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Abstract.

This study sought to evaluate the link between public value creation and e-HRM. The study draws upon public
value theory to explore the role of e-HRM in value creation of public organizations. The study was conducted in
Kenya in the County Government of Nyeri. A mixed methods approach was adopted, which combines quantitative
surveys with qualitative interviews. The quantitative research approach involved a cross-sectional survey design.
The survey respondents were 209 employees of Nyeri County Government. Data was analyzed by means of
structural equation modelling (SEM). Qualitative approach involved conducting interviews. Thematization was
used to analyze qualitative data. The study results show a significant relationship between quality public services,
achievable desirable outcomes and development of trust and public value creation. In line with study findings, the
study recommends that public sector organizations should optimize the use of e-HRM in their operations to create
public value. This study is noteworthy for being one of the pioneering works to explore public value creation
through e-HRM using a mixed-methodology approach.
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I INTRODUCTION

The operational and functional procedures within organizations have undergone significant
transformation in recent decades due to ongoing efforts in digitalization, and the human resources (HR)
department is no exception. Processes such as recruitment, training, and compensation, among others, have
been reshaped with adoption of information and communication technology (Alomari, 2023). The
digitization of HR functions and the implementation of automation have led to the emergence of electronic
human resource management (e-HRM). Today, the adoption of e-HRM has become widespread across
various organizations, both profit and nonprofit, with an anticipated value creation. As a result, there has
been a growing academic interest in e-HRM, aiming to explore its potential for generating public value
(Igbal et al., 2019; Parry, 2011). Value creation is not a new phenomenon and has been given various views
by scholars regarding its sources and targets (Lepak et al., 2007). Specifically, public sector has been known
to differ from private sector in terms of formalized value creation and the ways they use ICTs (Sterrenberg &
Decosta, 2023).

Scholars and professionals contend that the objectives of the public sector diverge from those of the
private sector, emphasizing that governmental efforts should prioritize the generation of public value
(Chantillon et al., 2020). Public value transcends economics in government to account for political and social
objectives such as social inclusion, openness, equity, community well-being, stewardship and accountability
(Cordella & Bonina, 2012; Moore, 1995). Cordella & Bonina, (2012) assert that a more effective way to
handle the intricate socio-political effects of ICT adoption in the public sector is through the concept of
public value.Despite the efforts and initiatives put in place to integrate ICT with HRM in the public sector,
little is known on how the integration has boosted the provision of efficient and effective services and the
value it has created to the organizations. In other words, the justification of investments of IT in HRM in the
public sector cannot be easily ascertained. Though previous studies have identified the importance of e-HRM
practices, the focus of those studies has not been on public value creation in public sector.Consequently,
researchers are recognizing aneed for more in-depth studies on ICT enabled government initiatives on public
value realization (AbdulKareem et al., 2024). Therefore, purpose of this study is to assess the link between
public value creation through e-HRM.
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Study Obijectives
The objectives of the study were to:
1. Determine the effect of e-HRM on the quality of public services within County Governments in Kenya.
2. Evaluate the role of e-HRM in facilitating the achievement of desirable outcomes in County
Governments in Kenya.
3. Examine the relationship between e-HRM implementation and the levels of trust in County
Governments in Kenya.

1. RELATED LITERATURE AND RESEARCH FRAMEWORK

2.1 Electronic Human Resource Management

Although the concept of e-HRM has been widely used in both organizational and academic
scenarios, a consensus on the definition of the concept is yet to be reached. (Sareen & Subramanian, 2012)
pointed out the challenge in formulating a concise definition for e-HRM, noting that the concept relies on
utilizing information technology to handle human resources data. For example, Ruél, Bondarouk, and
Looise, (2004) described e-HRM as “the implementation of HRM strategies, policies, and practices within
organizations by actively utilizing web-based technologies” (p. 368). This definition emphasizes the practical
application of e-HRM and underscores the concept that it is a method of achieving objectives through
technology. Essentially, e-HRM involves replacing conventional HRM practices with information
technology methods to carry out HR tasks. Strohmeier,(2007) broadened the perspective to underscore the
concepts of individuals and interaction, asserting that e-HRM involves the planning, execution, and
utilization of information technology to facilitate networking and provide support for at least two individual
or collective actors engaged in collaboratively performing HR activities.

Building upon their previous work, Bondarouk and Ruél (2009) define e-HRM as “an umbrella
term covering all possible integration mechanisms and contents between human resource management
(HRM) and information technologies aiming at creating value within and across organizations for targeted
employees and management”. While there are slight variations among these definitions, collectively, they
significantly contribute to the conceptualization of e-HRM. Key elements of e-HRM can be derived from the
provided definitions. Firstly, HR technology plays a crucial role in realizing organizational objectives
through HR functions. Additionally, as its objectives are oriented towards both employees and organizations,
e-HRM should embody interaction among all the relevant stakeholders. Lastly, e-HRM operates in a multi-
layered and multi-contextual manner, resulting in impacts that extend both within and across organizations.

2.2 E-HRM and Public Value Creation

Public value refers to the anticipated outcomes associated with the provision of government public
services, as perceived by stakeholders such as citizens, policymakers, civil servants, and taxpayers (Moore,
1995; Sterrenberg & Decosta, 2023). Understanding this concept is crucial, especially in the context of
technology utilization, as the perceived value derived from its use significantly impacts its acceptance and
adoption (Gerli et al., 2021; Luna-Reyes & Zhang, 2023). In the pursuit of "public value," governments
address strategic objectives that extend beyond economic gains to encompass political and social goals
(Cordella & Bonina, 2012). These include enhancing efficiency in public services, ensuring equal treatment
of constituents, promoting social inclusion, fostering openness, supporting community regeneration,
prioritizing community well-being, and upholding principles of stewardship and accountability (Luna-Reyes
& Zhang, 2023; Moore, 2014; Pooe & Munyanyi, 2022). Public value is recognized as a fundamental basis
for essential elements, benchmarking, and analytical frameworks used to assess public services and evaluate
the impact of technologies on the production and delivery of services (Gerli et al., 2021; Sterrenberg &
Decosta, 2023; Sufna & Fernando, 2020) .

Values can be assessed and quantified on the outcome of digital services to facilitate comparisons
and priorities among different provisions; for example, to cluster values and link them to operational
characteristics of government websites. In line with Porter’s (1985) ideas, organizations achieve value
creation when they innovate their processes and adopt novel methods. In the public sector, e-HRM
introduces a fresh perspective on HR management, altering the nature of HRM procedures, practices, and
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policies through the effective use of information technology. The successful implementation of this
technology may enable organizations to attain benefits or gain competitive advantages through this
innovative approach. Several research has been conducted on value creation and e-HRM (Bondarouk &
Ruel, 2013; Igbal et al., 2019; Pyszka, 2018). The expanding body of literature focusing on e-HRM, and
value creation has explored various overarching objectives associated with the introduction of e-HRM,
encompassing cost and efficiency savings, strategic goals, and enhancements in client services (Igbal et al.,
2019). Its overarching goal is to generate value within and across organizations for targeted employees and
management (Bondarouk & Ruél, 2009).

2.3 Research Framework

The current research builds on the theoretical groundings of Public Value Theory (PVT). Public
Value Theory provides governments with a comprehensive framework for evaluating their actions, placing
citizens at the center, promoting transparency, and striving for effectiveness and efficiency in the delivery of
public services (Moore, 1995). According to Kearns (2004), the tenet of public value encompasses three
dimensions. The first dimension revolves around the public value generated through the delivery of high-
quality standard public services, influenced by factors like availability, satisfaction, perceived relevance of
services, and cost. The second facet of public value pertains to achieving specific quality of life outcomes,
such as improved healthcare, poverty reduction, and decreased environmental pollution. The final component
of public value involves the crucial concept of trust in government and its public sector organizations,
playing a vital role in shaping public participation and approval of government actions. This study delves
into the relationship between public value creation through e-HRM guided by a conceptual model based on
public value theory and a synthesis by Kearns® public value tenet in the existing literature. The conceptual
framework is depicted in Figure 1

,
Quality of service
delivery

Achievable desirable
outcomes

Development of trust

H3

Fig 1. Conceptual Framework

. METHODS

This study is based on a pragmatic worldview and employs mixed methods approach (Creswell,
2013).This combined approach facilitates a thorough analysis of the data, allowing for a deeper
understanding of participants' perspectives. Through qualitative analysis, quantitative results may be
confirmed, expanded upon, or potentially challenged as postulated by Fetters et al. (2013). The quantitative
strand employed a cross-sectional survey design. The survey involved collecting data through a self-
administered questionnaire. The survey respondents were 209 employees of Nyeri County Government. Data
was analyzed by means of structural equation modelling (SEM). The qualitative strand of the study sought
views from employees of the County Government of Nyeri. Purposeful sampling was used to select
participants interviewed while thematic technique was used to analyze qualitative data.

V. RESULTS AND DISCUSSIONS

4.1 Quantitative research findings

This part of the findings presents a statistical analysis of the 209 respondents from the quantitative
component of the study. The responses were randomly collected by a survey questionnaire in County
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Government of Nyeri. The study utilized structural equation modeling (SEM) which is a contemporary
statistical method for analyzing and estimating relationships between factors and constructs (Wang &
Rhemtulla, 2021). These involved two steps of feasibility tests of the measurement and structural models as
stipulated in Anderson and Gerbing’ (1988).

4.1.1 Evaluation of Measurement Model

The initial measurement model consists of public value creation that comprises of quality of public
service (QPS), achievable desirable outcomes (ADO) and development of trust (DOT). In the initial model,
10 indicator variables (QPS1-QPS10) were postulated to load on the first order construct QPS. Another nine
indicator variables (ADOL1 to ADQ9) were loaded on construct ADO, and 6 indicator variables (DOT) were
loaded on DOT1 to DOT®6). Table 1 exhibits a description of the indicator variables employed in the survey.

Table 1. Items Descriptions used in Measurement Model

QPS Quality of Public Services

QPS1 Information from e-HRM services is up to date

QPS2 Improving quality of information available

QPS3 Reduce the administrative burden on the HR department

QPS4 Improve the speed at which information is available

QPS5 Improve the accuracy of human resource information

QPS6 Improve services to employees

QPS7 Enhance human capital reporting

QPS8 Information from e-HRM services is reliable

QPS9 Online delivery of human resource services save time.

QPS10 Using e-HRM services saves money

ADO Achievable Desirable Outcomes

ADQO?2 Accessing public services through e-HRM services creates fairness/equity
ADO3 Provision of electronic HRM services guarantees equal opportunities to all employees
ADO4 Provision of online HRM services increases government transparency

ADO5 Use of e-HRM improves recruitment process

ADOG6 e-HRM has improved appraisal of employees

ADO7 Public participation in decision making is enhanced through HRM online services delivery
ADOS8 Online HRM services improves communication

ADQO9 Online e-HRM has resulted in reduced environment pollution

DOT Development of Trust

DOT1 Privacy is assured when using e-HRM systems

DOT2 Information provided through e-HRM is not wrongly used.

DOT3 County Government protects information in custody of e-HRM systems

DOT4 Information disseminated through e-HRM s credible

DOT5 e-HRM has resulted to new ways of working and delivery of HR services

DOT6 e-HRM facilitates the organization's orientations in changing organizational culture

~ The measurement models used reflective constructs and reflective indicator variables, which means
that the latent constructs are reflected, rather than caused, by the observed variables. For example, the latent
construct QPS is reflected by the observed variables QPS1 to QPS10. This means that QPS is not causing
employee to have perceptions about public value creation, rather, employee' perceptions of these things are
reflecting their overall perception of QPS. In order to derive the best indicators of the latent variable prior to
testing of the structural model, a congeneric analysis was conducted to validate measurement model through
Confirmatory Factor Analysis (CFA). A congeneric analysis was conducted to test the validity of elements
for measuring the construct (Hair et al., 2010). Additionally, in assessing reflective indicators, two critical
aspects of the measurement model must be considered: convergent and discriminant validity (Gefen et al.,
2000). Convergent validity is evaluated through indicator reliability, composite reliability, and average
variance extracted (Gau, 2010).The study used goodness of fit indices to assess how well the CFA model
matched the data. To assess how well the model fit the data, the study calculated three goodness-of-fit
indices: the chi-squared/degrees of freedom ratio, the comparative fit index, and the root mean square error
of approximation. A good model fit is achieved when the chi-squared/degrees of freedom ratio is below 3
(Malkanthie, 2015).
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In this study, the ratio was 2.923, with a Bollen-Stine probability (p) value of 0.002 indicating that
the model did not fit the data. The RMSEA value of 0.96 and CFI value of 0.866 for the measurement model
indicate that the model did not fit the data well. The RMSEA value was higher than recommended value of
0.05 and the CFI value lower than recommended value. The parsimony fit index also confirms that the model
was not a good fit. This means that the model needed to be modified to improve its fit to the data.For the
first-order factors shown, three one-factor congeneric measurement models were created as the initial step in
the model modification process. The one-factor models were reexamined using the cut-off values for the
GOF measures, standardized factor loadings (SFLs), standardized residuals (SRs), and modification indices
(Kline, 2010). The model re-specification method in this study employed cut-off values of SFLs smaller than
0.5 and SRs bigger than | = 2.5 = + 2.58| (Hair et al., 2010). The outcomes of congeneric measurement
models with new specifications are displayed in Table 2. If the SR value exceeds | £ 4.0|, it may suggest the
presence of an unacceptably high degree of errors, which could result in the item being removed from the
measurement model. The Goodness-of-Fit (GOF) measures of the revised measurement model indicates that
the model was valid. The chi-square (¥2) divided by degrees of freedom (df) value was 1.234, with a Bollen-
Stine p-value of 0.599. This means that the model fits the data well. Additionally, the Root Mean Square
Error of Approximation (RMSEA) value was 0.034, with a PCLOSE value of 0.947 and Comparative Fit
Index (CFI) value was 0.956 which indicates a good fit. Table 2 exhibit results of GOF tests.

Table 2. The GOF results of initial and re-specified congeneric measurement models

GOF Index and accepted value y2 /df<2.0 | p>0.05 | RMSEA<0.05 CFI close to 0.95 AGFI close to 0.95
QPS Initial 3.02 0.000 | 0.074 0.740 0.802
Re-specified | 1.28 0.243 | 0.037 0.998 0.985
ADO Initial 4.00 0.000 | 0.116 0.960 0.948
Re-specified | 1.34 2.701 | 0.450 0.975 0.978
DOT Initial 2.70 0.000 | 0.170 0.882 0.866
Re-specified | 1.11 0.230 | 0.340 0.999 0.981

4.1.2 Construct Validity

Construct validity is a measure of how well a construct is being measured by the items in a
measurement model. It is assessed through two types of validity: convergent validity and discriminant
validity. Convergent validity can be assessed by (a) the significance of the factor loadings of all items, (b)
the average variance extracted (AVE), and (c) the reliability of constructs (Hair et al., 2010). SFL should, as
a general rule, be at least 0.5 or greater for every observed item. According to Hair et al. (2010), convergent
validity can be achieved for each latent factor with an AVE of 0.5 or above (Canatay et al., 2022). The latent
factor reliability can be estimated with the coefficient Cronbach alpha of 0.70 (Hair et al., 2010). Table 3
indicates the model passed construct validity.

Table 3. Re-Specified One-Factor Congeneric Models Convergent Validity Tests

Latent factor | Indicators Factor Construct Cronbach’s Average Variance
Loading Reliability Coefficient Alpha Extracted(AVE)
QPS QPS1 0.687 0.760 0.890 0.574
QPS2 0.898
QPS3 0.695
QPS4 0.535
QPS5 0.915
QPS6 0.660
QPS7 0.792
QPS8 0.961
QPS9 0.928
QPS10 0.578
ADO ADO2 0.815 0.901 0.811 0.51
ADO3 0.757
ADO4 0.650
ADO5 0.826
ADO6 0.814
ADO7 0.979
DOT DOT1 0.551 0.819 0.778 0.45
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DOT2 0.629
DOT3 0.696
DOT4 0.678
DOT5 0.703
DOT6 0.729

Constructs that passed convergent validity test were tested for discriminant validity. Table 5 shows
that all of the constructs passed the discriminant validity test. This means that each construct was distinct
from the other constructs in the model. The DOT construct had the highest discriminant validity, with a
square root of AVE of 0.845. The correlations between DOT and the other constructs ranged from 0.486 to
0.845. This suggests that the DOT construct was well-represented by its observed variables and that it was
not too highly correlated with the other constructs in the model. Table 4 exhibit discriminant validity of the
model

Table 4. Discriminant Validity Tests

Construct AVE | QPS ADO | DOT
Quality of public services (QPS) 0486 | 1.000

Achievable of desirable outcome (ADO) | 0.567 | 0.582 1.000
Development of trust (DOT) 0.845|0.534 | 0645 | 1.00

4.1.3 Factorial Validity

The factorial validity test conducted to evaluate whether the factors that passed the convergent
validity and discriminant validity tests represented the same higher-level construct (PV). Factorial validity
test also detects and remove any cross-loading items (Cheung et al., 2023). The results shows that the higher-
order (second-order) factor model had sufficient validity. The goodness-of-fit (GOF) of the final
measurement model was within the acceptable range. The p-value for the model was 0.046, which was less
than 0.05. This means that the model fitted the data. Furthermore, the GFI (0.965), TLI (0.976), and CFI
(0.968) were all greater than 0.95, which proves that the model approached a perfect fit. Finally, the RMSEA
(0.028) was less than 0.05, with a PCLOSE value of 0.984 and a lower end of the 90% confidence interval
(LO 90) equal to zero (0). This provides strong evidence that the final model was a good fit to the data.

4.1.4  Structural model and hypothesis testing

After the researchers checked that the scales were reliable and valid, and that the model fits the data
well, they evaluated the parameters of the structural model. The model had 3 latent constructs and 18
observed variables. The researchers used these variables to estimate the path coefficients, the explanatory
power, and the relationships between the constructs in the structural model. In hypothesis testing, the Critical
Ratio (CR) is a significant test statistic in structural equation modeling. It is calculated by dividing the
unstandardized regression weight (URW) by its standard error. CR values greater than +1.96 and probability
(p) values less than 0.05 indicates that the regression coefficient is statistically significant at the .05 level )
(Byrne, 2013). Figure 2 shows the results of the structural model and Table 5 exhibits the path coefficients
and the results of the hypothesis testing.
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Fig 2. Structural Model Results
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Table 5. Hypotheses Test Results the Structural Model
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Hypothesis | Hypothesis relationship Standardized Estimate | Standard Error | Critical Ratio P-value | Results

HI QPS— PVES 0.404 0.068 5.945 0.000 Supported
H2 ADO—PVES 0.534 0.070 7.577 0.000 Supported
H3 DOT—PVES 0.533 0.078 6.861 0.000 Supported

As indicated in Table 5, quality of public services has a positive significant impact on public value
creation (B = .068; CR = 5.545; p =.0.000), hence the hypothesis was supported. Similarly, achievable
desirable outcomes and development of trust was found to have a significant impact on public value creation
(B=0.070; CR =17.577; p = .000) (B =.0.078; CR = 6.861; p =.000). The results indicate that delivering e-
HRM services results to creation of public value. This aligns with other research that were conducted
previously (Abdulkareem & Mohd Ramli, 2022; Karkin & Janssen, 2014; Pooe & Munyanyi, 2022).

4.2 Qualitative Research Findings

In the qualitative strand, most employees interviewed affirmed creation of public value through e-HRM
under the three themes presented as follows.

4.2.1 e-HRM results to improved quality of service delivery.

Extant literature indicates that investing in e-HRM would simplify administrative processes and
improve HR service delivery (De Alwis et al., 2022). The participants were asked whether they felt that
using e-HRM for service delivery made a difference to the process. Majority of the participants indicated that
they felt that it does because information form e-HRM system is update, reliable, saves time, cuts down on
administrative costs and is accurate. For instance, some employees responded as follows:

Yes, information from e-HRM systems is reliable and update.
Yes, use of e-HRM results to reduced use of papers therefore cutting down on administrative costs ”.
Improved accuracy of the information contained in HR systems was achieved by removing duplicate
keying of data.

Use of e-HRM disseminates timely information”.

“The implementation of e-HRM in the County Government, particularly has aided in the resolution
of numerous inexpensive errors such as information loss and unnecessary delays in some expected
planned activities”.

4.2.2 e-HRM results to achievable of desirable outcomes.

Research has shown that investing in e-HRM contributes to desirable outcomes ((Nyathi &
Kekwaletswe, 2024). In this study, participants were asked to share their insights on how e-HRM adoption
could contribute to achievement of desirable outcomes. The participants highlighted that using e-HRM
enhances transparency and fairness in HR functions. The participants also alluded that e-HRM facilitates the
dissemination of timely information for decision making. Also, participants stated that e-HRM results to
environmental sustainability. Some of their responses were as follows:

“Use of e-HRM systems makes HR processes open /transparent and fair.”

“In the past, we used to submit paper forms, which would circulate from one person to another.
This process often led to forms being misplaced, resulting in accusations of non-submission. The
introduction of the new system allows us to track the progress of an action at any given moment,
eliminating the issues associated with lost forms and ensuring better transparency in the process”.
“Use of e-HRM reduces the use of papers hence environmental sustainability ”.

“Implementation of e-HRM has resulted in improving transparency and enhancing the HR image”.

4.2.3 e-HRM results to Development of Trust

Trust denotes the anticipation of favorable outcomes regarding public services (Abdulkareem &
Mohd Ramli, 2022). While Grimsley and Meehan (2007) suggest that trust could be considered an outcome,
to underscore its significance and align with Moore's model, this study does not incorporate trust into the
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outcome construct.The majority of respondents argued that the trustworthiness of e-HRM services is
contingent on safeguarding the privacy and confidentiality of employees' information, a sentiment highly
valued by the public. Existing literature emphasizes the crucial role of ensuring the privacy and security of
employees (Bondarouk et al., 2017). Most of the interviewees agreed that e-HRM ensures the privacy and
confidentiality of employee’s information. This was reflected by Interviewees following respondents’
assertions:

“Information stored in e-HRM system is credible”.

“I believe information is well secured in the e-HRM systems”.

V. CONCLUSION

The aim of the study was to evaluate how implementation of e-HRM contributes to the creation of
public value in Kenya County Governments. The structural model analysis revealed significant positive
relationships between the latent constructs (quality of public services, achievable desirable outcomes,
development of trust) and public value creation. The path coefficients, supported by Critical Ratio (CR)
values and p-values, demonstrate that quality of public services, achievable desirable outcomes, and
development of trust all contribute significantly to public value creation through e-HRM implementation.
These findings corroborate previous research, reinforcing the notion that e-HRM systems play a pivotal role
in enhancing public value in organizational settings.Further, the qualitative findings provide nuanced insights
into how e-HRM contributes to public value creation from the perspective of employees. The themes
emerging from the qualitative data underscore the tangible benefits of e-HRM, including improved quality of
service delivery, achievement of desirable outcomes, and development of trust. Employees perceive e-HRM
as a tool that streamlines processes, enhances transparency, and facilitates better decision-making, ultimately
leading to greater public value. The findings indicate that investing in e-HRM within the public sector is
indeed associated with the generation of public value. Notably, these research outcomes align with and
corroborate the findings of previous studies underscoring the significance of this relationship (AbdulKareem
et al., 2024) .

This study provides several contributions to the field: Firstly, the study enriches the existing
literature by analyzing the e-HRM proposition based on public value theory to explain what type of values
are offered by e-HRM. By integrating quantitative and qualitative approaches, the study offers a
comprehensive understanding of the complex relationship between e-HRM services and public value in
County Government of Nyeri. The findings have several implications for practice and policy in County
Government of Nyeri. Implementing e-HRM systems can lead to tangible benefits such as improved service
delivery, cost savings, and enhanced transparency. Policymakers should prioritize investment in e-HRM
infrastructure and training to maximize its potential for public value creation.However, despite the robust
methodology employed in this study, there are limitations that should be acknowledged. The research was
conducted in a specific context, limiting generalizability to other settings. Future research could explore the
impact of e-HRM services in different organizational contexts and sectors. Additionally, longitudinal studies
could investigate the long-term effects of e-HRM implementation on public value creation and
organizational performance. Qualitative research could delve deeper into specific aspects of e-HRM, such as
user experience and organizational culture, to provide richer insights into its implications for public value.

REFERENCES

[1]  Abdulkareem, A. K., & Mohd Ramli, R. (2022). Does trust in e-government influence the performance of e-
government? An integration of information system success model and public value theory. Transforming
Government: People, Process and Policy, 16(1), 1-17.

[2]  Anderson, J. C., & Gerbing, D. W. (1988). Structural equation modeling in practice: A review and recommended
two-step approach. Psychological Bulletin, 103(3), 411.

[3] Bondarouk, T., Parry, E., & Furtmueller, E. (2017). Electronic HRM: four decades of research on adoption and
consequences. The International Journal of Human Resource Management, 28(1), 98-131.

[4] Bondarouk, T., & Ruel, H. (2013). The strategic value of e-HRM: results from an exploratory study in a
governmental organization. The International Journal of Human Resource Management, 24(2), 391-414.

http://ijstm.inarah.co.id

573


http://ijstm.inarah.co.id/index.php/ijstm/about/submissions

International Journal of Science, Technology & Management ISSN: 2722 - 4015

[5]
[6]
[7]
8]
[9]

[10]

[11]
[12]

[13]
[14]
[15]
[16]
[17]
[18]

[19]
[20]

[21]
[22]
[23]
[24]

[25]

[26]
[27]
[28]
[29]
[30]

[31]

[32]

Bondarouk, T. V, & Ruél, H. J. M. (2009). Electronic Human Resource Management: challenges in the digital
era. The International Journal of Human Resource Management, 20(3), 505-514.

Byrne, B. M. (2013). Structural equation modeling with AMOS: Basic concepts, applications, and programming.
Routledge.

Canatay, A., Emegwa, T., Lybolt, L. M., & Loch, K. D. (2022). Reliability assessment in SEM models with
composites and factors: A modern perspective. Data Analysis Perspectives Journal, 3(1), 1-6.

Chantillon, M., Crompvoets, J., & Peristeras, V. (2020). Prioritizing public values in e-government policies: A
document analysis. Information Polity, 25(3), 275-300.

Cheung, G. W., Cooper-Thomas, H. D., Lau, R. S., & Wang, L. C. (2023). Reporting reliability, convergent and
discriminant validity with structural equation modeling: A review and best-practice recommendations. Asia
Pacific Journal of Management, 1-39.

Cordella, A., & Bonina, C. M. (2012). A public value perspective for ICT enabled public sector reforms: A
theoretical reflection. Government Information Quarterly, 29(4), 512-520.

Creswell, J. W. (2013). Research design: Qualitative, quantitative, and mixed methods approaches. Sage.
Fetters, M. D., Curry, L. A., & Creswell, J. W. (2013). Achieving integration in mixed methods designs—
principles and practices. Health Services Research, 48(6pt2), 2134-2156.

Gau, J. M. (2010). Basic principles and practices of structural equation modeling in criminal justice and
criminology research. Journal of Criminal Justice Education, 21(2), 136-151.

Gefen, D., Straub, D., & Boudreau, M.-C. (2000). Structural equation modeling and regression: Guidelines for
research practice. Communications of the Association for Information Systems, 4(1), 7.

Gerli, P., Arakpogun, E. O., Elsahn, Z., Olan, F., & Prime, K. S. (2021). Beyond contact-tracing: The public
value of eHealth application in a pandemic. Government Information Quarterly, 101581.

Hair, J. F., Black, W. C., Babin, B. J., Anderson, R. E., & Tatham, R. (2010). Multivariate Data Analysis:
Pearson Education. Upper Saddle River, New Jersey.

Igbal, N., Ahmad, M., Razig, M. M., & Borini,F.M.(2019).Linking e-hrm practices and organizational outcomes:
empirical analysis of line manager’s perception.Revista Brasileira de Gestao de Negdcios,21(1),48-69.

Karkin, N., & Janssen, M. (2014). Evaluating websites from a public value perspective: A review of Turkish
local government websites. International Journal of Information Management, 34(3), 351-363.

Kearns, 1. (2004). Public value and e-government. Institute for Public Policy Research.

Lepak, D. P., Smith, K. G., & Taylor, M. S. (2007). Value creation and value capture: A multilevel perspective.
Academy of Management Review, 32(1), 180-194.

Luna-Reyes, L. F., & Zhang, J. (2023). Guest editorial: Public value creation through information technologies
in government. Transforming Government: People, Process and Policy, 17(2), 173-176.

Malkanthie, A. (2015). Structural Equation Modeling with AMOS. University of Sri Jayewardenepura.

Moore, M. H. (1995). Creating public value: Strategic management in government. Harvard university press.
Moore, M. H. (2014). Public value accounting: Establishing the philosophical basis. Public Administration
Review, 74(4), 465-477.

Nyathi, M., & Kekwaletswe, R. (2024). Electronic human resource management (e-HRM) configuration for
organizational success: inclusion of employee outcomes as contextual variables. Journal of Organizational
Effectiveness: People and Performance, 11(1), 196-212.

Parry, E. (2011). An examination of e-HRM as a means to increase the value of the HR function. The
International Journal of Human Resource Management, 22(05), 1146-1162.

Pooe, D., & Munyanyi, W. (2022). Delivering public value by selected government departments in South Africa-
Perceptions of senior managers. South African Journal of Economic and Management Sciences, 25(1), 1-12.
Pyszka, A. (2018). The Impact of e-HRM on Efficiency in the Public Institution--Case Study of Local
Government. International Journal of Contemporary Management, 17(2), 137-161.

Ruél, H., Bondarouk, T., & Looise, J. K. (2004). E-HRM: Innovation or irritation. An explorative empirical
study in five large companies on web-based HRM. Management Revue, 364-380.

Sareen, P., & Subramanian, K. V. (2012). e-HRM: A strategic reveiw. International Journal of Human
Resource Studies, 2(3), 119.

Sterrenberg, G., & Decosta, P. L. (2023). Identifying the crucial factors of e-government success from the
perspective of Australian citizens living with disability using a public value approach. Government Information
Quarterly, 40(3), 101813.

Strohmeier, S. (2007). Research in e-HRM: Review and implications. Human Resource Management Review,
17(1), 19-37.

http://ijstm.inarah.co.id

574


http://ijstm.inarah.co.id/index.php/ijstm/about/submissions

International Journal of Science, Technology & Management ISSN: 2722 - 4015

[33] Sufna, N., & Fernando, R. L. S. (2020). Public value of e-government: The case of Ministry of Public
Administration and Home Affairs in Sri Lanka. In Open Government: Concepts, Methodologies, Tools, and
Applications (pp. 1935-1952). IGI Global.

[34] Wang, Y. A.,, & Rhemtulla, M. (2021). Power analysis for parameter estimation in structural equation modeling:
A discussion and tutorial. Advances in Methods and Practices in Psychological Science, 4(1),
2515245920918253.

http://ijstm.inarah.co.id

575


http://ijstm.inarah.co.id/index.php/ijstm/about/submissions

	2.2  E-HRM and Public Value Creation
	4.1  Quantitative research findings
	4.1.2  Construct Validity

