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Abstract:

Electronic Human Resource Management (E-HRM) is regarded as a means of enhancing services to the human resources clientele (including
both employees and management), improving cost efficiency and effectiveness within the HR department, and enabling HR to evolve into a
strategic partner in achieving organizational goals. The objective of the present study is to examine the impact of implementing E-HRM on
employee performance within the Organization of Student Affairs, while taking into account the mediating role of client satisfaction. The
methodology of this study is applied in terms of purpose and descriptive-survey in terms of data quality, and correlational in terms of the
relationships between variables. The statistical population consisted of the employees of the Organization of Student Affairs. Based on the
total population size (261 individuals) and using Cochran's formula, a sample size of 155 participants was estimated. The results of the study
indicated that the implementation of electronic human resource management has a positive and significant impact on the performance of
employees within the Organization of Student Affairs. However, no significant or effective relationship was found indicating that client
satisfaction mediates the relationship between electronic human resource management and employee performance within the Organization
of Student Affairs.
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Extended Summary

Introduction

The rapid advancement of information and communication technologies has led to significant transformations in the field
of human resource management (HRM), among which the implementation of electronic human resource management (E-
HRM) has emerged as a key innovation. E-HRM is conceptualized as the integration of digital platforms into HR functions to
improve efficiency, transparency, and responsiveness across various organizational processes. Scholars assert that E-HRM
enables HR departments to evolve from administrative units into strategic partners that support the achievement of
organizational goals by automating recruitment, performance appraisal, training, and employee engagement systems (Alomari,
2023; John & Velmurugan, 2024).

Research in diverse organizational contexts has provided empirical evidence that E-HRM practices can significantly enhance
employee performance through mechanisms such as reduced administrative burden, improved access to information, and real -
time feedback loops (Zhang & Villanueva, 2024). When properly designed and implemented, E-HRM systems are also believed
to foster trust and transparency, thus increasing employee motivation and commitment (Boulet, 2025). Moreover, studies have
indicated that the effectiveness of E-HRM is not only determined by its technical quality but also by users' perceptions of
fairness, inclusiveness, and its alignment with their job expectations (Sheikh & Jamshed, 2024).

However, the relationship between E-HRM and employee performance is not always direct and may be influenced by
mediating variables. One such variable is client satisfaction, especially in service-oriented and public sector organizations
where responsiveness to stakeholders is a critical measure of success. Client satisfaction is commonly regarded as a reflection
of service quality and is tied to employee behavior, responsiveness, and effectiveness in delivering services (Hussein & Jaaffar,
2024; Lee & Park, 2024). In this regard, some studies have found that client satisfaction plays a mediating role between
organizational practices and employee performance, indicating that satisfied clients may contribute to positive work
environments that enhance employee outcomes (Claude, 2024). Despite these findings, empirical evidence remains mixed, and
context-specific research is necessary to clarify these relationships further.

Given this backdrop, the present study aimed to investigate the impact of E-HRM implementation on the performance of
employees at the Organization of Student Affairs in Iran, while considering the mediating role of client satisfaction. The
rationale for focusing on this organization lies in its service-based structure, where both internal and external client satisfaction
is presumed to affect employee motivation and effectiveness. The research contributes to the expanding body of literature on
digital transformation in HRM by examining the interplay of technological implementation, client perception, and employee
outcomes in a real-world public sector context.

Methods and Materials

The present study followed an applied research design and utilized a quantitative descriptive-correlational methodology.
The target population consisted of all employees of the Organization of Student Affairs, totaling 261 individuals. Using
Cochran’s formula, the required sample size was determined to be 155 participants. A structured questionnaire was developed
and distributed to collect data on three main variables: E-HRM implementation, employee performance, and client satisfaction.
The questionnaire’s reliability and validity were confirmed through expert review and internal consistency testing. Data were
analyzed using inferential statistics, including correlation coefficients and path analysis, to test direct and indirect relationships

among the study variables. SPSS and AMOS software were used for statistical modeling and hypothesis testing.
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Findings

The data analysis revealed that the implementation of E-HRM had a positive and statistically significant effect on employee
performance at the Organization of Student Affairs. The standardized regression coefficient () for the direct relationship
between E-HRM and employee performance was positive and significant at the p < .05 level. This finding indicates that the
adoption of digital HRM tools—such as electronic performance appraisals, digital recordkeeping, and automated training
modules—contributed to enhanced employee outcomes in terms of productivity, engagement, and task efficiency.

However, the analysis also showed that client satisfaction did not significantly mediate the relationship between E-HRM
implementation and employee performance. Although the correlation between E-HRM and client satisfaction was positive, and
a separate positive association between client satisfaction and employee performance was observed, the indirect path did not
reach statistical significance. This suggests that the improvements in employee performance resulting from E-HRM
implementation occurred independently of changes in client satisfaction. The lack of a significant mediation effect implies that,
in this context, client perceptions may not substantially influence how E-HRM affects internal employee behavior.

Discussion and Conclusion

The results of this study highlight the importance of integrating electronic systems into human resource management
practices to enhance employee performance in public sector organizations. The direct and positive effect of E-HRM on
performance confirms that digital transformation in HR processes can lead to tangible improvements in workforce outcomes.
These findings support the view that E-HRM enables organizations to streamline administrative tasks, improve access to
employee information, and promote greater accountability and responsiveness among staff.

Nonetheless, the absence of a mediating effect of client satisfaction suggests that the performance benefits associated with
E-HRM may primarily be driven by internal efficiencies rather than external perceptions. This may reflect the nature of the
implemented E-HRM tools, which are more internally oriented and not directly accessible or visible to clients. In contexts
where E-HRM systems are not designed to facilitate client interaction or feedback, their influence on client satisfaction may
be limited. Therefore, organizations aiming to enhance both internal performance and external satisfaction may need to adopt
more client-centric E-HRM designs, incorporating features such as user portals, feedback mechanisms, and real-time service
tracking.

In conclusion, the study offers practical insights into how public sector organizations can leverage E-HRM systems to
improve employee performance. It also emphasizes the need for a nuanced understanding of the conditions under which E-
HRM can influence client satisfaction. While technological integration is a critical component of HRM modernization, its
broader organizational impact depends on the alignment of digital tools with stakeholder expectations and the strategic goals

of the institution.
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