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Abstract 

This study investigates the effect of 

electronic human resource management on 

enterprise sustainability of oil and gas 

firms in Nigeria. Cross-sectional research 

design was employed in the study. 

Accessible population includes twenty (20) 

oil and gas firms that are registered with 

Rivers state ministry of energy and natural 

resources using simple random sampling. 

Eighty three (83) top level managers were 

surveyed. Sample size of sixty eighty (68) 

was ascertained using Krejcie and Morgan 

(1970). The study found that electronic 

human resource management has a positive 

significant effect on enterprise 

sustainability of oil and gas firms in 

Nigeria. Based on the findings, the study 

concluded that electronic human resource 

management measured in terms of e-

recruitment and e-training promotes 

enterprise sustainability. One of the 

recommendations is that human resource 

managers should embrace electronic 

platforms for recruiting new talents into the 

organization so as to enhance 

sustainability. 
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1. INTRODUCTION 

 
One of the broad objectives of most 
organizations is to remain in business while 
providing quality services to its teeming 
customers. It became imperative that in 

order to maintain the above objectives, 
firms need to include sustainability in their 
philosophy that guides their modes of 
operation. Sustainability of enterprises has 
been a major drive for employee retention, 
product development and quality. Most of 
the big names in business world today such 
as, MacDonald, Emirate Airlines, Fedex, 
DHL, Dangote, Nigeria Breweries, LG, 
Samsung, Microsoft to mention but a few 
were still functioning as a result of  
sustainability. Most of the above 
enterprises have not only expanded their 
business from one region, country to 
another but by so doing employment has 
been created to teeming youths around the 
globe. Sustainability of an enterprise 
creates good atmosphere for subsidiaries as 
well as attraction of more business partners 
to subscribe to the vision of the existing 
firm. Thus, having seen how important 
enterprise sustainability is to the society, 
one approach that managers and 
organisational leaders can use to achieve 
this is electronic human resource 
management. Since people are the main 
resource that creates wealth for 
organization to progress, it behooves on 
human resource managers to embrace the 
contemporary digital ways of people 
management. Based on the above synopsis, 
organizations are seriously searching for 
the best way to reduce costs that are 
associated with human resource hiring, 
training, promotion and disengagement 
from service. The best way to do this is by 
replacing the traditional method of human 
resource management process with new 
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 approach known as electronic human 
resource management (E-HRM).   
Electronic human resource management 
(E-HRM) is the use of computer 
applications that can handle human 
resource management functions effectively 
and efficiently. E-HRM is a platform that 
incorporates human resource management 
functions or processes into one database 
that both employer and employee can use to 
communicate with one another without face 
to face confrontation.1contended that e-
human resource management reduces 
administrative work, saves time and 
improve workplace efficiency. Apart from 
the above arguments, E-HRM is 
environmental friendly as it has saved trees 
that would have been destroyed in the name 
of paper production and utilization for 
office documentations2. Electronic human 
resource management transcend to more 
diaphanous system, reduced administrative 
bottlenecks, transforms human resource 
practitioners from paper handlers to 
strategic collaborators 3. It is against this 
backdrop that this study sought to examine 
the effect of electronic human resource 
management on enterprise sustainability of 
oil and gas firms in Nigeria.  
 

1.1 Objectives of the study 
The broad objective of this study is to 
examine the effect of electronic human 
resource management on organisational 
sustainability. Specifically, the study 
sought to: 

1 Identify the effect of e-recruitment 
on enterprise sustainability of oil 
and gas firms in Nigeria 

2 Examine the effect of e-training on 
enterprise sustainability of oil and 
gas firms in Nigeria  

 

1.2. Research Hypotheses 
HO1: e-recruitment has no significant 
effect on          enterprise sustainability of 
oil and gas firms in Nigeria 
 
HO2:  e-training has no significant effect on 
enterprise sustainability of oil and gas firms 
in Nigeria 

 

2. REVIEW OF RELATED 

LITERATURE 

2.1.1 Electronic Human Resource 

Management (E-HRM) 
Human resource management scholars and 
researchers have made several arguments 
on what electronic human resource 
management constitute. This study hereby 
presents the opinions of following review 
on the above concept as follows. 4 perceived 
electronic human resource management as 
a process of implementing human resources 
strategies, policies as well as practices in 
the organizations with the aid of Internet 
networks and take full advantages of them. 
5 cited in 6 contended that electronic human 
resource management is an approach of 
implementing human resource strategies, 
policies, and practices in organizations 
through a conscious and directed support of 
and/or with the full use of web-technology-
based channels. 7 as cited in 8 perceived 
electronic human resource management as 
a process of planning, implementation and 
application of information technology for 
each of the networks and the support of at 
least two actors, individual or collective to 
perform their joint duties for activities of 
human resources. 9 viewed electronic 
human resource management as an 
application of technological tools that 
enables human resources functions with 
opportunities to create new avenues to 
contribute to organizational success. The 
application of E-HRM in many orgaisations 
has reduced the number of HR employees 
due to the fact that E-HRM eliminates 
human resource personnel 10. 
 

2.1.2 Types of E-HRM 

Electronic human resource management 
can be classified as operational, relational 
and transformational 11, 12, 3, 13 Operational 
electronic human resource management is 
domiciled in administrative functions such 
as employee payroll as well as employee 
data 13. 3 add that operational electronic 
human resource management is concerned 
with the basic human resource activities in 
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 the administrative area such as salary 
administration and personnel data 
administration. On the other hand, 
relational electronic human resource 
management is associated with processes 
that support firms by ways of employee 
training, employee recruitment, 
performance management and so forth 13. 3 
emphasized that E-HRM is not all about 
elimination of paper work, but making use 
of internet tools that support basic business 
processes such as recruiting and the 
selection of new personnel, training, 
performance management and appraisal, 
and rewards. While transformational 
electronic human resource management is 
linked with knowledge management and 
strategic re-orientation 13. 3 on another hand, 
argued that it is concerned with activities 
associated with organizational change 
processes and strategic competence 
management.  
 

2.1.3 Benefits of Electronic Human 

Resource Management 

There are many benefits of E-HRM to 
human resource practitioners as well as 
managers. The following benefits of E-
HRM were highlighted by 1 as follows; it 
aids to enhance managements’ 
effectiveness and efficiency; it improves 
customer orientation and service delivery; 
it improve human resources strategic 
awareness; it reduces operational costs; it 
eliminates paper  work from the 
organisation, it reduces the number of 
employees in the workplace, it assist human 
resource department to have a good profile 
of the employees, it aids the employees to 
get updated with news of the organization 
dynamics; it encourages employees to take 
part in web discussion, it improves 
communication; it saves time compared to 
the traditional approach, it increases 
client’s adaptability to the workplace after 
applying it; organsiations’ data are secured, 
it supports virtually all the languages in the 
world; it is a dynamic process for 
information management in the workplace, 

it enhances firms’ productivity, it lower 
business costs. 

2.1.4 E- Recruitment 
E-recruitment which is also referred to as 
online recruitment is the practice of using 
technology and in particular Web-based 
resources for inviting, assessing, 
interviewing and hiring new talents 14. E-
recruitment implies the publication of 
vacant positions on firm’s websites or an 
online recruiting agent that allows 
applicants to send their curriculum vitae or 
resume electronically via electronic mails 
or any other electronic forms 15. Recruiting 
agents or oil and gas firms that accept such 
personal document depends solely on 
active internet facilities that will not distort 
information download.  Candidates that are 
qualified are contacted for oral interview or 
aptitude test using different human resource 
management approaches via their 
electronic mail addresses provided in the 
resume or curriculum vitae. Most common 
forms of e-recruitment include job boards, 
websites However, recruitment of 
employees through electronic medium 
especially internet has eliminated nepotism, 
reduced in operation cost and time wastages 
16. Since the advent of information and 
communication technology, many firms 
have deserted traditional method of 
recruitment but will rather settle with the 
current electronic approaches which they 
perceive as faster and efficient. In 
traditional method of recruitment, 
applicants do not receive immediate 
response on whether their applications have 
been received by the management or not 
whereas in the electronic approach, 
applicants receive instant 
acknowledgement on receipt17.Today many 
job seekers prefer checking organisations’ 
website for job posts as well as their 
performance indices. Facebook, instagram, 
whatsapp and other social media platforms 
have become the mediums for attracting 
potential talents to the workplace15.  

 

2.1.5 E-Training  
E-training is a replacement of traditional 
on-the-job/off-the-job training. E-training 
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 therefore refers to use of internet platforms 
for improving employees’ skills and 
abilities for maximum productivity. Some 
of the tools used for e-training include 
Youtube, online video display, 
videoconferencing, webcast, etc. Oil and 
gas firms no longer have to travel miles for 
training of its employees since internet has 
brought the world into one place. In this 
type of training employees were usually 
provided with computers that will enable 
them participate in the training via the 
internet or the employees will be asked to 
assemble in one place where they will 
participates using projector. This modern 
way of training employees has reduced the 
costs of hiring external consultant 18. It has 
also increase productivity as none of the 
employees will be away for training. E-
training have also increase firms’ capital 
base because funds that would have been 
allocated for training employees will now 
be channeled to other areas that needs 
urgent attention.  
 

2.1.6 Electronic human resource 

management and Enterprise 

Sustainability 
The workplace is in constant and rapid 
transformation of materials and people into 
readymade instruments for service delivery 
and customer satisfaction. This is in line 
with human resource management 
functions and practices. Thus, electronic 
human resource management has overcome 
the shortcoming of the traditional methods. 
Recruitment that is carried out with 
electronic platforms motivates and inspires 
applicants as it removes doubts and bias in 
recruitment process. In the oil and gas 
industry, talents are required in every 
section or field due to the nature of the 
industry. Drilling of crude oil does not 
require every employee but those that have 
the skills of drilling oil. Hence, recruiting 
them with traditional method will mean that 
operation will be put on hold until they are 
examined. This delay has been replaced 
with electronic recruiting that is timely and 
cost reduction. When there are openings in 
the organization, human resource 

managers’ places an adverts on the firms’ 
websites detailing the qualifications, 
requirements, experiences and other 
information that applicants are expected to 
have with them during recruitment process.  
Applicants that are qualified will then 
submit their relevant documents via email 
address provided by the human resource 
department or organisation’s website. After 
the expiration of advertisement, human 
resource department will now download all 
the submissions made all the applicants for 
the job. At the end of vetting the curriculum 
vitae of each applicants, the human 
resource department will then reply each of 
the candidate that applied for the jobs 
informing them whether their applications 
are accepted or not. 
On the other hand, after selecting the 
applicants that met the requirement of the 
organization, a congratulatory message will 
be sent to them for employment proper. The 
organization then places each applicant on 
the job they applied for. As the environment 
changes, firms will recognise the need to 
update the skills of its workforce which is 
training in order to meet up with their 
competitors. Training of employees using 
electronic medium is the cheapest 
compared to the traditional method. 
Electronic training (e-training) sustains the 
organization in terms of productivity, 
effectiveness and efficiency. In e-training, 
employees are trained in the organization 
using different computer mediums such as 
Youtubes, organisation’s websites and 
other platforms that will be recommended 
by human resource department. 
From the foregoing, electronic human 
resource management strengthens 
organisations’ workforce that sustains 
them. Therefore, electronic human resource 
management promotes sustainability of 
human capital and other organsational 
resources. However, e-recruitment and e-
training guarantees firms’ sustainability in 
terms of cost reduction and social loafing 
elimination from groups. 

 

2.1.7  Enterprise Sustainability  
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 The United Nation’s 1989 Brundtland 
Commission definition of sustainability is 
“meeting the needs of the present without 
compromising the needs of future 
generations”. and OECD cited in 19 and; 
20perceived sustainability as “linking the 
economic, social and environmental 
objectives of societies in a balanced way” 
and “about the consequences of today’s 
activities which meet the challenge of 
sustainable development and require that 
the process through which decisions are 
reached is informed by the full range of 
possible consequences, and is accountable 
to the public. In another binocular,21 
contended that sustainability is the 
preservation, regeneration, and 
development of the ecological, economic, 
and social resources of a system, and that a 
firm controls its impact on various 
economic, social and ecological 
environments.22disentangled the above 
definition, by means of firms’ stakeholder 
concept to workplace level. Thus, 
enterprise sustainability is ‘meeting the 
needs of organisational direct/indirect 
stakeholders (such as shareholders, 
employees, clients, pressure groups, 
communities etc), without compromising, 
its ability to meet the needs for future 
stakeholders as well 22. Sustainability is 
development that meets the needs of the 
present without compromising the ability of 
future generations23. 24 viewed enterprise 
sustainability as the ability to achieve 
business goals and increase long-term 
shareholder value by integrating economic, 
environmental and social opportunities into 
its business strategies. 25 states that 'from a 
business point of view sustainability can be 
defined as: the ability of a company to make 
profits while sustaining the environment. 
Sustainability is a state in which an 
organization or a society exhibits a relation 
to economical environmental and social 
aspects 26.22 contended that corporate 
sustainability is all about meeting the needs 
of organization’s direct and indirect 
stakeholders such as shareholders, 
employees, clients, pressure groups, 
communities. etc, without compromising 

its ability to meet the needs for future 
stakeholders as well’. Enterprise 
sustainability does not really mean carrying 
out business activities in certain desirable 
way, rather it is all about improving societal 
sustainability by means of organizational 
activities and influence 27.  
 

2.1.8 Empirical Review 
28investigated how electronic human 
resource management (E-HRM) tools can 
be applied in some firms in India. At the 
end of the research, they discovered that 
private firms are ahead of public enterprises 
in the application of electronic human 
resource management tools. 29 explored the 
outcomes of electronic human resource 
management in Turkey.  Result of the 
interviews they conducted with human 
resource specialist from service industry, 
revealed that time management, easy 
acquiring and access to personal data, and 
reduce administration costs was the 
primary motivator for electronic human 
resource applications.30 investigated the 
effect of electronic human resource 
management on the successful 
implementation of succession planning.  
The finding shows that e-HRM have effects 
on succession planning. 31examined the role 
of electronic technology in human resource 
management. They observed that E-HR 
practices have helped the organizations to 
achieve excellence through employee 
engagement, effective knowledge 
management and workforce adaptability. 32 
investigated the impact of information 
technology on human resource practices 
and competencies. They concluded that 
applications of information technology in 
the human resource functions affect human 
resource practices and make human 
resource professionals develop new 
competencies.2 examined the effect of 
implementing technology in HRM on the 
level of employee motivation in Lebanese 
firms. Results of their study revealed that 
strong perceived ease of use of electronic 
human resource management has a positive 
influence on employee's attitudes of using 
E-HRM. 



     

6 | P a g e  A u g u s t  2 0 1 8    V o l u m e - 5   I s s u e s - 4  
 
 

P-ISSN: 2347-4408 

E-ISSN: 2347-4734 

  

  



     

7 | P a g e  A u g u s t  2 0 1 8    V o l u m e - 5   I s s u e s - 4  
 
 

P-ISSN: 2347-4408 

E-ISSN: 2347-4734 

 3.1 RESEARCH METHODOLOGY 
Cross-sectional research design is used in 
this study. Accessible population includes 
twenty (20) oil and gas firms that are 
registered with Rivers state ministry of 
energy and natural resources. Simple 
random sampling was employed. Eighty 
three (83) top level managers were 
surveyed. A sample size of sixty eighty (68) 
was ascertained using [33]. Validity of 
instrument was ascertained using face and 
content validity. Cronbach alpha was 
employed to ascertain the consistency of 
the instrument. Sixty eight (68) copies of 
questionnaire were administered to the 
respondents’ but the investigators were able 
to retrieved fifty one (51) copies which 
were used for analysis. Respondents’ 
profiles were analysed with frequency 
distribution while regression was used to 
analyse the hypotheses with the aid of 
statistical package for social sciences 
(20.0).     

 

3.1.1 Result, findings, conclusion and 

recommendation 
Analysis of respondents’ profiles shows 
that 13 respondents’ representing 25.5% 
were female while 38 respondents’ 
representing 74.5% were males. Secondly, 
29 respondents’ representing 56.9% holds 
B.Sc/B.Eng/B.Tech degrees. 8 respondents 
representing 15.7% hold master degrees, 
while 14 respondents’ representing 27.5% 
holds OND/HND certificates.   Lastly, 11 
respondents representing 21.6% have 
worked with oil and gas firms between 1-5 
years. 14 respondents representing 27.5% 
have worked with oil and gas firms between 
11 years and above while 26 respondents 
representing 51.0% have worked with oil 
and gas firms between 6-10 years.  
 
 
 
 
 
 
 
 
 

Model Summary 

Model R R Square Adjusted R 
Square 

Std. Error of the 
Estimate 

1 .679
a 

.461 .439 .90525 

a. Predictors: (Constant), E-recruitment, E-training 

ANOVAa 

Model Sum of 
Squares 

df Mean 
Square 

F Sig. 

      

1 Regression  33.645  2 16.823 20.528 .000b 

Residual  39.335  48 .819   

Total  72.980  50    

a. Dependent Variable: Enterprise sustainability 

b. Predictors: (Constant), E-recruitment, E-training 

 
Coefficientsa 

Model 

Unstandardized 
Coefficients 

Standardized 
Coefficients 

t Sig. 

B 
Std.     

Error 
Beta 

1 

(Constant) .355 .291  1.218 .229 

E-training .472 .118 .424 3.997 .000 

E-
recruitment 

.591 .123 .512 4.825 .000 

a. Dependent Variable: Enterprise sustainability 

 
The results above shows that the value of 
R2 for the model is .461 which is significant 
as given by p value (.000b) of F static in 
ANOVA table. The p values of e-
recruitment and e-training are significant 
with enterprise sustainability as shown in 
the above results and F value calculated 
(20.528) > tabulated (3.19) which implies 
that the null hypotheses will be rejected and 
alternate accepted. From the result above, 
the study found that electronic human 
resource management has a positive 
significant effect on enterprise 
sustainability of oil and gas firms in 
Nigeria. 
 

4. CONCLUSION 
Based on the findings, the study concluded 
that electronic human resource 
management measured in terms of e-
recruitment and e-training promotes 
enterprise sustainability. 

 

  



     

8 | P a g e  A u g u s t  2 0 1 8    V o l u m e - 5   I s s u e s - 4  
 
 

P-ISSN: 2347-4408 

E-ISSN: 2347-4734 

 5. RECOMMENDATIONS 
Drawing from the above conclusion, the 
following recommendations were made. 

1. Human resource managers should 
embrace electronic platforms for 
recruiting new talents into the 
organization so as to enhance 
sustainability 

2. Electronic approach to training 
should be encouraged to reduce 
costs and enhance sustainability   
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