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ABSTRACT

As the digitization of HR processes in companies continues to increase, at the same time, the
underlyingtechnicalbasisisalsodevelopingatarapidpace.Electronichumanresources(e-HRM)
solutionsareusedtomapavarietyofHRprocesses.However,theintroductionofsuchsystemshas
variousconsequences,whicharenotonly technicalbutalso implyorganizationaland functional
changes within the organization. Additionally, the cloud environment contributes to enhancing
e-HRMcapabilitiesandintroducesnewfactorsinitsadoption.Asystematicreviewoftheavailable
literatureonthedifferentdimensionsofelectronicresourcesmanagementwasconductedtoassess
thecurrentstateofresearchinthisfield.Thisreviewincludestopicssuchastheevolutionofe-HRM,
itspracticalapplication,useoftechnology,implementationaswellasHRanalytics.Byidentifying
andreviewingarticlesundere-HRM,ITtechnology,andHRjournals,itwaspossibletoidentify
relevantcontroversialthemesandgapsaswellaslimitations.
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1. INTRodUCTIoN ANd oBJECTIVES

The subjectof this systematic literature review is thedigital transformationofhuman resources
(HR) processes into new cloud-based environments. Armstrong (2014) defines human resource
management(HRM)asthecomprehensiveapproachtotherecruitment,development,andmanagement
ofindividualsbasedonavarietyofphilosophiesandtheories,withacriticalaspectofHRMbeing
onandcontributiontotheefficiencyofanorganization.TheoperationalizationofHRMtakesplace
throughHRprocesses(Browne,2000)thatreflecttherangeofproceduresfrom“hiretoretire”(Dessler,
2013).ThedigitaltransformationofHRMprocessesusingelectronicHRMsolutions(Bondaroukand
Ruël,2009),isincreasingrapidly(HarrisandSpencer2018).ElectronicHRM(e-HRM)isdefined
astheuseofinformationtechnologytonetworkandsupportatleasttwoindividualorseveralactors
intheexecutionofHRactivities(Strohmeier,2007).Itsrole,aswellascapabilities,haveevolved
steadilyoverthelast60years,fromthesimpleprovisioningofinformation(DeSanctis,1986)to
process automation (Martinsons,1997) to the transformationofHR (Lengnick-Hall andMoritz,
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2003).Theimpactofe-HRMadoptiongoeshandinhandwiththeexpectationofpositiveeffectssuch
ascostreduction,processqualityimprovementandalsotherepositioningofHRasamorestrategic
partner(Lengnick-HallandMoritz,2003).Thetechnologicalevolutionofe-HRMsystemshasnot
onlyimprovedprocessdigitization(McFarlane,1984;LinandChen,2012)andthusinfluencedthe
wayHRdepartmentswork(Snell,1995;StoneandDulebohn2013),ithasalsoraisednewquestions
withregardtodatasecurityofpersonaldata(Zafar,2013;LehnertandDopfer-Hirth,2016)orother
legalconcerns(WongandThite,2009;Zafar,2013).Oneofthenewesttrendsiscloud-basede-HRM
solutions(fromnowonHRCloud).Cloudcomputingis“amodelforenablingubiquitous,convenient,
on-demandnetworkaccesstoasharedpoolofconfigurablecomputingresources(e.g.,networks,
servers,storage,applications,andservices)thatcanberapidlyprovisionedandreleasedwithminimal
managementeffortorserviceproviderinteraction”(MellandGrance,2011).Thisnewtechnology
offersthepossibilityofcomprehensivedigitizationofallHRprocesseswithinonesinglesystem,
resultinginnewwaysofprocessintegrationaswellasimprovedanalyticcapabilitiesfortheHR
departmentwhileatthesametimereducingtheimplementationandmaintenanceeffortsfortheIT
department(HarrisandSpencer,2018;Ziebelletal.,2018).Onequestionthatariseswiththisnew
technologyandtheresultingprocessmappingiswhetheranewprojectmanagementmethodology
(PMM)(Wagner2011)approachshouldalsobechosenduringthedigitaltransformationandhow
tomeasureprojectsuccess(Ziebelletal.,2018).

Althoughe-HRMisacomparativelyyoungfieldofresearch(Strohmeier,2007;Johnsonetal.,
2016),therehavebeenafewarticlessince2006representingcomprehensiveliteratureresearch.Ngai
andWat(2006)focusontheperceivedbenefitsaswellasbarrierstoimplementationandconclude
thatalargepartofthestudyisbasedonconceptualstudies.Strohmeier(2007)examinestheliterature
andfindsthattheresearchfieldofe-HRMisvastlyandthattheresearchmethodologyisempirical
ratherthantheoretical.BondaroukandRuël(2009)focusonthee-HRMdefinitionandshowhow
futureresearchwillbe.Thisreviewincludesconsiderationofthemultidisciplinaryapproach,asboth
HRMandITareaffected,aswellastherepeatedindicationthattheory-buildingresearchhasbeen
neglectedsofar.Strohmeier(2009)reviewstheliteratureregardingtheconsequencesofe-HRMand
concludesthatmorein-depthresearchintothattopicisneeded.MarlerandFisher(2013)examine
therelationshipbetweene-HRMandstrategicHRMandsuggestmoreempiricalresearch.Another
approachisthatofGeffen,whoexaminee-HRMliteratureinthecontextofmultinationalcompanies
andconcludethatthemajorityofresearchcoverspost-implementationquestionssuchase-HRM
outcomeandadoption.Also,theycallforresearchinthee-HRMfieldtobeorientedtowards“larger”
disciplines such as research in the IT area. Ruël and Bondarouk (2014) address in their review
thatalthoughthenumberofresearcherscoveringthee-HRMfieldincreases,thereisstillalackof
theoreticalbackground.Johnsonetal.(2016)reviewtheevolutionofacademicresearchaswellasthe
practicalapplicationofe-HRM.Theyconcludethatalthoughresearchisprogressinginthee-HRM
field,the“interesting”questionssuchashowtoeffectivelydeploye-HRMinanorganizationarenot
coveredfullyyet.Theyurgeresearchesfrombothdistinctdisciplines,HRandIT,toworktogether
toanswerthesequestions.Wirtkyetal.(2016)examinetheliteratureregardingthequestionofwhat
effectthedigitalHRMtransformationshouldtheoreticallyhave;whatimpactitcurrentlyhasand
concludethatevenmorepotentialcouldbetapped.ThelatestreviewisconductedbyBondarouketal.
(2017b)whocallformoreresearchintoadoption,whichaccordingtotheirfindingsdependslesson
genericthanonhumanfactors,andinthefieldoftheconsequencesofe-HRM.Also,likesomeofthe
previousliteratureresearch,theydemandmoretheorybeforenewempiricalresearchcantakeplace
andconsideramulti-levelanalysisapproachbystartingtoanalyzethefactorsinfluencingadoption
andeffectivenessofe-HRMontheindividualleveluptothewholeorganization.

Thisliteraturereviewaimstogiveanoverviewoftheevolutionanddefinitionofe-HRMin
generalandoftheHRprocessesdigitizedinit.Furthermore,theimplementationofe-HRM,aswell
astheaccompanyingbarriersandresultingbenefits,areresearched,withanemphasisontheadoption
ofthesesolutions.Theliteratureontheassociatedlegalandsecurityissuesisadditionallyrevised.
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Finally,thetopicofHRanalyticswhichisenabledbynewe-HRMtechnologiesandimpactsHR
worksignificantly(vandenHeuvelandBondarouk,2017)isanalyzed.Thereviewconcludeswith
theidentificationofresearchgapswithinthesediversee-HRMtopicswiththeaimtoprovidean
impulseforfurtherresearch.Theobjectiveofthisreviewistoshedlightonotheraspectsofe-HRMin
additiontotheareaofevolutionandadoptionwhicharealreadyextensivelycoveredinotherliterature
researches.Thesenewaspectsincludedigitizedmulti-functionalHRprocesses,legalandITsecurity
aspectsaswellasHRanalytics.Thissystematicliteratureresearchisthefirsttocomprehensively
examineissuesofthedigitizationofHRprocessesincloud-basede-HRMsolutionsaswellasthe
resultinglegalimplicationsandnewrequirementsforITsecurity.

2. RESEARCH METHodoLoGy

“A systematic literature review is a means of evaluating and interpreting all available research
relevanttoaparticularresearchquestion,topicarea,orphenomenonofinterest.Systematicreviews
aimtopresentafairevaluationofaresearchtopicbyusingatrustworthy,rigorous,andauditable
methodology”(KitchenhamandCharters,2007).Hart(1999)addstothatdefinition,maintaining
thatasystematicliteraturesearchprovidesanoverviewofwhatisalreadyavailableinaspecific
fieldofinterest,stateswhatiscurrentlybeingresearchedandidentifiesresearchgaps,whichare
thencontrastedbyownfindings.KitchenhamandCharters(2007)dividetheprocessofsystematic
literatureresearchintothreephases:planning,conductingandreportingthereview,wherebythe
firsttwophasesareiterative.

Wecouldresumetheresearchquestionsbehindtheliteraturereviewinthefollowing:

• Howcoulde-HRMbedefined?Whichhasbeenitsevolution?
• WhichHRMprocesseshavebeenpredominantlydigitized?
• Howmaye-HRMbeimplemented?Arethereanyadoptionpatterns?Whicharethebarriers

andfacilitators?
• Whatistheimpactofe-HRM?
• Whatarethelegal,regulationsandsecuritybarriers?
• Whicharethemaine-HRMmetrics?
• Whicharethemaincharacteristicsofe-HRMinacloudenvironment?

Figure1depictstheflowdiagramfollowedtoselectthefinalpapers.

2.1. Planning the Review
Thequalitativeresearchchecklist(CriticalAppraisalSkillsProgram,2013)waschosenasthebasisfor
theselectionofqualitativelyrelevantliterature.Amongotherthings,thischecklistquestionswhether
thestudiesindicatetheresearchobjectives,whethertherightresearchmethodologyischosen,whether
thedatacollectionfitstheresearchquestionandwhethertheresearchitselfisavaluablecontribution
tothescientificcommunity.Thefocusissetonprimaryandsecondarystudiesinreputable,peer-
reviewed,journalstomeettheserequirements,asitisassumedthatthepeerreviewensurescompliance
withthequalitycriterialistedaboveandthusalsosecuresthereputationofthejournalthroughits
positioningwithinthescientificrankingssuchastheThomsonReutersJCR5-yearimpactfactorand
theScimagoJournal&CountryRank.Theaimofnarrowingtherangeofpublicationsunderreview
toensure their internalaswellasexternalvalidity.Also,prominentpublishers(Emeraldinsight,
Elsevier,IEEEexploreandTaylor&Francis),whichincludethepublicationfromthedifferente-HRM
dimensions,werealsousedforliteratureresearch.Conferenceproceedings,aswellasbooks,were
included.LiteraturewasaccessedviatheWebofScienceandGoogleScholar.
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The timeframeused for the search intervaldifferedaccording to the specific topic.Articles
publishedover40yearsagowereused,e.g.Tetz(1974)toprovideacomprehensivepictureofthe
historicaldevelopmentofe-HRMand itspredecessors,with the increasingpracticaladoptionof
e-HRMfromthelate1990sonward(StantonandCoovert,2004;Strohmeier,2007;Johnsonetal.,
2016;Bondarouketal.,2017b),duringthistimeperiodresearchinthisfieldincreasesaswellresulting
inmorearticlespublished.Newertopics,suchastheuseofcloudcomputinginthee-HRMcontext,
arerelativelynewresearchareasandthereforetherearenopublicationsthatdatebackmorethanfive
years.Ingeneral,however,articlespublishedbetween1974and2018wereconsidered.

Duringtheliteraturereview,areviewprotocolwascreated,whichcontainedthesearchqueries,
thesourcesaswellastheinclusionandexclusioncriteria.Forexample,articlesrelatingexclusively
toHRmanagementwithoutreferencetoadigitalizedenvironmentwereexcludedfromthestudy.

2.2. Conducting the Review
Followingthedefinedstrategyintheplanningphase,severalsearchcriteriawereestablished.Afull
textsearchwascarriedoutwiththehelpofsearchtermsthatnotonlycontainedgeneraltermssuch
ase-HRM,HumanResourcesInformationSystem,HRCloud,andHRTransformation,butalsomore
extensiveandcombinedsearchkeywordssuchastalentmanagement,recruiting,E-Learning,HR
ProcessTransformation,(e-HRM)ITadoptionoruniqueaspectssuchaslegalimplicationsandIT
security.Thelatter,toavoidatooselectiveapproach(RodgersandHunter,1994),narrowingdown
thesearchandtheresultstoomuch.Thedefinitionofthesearchtermswasdevelopedinthecourse
ofmultiplediscussionsbye-HRMexperts.

Table1givesanoverviewof thegeneralsearch termsused in thesystematic review.These
termswerecombinedbothaloneandincombinationwiththegeneralsearchterms.Foreachofthe
individualsubjectareas(e.g.,adoption,legal)searchtermsweredefinedandconcatenatedwiththe
generalsearchterms.

Figure 1. Literature selection flow diagram (authors)
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Thesystematicapproach,whichusessearchtermsanddefinedqualityrequirementstomake
limitationsinadvance,canleadtorelevantliteraturebeingleftout(BoellandCecez-Kecmanovic
2015),butitstillguaranteesthereplicabilityandquantificationofresearch(WebsterandWatson
2002;Torraco2005).

2.3. Reporting the Review
Theprocedureforreportingtheresultswasthatthegeneralsearchtermswereusedfirstandthe
duplicates(e.g.,ifthearticleislistedseveraltimeswithdifferentkeywords)wereremovedfromthe
results.Thencategorieswereformedbasedonwhichthespecificsearchterms(e.g.,HRAnalytics)
werederived.Theprocedurewasthenrepeated.Thearticlesthatdidnotfitintothee-HRMtopic
areawerelaterremoved.

Thefollowingtablesummarisestheresultsofthesystematicliteraturereview.
Atotalof365uniquedocumentswerefoundtoberelevant.Thesewerecategorizedaccording

tothefollowingcriteria:

• e-HRM in general:thesearearticlesthatdealwiththeevolutionanddefinitionofe-HRMas
wellastheHRprocessesthatarecurrentlydigitized.

• Implementation and outcomes research that deals with the application of e-HRM, how
technologyisadoptedaswellasitsimpactarereviewedhere.Aparticularfocusisputonthe
projectmanagementmethodologytoconducttheimplementationaswellaslegalandsecurity
issuesarisingfromit.ThereviewconcludeswithacloserlookatHRanalyticsandtheimpact
oftechnologyine-HRM.

Table 1. Search terms

General  
terms

Evolution 
/definition 

e-HRM

Digital 
HR 

processes

Talent 
Management

Implementation 
methodology

Adoption 
of e-HRM

Impact / 
Success & 
Barriers of 

e-HRM

HR 
analytics

Safety & 
security of 

e HRM

e-HRM in 
cloud

Digital
HRM

Definition
e-HRM

DigitalHR
processes

Competence
assessment&
e-HRM

Implementation
ofITinHRM

Successful
Adoption
ofHRIS

Effectiveness
ofeHRM

Business
analytics

HRM&
Security
compliance

HRM
&cloud
computing

e-HR Evolution
e-HR

Digital
e-HR
processes

Talent
management
&IT

HRM
Implementations

Factors
influencing
HRIS
adoption

Efficiencyof
HRM

Domain
drivendata
mining

HR&
Security
HR&
Safety

e-HR&
cloud
computing

e-HRM Evolution
e-HR

Digital
HRM
processes

Talent
management
&KM

e-HRM
challenges

e-HRM
services

e-HR
outcomes

Key
performance
indicators

HR&
Security
compliance

HRIS&
Cloud
computing

HRIS IT&HRM Digital
e-HR
processes

Competence
management
&IT

HRMpractices eHRM
innovation

e-HRM
outcomes

Multicriteria
business
analytics

HR&
Security

Cloud
computing&
Management

HRIT HRM
Innovation

Digital
e-HRM
Processes

Strategic
Talent
management

HRMproject
management

HRM&
technology

e-HRM&
performance

Personnel
analytics

Cloud&
safety

Human
resource
information
system

HRM&IT Succession
management

HR
implementation

HRISimpact Talent
metrics

e-HRM
&ethical
issues

VirtualHR ITProject
management

e-HRM
&HRM
effectiveness

Workforce
analytics

Virtual
HRMJ

e-HRMconflict Strategic
HRM
Measurement

HRCloud HR&SaaS HRM
metrics
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Duringclassification,anarticlecanalsobeassignedtoseveralsubjectareas,sincedifferenttopics
havebeenaddressed.Notalltheitemsfoundduringthereviewarereferencedintheresultssection
belowsincethesameissuewasdealtwithinseveralarticlesbuttreatedqualitativelydifferently.In
thesecases,thechoicewasinfavorofthemoreciteditems,butthereferenceswereretained.

3. RESULTS

Inthefollowingparagraphs,theresultsoftheliteraturesearch,dividedaccordingtotheindividual
e-HRMdimensions,arepresented.Thegenerale-HRMtopics,theirimplementationaswellasthe
outcomesarereviewed.

3.1. e-HRM in General
Inthefollowingparagraphs,theresultsoftheliteratureresearchontheevolutionandthedefinition
ofe-HRMarepresented.

3.1.1. Evolution and Formal Definition of e-HRM
Itisarguedthate-HRMbeganwiththeadventofthefirstcomputersin1940(Tetz,1974;McFarlane,
1984;DeSanctis,1986;Raidenetal.,2001)andhasevolvedoverseveraldecadesfrominformation
provisioning, to transaction automation (Mathys and LaVan 1982; Lederer 1984; Magnus and
Grossman1985;Weigertetal.,2017),tobecometheenablerofHRtransformation(Kavanaghet
al.,1990;Lengnick-HallandMoritz,2003;ManutianddePalma,2018;Petry,2018);asaresults,
ithasbecomeincreasinglyimportanttoimplementcorporatestrategy(Pyburn,1983;Marlerand
Parry,2016)andsince1995asubjectinacademicliterature(Strohmeier,2007).Lengnick-Halland
Moritz(2003)dividetheevolutionofe-HRMintothephasesofinformationpublication,process
automation,andorganizationaltransformation.Severalarticlesreferencethehistoricaldevelopmentof
digitalizingHRprocessesaspartoftheliteraturereview(DeSanctis,1986;Lengnick-HallandMoritz,
2003;Maatman,2006;RuëlandBondarouk,2014;FındıklıandBayarçelik,2015;Johnsonetal.,
2016;Wirtkyetal.,2016),butsofarnonehasbeenfoundthatexclusivelycoversthattopic.Current
applicationandtechnologicaltrendsofe-HRMarereviewedcontinuouslyintheyearlySierra-Cedar
2017-2018HRSystemsSurvey(HarrisandSpencer2018),whichgivesacomprehensivelookatthe
possibleadoptionofe-HRM.Morethan1300companiesofdifferentsizesandfromdifferentsectors
provideinsightintohowthedigitizationofHRisprogressing.Thenewtrendine-HRMiscloud-
basedsolutions(Johnsonetal.2016;HarrisandSpencer2018)whicharenotaswidelyresearched
inacademia.Theconceptofthe“ExpertCloud”forwhichanITarchitectureisproposed,inwhich
costsavingsandefficiencyimprovementsareidentifiedisoneofthefewideasthatestablishesa
connectionbetweencloudcomputingandHR(Navimipour,2015;JafariNavimipouretal.,2015a,

Table 2. Overview of the review scope
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b).Inthisconcept,however,thefocusislessonmappingtheentireHRprocesscluster(Ziebellet
al.,2018)inacloudenvironmentandmoreonanisolatedapplicationcaseinHR.Zapotocny(2015)
demonstratestheadvantagesofacloud-basedSoftwareasaServices(SaaS)solutionfore-HRM
butfocusesaboveallonthebenefitsofITsuchasthenewlicensingmodelortheexternalizationof
maintenanceefforts.

Various names are used in the context of e-HRM, for example, HRIS (Human Resources
InformationSystems)(Kavanaghetal.,1990)or“virtualHR”(LepakandSnell,1998).Differentiation
takesplaceaccordingtotheuseroftheHRsystem(Zafar,2013);eithertheHRdepartmentorallthe
employeesofacompany.Additionally,operational,relationalandtransformationalcharacteristicsare
subjecttotheirrespectivedefinitions(LepakandSnell,1998).Strohmeier(2007)definese-HRMas
“the(planning,implementationand)applicationofinformationtechnologyforbothnetworkingand
supportingatleasttwoindividualorcollectiveactorsintheirsharedperformingofHRactivities.”
Concerningthedefinitionofthee-HRMterm,BondaroukandRuël(2009)aptlystatethatthisisan
“umbrellaterm”,whichincludestheintegrationbetweenHRandtechnologytoincreasethevalueof
theorganizationforemployees.Theexactdefinitionandunambiguousdefinitionoftheterme-HRM
isnotclearfromtheliterature,andsoBondaroukandRuël(2009)demandastandardizeddefinition.
OneofthenewerdefinitionsisgivenbyMarlerandParry(2016)whichstatethat“e-HRMconsists
ofconfigurationsofcomputerhardware,softwareandelectronicnetworkingresourcesthatenable
intendedoractualHRMactivities(e.g.,policies,practices,andservices)throughthecoordination
andcontrolofindividualandgroup-leveldatacaptureandinformationcreationandcommunication
withinandacrossorganizationalboundaries.”

3.1.2. Digital HR Processes
Inthecontextoftheprocessestobedigitized,researchfocusesonseveralofthemoutoftheHR
processworld(refertoFigure2.,adaptedandtranslatedbypermissionfromSpringerVieweg,Cloud
Computing -Die InfrastrukturderDigitalisierung, (Vom traditionellenPersonalmanagementhin
zue-HRMinderCloud.ImplementierungsansätzeeinerdigitalenTransformation)(Ziebelletal.,
2018)@2018).

Generally,theprocessesthataredigitizedine-HRMcanbeclassifiedintotwotypes,according
totheirusage:“unsophisticated”and“sophisticated,”wherebyoperativecoreprocessesareconsidered
as being “unsophisticated” while talent management and workforce planning are classified as
“sophisticated”(NagendraandDeshpande2014).

3.1.3. Talent Management& Workforce Planning
Researchintheareaoftalentmanagementande-HRMisquitediverserangingfromarticlesabout
humancapitalmanagement,includingperformancemanagement(Heringtonetal.,2013;Nuraand
Osman,2013;Tornacketal.,2014;Pilarskietal.,2016;Bohloulietal.,2017)orthegeneralvalue
ofe-HRMinthetalentmanagementcontext(Wiblen,2016)tospecificresearchaboute-Learning
(Nichols,2003;Clarketal.,2003;Pocatiluetal.,2010;Stoneetal.,2015;FındıklıandBayarçelik,
2015; Colchester et al., 2017) or employee relationship management (Strohmeier, 2013). Some
particularissuesincertainprocessesareaddressesforexamplehowe-Learningcanbemademore
efficient(Nichols2003;Clarketal.,2003)orifitsdigitizationisexpedient(Pocatiluetal.,2010).
IthasalsobeenemphasizedhowCompetencyManagementisunbalancedineHRMapplications
(Echavarren,2011).

Combiningdifferentdisciplinessuchasbusinessprocessmanagementinthecontextofrecruiting
andresearchingitsimpactisalsoavariationinthatresearcharea(Laumeretal.,2014).Bohlouliet
al.(2017),forexample,suggesttheuseofmathematicalmodelstoevaluatecompetencies.Tornack
etal.(2014)notethatthetopicofcompetencemanagementisalreadywellsupported,butsuccession
planninghassofarbeenlessdigitized.Insuccessionplanning,Pilarskietal.(2016)pointoutthat
digitizationcanhelpbothtopromoteandretain(NuraandOsman,2013)internaltalentsbetterand
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toacquireexternaltalent.Girardetal.(2013)examinetheinfluenceofnewwebtechnologieson
recruitmentpracticeanddiscoverthatthetopicsofemployerbrandingandreputationmanagement
havebeenexpanded.Wiblen(2016)drawsattentiontotheextendedanalysispossibilitiesofe-HRM
andtheevidence-baseddecision-makingpossibilitiesintalentmanagementbasedonit.Atthesame
time,shequestionswhytherehavebeenfewstudiesintheacademicworldontheroleandinfluence
of technologyintalentmanagementuptodate.Intheworkforceplanningcluster,recruitment is
thedominantresearch topic(Pinetal.,2001;Furtmuelleretal.,2011;Dhamija,2012;Girardet
al.,2013;Maieretal.,2013;Laumeretal.,2014),followedbyseveralarticlesaboutanalytics(see
3.2.4.HRanalyticsforacompletereview)andsuccessionplanning(BradNeary,2002;Nagendra
andDeshpande,2014).Thesearticlescoverdifferentaspectssuchashowthedigitizationofthese
processescontributetotheimprovementofprocessqualityandefficiency(Pilarskietal.,2016)or
howdigitizationinfluencedaprocesschange(Holm,2014).

3.1.4. Administrative Core Processes
Theresearchregardingtheadministrativecoreprocessesine-HRMissomewhatlimited,although
theSierra-CedarSurvey2017-2018(HarrisandSpencer,2018)states that thepracticaladoption
rateofpayrollsolutionsincompaniesis98%.Itisassumedthate-HRMsolutionscandeliverthose
background processes (Strohmeier, 2007), but the non-administrative application such as talent,
workforceorstrategicmanagement(GrantandNewell,2013)arefocussedinrecentresearch.Dulebohn
andMarler (2005)note thatcompaniesusee-HRMtypically toautomate thepayroll,design the
compensationsystemandadministratethecompensationandbenefits.Theaddedvalueofusinga
systemistheincreaseinaccuracyandreductioninerrorsregardingthepayrollprocesses(American
PayrollInstitute,2010).Usingthisdatatogetanoverviewofthepaystructureisanotherbenefit
(FayandNardoni,2009).Deryetal.(2013)researchtheproblemsthatoccurwhenimplementingan
e-HRMsystemfocussingonthepayrollfunction.Additionally,administrativecoreprocesses,dueto

Figure 2. HR Process world (Ziebell et al., 2018)
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theirstandardizednatureofferthechancetobeoutsourcedcompletelytoleveragecostsefficiencies
(DickmannandTyson,2005).

Fromthecloudproviderspointofview,ithasbeenpointedoutthatthereissufficientofferof
malleableandefficientassetsforthenewtechnologiesinthee-HRMfield(Wrightetal.,2012).

3.2. Implementation and outcome
Thefollowingsubsectionsdealwiththeimplementationofe-HRMsystems,itsadoption,addressing
thebarriersaswellasthegeneralimpact.Legalandsecurityissuesarethendiscussed.Thechapter
closeswithaliteratureoverviewofHRanalyticsandtheimpactofcloudtechnologyone-HRM.

3.2.1. Implementation and Project Management Methodology
Notmanystudiesdealalonewiththeapplicationofe-HRMandthosewhodosodealwiththelessons
learnedfromtheseprojects(Bondarouk,2011;Heikkiläetal.,2014)aswellaswiththeinfluencing
factors(Banerji,2013;Deryetal.,2013;NgocDucetal.,2013;Heikkiläetal.,2014)ratherthanfocus
oneachimplementationstep.Heikkiläetal.(2014)researchthechallengeswhentheyintroducee-HRM
inamultinationalcorporationandidentifyvariousbarriersandchallengesduringtheimplementation
process.Theypointouttheuniqueroleoftheconsultantandthepossiblemicro-politicalproblems
(e.g.,powerstrugglesbetweendepartments)inimplementation.Also,possibleconflictscausedbya
lackofITknowledgeorbytheorganizationalbalanceofpowerarealsoaddressed.

Thefollowingarealsoanalysed:whichstrategicdecisionsgenerallyinfluencetheimplementation
ofe-HRM(Schalketal.,2013),towhatextentanapplicationisrelatedtoindividualHRprocesses
(Maieretal.,2013;Eckhardtetal.,2014)orhowinnovationcanbeenabledduringtheimplementation
process(Tansleyetal.,2014).Thefewstudiesonthemodelsdealwiththequestionoftheextentto
whichanimplementationoffersacompetitiveadvantage(BeckersandBsat,2002)orhowtheadded
valueandtheconsequencesofe-HRMcouldbemeasured(Stoneetal.,2006;StoneandLukaszewski,
2009;Strohmeier,2009).WhileRoberts(1999)triestodevelopanapproachtocalculatethereturn
oninvestmentbutfindsthatmuchofthevalueisintangible,Strohmeier(2006)evendealsexplicitly
withthecontradictorystatementsabouttheadvantagesrealized.

Research on project management methodology (PMM) is broader, including articles about
PMMevolution(Garel,2013),classical(Neugebauer,2004;Wagner,2011)andagile(Boehmand
Turner,2004;Komus,2013;Torrecilla-Salinasetal.,2016;Vlietlandetal.,2016),mixedso-called
hybridapproaches(Habermann,2012;Špundak,2014)oradoptionsbycompanies(Schollerer,2016).
Allthesedifferentapproachesbringadvantagesordisadvantagesdependingondifferentdecision
factors(projecttype,projectsize,industry,etc.)andthushaveadirectinfluenceonprojectsuccess
(Cooke-DaviesandArzymanow,2003;Wells,2012;Komus,2013;JoslinandMüller,2015).The
maturityofthePMMintheindustryisevaluated(Cooke-DaviesandArzymanow,2003)aswellas
howefficientspecificapproachesare(Schoeneberg,2011;Wells,2012;JoslinandMüller,2015).
Onlyafewarticlesdirectlyconnecte-HRMwithaprecisemethodology(Schuessler,2008;Wilson-
EveredandHärtel,2009;MohapatraandPatnaik,2011).Ziebelletal.(2016)concludethatamix
ofdifferentapproaches,supportedbystrongchangemanagement,isthebestwaytomeettheneeds
ofHRCloudtransformations.

3.2.2. Adoption, Barriers, and Impact

3.2.2.2. Adoption
TheadoptionofIT,alsoin thecontextofe-HRMhasbeenexaminedmorewidely.Inprinciple,
thefactorsinfluencingITadoptionareindividual,external,organizationalandtechnologicalwhile
Bondarouketal.(2017b)differentiatebetweentechnical,organizationalandsocialfactorsaffecting
adoption.
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The individualacceptanceof technology, i.e.,one’sperception,motivation,andattitude,are
examinedinvariousstudies(Rogers,1995;Thong,1999;MartinsonsandChong,1999;Voermans
andVeldhoven,2007;DelormeandArcand,2010;Troshanietal.,2011).Externalfactorssuchas
regulationsorcompetitivepressurewithinanindustry,thecountrywherethecompanyisbased,the
cultureaswellaslegalrequirementshaveaninfluenceontheadoptionofIT(Olivas-Lujanetal.,
2007;Sophonthummapharn,2009;Panayotopoulouetal.,2010;OliveiraandMartins,2010;Low
etal.,2011;Masumetal.,2015),thelatterfactorbeinganunder-researchedsubject(Choi,2017).
Withregardstoorganizationaldeterminants,companysize,theskills,andattitudeoftheworkforce,
individualroles,individualpositions,aswellasmanagementcommitmentmustbementioned(Hussain
etal.,2007;VoermansandVeldhoven,2007;Teoetal.,2007;Bondarouketal.,2009;Strohmeier
andKabst,2009;Troshanietal.,2011;Bellou,2016).Inthecontextoftechnology,thetechnological
readinessofanorganization,thequalityofthee-HRMoperationandtheITskillsoftheemployees
arediscussed(Ruëletal.,2007;VoermansandVeldhoven,2007;OliveiraandMartins,2010;Low
etal.,2011;Maieretal.,2013).Finally,anadditionalviewofthee-HRMadoptionfactorsaffecting
theireffectivenessandapplicantacceptancehasbeendebatedbyStoneetal.(2013).

Differenttheoreticalapproachestomeasuringtheadoptionofe-HRMareused.TheTechnology
AcceptanceModel(TAM)(Davis,1986,1989),whichcombinestheperceivedbenefitsofasystem
withitssimplicityofuse,isoneoftheapproacheschosen(Maatman,2006;VoermansandVeldhoven,
2007;ErdoǧmuandEsen,2011;NuraandOsman,2012;YuslizaandRamayah,2012).Yuslizaand
Ramayah(2012)usetheTAMintheirempiricalstudywith154HRprofessionalsandfindthatthe
attitudetowardse-HRMcorrelateswiththevariablesexamined(e.g.,theperceiveduse/contribution
ofe-HRMandtheperceivedeaseofuseofthesystem).Nevertheless,theypointoutthatthereare
manymorevariablestobeinvestigatedandgiverecommendationsforpracticalimplementationand
use.Theyalsofindthate-HRMisnotsuitableforeveryorganization.Snicker(2013)appliesthe
modeltheHRemployeeself-serviceatTAPPortugalairlines.AcombinationoftheTAMapproach
with theTheoryofAcceptance andUseofTechnology (Venkatesh et al., 2016) is alsoused in
e-HRM(Virdyanantoetal.,2017).OthermodelssuchastheTechnologyOrganisationEnvironment
Framework(Tornatzkyetal.,1990;Alametal.,2016),theTOPFramework(Technology,Organisation
andPeople)(Bondarouketal.,2017a),orderivedandcombinedmodels(Al-mobaideenetal.,2013;
ChakrabortyandMansor,2013;Masumetal.,2015)arealsousedtoevaluatetheadoption.Njoku
(2018)combinesTAMwithseveralothertheoriestoanalyzethecontributionthate-HRMmakesto
businessperformance.Anotherscientificapproach:the“regressionanalysis”isusedbyLin(2011),
whofindsthate-HRMdependsbothonITadoptionandontheadoptionofavirtualorganization,
wheretheentitiesofanorganizationaredetachedbutcollaboratewiththehelpofIT.Heconcludes
thosebothhaveapositiveinfluenceonorganizationalinnovationandderivesrecommendationsfor
practicalimplementation.

Otherstudiesfocusondifferentaspectsofthepracticalapplicationandtheinfluenceofsocio-
culturaladoption.Thus,e-HRMapplicationisdifferentiatedaccordingtocountries(NgaiandWat,
2006;Hooi,2006;Panayotopoulouetal.,2007;Teoetal.,2007;Olivas-Lujanetal.,2007;Lauand
Hooper,2009;Troshanietal.,2011;NuraandOsman,2013;Eckhardtetal.,2014;Masumetal.,
2015;Alametal.,2016;Bondarouketal.,2016),companysize(Hooi,2006;NagendraandDeshpande,
2014),theprivate(Ruëletal.,2004;VoermansandVeldhoven,2007;Olivas-Lujanetal.,2007;Kumar
andLalitha,2016)andthepublicsectors(Bondarouketal.,2009;Troshanietal.,2011;Alametal.,
2016)butalsoaccordingtobusinessprocesses(VarmaandGopal,2011;Eckhardtetal.,2014).A
combinationoftheindividualpointstobeinvestigated,suchasthecountry,method,andsectoror
technology,isimplicit.Forexample,KumarandLalitha(2016)examinetherecruitmentprocessesin
theprivatebankingsectorinIndiawhileJohnsonandDiman(2017)focusontheadoptionofcloud
technologyinsmallandmedium-sizecompanies(SMEs).
3.2.2.3. Barriers & Impact
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Studiesontheimpactofe-HRM,ontheotherhand,arecommonandcanbedividedintooperative
andstrategicoutcomes.Operativeadvantagesincludeprocessautomationtoenabletheefficiency
ofHR,costsavingsduetoheadcountreductionaswellasserviceimprovementthroughthebetter
qualityandintegrityoftheprovidedinformation(Tansleyetal.,2001;Lengnick-HallandMoritz,
2003;Rueletal.,2004).EnablingtheemployeeandmakethemapartoftheHRprocessisnamed
aswell(Kovachetal.,2002;BeckersandBsat,2002).Improveddecisionmakingfromabroader
andbetterdatabasealsooffersasanadvantage(KovachandCathcart,1999;Raidenetal.,2001;
RaidénandNeale,2005).Thepracticalrealizationoftheseadvantagesisconfirmedinvariouscase
studies(Stoneetal.,2013;Laumeretal.,2014;Thite,2014;FındıklıandBayarçelik,2015).Barriers
mentionedincludelackoffundsorinsufficientmanagementcommitment(KovachandCathcart,
1999;Bondarouketal.,2009;Tomannaetal.,2018),initialprojectcostsandmaintenance(Beckers
andBsat,2002),andlackofknow-howinbothHRandIT(NgaiandWat,2006;Kumaretal.,2013).

ChapmanandWebster(2003),ontheotherhand,findthattheuseoftechnologyhaslimited
impactandsuccess.Ingeneral,positiveargumentssuchaspossibleefficiencygainsandcostsavings
(Dhamija,2012;KumarandLalitha,2016)predominate,butdisadvantagessuchastheexclusionof
specifictargetgroups,e.g.,topmanagement(Pinetal.,2001)throughprocessdigitizationalsonamed.

Theimprovementofthestrategicorientationandstrategicpartnership(LepakandSnell,1998;
Davisetal.,2000;Ruëletal.,2004)oftheHRdepartmentisalsomentionedfrequentlybutresearchon
howe-HRMcansupportthisstrategictransformationanditsassessment,ismorerecent(Bondarouk
andRuël,2013;GrantandNewell,2013;Thite,2014;Bellou,2016;MarlerandParry,2016).Marler
andParry(2016)researchwhethertechnologyenablesstrategicHRMorwhetherITisjustanother
instrumentforimplementingthestrategy.Intheirempiricalstudy,theyfindevidenceforboth,but
thesevarydependingon thecontext (e.g., theexternalenvironment),and theyconclude that the
influenceofexternalstakeholdersmustalsobeconsidered.

3.2.3. Legal and Security Challenges
Theprocessingofpersonaldata,whichistheroutineday-to-dayworkintheHRenvironment,requires
particularlysecurehandling.Thedataprotectionrequirementsaretypicallysetbynationallegislators
(OneHundredSeventhCongressoftheUnitedStatesofAmerica,2001;Poullet,2006;PublicLow
107-347,2007),whodefinealegalframeworkwithinwhichthee-HRMsystemsmustbeadapted
(StrohmeierandKabst,2009).Hubbardetal.(1998)pointouttheethicalandlegalimplicationsinthe
contextofe-HRMandconcludethatthecontinuallychanginglegislativeandregulatoryrequirements
demandthatbothHRande-HRMmanagersareawareanddealwiththeserequirements,asotherwise
thereisthepossibilityoflegalaction.Zafar(2013)discussesthebasicneedsforITsecurityinthe
e-HRMenvironmentandhowitcanbeimproved.LehnertandDopfer-Hirth(2016)addressthenew
requirementsfore-HRMinthecontextofthelateGeneralDataProtectionRegulation(GDPR)and
aboveallhowthesearetobeimplementedtechnically.Otherresearchfocussesonthehumanfactor
inITsecurityinthee-HRMcontext(Eddyetal.,1999;WongandThite,2009).

Someauthorshaveanalyzed,fromamanagementperspective,whichessentialHRMprocedures
arerequiredforimprovingtheinformationsafetyperformancefromtheperspectiveofITprofessionals
(Kumah,Yaokumah,&Buabeng-Andoh,2018).

Otherarticlesdealwithdatasecurityandlegalrequirementsbasedonthetechnologyused,such
ascloud-basedenvironments(Chowetal.,2009;Kandukurietal.,2009;Kaufman,2009;Pearson
andBenameur,2010;Chonkaetal.,2011;SubashiniandKavitha,2011;ZissisandLekkas,2012;
LotharDetermann,2012;ChenandZhao,2012;Rongetal.,2013;Weietal.,2014;Odun-Ayoetal.,
2017),butdonotspecify,withsingleexceptions(Choi,2017),aparticular(e-HRM)businessprocess.

3.2.4. HR Analytics
Assessingperformancemeasurementcannotbeconductedwithoutdefinedmetrics(VanLooyand
Shafagatova,2016)whichLawleretal.(2004)differentiatebetween“HRanalytics”and“HRmetrics”.
HRmetricstypicallymeasuretheoutcomesofHRMthatistosay:itsefficiency,effectivenessor
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theimpactofcertainactions.HRanalyticsrepresentastatisticalandexperimentalapproachthatcan
alsobeusedtoshowtheresultsofHRactivities.Nevertheless,therearevaguedefinitionsofterms
intheliteraturethatusetheterms“metrics”and“analytics”interchangeablyorcombined(Pape,
2015;BassiandMcMurrer,2016).

Itisassumedintheliteraturethatacombinationofkeyfiguresfromtheareaoffinance(Huselid
1995)andthefieldofhumanresourcessuchasemployeeturnoverandabsence(Guthrie,2001),
employeesatisfactionandcommitment(MackyandBoxall,2007)canbeappliedtomeasurethe
efficiencyofHRmanagement.Duringtheliteratureresearch,afocuswasplacedontheanalysis
ofHRkeyfiguresmadepossiblethroughtheimplementationofe-HRMandthuscontributetothe
measurabilityofefficiency.

TechnologicalprogressandtheincreasingavailabilityofHRdatahavecreatedtherelatively
newandaspiring field (AcitoandKhatri,2014)ofHRanalytics,meaning theuseofmetrics to
analyzeHRdata(BoudreauandRamstad,2002;vandenHeuvelandBondarouk,2017).Untilnow,
manycompanieshavelackedtheskillstoimplementHRanalyticsintheorganization(Wolfeetal.,
2006;CarlsonandKavanagh,2008).Nevertheless,itisquestionedtowhatextentdataanalysiscan
offeraddedvaluefortheorganizationanditiscertainthatacleardefinitionofthequestionstobe
answeredinadvanceisnecessary(King,2016).However,answeringquestionsaboutorganizational
problemsmustalsoleadtomanagement’saction,asthisistheonlywaytocreateabeneficialsituation
fortheorganization(CarlsonandKavanagh,2008).Angraveetal.(2016)arecriticaloftheuseof
HRanalyticsifthegoalistoincreasestrategicinfluenceatthemanagementlevel(Lawleretal.,
2004)whilemaintainingthecurrentpracticesofHRworkingmethodswhileMcIveretal.(2018)
proposeawaytorealizeorganizationalsuccesswhenapplyinganalytics.Researchhasalsodealtwith
concreteapplicationsofanalyticsinpractice(Weietal.,2015;BassiandMcMurrer,2016;Simónand
Ferreiro,2018),itsinterpretationandimpact(ChhinzerandGhatehatehorde,2009;KhanandTang,
2016;Schiemannetal.,2018).ThelatestreviewwhichhasbeenconductedbyMarlerandBoudreau
(2017),concludesthatsincethepossibleadoptionofHRanalyticsisratherlimited,researchhasso
faralsobeenlessextensive.

3.2.5. e-HRM in Cloud-Based Environments
Theliteraturedealingwiththetopicofe-HRMincloud-basedsolutionsissomewhatlimited.Wanget
al.(2016)developamodelfortheimplementationandusageofcloudtechnologyforHRMinSMEs.

Pande et al. (2012) review open source e-HRM solutions of which some are cloud-based
andpointoutthatthiscloudtechnologyoffersSMEsthepossibilitytoscaleuptheirapplications
withouthavingtoinvestinhardwarewhichmakesadoptionmorelikely.Taniser(2016)examines
the differences between on-premise and cloud-based e-HRM solutions and discusses different
aspectsuchastheimplementationoradoptionofthesepracticesandsuggestmanagerialaswellas
theoreticalimplications.OtherliteratureresearchesaspecificHRMprocess,likethecloud-based
HRISreporting(HotaandMishra,2012)orskillandknowledgesharingviaacloud-basedframework
(JafariNavimipouretal.,2015a,b).Someliteraturepointsouttherelevanceoffuturecloud-based
e-HRMsystemsintheory(Bhargava,2012;ChakrabortyandMansor,2013)andpracticalapplication
(Zapotocny,2015;Alameluetal.,2016;Kansaraetal.,2016).Chen(2014)definesacomprehensive
architecture to use cloud technology for HR while adoption is researched as well (Johnson and
Diman,2017;Seoetal.,2019).Ziebelletal.(2018)proposeaprocessmodelforsuccessfule-HRM
transformationintoacloud-basedsolution.Finally,HarrisandSpencer(2018)concludeatechnological
shiftfromon-premisetocloud-basede-HRMsolutions.

In relation to the cloud infrastructure, a contingent approach between e-HRMs applications
requirementandcloudinfrastructureselectionhasbeenproposed(Wrightetal.,2012).Theadaptation
ofcloudservicestouserrequirementshasbeendiscussedaswell(Ezenwoke,Daramola,andAdigun,
2018).
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4. CoNCLUSIoN, RESEARCH GAPS, ANd FUTURE RESEARCH

Themostdiverseaspectsofthee-HRMresearchfieldhasalreadybeenexamined,andthisisalso
confirmedinvariousworkswhichreviewtheliteratureonthissubject(NgaiandWat,2006;Strohmeier,
2007,2009;BondaroukandRuël,2009;MarlerandFisher,2013;RuëlandBondarouk,2014;Johnson
etal.,2016;Wirtkyetal.,2016;MarlerandBoudreau,2017).However,themostrecentliterature
reviewfromBondarouketal.(2017b)aswellasolderones(e.g.,NgaiandWat,2006b;Strohmeier,
2007)coverpublicationsupuntil2010.Inourresearchweincludeliteratureuptotheyear2018,
discussingrecentpublicationsthataddresstopicsrelatedtonewtechnologies(e.g.,Technological
developmentofcloud-basede-HRMsolutions)andthuscontributetoresearch.

However,currentliteraturedealswiththehistoricaldevelopmentofe-HRM,itsadoptionand
thepotentialthatcanbetappedafteritsintroduction.Manyofthepublicationsstudiedareempirical
(e.g.,casestudies),andthereisalackoftheorybuilding,andStrohmeier(2007)concludesthat“the
mainandmostdetrimentalinadequacyofcurrentresearchisitsprimarilynon-theoreticalcharacter.”
Ourliteraturereviewconfirmsthisassumption,goesalongwiththefindingsofthepreviousliterature
researchesandagreeswithBondarouketal.(2017b),whoadvocatemoretheoreticalanalysisbefore
moreempiricalresearchcanfollow.

Theinfluentialadoptionfactorsareclassifiedasfollows:technology,organization,andpeople.The
consequencesofe-HRMaredividedintothreecategories:operational,relationalandtransformational
outcomes.Bondarouks’workinthecurrentreviewofe-HRMdoesthis(Bondarouketal.,2017b),and
itisconfirmedbyourresearch.Furtherresearchcoulddifferentiatebetweene-HRMprocessesandhow
theydifferinadoptionandconsequences,inthesameway,thisarticleseparatestheprocessclusters
intalentmanagement,workforceplanning,andadministrativecoreprocesses.Oneofthefindings
resultingfromthedifferentiatedconsiderationoftheprocessclustersisthatthetalentmanagement
clusterisexaminedmoreintensivelythantheadministrativecoreprocesses;whichmaybebecause
theadministrativecoreprocessesareconsideredcommodity,meaningtobeperceivedasstandardized
services(HarrisandSpencer,2018).Sofar,HRsuitesthatenablethemappingofentireHRprocess
landscapesandtheirinteractionwithoneanotherhavenotbeenfoundincurrentresearch.

WhileBondarouketal.(2017b)focusontheadoptionandconsequencesofe-HRMprocedure,
thisliteraturereviewcontributestothee-HRMtopicbymentioningotheraspectsastheHRanalytics
andthecloud-relatedelements.

Asthepracticalapplicationofcloud-basedsolutionsisgainingmomentum(HarrisandSpencer,
2018),research-orientedtowardsitsuseinorganizationscannotkeeppace.Therefore,oneofthe
contributionsthisreviewmakesistoinvestigatethecombinationofe-HRMandcloud-basedsolutions
whilepointingoutthatfurtherresearchinthatfieldisnecessary.Newwaysofimplementingand
adoptinge-HRMduetothebenefitscloudtechnologybringalongaswellasthepracticalimplications
forHRM,ingeneral,needtobefurtherinvestigated.Itwasfoundthatsofarthereislittleresearchin
theareaofprocessmodelsfordigitalHRtransformations.Especiallycloud-basede-HRMsolutions
requireadifferentapproach,whichissimilar toERPimplementationswith theirstrictlydefined
process(LuoandStrong,2004;Ziebelletal.,2018).Therearefurtherpossibilitiesforresearchhere
becausethecloud-basede-HRMtransformationwillcontinuetoadvance(HarrisandSpencer,2018).
Legalaspectsinvolvetherequirementsforthehandlingofpersonaldataandtheuseoftechnology.
Thisfact,inturn,requiressafetyaspectsthatmustbeconsidered(Kumahetal.,2018).Untilnow,
thescientificdiscussionhasbeenconductedbasedonthetechnology,i.e.,thelegalimplicationsof
cloudsolutionsingeneralandon-premiseHCMsolutions.Researchincloud-basede-HRMsolutions
andtheresultinglegalandsecurity-relatedtopicsisrare.

ThisconsiderationalsoappliestoothertopicssuchasHRanalytics,whichbenefitfromnew
technologies.AlthoughtheadoptionratesofHRanalyticsarecomparativelylow,researchisnot
takingtheleadhereandinvestigates this topicindepth.Itcouldopenadditionalresearchfields,
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forexample,thosethatdescribewhichkeyfiguresarerelevant,orwhichkeyvaluescanbeusedto
measurethesuccessofHRtransformationprojects.

Furthermore,itcanbeconfirmedthate-HRMisamultidisciplinarytopicinbothHRandIT
research.Thisisalsoreflectedinthefollowingtablewhichshowsthatthepublicationstakeplace
inbothHRandITjournals.Onlyjournalswith5ormorepublicationsthatwerefoundduringthe
reviewareincludedinthatlist.

TheInternationalJournalofHumanResourceManagementandHumanResourceManagement
Reviewarethosemostprominentjournalspublishingreviewsone-HRMtopics.Itisnoticeablethat
moste-HRMarticlesarepublishedbyHRjournals,andonlytwoITjournalsappearonthelist.This
factconfirmstheassumptionthate-HRMisascattered,multi-disciplineresearchfield(Strohmeier,
2007),butthatHRdisciplineismainlyintheleadwhileITjournalshavenotdealtsufficientlywith
thesubject.However,theresearchfielde-HRMaffectsevenmoredisciplinesthanHRandIT.There
areoverlapswiththedisciplinesoflawandgeneralprojectmanagement,whichareexaminedinthis
article.

Aboutthefindings,generally,theevolutionofe-HRMisongoingatafastpace,withabroad
practicaladoption(HarrisandSpencer,2018)whichresearchistryingtocatchupwithandasseveral
researchdisciplinesareinvolved,therearestillopportunitiesforfurtherstudyatthepointsatwhich
thesevariousdisciplinesoverlap.

Table 3. Journal rankings
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