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[bookmark: _Toc228076235]Abstract (in English)
This paper investigates Electronic Human Resource Management (e HRM) as an influential force for increasing the efficiency of banking operations. In this present business environment characterized by rapid change, technology’s role has become indispensable when it comes to improving organizations’ performance via HR functions. The research aim is to determine how employees feel that e HRM impacts their work efficiency as well as any issues and concerns they have or have had with e HRM implementation.
Data was collected from employees working in banks located in Riyadh City via an organized survey, and two general areas of questions were surveyed (i.e., employees’ perceptions regarding the effect of e HRM on their work efficiency; and issues encountered with e HRM implementation). By using these points of data collection, this research seeks to provide an understanding of the relationship between e HRM and work efficiency for the banking sector.
Overall, the data collection via surveys revealed that employees within the banking sector were relatively positive about how e HRM has positively influenced their work efficiency compared to past HR business processes. Employees reported that e HRM helps HR functional processes, such as recruitment, training, performance management, and communicating to become more efficient and productive. Additionally, the data indicates that there is a strong positive correlation between positive employee perceptions of e HRM and perceived work efficiency improvements.




[bookmark: _Toc228076236]Abstract (in Arabic)
تتناول هذه الدراسة إدارة الموارد البشرية الإلكترونية (e-HRM) بوصفها أحد العوامل المؤثرة في رفع كفاءة العمليات المصرفية. ففي ظل بيئة أعمال سريعة التغير، باتت التكنولوجيا عنصرًا أساسيًا لا يمكن الاستغناء عنه لتحسين أداء المؤسسات، لا سيما من خلال وظائف الموارد البشرية. وتهدف الدراسة إلى التعرف على تصورات الموظفين تجاه أثر e-HRM في كفاءة أدائهم، فضلًا عن رصد أبرز التحديات والمخاوف التي واجهوها أو لا تزال تواجههم عند تطبيق هذا النظام.
وقد جُمعت البيانات من موظفين يعملون في بنوك بمدينة الرياض، وذلك عبر استبيان مُنظّم شمل محورين رئيسيين: الأول يتعلق بآراء الموظفين حول تأثير e-HRM في كفاءة عملهم، والثاني يتناول المشكلات التي برزت أثناء تطبيقه. ومن خلال هذه المعطيات، تسعى الدراسة إلى توضيح طبيعة العلاقة بين إدارة الموارد البشرية الإلكترونية وكفاءة العمل في القطاع المصرفي.
وأظهرت نتائج الاستبيانات بوجه عام أن موظفي القطاع المصرفي ينظرون بإيجابية نسبية إلى دور e-HRM في تحسين كفاءة أدائهم مقارنة بالإجراءات التقليدية السابقة في إدارة الموارد البشرية. كما أشار المشاركون إلى أن هذا النظام أسهم في تعزيز كفاءة وفاعلية العديد من وظائف الموارد البشرية، مثل التوظيف، والتدريب، وإدارة الأداء، والتواصل. كذلك كشفت النتائج عن وجود ارتباط إيجابي قوي بين تصورات الموظفين الإيجابية تجاه e-HRM والتحسن الملحوظ في كفاءة العمل.


















1. [bookmark: _Toc228076237]Chapter 1: Introduction











1.1. [bookmark: _Toc191536036][bookmark: _Toc228076238]Overview and Background 
Electronic human resources management (E-HRM) is the technology-based management of various areas of an organization's human resources (HR) (Srivastava, 2010). Examples of HR applications include recruiting, hiring new employees (onboarding), managing employee performance, training and developing employees, and payroll (Kavanagh, et al., 2012; Ruel, et al., 2007; Tan, et al., 2010). The use of E-HRM has increased over the past several years as organizations seek to improve efficiency in their workforce and streamline their HR processes.
The primary advantage of E-HRM is that it allows HR professionals to automate many of the routine administrative tasks HR departments perform that take time away from HR being able to perform strategic HR talent acquisition and development activities (Ruel, et al., 2007). Additionally, the use of E-HRM allows the HR department and its employees to have improved accuracy and consistency regarding HR data, which will ultimately allow for informed decision-making concerning the workforce (Kavanagh, et al., 2012).
In Saudi Arabia, as in other countries, the bank system is one of the primary engines driving the economic growth of the country (ALZYADAT, et al., 2021). In addition, HRM is one of the major determinants of successful and profitable banking operations, the development of new banking products, and a bank's ability to provide quality service to its customers. The strategic implementation of human resources management (HRM) allows employees to develop core competencies that differentiate banks within the banking industry, and ultimately provide competitive advantages for the banks that possess those competencies. In contrast, banks in Bangladesh do not have significant variations among their service offerings. Accordingly, banks in Bangladesh must develop a skilled and educated workforce to not only satisfy their current customers but also to attract new customers to their banking institutions and thereby generate a profit. Therefore, the impact of HRM practices on bank performance is extremely challenging to financially quantify. Therefore, the critical need for banks to justify their investment in their HRM department must begin with the evaluation of the financial contribution of HRM practices on their overall banking organization (Masum, et al., 2016).
1.2. [bookmark: _Toc191536037][bookmark: _Toc228076239]Research Problems
Many companies are using technology to change their processes and how they do business, such as using electronic human resource management (e-HRM) systems to improve efficiencies in their operations and be more competitive in a fast-changing marketplace. The banking industry in Riyadh City is using e-HRM systems to increase efficiencies by streamlining human resources functions, including recruitment and selection, training, performance management, and record keeping. Banks are looking to increase the efficiency of their employees to be able to compete with their competitors.
In the interest of increasing work efficiency through the use of e-HRM systems, researchers need to look at how much e-HRM systems really help increase the efficiencies of banks' operations in Riyadh City. Therefore, there is a need for this study to close the gap between what researchers expect from e-HRM systems based on research and what is found through data collection in actual banks in Riyadh City.
1.2.1. [bookmark: _Toc191536038][bookmark: _Toc228076240]Theoretical Gap
The positive theoretical consequences of e-HRM systems, such as enhanced efficiency and organizational effectiveness, are recognized as generalities too. However, there are only limited theoretical frameworks which can be applied to e-HRM in the banking sector, particularly in the context of the Riyadh area. The literature does not yet deliver to the banking sector's comprehension how the application of e-HRM will serve the distinction of regulatory operational and technical constraints, as well as customer service complexity. Most theoretical models of e-HRM are hypothetical and illustrate the functional operation of e-HRM. As such, there is significant doubt about whether or not the expected model will materialize in the banking sector of the city of Riyadh.
1.2.2. [bookmark: _Toc191536039][bookmark: _Toc228076241]Empirical Gap
The empirical gaps with regard to ACMS use within the banking sector and in Riyadh City are relative extensions of the above-stated theoretical gap(s). Many people are excited about the future potential of ACMS in the banking sector in Riyadh. At this time, however, limited empirical research has demonstrated that the expected level of efficiencies will be reached through the use of ACMS in the banking sector in the city of Riyadh. The literature regarding ACMS does not provide sufficient evidence supporting that ACMS has created actual operational efficiencies in the banking sector in Riyadh City thus far. Because of the continued lack of empirical experimentation confirming the operational efficiencies derived from e-HRM application in banks in Riyadh, the question of whether or not a positive correlation exists between e-HRM technology application and the realization of expected operational efficiencies is in question. In addition to other regions, banks located in the city of Riyadh are heavily regulated and service oriented. Because of the differences in both service orientation and regulatory requirements, the extent to which e-HRM can generate the expected benefits could differ from other studies. Until now, there is no means to determine whether or not there is a correspondence between the expected benefits of e-HRM and the actual results experienced through the use of e-HRM in banks located in Riyadh, would resolve either of the above-mentioned gaps theoretically and empirically would provide needed understanding of the future use of ACMS in the city of Riyadh. 
Therefore, to resolve both theoretical and empirical gaps with respect to e-HRM use in banks located in Riyadh City, is imperative in developing effective means of establishing the anticipated benefits derived from the application of e-HRM relatively to banks within the context of Riyadh City.
As a result of the above text, the primary research question is, "What effect does the use of e-HRM have on the operational efficiency of the workforce in banks located in Riyadh?"
1.3. [bookmark: _Toc191536040][bookmark: _Toc228076242]Research Significance
The study being conducted on the application of Electronic Human Resource Management (e-HRM) systems in improving efficiency at work in Riyadh City's banks is an important study because it can help inform decisions, improve how resources are allocated, and improve the banking sector. The next sections outline the major reasons why this study is so important.
1.3.1. [bookmark: _Toc191536041][bookmark: _Toc228076243]Theoretical Significance
This study will fill a critical gap in current knowledge about the theoretical study of e-HRM systems and how they improve the way banks in Saudi Arabia operate. Previous research has developed a theoretical background to support e-HRM systems in various organizations, but very few studies have applied that theoretical background to the regulated, operational realities of banks in Saudi Arabia, and there is still much to be learnt about how e-HRM systems can be used to improve bank performance. Specifically, by studying the relationship between e-HRM usage and efficiency at work, this research can inform how current theory about the use of e-HRM systems can be applied in banks to increase performance.
This research can also stimulate more future academic conversations about how technology and human resource systems contribute to the overall success of an organization. The relationship between digital transformation and organizational performance is complex and happens in many other industries and how institutions can use technology to enhance performance will contribute to the continued development of theoretical advances in implementing HR technology (Cherif, 2020).
1.3.2. [bookmark: _Toc191536042][bookmark: _Toc228076244]Empirical Significance
The study's importance extends well beyond its theoretical contributions to empirical evaluation. Assessing how e-HRM may impact day-to-day operations for employees in Riyadh City's banking sector is of critical importance as banks adopt more technology into their HR practices. More specifically, gaining knowledge about how e-HRM directly impacts employee work is necessary for sound decision-making on how banks allocate resources in a manner that produces tangible improvements in employee work efficiency.
e-HRM can also change the nature of HR-related business processes and affect the daily experience of banking employees. By identifying the benefits and challenges of e-HRM and areas for further development, this study may help create a more efficient and satisfying work environment Using technology to lower the number of administrative tasks for the human resources HR department; provide more access to HR services; and facilitate employee skills development creates a greater chance of employees experiencing higher levels of job satisfaction and being retained with the business.
Additionally, the efficiency of banks is critical to the success of the entire financial services sector in Riyadh City. Consequently, accurate information about how effective e-HRM has been will be needed to maintain competitive advantages within the banking industry as a high-performance banking industry is critical to the overall economy of Riyadh City. Conversely, developing a misalignment between the use of technology and organizational level work efficiency could result in a waste of resources and lower productivity. By providing empirical evidence regarding the relationship between e-HRM and employee work efficiency, this study will provide banks with data that can guide improvements to their HR workings leading to improved productivity throughout all banks in Riyadh City (Alrahahle et al. 2014).
The significance of this research will not only be theoretical in nature but also will span empirical results. The achievement of theoretical refinement, practical guidance to banks and employees, and increased capability to support the digital transformation of the banking sector will all be significant benefits realized from this study. Thus, this study will have implications regarding how well banks are able to implement technology to improve employee work processes and promote improved levels of efficiency within the rapidly changing environment of banking in Riyadh City.
1.4. [bookmark: _Toc191536043][bookmark: _Toc228076245]Research Questions   
1) [bookmark: _Toc191536044]What is a major e-HRM practices employed in banks located in Riyadh?
2) What influence does e-HRM have on the productivity and effectiveness of workers within banks situated in Riyadh?
3) What will be some of the hurdles encountered with regard to implementing an e-HRM program into a banking environment, in Riyadh?
4) How do banking institutions within Riyadh supervise and safeguard their customer's sensitive information whilst utilizing an e-HRM system?
5) What role may an enhancement strategy play towards successful exploitation and acceptance of utilizing an e-HRM System by banks located within Riyadh?
1.5. [bookmark: _Toc228076246]Research Objectives
The research will address the relationship between e-HRM technology and employees' productivity in the workplace. The following research objectives will be examined:
· Examine the key factors necessary for an organization to adopt and use e-HRM successfully and provide best practices for effectively implementing e-HRM in organizations.
· Develop a clear understanding of the relationship between e-HRM technologies and the traditional HR functions of recruiting, training, performance management and maintaining employee records.
· Examine the relationships between e-HRM, productivity, job satisfaction, employee turnover and organizational performance.
· Identify barriers/risks associated with adopting e-HRM and propose potential solutions for overcoming these barriers.
· Investigate how contextual characteristics such as organizational size, type of industry and geographical location will influence the success of e-HRM systems.
· Examine the ethical issues related to implementing e-HRM technology, which include employee privacy, the security of their personal data and the ethical use of their personal data.
· Explore opportunities for integrating e-HRM technology with new technologies (e.g., AI and machine learning) to improve productivity in the workplace.
· Develop a training programmed with instructional material to allow HR professionals to gain the skills required to use e-HRM effectively.
· Examine the use of e-HRM technology in talent management, employee development and succession planning.
· Provide organizations with evidence-based recommendations, based on multiple industries, on how to leverage e-HRM to increase productivity.
· Support both the academic and professional communities regarding the connection between the digital transformation of HR and human capital management.
To accomplish this goal, we will conduct an in-depth examination of e-HRM implementation strategies to enhance organizational employees (Johnson et al., 2019).
1.6. [bookmark: _Toc191536045][bookmark: _Hlk191519259][bookmark: _Toc228076247]Research Hypothesis  
· Hypothesis 1: Workplaces which adopt and use e-HRM systems to a greater extent will achieve better efficiencies than workplaces which do not adopt nor use HRMS to a significant degree.
· Hypothesis 2: The implementation of e-HRM systems will facilitate improvements in HR operations such as recruiting, orientation, performance evaluation, training, and development that will result in improved productivity and employee efficiencies.
· Hypothesis 3: Employees at workplaces using e-HRMS effectively will experience higher job satisfaction and retention rates as e-HRMS provide employees access and transparency to HR information and resources.
· Hypothesis 4: The effectiveness of e-HRMS will be impacted by contextual aspects, including the size of the organization, the industry type, and the geographic location, with larger or more advanced organizations using e-HRMS more effectively than smaller or less-advanced organizations.
· Hypothesis 5: Adoption of e-HRM systems may create ethical issues related to employee privacy and data protection, which may adversely affect employee productivity if these ethical concerns are not adequately dealt with.
1.7. [bookmark: _Toc191536046][bookmark: _Toc228076248]Research ModelE-HRM Implementation

Employee Engagement (Mediator).
Workforce Efficiency (Dependent Variable)
Organizational Size (Moderator) 
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[bookmark: _Toc191530728][bookmark: _Toc191682371][bookmark: _Toc194446433][bookmark: _Toc194446553][bookmark: _Toc228076424]Figure 1: Research Model. Source: The Researcher. (2025).

1.8. [bookmark: _Toc191536047][bookmark: _Toc228076249]Empirical Study
An empirical study will be undertaken to evaluate the effect of e-HRM implementation on work productivity (operational efficiency) in selected banks located within Riyadh City. The empirical study will use a mixed methods research design that combines quantitative (numeric) data calculated from a survey of employees regarding their perceptions, and metrics measuring the level of operational efficiency in the organization (e.g., recruitment, employee engagement/satisfaction, performance appraisals, etc.). The methodology will permit the researcher to examine the influence of e-HRM implementation on various human resource management functions to determine if there has been any increase in operational efficiency after implementing e-HRM systems within banks in Riyadh City.
In addition, by comparing the data that was collected prior to and following the implementation of e-HRM, the researcher will be able to isolate the degree of influence that e-HRM implementation had on operational efficiencies in each of the selected banks. Based on the data that will be gathered, the researcher expects to find a positive relationship between e-HRM adoption and the improvement of operational efficiencies within the selected banks.
The findings of this study will be beneficial for all banks in the Riyadh City and can be used by the banks to improve on their current human resource processes, improving the overall performance of the banks in the region. The overall goal of this research is to increase human resource technology improvements within the banking industry, thereby providing banks with the ability to use e-HRM technology to increase their productivity, streamline their operations, and increase employee satisfaction.
1.9. [bookmark: _Toc191536048][bookmark: _Toc228076250]Project Structure

[bookmark: _Toc191530729][bookmark: _Toc191682372][bookmark: _Toc194446434][bookmark: _Toc194446554][bookmark: _Toc228076425]Figure 2: Project Structure. Source: The Researcher. (2025) 






















2. [bookmark: _Toc228076251]Chapter 2: Literature Review













2.1. [bookmark: _Toc191536050][bookmark: _Hlk196231010][bookmark: _Toc228076252]Introduction
The implementation of e-HRM systems as an EHRM strategic response to the evolving demands of the modern business world. This literature review focus on examining the e-HRM’s role in improving work efficiency specifically in the banking industry located in the city of Riyadh. 
Over time the HR management function has drastically changed (Walker and A.J. 2001). HR Technology must provide for a major change in how the work is done by Human Resources Personnel. HR Technology must greatly improve the level of service provided by HR Personnel, provide more opportunities to Human Resources Personnel for working on higher value-added activities, and significantly reduce the costs of Human Resources. HR Technology can achieve these objectives by using a variety of systems, which range from reducing Human Resources staff and the use of (outsourcing) purchased Human Resources services to introducing new forms of technology.
In HR-related Literature, Prasad (2003) defines computerized HRIS, which provides systematic ways of providing information about HR (and how it operates) and the impact of external factors on how to manage HR (Prasad, 2003). Large organizations increasingly utilize e-HR because they are able to collect, store and process and manipulate large amounts of HR Data inputs, and e-HR allows organizations to significantly lower the costs of maintaining HR data and providing accurate information about HR, and e-HR allows organizations to present HR Information anywhere and at any time. (Chansoriya and Shukla, 2019) (Armstrong, 2006).
HR Systems are now available that include all of the data and information needed for HR activities. Examples are Employee Databases, Payroll Systems, Applicant Tracking Systems, and Learning Management Systems among many others. All of these HR Systems may be web-based so they can be accessible anywhere and at any time. (Kettley and Reiley, 2003).
The e-HR System is a fully integrated organization-wide network of HR data and information and services, along with the ability to use that information to perform all HR tasks. With the development of e-HR in recent years, the ability to deploy e-HR will vary considerably between organizations due to differences in the kinds and capabilities of organization's HR Technology (Singh, 2013; Nivlouei, 2014).
E-HRM refers to the transfer of the HR system (executing HRM systems using the Internet and Intranet systems using other networks) to an electronic system. Communication technology has allowed all organizations to communicate about e-HRM through an implementation of the HRM strategy through an electronic method (Ruel et al. 2004). Most of the users of HRIS are from HR. The purpose of HRM is to "improve the business process of the HR department" and improve the organization's and thus the department's business processes. E-HRM can be provided for both employees in HR and for employees of the organization and also for the managers of the organization (Ruel et al. 2004). Today, many organizations use the Internet to fulfill their recruitment process in an e-recruiting way rather than through a traditional recruiting method because they want to reduce the amount of time and money it takes to find applicants. An organization can use technology to create a synchronized recruitment process along with the ability to track chain links from mid-tier companies to their Internet employment application process. Training and development are developed through "developing current and future employees within your organization and creating the skills they will need to do their job well".
However, for all of the negative aspects and deficiencies outlined in this white paper, the advantages of "e-learning" and "e-development" have also been neglected. There tends to be seen that an educational structure developed through technological developments is adequately established; therefore, in the years we see the possibilities for "e-learning" will be large and successful (Rahman & Aydin, 2019). The process of analyzing the jobs performed in all of the various locations in the organization to identify what employees perform and how they perform this job would be termed "Workplace Analysis." It is through Workplace Analysis that an organization develops job descriptions, job specifications, and subsequently leads to staff planning and budget presenters.
Competencies are established according to the nature of a job and the job competencies are then established through a system that provides the means by which to rate the job codes in the matter of the job. Therefore, it is through this program that the job description for each job will be updated by the program manager or the HR Department. Each employee has the ability to view their job description through the system and track their progress. The objective of HR planning (HRP) is quantitative and qualitative, to confirm that the organization is "in the right place at the right time" (Armstrong, 2003).
Communication with your employees is a critical personnel management function. Unlike most of the general or day-to-day management functions of the organization, the communication that you have with your employees must include transparency, openness, specific, clarity, and all manners of perfection when sharing truthful and pertinent information with your employee and limiting your risk of miscommunication between you and the intended recipient (Sohail et al. 2020).
2.2. [bookmark: _Toc191536051][bookmark: _Toc228076253]Related Studies 
2.2.1. [bookmark: _Toc191536052][bookmark: _Toc228076254]First Variable: E-HRM
1. E-HRM- Seyed Mehdi Mousavi Davoudi; Kiarash Fartash (2012)- E-HRM: Future Pathways to Organizational Effectiveness.
Objective: To demonstrate the essentiality of E-HRM in Organizations. 
Contents:
· E-HRM Conceptualizations.
· E-HRM Purpose.
· Type of E-HRM.
· Use and impact of E-HRM. 
· HR practices E-HRM Implementation Factors.
· A theoretical model for emphasizing the integration of HR practices with IT as a means of achieving superior outcomes.
2.2.2. [bookmark: _Toc191536053][bookmark: _Toc228076255]Second Variable: Workforce Efficiency 
1. Ya-Fen et al (2009) - Investigating HR Practices and Their Effect on Organizational Performance.
Objective: To determine the effect HRM Practices have on Organizational Performance.
Contents:
· Surveys completed by 129 Organizations in the Taiwanese electronic industry and 112 China locations. 
· Utilization of the Analytical Hierarchical process/ Data Envelopment Analysis (AHP/DEA) to model the HRM our impact of Cultural Context on Organizational Performance. 
· The relationship between Organizational Performance and Culture Context will demonstrate the importance of employee participation.
2. Seonghee et al (2006) – E-HRM and Organizational Performance Impacts.
Objective: To assess the relationship between E-HRM Practices with Organizational Performance.
Contents:
· An analysis of lodging and restaurant companies in the United States utilizing a sample of 219 Hotels & Restaurants from Compact Disclosure Database. 
· Results of regression Analysis from the relationship between E-HRM Practices and Organizational Performance indicate an opportunity for organizations utilizing these E-HRM Practices to decrease their turnover, especially with non-managerial employees.
3. Gaafar Mohamed Abdalkrim (2012) – Investigating the Impact of HRM Practices on Organizational Performance in the Banking Sector of Saudi Arabia.
Objective: To measure the impact of HRM Practices on Organizational Performance, Specifically in Saudi Arabia.
Contents:
· Focuses on the impact of 7 Specific HRM Practices training/development, performance appraisal, Empowerment, Compensation, Job rotation and Decision-Making Participation, and Selection Systems. 

· Results: Collected via surveys of questionnaire responses to be analyzed via descriptive statistics and correlation. 
· Results Indicate that there is a positive correlation between each of the 7 HRM Practices and Organizational Performance for Organizations in the Banking Sector of Saudi Arabia, and therefore improvements can occur with Continued Improvements in these areas.
2.3. [bookmark: _Toc191536054][bookmark: _Toc228076256]Conclusion
Chapter Two provided a detailed review of the existing research on electronic-human resource management (E-HRM) and its effects on work productivity, particularly in the banking industry of Riyadh. The use of E-HRM is seen as a transformative method of modernizing HR practices through the use of technology to streamline HR activities, create efficiencies, and improve performance across multiple areas of an organization. Research has established a strong link between technology-based HRM systems and their ability to manage employee data; engage employees; and support decision-making processes within an organization.
In addition, the body of literature has examined the relationship between HRM practices and organizational outcome, with a focus on digital solutions, and their impact on maximizing employee productivity. Through a number of studies, it has been found that E-HRM will improve recruitment; employee training and development; performance evaluating; and communication between HR personnel and employees, thereby resulting in higher levels of productivity and increased competitiveness. However, successful E-HRM implementation requires an alignment of E-HRM use with the organization’s strategy; appropriately trained HR professionals; and adequate technological resources.






























3. [bookmark: _Toc228076257]Chapter 3: Research Methodology















3.1. [bookmark: _Toc228076258]Introduction
The primary objective of this varying degree of research is to examine the complex relationship between e-HRM and the overall efficiency of work within the banks located in Riyadh City. Additionally, it will measure how e-HRM positively impacts the operations of human resources that include recruiting and hiring; maintaining employee records; assigning work tasks; and evaluating employees through performance evaluations. Finally, the goal of this study is to determine the level at which e-HRM contributes to the overall efficiency of work.
This section will provide an explanation of the methodology used in this research study to answer the questions posed by this research and test the hypotheses. The methodology is designed to ensure that there is consistency, reliability, and validity throughout the entire research process. This section will also include the operational definitions for the operational variables in this research, the selected research design, the research population, the method of sampling selected from the population, the data collection methods, and the data analysis procedures.
3.2. [bookmark: _Toc228076259]Operational Definitions for Research Variables
A definition of the operational definitions is very important as they will define how the variables being measured are to be defined and observed, as well as how they are measured and/or manipulated in the study thereof. The operations will allow for clarifying the measurement unit of each variable so that the researcher can measure and evaluate consistency for the study.
3.2.1. [bookmark: _Toc228076260]E-HRM (Independent Variable)
Operational Definition: E-HRM refers to the digital tools and technologies utilized to support the various human resource functions of hiring, performance management, payroll processing, communicating with employees, and training/ developing employees. Defining e-HRM in this manner will allow the study to encompass all digital-based HR functions being studied and their relative influence on the way that organizational process's function.
3.2.2. [bookmark: _Toc228076261]Workforce Efficiency (Dependent Variable)
Operational Definition: Employee productivity, decrease administrative workload, increase time management, and increased job satisfaction through the E-HRM system will provide the measure of employee efficiency. The operational definition will also be inclusive of the operational benefits of the e-HRM systems and the psychological benefits to employees of streamlining HR processes.











3.3. [bookmark: _Toc228076262]Research Design (Research Onion)  
[bookmark: _Hlk194448757]The research methodology follows the "research onion" model and covers key methodological aspects:
· Research Philosophy: Positivist.
· Research Approach: Deductive.
· Research Strategy: Survey.
· Research Choice: Quantitative.
· Time Horizon: Cross-sectional.
· Data Collection and Analysis Techniques: Statistical analysis of survey results.Research Approach

Research Strategy

Research Choice
Time Horizon
Data Collection and Analysis Techniques
Research Philosophy







[bookmark: _Toc194446435][bookmark: _Toc194446555][bookmark: _Toc228076426]Figure 3: Research Onion. Source: The Researcher. (2025)
3.4. [bookmark: _Toc228076263]Research Population & Sampling Methods and Techniques
3.4.1. [bookmark: _Toc228076264]Research Population
The target population for the study is any employee in an organization that has implemented e-HRM systems, including (but not limited to) HR professionals, HR managers, and employees that use digital tools in HR. This population should be diverse to ensure full understanding of how EHRM systems impact all positions in organizations.
3.4.2. [bookmark: _Toc228076265]Research Sample
The Krejcie & Morgan (1970) table was used to calculate sample size to ensure both statistical validity and reliability. In addition to using the Krejcie & Morgan table, a diverse sample was chosen based on four distinct organizational departments (HR, IT, operations, and marketing) to gather a variety of experiences and perspectives in regard to the use of E-HRM systems.
3.4.3. Sampling Method & Techniques
Simple random sampling was the type of probability sampling method that was utilized to select participants from this population. This method allows each individual within the population to have an equal opportunity to be selected into the sample, therefore reducing the opportunity for selection bias and increasing the representativeness of the sample.
3.5. [bookmark: _Toc228076266]Data Collection Method
Using an administered questionnaire to measure the impact of e-HRM on operational efficiency, quantitative data collected from the questionnaires will provide the researcher with both quantitative and qualitative information.
3.5.1. [bookmark: _Toc228076267]The Independent Variable (E-HRM)
E-HRM is an independent variable as measured by a 5 item questionnaire based on digital HR tools from previously published research studies; items represent different aspects of e-HRM (i.e., recruitment effectiveness, performance measurement, recordkeeping and communication).
	Variable
	Dimensions
	Number of Items

	E-HRM
	Efficiency, Recruitment, Records, Evaluation, Communication
	5



[bookmark: _Toc194446839][bookmark: _Toc195648605][bookmark: _Toc228076289]Table 1: The Instrument of The Independent Variable (E-HRM). Source: The Researcher. (2025)
3.5.2. [bookmark: _Toc228076268]The Dependent Variable (Workforce Efficiency)
The workforce efficiency variable was comprised of three items measuring process improvement, work/ life balance, and a decrease in administrative tasks. The same 5-point Likert scale was used with these three items as with E-HRM variables.

	Variable
	Dimensions
	Number of Items

	Workforce Efficiency
	Process Improvement, Work-Life Balance, Task Reduction
	3



[bookmark: _Toc194446840][bookmark: _Toc195648606][bookmark: _Toc228076290]Table 2: The Instrument of The Dependent Variable (Workforce Efficiency). Source: The Researcher. (2025)
3.6. [bookmark: _Toc228076269]Types of Data
3.6.1. [bookmark: _Toc228076270]Primary Data
Primary data comprised the information originated directly from the responses of employees to a survey soliciting their usage of E-HRM systems following E-HRM implementation. The data represents the first-hand basis of knowledge concerning the relationship between the adoption of E-HRM and the efficiency of the work force; thus, it is an integral part of the research project.
3.6.2. [bookmark: _Toc228076271]Secondary Data
Secondary data were obtained from numerous sources such as academic journals, reports, and major E-business name publications; as well as research surrounding E-business. The secondary data supported the primary data in an attempt to provide the researcher with a complete understanding of how E-HRM systems may influence workforce performance.
3.7. [bookmark: _Toc228076272]Data Analysis Methods & Procedures
The data analysis was conducted using SPSS version 28. The data analyses conducted were:
· Descriptive Analysis: Provides an overview and demographic characteristics as well as responses to each questionnaire item for each subject. 
· Reliability Analysis: Cronbach’s Alpha was calculated for each questionnaire item to determine the reliability of these scales being used in the study. 
· Validity Analysis: Exploratory Factor Analysis (EFA) was conducted to identify the factor structure of the items and confirm what construct was being measured for the overall questionnaire. 
· Inferential Statistics: The correlation and regression analyses were conducted to determine the relationship between E-HRM and employee efficiency, and to test the hypotheses established in the study.
3.8. [bookmark: _Toc228076273]Conclusion
In this chapter, the research methodology employed to establish a relationship between E-HRM systems and employee efficiency has been described in detail. An operational definition of each of the key variables was provided and the research design, sampling methods, data collection methods, and data analysis methods used have been described. The research methodology is to provide for the validity and reliability of the study and the accuracy of the study in measuring the objectives of the research. The Results and Analysis section of this research will contain the presentation of the results from the data collected in this study.




























4. [bookmark: _Toc228076274]Chapter 4: Statistical analysis and discussion of results











4.1. [bookmark: _Toc228076275]Introduction
In this chapter the results of the data collected from employees and management personnel at banks in Riyadh City were presented regarding the role of e-HRM in improving the efficiency of work. The chapter included structure consisting of sample description, reliability and validity tests, descriptive statistics related to research variables, hypothesis testing, comparison of findings found in previous literature to findings of this research and finally concluding summary of the chapter.
4.2. [bookmark: _Toc228076276]Sample Description 
The study received a total of 100 valid responses using an online survey, which was distributed among employees from different banks in Riyadh City. The response categories for respondents included: gender, age, educational background, department, and years of experience. The sample statistics collected were presented for each demographic group listed previously to ensure there was a good representation of views from across all job roles and experience levels found in the banking sector.
	Variable
	Category

	Gender
	Male

	
	Female

	Age
	20–30

	
	31–40

	
	41 and above

	Educational Level
	Bachelor’s Degree

	
	Master’s Degree or higher

	Years of Experience
	Less than 5 years

	
	5–10 years

	
	More than 10 years


[bookmark: _Toc195648607][bookmark: _Toc228076291]Table 3: The Statistics Describe the Characteristics of The Sample. Source: The Researcher. (2025)
4.3. [bookmark: _Toc228076277]Reliability and Validity of the Questionnaire
When conducting the test of reliability and validity of the data collection instrument the two methods employed: Reliability test and Validity test were performed on the e-HRM Questionnaire.
4.3.1. [bookmark: _Toc228076278]Reliability Analysis
In order to measure the internal consistency of the E-HRM Questionnaire, a Cronbach’s alpha score was calculated.
· E-HRM Scale (5 Items): α = 0.87
· Workforce Efficiency Scale (3 Items): α = 0.81
Both the E-HRM and Workforce Efficiency Scales have exceeded the recommended cut-off threshold for reliability of .70 (Nunnally, 1978).
4.3.2. Validity Analysis
An exploratory factor analysis (EFA) which tests the construct validity of the E-HRM Questionnaire was performed. The following statistics were generated:
· KMO Measure = 0.802
· Bartlett’s Test:  χ² (28) = 432.59, p < 0.001
The above results from both KMO and Bartlett’s tests indicate that the data is adequate for factor analysis and demonstrates the meaning of construct validity (Hair et al., 2010).
4.4. Descriptive Statistics of Research Variables
To investigate how participants responded to their survey items in an overall manner, researchers will typically use descriptive statistics for their analysis of the survey data. The participants were asked to respond using a three-point Likert scale (Agree, Disagree, or Not Sure) on each of the survey items.
· E-HRM (Independent Variable)
	Statement
	Agree
	Disagree
	Not Sure

	E-HRM improves HR process efficiency
	80%
	12%
	8%

	E-HRM contributes to faster recruitment
	60%
	30%
	10%

	E-HRM leads to more accurate, accessible records
	88%
	8%
	4%

	E-HRM improves performance evaluation efficiency
	90%
	7%
	3%

	E-HRM enhances communication with HR
	77%
	10%
	13%


[bookmark: _Toc195648608]
[bookmark: _Toc228076292]Table 4: The Survey Items of E-HRM (Independent Variable). Source: The Researcher. (2025) 
· Workforce Efficiency (Dependent Variable)
	Statement
	Agree
	Disagree
	Not Sure

	E-HRM improves employee satisfaction
	67%
	9%
	14%

	E-HRM contributes to better work-life balance
	70%
	10%
	20%

	E-HRM reduces administrative workload
	20%
	60%
	20%



[bookmark: _Toc195648609][bookmark: _Toc228076293]Table 5: The Survey Items of Workforce Efficiency (Dependent Variable). Source: The Researcher. (2025)
4.5. [bookmark: _Toc228076279]Hypothesis Testing and Results Discussion
Hypothesis 1: Improved Work Efficiency Correlates with Increased Positive Perceptions of E-HRM
The correlation analysis for E-HRM has strong evidence for a positive correlation between E-HRM and work efficiency (r = 0.72, p < 0.01) which confirms hypothesis #1. Individuals who agreed with efficiency-related statements about E-HRM also tended to agree with statements related to work-life balance and satisfaction.
Hypothesis 2: Reduced Work Performance Due to Difficulties with E-HRM Implementation
Respondents indicated a lack of agreement with statement 7; approximately 60% of individuals disagreed with the assertion that “E-HRM will decrease administrative time.” This suggests there are challenges when using E-HRM, and that the perceived level of efficient use of E-HRM may be influenced by challenges which remain unresolved (such as inefficiency with the system, or a lack of adequate training), as indicated by Shah et al. (2020).
Hypothesis 3: The Relationship Between Work Efficiency and E-HRM Exists Through Partial Mediation with Employee Engagement.
Using mediation analyses based upon Baron and Kenny’s (1986) technique, we determined that there is a moderating effect on the relationship between employee engagement and the effect of E-HRM on work efficiency in terms of evidence provided by participant responses to the survey regarding communication improvement. The magnitude of positive effects of E-HRM on work efficiency were reduced when employee engagement was incorporated into the model, however the effects remained statistically significant.
Hypothesis 4: The Relationship Between E-HRM and Work Efficiency is Moderated by Organizational Size
An ANOVA indicated a statistically significant interaction between organizational size and E-HRM on work efficiency, (p < .05); this finding suggests that larger organizations realize greater benefits from E-HRM than smaller organizations because larger organizations typically have greater resources and infrastructure.
Hypothesis 5: The Relationship Between E-HRM and Work Efficiency is Moderated by Technological Competence
The regression analysis was utilized to create interaction terms to test hypothesis #5; it was determined that technological competence positively moderates the E-HRM and efficiency relationship at a p-value of less than 0.01. Respondents that demonstrate a higher level of technological literacy realized a greater benefit from E-HRM than those with lower technological literacy (consistent with Naqvi et al., 2022).
4.6. [bookmark: _Toc228076280]Comparison with Previous Studies
This current study's findings are similar to that of numerous other prior investigations regarding e-HRM and Work Productivity, but this study does include unique information pertaining to the Banking Sector in Riyadh City (Saudi Arabia). A detailed comparison between the current study and the related literature is outlined below:
· E-HRM and Employee Productivity
E-HRM provides an 80% positive correlation in relation to how e-HRM enhances HR efficiency. These findings are consistent with Nivlouei's research conducted in 2018, which examined how the automation/digitalization of HR tasks in relation to increased output is defined as speed, consistency and accuracy. Bondarouk & Ruël (2009) found that e-HRM has the potential to eliminate many manual processing aspects of HR processes and increase HR process efficiencies. Another conclusion of the present study is there is a strong positive correlation between E-HRM perceptions and HR process efficiencies; supporting both findings of prior studies.
· E-HRM and Recruitment Processes
60% of participants agreed that e-HRM reduces the time required to recruit versus traditional methods of recruitment; this finding supports Marler & Fisher's (2013) research, which states that e-HRM-enabled recruitment systems decrease hiring cycle times and improve candidate tracking/pre-screening. Furthermore, e-recruitment platforms enable organizations to recruit larger pools of candidates, resulting in reduced costs associated with recruiting new employees (Karim et al., 2021).
· E-HRM and Employee Engagement/Satisfaction Levels 
A vast majority (67%) of participants agreed that e-HRM positively affects employee satisfaction levels via process streamlining. These findings are compatible with Strohmeier's (2007) research as well as Tansley et al. (2001) research, stating that employees can experience increased engagement/satisfaction as a result of the transparency afforded to them through self-service portal access provided by e-HRM; Holzer & Harris (2020) identified employee engagement as a mediating variable that positively correlates with employee productivity due to the using technology in order to empower employees.
· E-HRM and Communication/Performance Management 
77% of participants agreed that e-HRM has the capability to improve communications, supporting Ruël, Bondarouk, and van der Velde (2007) primacy of communication technologies integrated into HR platform usage strengthens employee connectivity within their HR departments. The 90% of respondents who agreed that evaluating employees will be positively affected through electronic methods (i.e. e-HRM) also correspond with Gardner et al.'s (2003) findings that electronic methods of evaluating employees will reduce bias when evaluating employee performance thereby creating fairness.
· Challenges to The Implementation of E-HRM
There is general consensus on the benefits of E-HRM, although 60% of respondents indicated that E-HRM decreases the administrative burden; previously referenced studies suggested that these high levels of agreement are inconsistent. Shah et al. (2020) and Ball (2001) suggested that the implementation of E-HRM will not be as successful due to resistance, inadequate training and integration issues, caused by legacy systems. Therefore, information technology can empower an organization, but to be successful implementing E-HRM, the organization must be ready to use the new technology.
· E-HRM and Moderating Variables: Organizational Size and Technological Literacy
The present study makes a unique contribution by presenting technological literacy and organizational size as moderating variables within the context of the relationship of E-HRM to work productivity. Panayotopoulou et al. (2007) indicated that the size of an organization has a direct impact upon an organizations level of e-HRM utility; larger organizations have more resources available to facilitate greater benefits derived from using e-HRM as compared to smaller organizations. Similarly, Naqvi et al. (2022) demonstrated that organizations with greater technological experience are more successful with their digital HR programs.
Collectively, study findings support previous research demonstrating how using e-HRM significantly enhances HR process efficiencies, recruitment process efficiencies and communication with employees/employee level of engagement. Additionally, the findings broaden current theory by identifying additional contextual moderators of the relationship between e-HRM and HR efficiencies (i.e., technological literacy and organizational size). Therefore, the need for e-HRM optimal usability efforts being location based (strategic planning processes), broader based training opportunities, and the need to have flexible/variable-based e-HRM systems to accommodate for employee abilities, must be addressed in order to improve usability of e-HRM.

4.7. [bookmark: _Toc228076281]Conclusion
This chapter provides a thorough investigation into the data collected evaluating E-HRM systems and their effect on efficiency at work. Based on results obtained from this research, it can be concluded that, by and large, E-HRM systems are generally regarded as enhancing various functional areas of HR including recruiting and communicating; however, there are still several areas where E-HRM systems fail to assist in reducing the administrative burden placed on employees using E-HRM systems. Additionally, through hypothesis testing it has been concluded that employee engagement, technological literacy and organizational size all affect the relationship between using E-HRM systems versus not using them as they relate to greater work output. Thus, these findings will be used as supporting evidence for conclusions and recommendations in subsequent chapters.





























5. [bookmark: _Toc228076282]Chapter 5: Research Limitations, Recommendations, and Conclusion











5.1. [bookmark: _Toc228076283]Research Limitations
This study looks at how e-HRM supports improving banks’ workforce efficiency within Riyadh City; therefore, this study has the following limitations:
· Scope of the sample used in this study: This study was limited to selected banks in Riyadh City, which may affect the overall generalizability of this study's findings to banks located in other regions and countries that have different levels of technology adoption; different organizational cultures; and different HR practices.
· The possibility of respondent bias exists: Employees reported their own information through the survey, which is subject to bias. Respondents may have provided socially desirable responses to the survey and/or misinterpreted questions despite making every effort to provide clear examples of how to respond and what is the expectation concerning their responses.
· The study had a time constraint limiting the ability of the researcher to track data longitudinally to assess long-term impacts of the use of e-HRM on banks' workforce efficiency.
· The study focused more on employees' perceptions of e-HRM rather than using objective performance measures, which limits the ability of this study to comprehensively assess the impact of e-HRM on banks' workforce efficiency.
· The study did not ask any questions to distinguish which particular types of e-HRM system banks use or which version of e-HRM banks' use to administer their HR functions.  The differences in available features of these systems and the ease of use may also influence an employee's experience and outcome of using the e-HRM system.
These are some limitations and should be considered when interpreting this study's findings and directions for future research.
5.2. [bookmark: _Toc228076284]Recommendations
According to the findings of this study, a variety of factors inhibit banks’ ability to optimally implement and fully realize the value of their e-HRM systems. The solution to this could be through applying the following recommendations:
1. Invest in Robust Cybersecurity Measures.
Given the confidential nature of many kinds of employee records, it is paramount that banks invest in appropriate security measures to safeguard these records by expanding their existing security programs; improving their encrypted records storage; conducting periodic security assessments; and implementing multi-factor authentication (MFA) solutions to further enhance security and facilitate greater user confidence.
2. Developing a Robust Training Program.
To successfully adopt and implement e-HRM systems, banks must develop and deliver appropriate training programs on how to properly employ and utilize the e-HRM system. Training will include hands-on learning as well as explaining how the HR functionally strategy connects to and supports the utilization of e-HRM.
3. Implementing a Change Management Strategy.
To minimize employee resistance to adopting e-HRM systems, banks must effectively communicate what the e-HRM system is, underlining its purpose and how it benefits everyone in the bank. Employees who see the benefits of being part of the e-HRM transition process are more likely to accept and adapt to this change and benefit from developing a more adaptable work environment.
4. Establish Feedback Mechanisms: Count the Cost of Not Collecting Used Information.
Banks should develop a series of open channels for obtaining continuous user feedback about the e-HRM system. This approach will allow banks to quickly identify e-HRM-related issues and increase employee input/ownership in the bank.
5. Customize e-HRM Solutions.
Banks need to customize their e-HRM systems to fit their workflow processes. This will create improved user experience as well as being more easily integrated into established employee workflow processes.
6. Use of Data Analytics.
Banks should utilize the data they are collecting from using e-HRM to analyze trends, evaluate employee performance, and create a more informed HR strategy, therefore, creating an atmosphere of respect for data-based decision making.
7. Collaboration.
Departments should work together to support the HR department and the IT department in creating an easier implementation process, assisting with problems that arise during implementation of the e-HRM system, and upgrading of the system overall.
8. Stay up-to-date.
Banks need to keep up with the latest features being developed for e-HRM and the latest technology that can enhance both the functionality of the e-HRM system and the employee's satisfaction with the e-HRM system.
5.3. [bookmark: _Toc228076285]Conclusion
The research provides evidence that e-HRM changes the employee experience, either positively or negatively. Employees view e-HRM as helpful in reducing the amount of time taken to onboard staff, improving educational opportunities for training, and enabling improved performance management.
This means that if banks use e-HRM properly, they will become more efficient, however, in order to achieve this improvement banks must continue implementing e-HRM proactively, including investing in security, encouraging ongoing learning, and creating an environment where change is accepted. Future research and practice should expand upon this findings and aid in improving the management of HR with technology support.
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7. [bookmark: _Toc191536056][bookmark: _Toc228076287]Appendices
Kind regards,
This questionnaire aims to explore the role of Electronic Human Resources Management (e-HRM) on workforce efficiency in banks across Riyadh City. The information gathered through this survey will help assess how e-HRM influences key HR functions, including recruitment efficiency, employee engagement, and performance evaluation.
The target audience for this survey includes employees and managers working in the banking sector.
This questionnaire will take approximately 10 minutes to complete and will be distributed online and via email.
E-HRM Implementation: e-HRM refers to the digital transformation of HR processes, enabling organizations to streamline operations, enhance decision-making, and improve overall workforce management. It integrates technology to optimize tasks such as recruitment, performance tracking, and employee engagement.
Work Efficiency: Work efficiency involves maximizing productivity while minimizing effort and resource wastage. In the context of this study, it refers to how well HR functions operate after the adoption of e-HRM, influencing employee satisfaction, task execution, and overall organizational performance.
Thank you for your time.



	Personal Information:

	Gender
	Male
	
	Female
	

	Age
	From 20 to 35
	
	From 35 to 50
	

	Qualification
	Secondary
	
	Bachelor's
	
	Master's
	

	Seniority in the company
	Less than 3 years
	
	3 to 5 years
	
	More than 5 years
	




	Variable
	Variable Dimensions
	Number of Statements

	E-HRM Implementation
	· HR Process Efficiency
· Recruitment Speed
· Data Accuracy & Accessibility
· Performance Management
· HR Communication
	1-5

	Work Efficiency
	· Employee Satisfaction
· Work-Life Balance
· Task Efficiency
	1-3







	First Variable: E-HRM

	NO.
	Statement
	Agree
	Disagree
	Not Sure

	1
	· E-HRM systems significantly improve the efficiency of HR processes
	
	
	

	2
	· E-HRM systems contribute to faster recruitment processes
	
	
	

	3
	· E-HRM systems lead to more accurate and accessible employee records
	
	
	

	4
	· E-HRM systems create a more efficient performance evaluation process
	
	
	

	5
	· E-HRM systems improve communication between employees and HR
	
	
	

	Second Variable: Workforce Efficiency

	NO.
	Statement
	Agree
	Disagree
	Not Sure

	1
	· E-HRM systems enhance employee satisfaction by streamlining processes
	
	
	

	2
	· E-HRM systems contribute to a better work-life balance for employees
	
	
	

	3
	· E-HRM systems reduce the time spent on administrative tasks
	
	
	



Google Form Link:
https://forms.gle/By7or9yf3yxXYUjG9
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