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ABSTRACT

This study was conducted to establish the benefits of utilizing electronic human resource management 

(E-HRM) system as a decision-making tool by the human resource (HR) leaders in selected South 

African tertiary institutions. Leaders in the human resource management (HRM) departments include 

the human resource (HR) directors and managers, HR professionals, and HR specialists. They are 

responsible for maintaining order, seeing to the day-to-day running of the organization and helping in 

achieving the organization’s goal (Ukandu and Allen-lle, 2013:1). This article explores the leadership 

decision-making process in the utilization of E-HRM system in selected tertiary institutions in South 

Africa. 

The objective of this study is to find out how the utilization of E-HRM system has enabled the 

HR leaders in decision-making in the HR functions of the South African tertiary institutions. The 

purpose is to explore leadership decision-making in the utilization of Electronic Human Resource 

Management (E-HRM) systems in selected South African tertiary institutions in order to discover 

the benefits of using E-HRM system in the human resource management functions of the South 

African tertiary institutions. The population consisted of 450 employees from different South African 

tertiary institutions, out of which 306 responded. A triangulation research method was utilized to find 

information from the different tertiary institutions. 

The Human resource (HR) directors and managers, HR professionals, HR specialists and other HR 

staff members of the various South African tertiary institutions form part of the sample. A closed-

ended questionnaire was used. The results obtained indicate that majority of HR leaders use E-HRM 

system in their decision-making in their human resource functions in the South African tertiary 

institutions; however, some leaders noted that they are yet to implement the system as a decision-

making tool in their institutions.

KEYWORDS:  Leadership, Decision-making tool, Electronic human resource management 

system, Tertiary institutions, Human resource management.
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1. INTRODUCTION AND BACKGROUND

Human Resources Management (HRM) was initially limited to salaries and recruiting new 

candidates. The administrative functions of HRM were bureaucratic until public servants 

discovered that these functions were ineffective, discriminatory and inefficient (James, 2006: 7; 

South Africa, 1997b). in 2001 the ministries of Education and Labour jointly decided to launch 

human resources strategy for South Africa (James, 2006: 7). This would maximise the potential 

of South African employees through the attainment of knowledge and skills to compete, and to 

introduce a new operational plan for human resources (HR) employees in South Africa (South 

Africa, 2005). E-HRM system came into being in South Africa as an iT support system to support 

the functions of human resource practitioners during the nineties (Hendrickson, 2003:381). it also 

supports HR functions as Human Resource information Systems (HRiS) (Ruel et al., 2004:369). 

HRiS supports HR leaders in performing their HR functions, while E-HRM system supports both 

HR leaders (HR professionals, HR managers) and other HR employees in performing their HR 

tasks (Maatman, 2006:17). A challenge for South African tertiary institutions’ management is for 

HR practitioners to embrace technology, as this will improve their job performance (Doughty, 

2010: 2). A survey, which was conducted at the Roffey Park institute, suggests that HR employees 

at South African tertiary institutions lack credibility and foresight of E-HRM system. it is true that 

about 75% of South African companies intend to improve E-HRM capabilities within a period of 

two years (Wyatt, 2002:1). However, many HR employees at South African tertiary institutions 

continue to misuse E-HRM system, since they are unsure of the benefits that it offers (Wyatt, 

2002:2). in addition, South African tertiary institutions’ managements have reported low usage 

of the E-HRM system by some HR leaders/employees because they feel that the system is not 

effective in helping them to achieve their organizational goals while others believe that the system 

is indeed effective.

1.2  UTILIZATION OF THE E-HRM AS A DECISION-MAKING TOOL IN ORGANIZATIONS

Different organizations internationally have increased the use of technology within their human 

resource management (Torres-Coronas & Arias-Oliva, 2009:110). in Europe 70% of organizations, 

including tertiary institutions, use the internet or intranet to deliver Human resources services 

to their employees. This enhances their Electronic-Human Resource Management (E-HRM) 

capabilities (wyatt, 2002:3). in any organization that introduces technology, the benefits that this 

technology comes with may vary. Ngai & Wat (2006:297) noted that organizations need to know 

the benefits of E-HRM system before implementing or utilizing it. E-HRM system is important both 

to the HR leaders and to all HR employees. Hence, Shrivastava & Shaw (2004: 201), proposed 

a transformational impact of technology by redefining the scope of the HR Function which 

encourages more strategic activities. This strategic activity has led to the increase in the demand 

for accurate and detailed information about an organization’s human resources (Ball, 2005:677). 

Electronic-Human Resource Management (E-HRM) system has enabled such information to be 

made possible at the press of a button and this has led to efficiency of information, reduction 

in costs and time, and for analytical decision-making. Parry (2009) cited in Torres-Coronas & 

Arias-oliva (2009:110), have listed some areas of Human resource functions that E-HRM system 
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have been used as a decision-making tool: the first is the recording and management of absence. 

The Human resource leaders have utilized the electronic-Human resource management (E-HRM) 

system in increasing the effectiveness of recording and management of absence across the 

organization by introducing a system that records the starting and finishing time of the employees:-  

Second, the automation and introduction of an e-recruitment system enables the applicants to enter 

their own details; This makes the process of recruitment more efficient and effective; it also enables 

HR leaders in responding automatically to the applicants thereby speeding up the communication 

process. Third, E-HRM system helps the HR leaders in reviewing forms directly; reviewing employee 

salary; bonus ratings and recording of employee absence. This information is entered directly into 

the system instead of submitting paper-based forms to the HR department or professionals. Fourth, 

HR professionals can make good strategic planning for the department. E-HRM system can be 

used for HR appraisals and compensation planning. 

Again, the introduction of self service can increase accuracy of data captured. it leads to 

increased transparency of operations and reduce the transactional work of the HR Administration 

teams, allowing the HR professionals’ time to work on more complex and difficult tasks. Finally, 

According to Lengnick-Hall and Moritz (2003:373), an improved decision support system (DSS) 

will benefit HR leaders of different tertiary institutions in that the human resource functions will 

be liberated from administrative fetters and they will be able to focus on developing intellectual 

capital, social capital, and managing knowledge to improve their organization’s competitive 

advantage. Decision support systems improve the decision-making of human resource managers 

and other employees in the tertiary institutions (Boyett & Boyett, 2001 cited in Lengnick-Hall & 

Moritz, 2003:374). The decision support system will provide a ‘predictor algorithm’ that will enable 

HR managers to forecast potential problems in the organization such as turnover, recruitment, 

compensation, and labour relations (Lengnick-Hall & Moritz, 2003:374). 

1.3  LEADERSHIP

Leaders are responsible in maintaining order, seeing to the day-to-day running of the organization 

and helping in achieving the organization’s goal (Ukandu and Allen-lle, 2013:1).

2.  AIM OF THE STUDY
The aim of this study is to explore leadership decision-making in the utilization of Electronic 

Human Resource Management (E-HRM) systems in selected South African tertiary institutions 

in order to discover the benefits of using E-HRM system in the human resource management 

functions of the South African tertiary institutions.

3.  RESEARCH OBJECTIVES
• To find out how the utilization of E-HRM system has enabled the HR leaders in decision-

making in the HR functions of these institutions

• To investigate the value adding benefits of E-HRM to the Human Resource functions of the 

selected South African tertiary institutions                                        
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• To assess the effect and efficiency of information and decision-support tools of decision-

making for the HR leaders in the South African tertiary institutions  

4.  RESEARCH QUESTIONS

• How has the utilization of E-HRM system enabled the HR leaders in their decision-making?

• What are the benefits of HR leaders in utilizing E-HRM system in decision-making of the HR 

functions of the institution?

• How do the information and decision-support tools provided by E-HRM affect the efficiency/ 

timeousness of decision-making of the HR leaders in the South African tertiary institutions?

5.  SIGNIFICANCE OF THE STUDY

By examining leadership decision-making in the utilization of E-HRM system, this research should 

enable the HR leaders in improving their HR functions in the selected South African tertiary 

institutions.

6.  LITERATURE REVIEW

6.1  USE OF E-HRM ON HRM FUNCTIONS AT SOUTH AFRICAN UNIVERSITIES

Web development, in association with the HR department is known as electronic human 

resources management (E-HRM), and is changing the way that HR practitioners perform their 

duties (Mongelli, 2000:10). E-HRM originates from HR departments across the world (James, 

2006:15). ‘E’ stands for ‘enabling’, ‘empowering’ and ‘extending’ HR functions (James, 2006: 15). 

E-HRM ties and integrates HR activities into other corporate processes such as finance, supply 

chain and customer service (Doughty, 2010: 4; Karakanian, 2000:36). The uses of E-HRM in the 

human resources management functions of South African tertiary institutions include: E-Planning, 

E-recruitment and selection, E-commerce, and E-training and development.

6.2  ELECTRONIC PLANNING (E-PLANNING)

Electronic planning (E-Planning) enables human resource (HR) practitioners in South African 

tertiary institutions to estimate future labour supply and demand electronically (Swanepoel, et 

al., 2007:775). Electronic human resource management (E-HRM) is a way of implementing 

HR strategies, policies, and practices in organizations through the use of web-technology-

based channels. E-HRM is supported by human resource information system (HRiS). HRiS is 

an integrated system, which consists of hardware, software, and databases that are designed 

to provide information that is used in HR decision making and HR analytics and metrics. it 

improves administrative and operational HR functions by ensuring the availability, compilation 

and management of HR data for effective strategic HR planning (DPSA, 2008:19).
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E-HRM planning is enabled by web-technology to identify the best strategic way of co-ordinating 

the universities’ HR departments and other staff members. it enables online recruitment, 

development, promotion, succession and employment equity (DPSA, 2008: 11). E-HRM 

planning helps the HR departments to update employees’ information, post job specifications, 

change policies and procedures, and arrange training for staff members (Panayotopoulou, et 

al., 2007:277). According to Ruel, Bondarouk, and Looise (2004:368), the benefits of E-HRM 

planning is as follows: it enables HR practitioners and the tertiary institutions’ managements to 

develop, and implement strategic workforce plans that will help them to achieve the institution’s 

goals; HR practitioners can determine critical skills and competencies that will enable them to 

achieve current and future programs; they can build capacity that could address administrative, 

educational and support work force planning strategies; E-HRM also enables HR practitioners to 

estimate future human resources management needs by analysing current job occupation, turn-

over transfers, promotions, retirements and employee skills levels (Werner, 2003:577).

6.3  ELECTRONIC RECRUITMENT (E-RECRUITMENT)

The importance of utilizing electronic recruitment at South African tertiary institutions is increasing 

(Smith, 2007:33). This is a new method of sourcing candidates, which has also widened access 

to the labour pool. E-recruitment is a popular, cost-effective, easy and fast means of reaching 

thousands of potentially suitable candidates (Swanepoel, et al., 2008:268). Recruitment is crucial 

in South African tertiary institutions, as it helps to recruit talented employees. The recruitment 

process has often been affected by challenges such as an increasing need for flexibility and 

responsiveness (Girard & Bernard, 2009:39). E-recruitment paves a new way to attract, recruit 

and select candidates by HR practitioners in South African tertiary institutions and this has 

contributed to organizational effectiveness (Erdogmus & Esen, 2011:487). Recruitment is an HR 

function, which was done manually, and was characterised by cumbersome and time consuming 

tasks (Stone & Dulebohn, 2013:3). Automated HR functions were introduced during the 1970s 

when online recruitment began (Kavanagh, Gueutal, & Tannenbaum, 1990 cited in Koch & Van 

Brakel, 2012:8). Recently, online recruitment has developed into electronic recruitment.

E-recruitment has enabled HR staff members at South African tertiary institutions to attract a lot 

of people within a short time (Stone et al., 2005:24). They also claim that applications that are 

handed in via internet are delivered much faster than applications that are sent by email. The 

quality of responses that are received through e-recruitment has improved via the company’s 

website. McManus and Ferguson (2003:176) state that vacancies that are posted online are 

faster and attract more talent than vacancies, which are advertised on newspapers. Stone et 

al (2005:24) assert that hiring cycle time is reduced by 25% through the e-recruitment method. 

Job vacancies/openings are posted online or in the company’s website and qualified employees 

are easily identified through the use of e-recruitment (Cedar, 2002). However, e-recruitment has 

enabled HR staff members at South African tertiary institutions to convey information about job 

opportunities and give applicants an opportunity to complete their applications online (Stone, 

Johnson, Navas & Stone-Romero, 2005:502; Stone, Lukaszewski & isenhour, 2005:54). HR 

practitioners at South African tertiary institutions use the e-recruitment process to search for 
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employment records to determine if the knowledge, skills, abilities and other characteristics 

(KSAOs) of current employees are consistent with the requirements of vacant posts. The 

E-HRM system enables HR practitioners to provide lists of qualified employees, and notifies 

individuals of new job opportunities. Again, E-HRM-based recruiting systems have more 

prospects than traditional recruiting systems (Gueutal & Stone, 2005:54; Stone, Lukaszewski 

et al., 2005:54). E-recruitment uncovers individuals who have unique talents and skills and also 

attracts greater numbers of candidates than other sources (Chapman & Webster, 2003: 113; 

Galanaki, 2002:243).

6.4  ELECTRONIC SELECTION (E-SELECTION)

HR practitioners use the E-selection process to identify the best job candidates with the right 

knowledge, skills and abilities for a particular job (Johnson & Gueutal, 2011:11). The E-selection 

system enables HR employees to manage the selection process more actively and to provide 

more evidence of the effectiveness of the chosen selection method. The E-selection system 

enables sustainabilities of the organization and evolves the system to satisfy the changing 

requirements of selection (Kehoe, Dickter, Russell & Sacco, 2005:74). The E- selection method 

enables HR practitioners to reduce the time and resources, which are required to manage the 

selection process. in addition, they can conduct tests through web-based versions of testing 

for a job instead of applicants visiting a center for the test. HRiS helps HR practitioners to use 

longitudinal performance data to assess the effectiveness of selection tests (Johnson & Gueutal, 

2011:11).

6.5  ELECTRONIC PERFORMANCE MANAGEMENT

According to Shane (2009:47), technology has an impact on the administrative burden of 

performance management in organizations. Electronic human resource management (E-HRM) 

is used by human resource (HR) practitioners in South African tertiary institutions to conduct 

performance appraisals online through the intranet (Shane, 2009:48). E-HRM enables HR 

managers at tertiary institutions in South Africa to facilitate or measure employees’ performance 

levels beyond their task performance (Cardy & Miller, 2005:15). The E-performance management 

system is used mainly by HR managers, and allows them to retrieve data from the employee’s 

position description, and transfer the information into the evaluation (People Admin, 2006:1). 

The E-performance management system is used as an archive, which stores past evaluations 

and permits comparisons between evaluations to be done over time. The advantage of the 

E-performance management system is that it allows HR practitioners to access data from any 

computer that has internet and at any time. Again, it is easier and faster for HR practitioners 

to generate accurate HR related reports (Kavanagh & Thite, 2008: 36). HR employees also 

use the E-performance management system to manage their own personal performance goals 

based on their performance appraisal results (Walker, 2001:24). Furthermore, the E-performance 

management system is used to collect of performance data and monitor employees’ performance. 

it supports planning and setting for employees during each performance cycle (Payne et al., 

2009:526; Johnson, et al., 2012:126).   
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6.6  ELECTRONIC COMPENSATION

Compensation and reward systems are crucial to attract, motivate and retain employees in any 

organization (Wright & Dyer, 2000: 58). Human resource (HR) practitioners at South African 

tertiary institutions use e-HRM to effectively manage compensation and rewards for employees. 

HR employees can make their own decisions by electronically their preferred benefits and rewards. 

HR managers use the e-compensation system to make decisions regarding salary administration 

or changes, bonuses and rewards for both employees and leaders (Panayotopoulou et al., 

2007:279). Compensation and reward systems have given institutions a competitive advantage 

in search for and to retain talented employees (Wright & Dyer, 2000: 59). The E-compensation 

system also enables HR employees to make concrete decisions about their life insurance, health, 

disability and other benefits (Walker, 2001:36).

6.7  ELECTRONIC COMMUNICATION

The use of electronic communication in human resource management functions at South African 

tertiary institutions include sending and receiving messages electronically through computer 

systems or the internet such as email, voicemail, cell phone and others (Shane, 2009:43). 

Electronic communication systems facilitate the effective and efficient conduct of human resource 

(HR) functions. it gives HR practitioners’ access to the internet and assists them to perform their 

jobs (EFFT, 2001:1). 

intranet and e-forums have been highlighted as a fast, effective and easy way to transmit 

information to employees (Panayotopoulou et al., 2007:279). Furthermore, HR practitioners use 

internet blogs to support communication. Pratheepan and Arulrajah (2012:165) list some uses 

of E-HRM in communication, which include: web-based on-line suggestion schemes to drive 

employees to greater levels of creative thinking; web-based information sharing facilities; an 

open-door management approach, which is enabled through various electronic communication 

channels with the workforce; and team briefing through intra-mail systems.

6.8  ELECTRONIC TRAINING AND DEVELOPMENT

Electronic human resource management (E-HRM) has enabled employee training to be done on-

line via the intranet and internet by using multimedia such as video downloads, video conferencing 

and links to resources (Sambrook, 2003:506). E-learning facilities and modules have been made 

available for HR practitioners via the internet (Pratheepan and Arulrajah, 2012:164). Hence, 

web-based training opportunities have been made available for HR practitioners at branch level 

(Hirschman, 2001:3). Again, HR practitioners can organize E-conference training, especially for 

HR staff members at the branches. Also, a post-training tracking system allows team members to 

assess post training or learning knowledge retention (Wright & Dyer, 2000:6). E-HRM has allowed 

on-line training record books for trainees in order to monitor and evaluate their progress. They can 

also have web-based special individual development plans (Pratheepan & Arulrajah, 2012:165). 
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The benefits of using E-HRM for training and development purposes are for cost reduction by 

eliminating the costs of travel, time away from work, training material and refreshers courses. 

Again, e-learning promotes better, more effective learning, as there are no time limitations 

(Ensher et al., 2002:224).

7.  RESEARCH METHODOLOGY

The aim of this study is to explore leadership decision-making in the utilization of Electronic 

Human Resource Management (E-HRM) systems in selected South African tertiary institutions 

in order to discover the benefits of using E-HRM system in the human resource management 

functions of the South African tertiary institutions. A case study approach was used for this 

research because it dealt with a specific organization, namely tertiary institutions in South Africa. 

The research methods that were used were both qualitative and quantitative (triangulation) as 

means to obtain the opinions of the staff members of the various tertiary institutions used for 

this study in connection to the leadership decision-making in their institution. A total of 450 

questionnaires were distributed and a total of 306 responses were returned through e-mails 

and hand delivered and these were used for analysis. Furthermore, a pilot study was conducted 

with a few staff members of the different institutions, while corrections were made before 

distributing it to others. This would allow reliability and validity. Open-ended, semi-structured 

interview questions were also administered face-to-face to the human resource directors and 

managers to obtain their opinion on decision-making using E-HRM system, while closed-ended 

questionnaires were distributed to other staff members of the different institutions. As mentioned 

previously, the total population that was sampled was 450. The selected sample comprised all 

staff members that have at least one year of work experience within the tertiary institutions. This 

was to enable the researcher to obtain reliable information. A report was compiled regarding 

leadership decision-making in the utilization of E-HRM system in the tertiary institutions in 

South Africa. A high ethical standard was maintained as far as the information is concerned. in 

addition, the data collected was analysed and results discussed in the next section.

7.1  DATA ANALYSIS 

Data analysis was conducted to determine the utilization of E-HRM system by the HR leaders 

in their decision-making in the tertiary institutions in South Africa. Questions were posed to the 

staff members to verify the extent of utilization of E-HRM system in decision-making by the HR 

leaders. The following were responses that were obtained.

8.  RESULTS AND DISCUSSIONS

8.1  IN YOUR INSTITUTION, WHICH AREAS DO YOU NORMALLY APPLY E-HRM AS A 

DECISION MAKING TOOL IN YOUR WORKPLACE?

The human resource (HR) directors and managers noted that they apply E-HRM system as a 
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decision making tool in leave administration, appointment of both permanent and temporary staff 

members. Also, it is used as a decision making tool in the setting and monitoring of employment 

equity matters and in the strategic development matters. More so, it is applied as a decision 

making tool in the approval of positions as replacements, validation of headcount, approval of job 

grades and in other HR processes (Redesign). Some respondents added that it is applied in the 

payroll matters and in the analysis of information such as reporting capabilities.

Furthermore, the HR directors and managers stated that they apply E-HRM system as a decision 

making tool, in promotions and confirmations, salary advancements, annual leave and so on. 

Again, E-HRM system is used as a decision making tool in performance appraisal, posting, 

recruitment and capturing of personal data in their institutions.

8.2  HOW DO THE DECISION-SUPPORT TOOLS PROVIDED BY E-HRM AFFECT THE 

QUALITY OF DECISION-MAKING IN YOUR WORKPLACE?

The HR Directors and managers noted that there is stability and maturity in the HR processes 

and shift processes have been changed from transactional to strategic. E-HRM system 

helps them in the smooth process of auditing. Again, they noted that since data integrity is 

very critical in decision–making, the reliability of the data influences decisions made in the 

HR department. Additionally, they mentioned that the turnaround time in the processing of 

documents is reduced.

in the same hand, HR directors and managers mentioned that the decision-support tools provided 

by E-HRM system affect the quality of decision-making in their workplace by helping them in 

making a precise and fast decision in connection to their work and it enhances accuracy of 

decision making of the HR staff members. it also reduces the need for managers to interact with 

the other staff members.

8.3 WHAT ARE THE MEDIATORS THAT AFFECT THE RELATIONSHIPS BETWEEN E-HRM 

INFORMATION TOOLS AND DECISION-MAKING QUALITY IN YOUR INSTITUTION?

Most respondents in the South African tertiary institutions indicated that information not being 

imputed into the system can be a mediator that affects the relationship between E-HRM 

information tools and decision-making quality. More so, the interviewees noted that poor internet/

network knowledge and availability of updated information and tools can be mediators that 

affect the relationship between E-HRM information tools and decision-making quality. Again, 

the interviewees mentioned that personal opinion of the employees at the management position 

and the overall objectives of the HR processes can affect the relationships between E-HRM 

information tools and decision-making quality in their institutions.
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8.4  THE VALUE ADDING BENEFITS OF E-HRM TO THE HUMAN RESOURCE FUNCTIONS 

OF THE SELECTED SOUTH AFRICAN TERTIARY INSTITUTIONS   

                                     

There are different ways by which an effective utilization of E-HRM system would assist the 

human resource management (HRM) department in the tertiary institutions in optimizing the 

values of their functions to their communities/clients. Below are some few examples:

8.4.1  The use of E-HRM system assists the HR department to deliver effective and

 efficient service to their colleagues, students and stakeholders

Electronic human resource management (E-HRM) system assist the HR department to 

deliver effective and efficient services to their colleagues, students and stakeholders. 

During the interviews, some HR directors and managers indicated that the use of E-HRM 

system enables them in gathering of data, analysing capabilities and improves record 

keeping. in addition, it brings about accuracy and efficiency and encourages faster decision-

making. Furthermore, the use of E-HRM system is an improved and reliable source of 

information they said. The HR directors and managers also noted that the use of E-HRM 

system improves turnaround time, efficiency and immediacy of feedback to staff queries 

and decision making. in addition, they reported that the use of E-HRM system enables the 

HR managers in managing the workforce. Again, it makes work a lot easier and faster and 

exposes the HR employees to the modern technological advancement. Findings from the 

data analysis strongly emphasises that the South African tertiary institutions’ employees 

receives effective and efficient services from their HR staff members. This is reflected 

in figure 1 below which points out that 65.4% respondent from the South African tertiary 

institutions agreed that they normally receive effective and efficient service from the HR 

staff members, while 22.6% respondents disagreed. Lengnick-Hall & Moritz (2003: 365) 

stated that the use of E-HRM system enhances efficiency by reducing the cycle times 

for processing paper-work, increases data accuracy and reduces human resources 

workforce in the tertiary institutions. in addition, Al-ibraheem & Ruel (2009) cited in 

Torres-Coronas & Arias-oliva (2009:93), stated that E-HRM application in the software 

programs offer a useful and easy-to-use electronic medium, through which the E-HRM 

goals are accomplished by performing different types of human resource management 

activities electronically to yield the desired outcome and benefits. The researcher was 

able to establish that the effective utilization of E-HRM system assists tertiary institutions’ 

human resources management department in optimizing the value of their functions to 

their communities/clients by delivering an accurate and efficient services. it also assists 

the HR employees in gathering and analysing data, and it improves record keeping. The 

researcher also deduced that the utilization of E-HRM system by the HR leaders has 

brought about turnaround time, efficiency and immediacy in feedback to staff queries and 

helping the HR leaders in making good decisions.
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I normally receive effective and efficient services from the HR Staff members

FIG. 1: I normally receive effective and efficient services from the HR Staff members

8.4.2  It enables the HR staff members in delivering a quick service to their colleagues, 
and clients  

Previous research pointed out that the utilization of E-HRM system allows the human 

resource (HR) employees to do their work effectively in fewer hours than the traditional 

method (Lengnick-Hall & Moritz, 2003: 366). They also added that the HR practitioners 

can process their paperwork and increase data accuracy in less time. From the data 

analysis, Table 1 below revealed that 68% respondents from the South African tertiary 

institutions accepted that they receive quick services from the HR staff members on 

visit to the HR office, while 13.1% respondents disagreed. in addition, Table 2 below 

reflects 50.7% of respondents from the South African tertiary institutions agreeing that 

HR practitioners are able to provide adequate, accurate and fast information through the 

use of E-HRM system in their workplace, while 17.7% respondents disagreed. it can be 

said that utilization of E-HRM system aims at providing quick services both to the HR 

practitioners and to their customers. it also helps the HR practitioners in the South African 

tertiary institutions in capturing accurate and timely information.

TABLE 1:  I received a quick service from the human resource employees on visit 
to their office

             South Africa  (n=306)   Source: Researchers’ data analysis (2014)

FREQUENCY PERCENT VALID 
PERCENT

CUMULATIVE 
PERCENT

Valid Strongly disagree 10 3.3 3.3 3.3
Disagree 30 9.8 9.8 13.1
Not applicable 57 18.6 18.7 31.8
Agree 167 54.6 54.8 86.6
Strongly agree 41 13.4 13.4 100.0
Total 305 99.7 100.0

Missing System 1 .3
Total 306 100.0
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TABLE 2: HR practitioners are able to provide adequate, accurate and fast 
information through the use of E-HRM in my workplace

                 Source: Researchers data analysis

8.5  LIMITATIONS

The researcher had difficulty in getting access/permission into the tertiary institutions for the 

survey. Some departments in the tertiary institutions were not allowed to participate because of 

the workload at hand at the time of the survey. Hence, some other staff members of the tertiary 

institutions were off sick at the time of the survey and some on casual leave. There was delay in 

returning the completed questionnaires as a result of some of the staff members trying to meet 

the deadline in completing their weekly/monthly report. Again, the researcher had difficulty in 

locating some of the departments/faculties in some tertiary institutions as a result of first visit to 

the institutions. Furthermore, missing data were found after data collection as no response was 

given to those data. 

9.  FUTURE RESEARCH

Future research can be done on the activities of staff members of different organisations in 

the implementation of E-HRM system in the different work functions. in addition, exploratory 

activities of employees using E-HRM system as a decision-making tool in improving their work 

performances can be researched.

10. CONCLUSION AND RECOMMENDATIONS

10.1  CONCLUSION

This study aimed at exploring leadership decision-making in the utilization of electronic human 

resource management (E-HRM) systems in selected South African tertiary institutions in order to 

discover the benefits of using E-HRM system in the human resource management functions of 

the South African tertiary institutions. The study attempted to examine the effect and efficiency of 

information and decision-support tools of decision-making for the HR leaders in the South African 

tertiary institutions. it also tried to find out how the utilization of E-HRM system has enabled the 

HR leaders in decision-making in the HR functions of their institution. On one hand, Lengnick-Hall 

and Moritz (2003:365) proposed that the use of E-HRM  system enhance efficiency by reducing 

FREQUENCY PERCENT VALID 
PERCENT

CUMULATIVE 
PERCENT

Valid Strongly disagree 14 4.6 4.7 4.7
Disagree 40 13.1 13.5 18.2
Not applicable 87 28.4 29.4 47.6
Agree 119 38.9 40.2 87.8
Strongly agree 36 11.8 12.2 100.0
Total 296 96.7 100.0

Missing System 10 3.3
Total 306 100.0
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the cycle times for processing paper-work, increases data accuracy and reduces human resources 

workforce in the tertiary institutions. However, the data analysed shows that the South African 

tertiary institution employees receives effective and efficient services from their HR staff members. 

On the other hand, the researcher deduced that the utilization of E-HRM system by the HR leaders 

has brought about turnaround time, efficiency and immediacy in feedback to staff queries and 

helping the HR leaders in making good decisions.

in addition, the function of E-HRM system includes enabling the HR leaders in making quick 

and effective decisions. it helps the HR leaders in recording and managing absenteeism. it 

enables them respond to their applicants speedily. However, it was clear from the analysis that 

some HR leaders in the South African tertiary institutions are utilizing electronic human resource 

management (E-HRM) system for decision-making in their HR functions, while others are not. 

This was assumed to be as a result of lack of basic iT skills in the use of E-HRM system.

10.2  RECOMMENDATIONS

From the findings above, the following recommendations were made:

• There is a need for management to support the use of E-HRM system as a decision-making 

tool in the South African tertiary institutions

• The management of the South African tertiary institutions should invest in a state of the art 

system that is home grown, rather than software that is ill suited for the higher education 

environment, such as using manual form of administration should rather go for an advance 

system that would improve the output of the HR staff members

• The use of E-HRM system should be improved in most of the South African tertiary 

institutions to improve the work function of the HR leaders and increase quick services.   
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