deshpande 

(2013) 

●  ●  

 Journal of world business 

26 

The effects of „language 

standardization‟ on the 

acceptance and use of e-

HRM systems in foreign 

subsidiaries 

Heikkilä, J. P., & 

Smale, A. (2011). 
●    
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 Journal of commerce and management 

27 

Implementing software 

for managing 

organizational training 

and development: 

Experiences of consulting 

to a large public sector 

organization in the State 

of Kuwait 

Jones, S. (2009) ● ●   

Table 3. Concept matrix 

4.1 Environment 

By using the environment variable we aim to identify studies that were affected due to 

environment particularities in the process of introduction/use of information systems in HR 

department. It is worth mentioning that a geographical diversity concerning the source of the 

studies was found as a few were conducted outside the US (Heikkilä, 2013; Parry, 2011; 

Francis, Parkes, Reddington, 2014; Wickramasinghe, 2010; Jones, 2009; Heikkilä and 

Smale, 2011; Burbach and Royle, 2014). We identified that the environment played a 

significant role in the implementation process. Specifically cultural and legislative 

particularities, certain hierarchical structures together with differences in language 

(Heikkilä, 2013) hindered the process of standardization of an e-HRM. Cultural differences 

identified in the case of Martin and Reddington (2010) who argue for the importance to 

understand the place where people behaviors occur, framing organizational context which 

includes both institutional and cultural differences, together with differences in attitudes 

between employees of parent and subsidiary companies. Jones (2009) had also framed 

cultural challenges together with the impact of localization as some of the majors concerns 

that affect the implementation of an e-HRM system. 

4.2 Actors 

The variable “Actors” has received the higher number of studies in this review. This category 

includes all the articles that examined how the role of human factor affects or is being 

affected by information systems in human resources. Therefore by using the term “Actors” 

we refer to all people inside an organization and the whole organization. Maier et al (2013) in 

their study examined how employees‟ attitude and perceptions are connected with an e-HRM 

implementation and identified that e-HRM implementation affects employee job satisfaction 

and turn over intention, concluding that when the introduction of such a system is perceived 

as threatening it affects job satisfaction negatively. Furthermore people in HR have often low 

status and they are not technical, therefore are more prominent to negative beliefs about 

information systems in their work. Those findings are complemented with the ones of 

Wickramasinghe (2010) who examines the relationship between user satisfaction and system 

use and identified that system`s complexity correlates with its usage while system`s 

acceptance is based on user satisfaction. System usage and attitudes towards the system are 

also being affected significantly from the quality of information that the system offers 

together with its ease of use (Winkler, König, Kleinmann, 2013). Additionally Huang and 
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Martin-Taylor (2013) examine how acceptance of e-HRM could be improved by including 

employees ideas in the planning process and stress that the HR department could play an 

important role to improve those perceptions, while Normalini et al (2012) argue that 

perceptions about innovation characteristics of a system is a possible indicator that could 

determine systems usage. Grant and Newell (2013) argue that in order to realize the strategic 

potential of e-HRM we have to address subjects as the personnel involved together with the 

technology used. In the case of Dery et al, (2013) a disruption between actors of the system 

was found which was a result of the introduction process of an e-HRM. The disruption 

affected the original aims that the e-HRM was used for. Issues between personnel were also 

found from Barret and Oborn (2013) when reviewing the challenges in adopting information 

systems in HR. They identified that project management skills are needed to manage the 

engagement of e-HRM workers and other organizational units. The implementation of e-

HRM affected people relationships in the case of Francis et al, (2014) too, where negative 

impact on the social relationships between HR function and line manages was found. 

Additionally, Strohmeier (2007) when reviewing the impact of human factor identifies the 

role that the organization has when creating business drivers and HR deliverables, a role that 

has strong impact in strategy also. In a future article Strohmer (2009) again identifies that 

the organizations choices and actions as the main source of e-HRM consequences. Martin 

and Reddington (2010) argue that in order to understand the outcomes of information 

systems in HR we first have to understand the context which the situation takes place. 

Organizational and cultural norms together with attitudes towards employees and 

interdependence relationships are the most relevant reasons that affect context. Furthermore 

Burbach and Royle (2014) found that institutional factors such as external, relational, 

organizational and individual could determine the success of an e-HRM implementation. 

User related reasons that affected the implementation of e-HRM, such as resistance to job 

change, job insecurity and fear of having inadequate skills, are identified by Jones (2009) as 

some of the major concerns in the context of human factor. Finally in his study Parry (2011) 

found that organizations that use e-HRM are not achieving cost savings, at least not due to 

reduction in HR headcount which is explained from the fact that organizations could get rid 

of transactional tasks that need people involvement. It is evident that the main focus on the 

studies concerning human factor is the implications that the system brings to people. 

Although people are identified as factor that could affect a system`s performance, their 

actions towards a strategic intent are neglected. As a result when examining the relationship 

between IT and actors we realize that human actors are dependent on particularities of IT 

when approaching the situation from a consequences angle, but we fail to elaborate on how 

actors‟ actions affect the strategic outcome.  

4.3 IT 

In our review the IT variable includes studies that addressed IT with adequate attention as a 

possible reason that affects the actions and the consequences of an e-HRM or address 

technology as a possible driver of e-HRM. Besides a documentation of the names of the 

different e-HRM that had been used, none of the studies offered detailed information for the 

systems used. As a result a comparison between the available technologies was not possible. 
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This finding is in line with the findings of Grand and Newell (2013) who suggest avoiding 

studies that focus on the individualities of technology between different e-HRM systems as 

those studies will not provide major new findings. Furthermore, Dery at el, (2013) identified 

differences between the adoptions and use of technology in the systems implementation, 

thus recognizing the importance of technology in the relationship between technology and 

organization.  Additionally Dery et al, (2013) suggest withdrawing the deterministic view on 

technology and following an approach where technology and organizations are mutually 

dependent. Strohmeier (2009) is one of the few authors that recognizes the role of IT by 

initially reviewing the current beliefs about IT on the literature and later suggest addressing 

IT as a source of change on organizations. Furthermore, Ruël (2011) in his book refers to the 

views of Strohmeier and Piazza that acknowledge the change that IT brought as created the 

space for an alternative research approach such as the one of web mining. The role of 

information on IT systems is addressed by some authors, Kovach and Cathcart (1999) who 

identify the importance of information in human resources by arguing that IT is easy to be 

judged in terms of hardware and software but the true benefit lies on the numerous ways that 

IT could processes information. Along the same line Winkler et al, (2013) addressed IT as a 

medium that could spread human resource information (HRI) and could be used in a 

decision making procedure. IT could provide the necessary innovation characteristics that 

could affect the use of systems in the HR department Normalini, Kassim, Ramayah, Kurnial 

(2012). These findings are in line with the ones of Girard and Fallery (2011) how keenly 

support the innovative ways that IT offers. Although IT perceptions were positive in many 

articles, the way that we translate from perceptions of the systems to actual realization of 

strategic outcomes and the role of IT in this procedure still lacks theorization. 

4.4 Strategy 

Articles that grouped under the “Strategy” variable include a discourse around the strategic 

perceptions in the use of e-HRM. It is worth mentioning that strategy according to the 

literature could be defined in a numerous way depending on the field that the definition 

comes from. This review identified a lack of a theoretical foundation that could explain and 

clarify the numerous beliefs on the strategic benefits of e-HRM. Unfortunately no strong 

findings on strategic use of e-HRM were identified which comes in line with findings of 

previous research (Parry and Tyson, 2011). As a result this category does not group studies 

that strongly identified that the use of e-HRM could provide strategic benefits, but recognizes 

cases where strategic outcomes were likely to happen but overshadowed due to problems or 

contain suggestions that could enlighten the strategic failure behind e-HRM. Grant and 

Newell (2013) stress that e-HRM could offer strategic benefits but it is important to take the 

right actions so those benefits could be realized. Those findings are supported also from 

Schalk, Timmerman, van den Heuvel (2013) who identified cost savings as the most 

dominant reason for developing an e-HRM but suggested that e-HRM could offer time 

savings to the HR department and thus make them engage in strategic tasks. Additionally e-

HRM could provide valuable information that could be used in different occasions.  

Another important point is the perception of strategy that an e-HRM could create and 

thus change the role of the HR department. Barrett and Oborn (2013) connect value creation 
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with strategic potential and thus elaborate on how value could be created as a result of an e-

HRM. The rationale behind this thinking is based on more efficient processing of 

administrative work, new ways of strategic collaboration and finally the incorporation of 

innovation practices (Mechanics for creating and integrating new ideas). Strategy in HR also 

needs to be aligned with business strategy (Strohmeier, 2007), nevertheless because the 

findings on strategy are mixed further enquiry is needed. These findings come in line with 

Marler and Fisher (2013) who identified the need for a stronger theoretical groundwork in 

order to move ahead from the primitive strategic HR perspectives that we are at now. Schalk 

et al, (2013) argue that for an e-HRM to provide strategic benefits, it must be implemented 

with strategic considerations about its use, which was not always the case. In the same line 

are the findings of Parry (2011) who also stress the importance of the direction that the HR 

department has to follow due to the introduction of an e-HRM. Additionally Parry (2011) 

found that the use of an e-HRM did not resulted in decrease of headcount in HR department, 

as HR personnel may be assigned in other activities. Those findings come as a contradiction 

with the literature on e-HRM, but also reveal that the use of e-HRM shows a desire of the HR 

function to make use of skills and reshape the strategic role of the department inside the 

organization. Reshaping the HR function in a more strategic direction is also supported by 

Bondarouk and Ruel (2009) who examined how e-HRM was used and found that the leading 

use of e-HRM was to support the administration function, therefore they argue that for an e-

HRM to produce strategic benefits it must be used as an innovation that supports strategic 

tasks in an environment that is driven from strategic promises. In their book Girard and 

Fallery (2011) examined the role that an e-HRM system played to the recruiting process and 

proposed a requirement model that is strongly bounded to an e-HRM, revealing a case of a 

strong cooperation between HR practices and e-HRM technology. The belief that using e-

HRM will automatically make HR function more strategic is controverted by Marler (2009) 

who present a promising view according to which using an e-HRM would not possibly 

transform the HR department, but an HR department which already has a strategic role 

could be benefited from an investment in e-HRM in the form of competitive advantage, 

additionally the authors believe that further investigation into the subject is needed. Martin 

and Reddington (2010) also argue that for HR to be treated as a strategic partner it must use 

technology to affect human capital. It is worth mentioning that in their article they examined 

if it is easier to change an e-HR technology or revise the HR process to fit the technology and 

concluded that it is costly to change already e-HR technologies that are already developed. 

After applying the framework, the lack of theoretical direction on the strategic benefits of e-

HRM was evident. Additionally the strategic perceptions vary among the studies as they 

drew upon suggestions coming from empirical cases. 

5. Discussion  

We used a framework that could help us understand how IT perceptions actually translate to 

practice by mapping the literature in variables such as the environment, the actors, the IT 

and the strategy. By using the framework we tried to examine the relationship between IT 

and human factor. This special relationship is a known matter of debate in the IS strategy 
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literature which was the source of our inspiration. The framework helps us understand how 

beliefs around e-HRM are translated in practice. As a result to identify if e-HRM could 

provide strategic transformation we first addressed how beliefs around e-HRM are defined in 

the literature (see related research for more). By using the original framework of Strohmeier 

we would initially examined how relevant topics are structured in the literature of e-HRM 

and later focus on how configurations of e-HRM would determine the outcomes of the 

system. We build upon that by bringing the IS strategy literature in the discourse and try to 

move away from “configuration” as a static entity, to “enactment of technology” were the 

focus is on what people do with the technologies that they use (Orlikowski, 2000). As a result 

a couple of issues have emerged. 

 Initially we found that besides the strategic promises of e-HRM, there is no strategic 

definition around e-HRM and the fact that there are quite many definitions on e-HRM (Ruël 

et al, 2004; Strohmeier, 2007) did not make the things easier. Furthermore, our 

understanding about the many definitions of e-HRM could reveal two things, first that the 

research branch around it is new and thus did not settled how an e-HRM could be positioned 

in the literature and second that an e-HRM contains many different disciplines thus we have 

to follow a multi-disciplinary approach to further understand its implications. What was 

evident when we were examining the literature was that most of the studies were lacking a 

theoretical discipline that could frame the strategic benefits of e-HRM, as a result the 

strategic beliefs in most of the studies were builded upon empirical observations. These 

findings are in line with the ones of Strohmeier (2007) in an earlier study. It is important for 

us as practitioners to develop a theory that could explain the steps from strategic perceptions 

to actual strategic outcomes.  

 Additionally we stress that the human factor was one of the main subject of focus in 

the articles. Many articles had examined issues concerning the human factor (Maier et al, 

2013; Dery et al, 2013; Grant and Newell, 2013; Schalk et al, 2013). Although the human 

factor monopolized interest, what was common between the studies was that all of them 

addressed the human factor as a receiver of the system and therefore examined concepts 

such as implications, implementation or use of the system. With this approach the actions of 

the users towards strategic outcomes were neglected or overshadowed. We believe that this is 

an important detail, as it was stressed from some authors, information systems in HR were 

not used with strategic promises in mind (Parry and Tyson, 2011). In some studies the 

importance of IT was stressed (Dery et al, 2013; Winkler et al, 2013) although the majority of 

the studies addressed IT as a potential cause that could affect the relationship between IT 

and human factor, no details about the systems or their functionality is been addressed in the 

literature. We thus believe that we need more studies based on IT usage that creates strategic 

advantage. Additionally the environment variable imposed challenges either due to cultural 

differences (Martin and Reddington, 2010; Jones 2009) or due to language differences 

(Heikkilä, 2013).  

Drawing from the literature of IS strategy we believe that HRM literature is lacking of 

studies that could promote the discussion of strategic intent to strategic realization. The 

relationship between technology and organization has been of interest in the organizational 

studies for a long time (Orlikowski, 2000). Although in our case the value of actor/ 
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organization was addressed in many cases, we argue that in order to move forward we have 

to address how people`s actions “constructed” the result of technology. In response to this 

argument we argue for studies that could explain this relationship. Furthermore, after 

conducting the analysis we found that the majority of articles are gathered around two main 

thematic categories. Therefore we acknowledge those categories as possible barriers that 

prevented the strategic potential of e-HRM systems. The first category focuses on 

implementation problems with e-HRM while the second one is about descriptions/ 

suggestions around the relationship between the HR function and e-HRM. 

5.1 Implementation problems 

In our review we identify a strong tendency to focus on the human side, many studies have 

used techniques such as Technology Acceptance Model (TAM) and Resource Based View 

(RBV) in order to understand the implications that the system imposed to users. Several 

concepts were identified such as perceived usefulness, ease of use, lack of skills, and fear of 

change which were possible drivers that could judge whether the system succeeds or not 

from a human perspective. By no means we ignore the importance of human`s acceptance of 

technology, as it is a major part in the whole project neither we want to end up to a strict 

deterministic approach where the technology is the only origin of consequence. We argue 

however that it would be useful to have an understanding a step further down the road and 

examine how human actions affected their initial perceptions on e-HRM and if those actions 

where barriers or drivers to strategic outcomes. After reading the literature on e-HRM 

systems a disconnection between system perceptions and system use was evident. People 

were reviewed as recipients of technology and not as users that they seek certain actions to 

use technology in a way that it will fulfill their promises. This comes in line with the 

implementation approach that was evident in many cases. Besides the human element we 

have seen that the environment also played a significant role that affected the 

implementation process (Martin and Reddington, 2010; Heikkilä, 2013). Different 

environments apply different norms, legislations and cultures and thus have different 

consequences. Furthermore, factors such as local language and trade unions must be taken 

under consideration as they impose additional particularities. 

5.2 Relationship between HR and e-HRM 

Although most of the studies focused on the implementation process and did not discuss 

specifications of the technology used, some studies identified that it is important to design e-

HRM from the beginning with strategic considerations, as it may be difficult and costly to 

make changes afterwards. Some authors suggested that in order for HR department to be 

strategic it must be aligned with other strategic business units (Strohmeier, 2007). This 

views are in line with the strategic value of information systems on IS literature (Chen, 

Mocker, Preston, Teubner, 2010). When examine the benefits of e-HRM many studies have 

acknowledged either cost saving or modernization of the HR department. Therefore we 

believe that there is a gap for the role of technology. Most studies had beneficial promises for 

e-HRM although the connection of technology with organizations practices, from a 

perspective of change was week. To some extend this was due to the vague relationship 

between theory of e-HRM and its practice. By no means we have found strong evidence that 

the use of an e-HRM system could made the HR department strategic but it was prominent 
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that for e-HRM to be strategic it must be used with a strategic intention. Many of the cases 

revealed that the systems were used without strategic purposes but rather as tools that could 

provide automation and cost savings, therefore eliminating any possibility for strategic 

benefits. Additionally if the e-HRM was applied in an environment where the HR 

department already played a strategic role then it could only give more benefits with the 

technological capabilities that could provide (Bondarouk and Ruel, 2009). Therefore we 

recognize that theory on e-HRM needs further development for us to understand how the 

space for strategic benefits of the system could be created. Furthermore, no connection was 

found between strategic perceptions and strategic outcomes. In IS literature there are strong 

recommendations of how strategic intention could be shaped from users practice (Arvidsson 

et al, 2014), but in our case no such actions were identified. As a result further exploration is 

needed to connect the procedure between technology perception – practice of technology – 

and strategic outcome. We perceive that the literature on e-HRM acknowledges that the 

relationship between IT and humans is affected from several factors, but it does not progress 

the discourse further to identify how this relationship could create the strategic outcomes of 

e-HRM. 

5.3 Implication for practice 

This review has several implications for practice, more specifically it aims to clarify why 

perceptions on e-HRM are not translated in strategic outcomes because of the practice of the 

system. E-HRM systems have a multidisciplinary nature and therefore must be positioned in 

a discourse that takes under consideration many variables. The environment that the system 

operates affects both the implementation and the use of the system, while the system affects 

the people using it. E-HRM could provide the ability to transform a part of an organization, if 

certain conditions are met. Using the system and anticipating strategic benefits is a latent 

view that addresses technological outcomes as deterministic, therefore must be avoided as it 

will not yield any benefits. Managers have to view e-HRM as a tool which must be part of the 

strategic intent formulation in an organization and find ways to use the features that this tool 

offers to achieve their goal. Providing results that highlight the conditions that lead to 

failure`s concerning the strategic promises of e-HRM could help managers to escape form 

false beliefs regarding the system and focus on planning the implementation/use of a system 

in the appropriate context. 

5.4 Implication for research 

The field of strategic HR is new and the studies are focusing on the implications and the 

benefits of an e-HRM too, therefore this review aims to provide results with an improvement 

character that could help research to progress forward. More specifically the need for a 

theory that conceptualizes the strategic intent of e-HRM is urgent together with studies that 

focus on the role of technology in organization transformation which are examined under a 

strategic realization. Implementation problems and the context of operation of e-HRM 

systems were the two main conceptual categories that emerged, therefore research has to 

address those categories as possible reasons that could hide the transformation effects of e-

HRM. Additionally the relationship between IT and human factors needs further exploration 
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as for example human factor is perceived as a recipient of technology and not as an agent 

whose actions produce different results. Additionally this thesis aims to make contribution to 

the novel area of e-HRM by addressing how technology is perceived, the types of strategic 

intent that are formed and how those intents have or have not been translated to practice. 

5.5 Limitations 

It is important to know that this thesis has several limitations also as it encountered a novel 

research branch where the theory behind the strategic promises of e-HRM is not have grown. 

Moreover the framework that was used could suffer from a high degree of subjectivity in 

terms of grouping the data, together with the fact that it did not take under consideration 

different levels of analysis that happened in Stroihmeier`s framework that could provide 

further findings. Finally a literature review is a skillful task that is affected to a certain degree 

from the author`s experience. These limitations by no means call into question the findings 

of this thesis but recognize the situation under which the study was conducted. 

6. Conclusion  

To understand the reasons why e-HRM fails to succeed in its strategic promises we 

conducted a literature review that examined the current perceptions around e-HRM while 

bringing in the discourse the IS strategy literature as a source of inspiration. After using a 

theoretical framework we identified that e-HRM literature lacks of theoretical direction on 

the strategic benefits of e-HRM, therefore we argue for the need of a theory that explains how 

e-HRM could achieve the strategic transformation that was promised. Since this field is not 

well developed theoretically, we concluded that further studies are needed to address the 

current problems. We believe that HRM literature could look at the IS strategy literature 

where is stressed that the relationship between IT and organization is not fixed and therefore 

is directly connected with the practice of technology. Additionally we have seen that the 

implementation process suffers for many problems that are caused by technological and 

environmental particularities. Therefore those issues have to be addressed first in order to 

see the benefits of an e-HRM. In order to understand the relationship between people and 

technology we suggest to researchers to follow a moderate deterministic approach that is 

focused on both technology and human. We propose a research direction where the role of 

technology will be examined more and thus unfold its true potential. More specifically we 

propose to investigate the activities that an e-HRM will contain, activities which must be 

defined in accordance to suggestions from the HR department. Bringing the HR department 

on the design table not only could provide the expertise needed for the specific tasks, but also 

could improve the strategic position of the department in the organization. Furthermore we 

propose more studies that examine people`s actions in order to investigate how we progress 

from strategic intent to strategic use of a system. Using an e-HRM alone could not shift the 

HR department to a strategic direction, as this is the case for all information systems. What 

is important though is to reconstruct the processes of both the HR department and the 

organization and to position the e-HRM in those processes. Our understanding is that e-

HRM`s potential to introduce strategic benefits to the HR is hidden behind implementation 
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problems or a context that it does not allow its full potential, therefore we stress that this 

field needs further exploration. 
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