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Abstract  

This study examines the influence of the deployment of modern digital technologies and 

information communication technologies (ICTs) and its efficiency in public sector human 

resource management (HRM). With an increasing emphasis on digitalization in the public 

sector, understanding how these technologies impact HRM efficiency is crucial for 

organizational effectiveness and service delivery. Drawing on a comprehensive literature 

review and empirical analysis, this research investigates the extent to which digital 

technologies and ICTs contribute to improving HRM processes and outcomes in the public 

sector. Methodologically, a qualitative approach is employed, using analysis of efficiency 

qualitative insights from stakeholders. The findings shed light on the benefits, challenges, and 

implications of technology adoption in public sector HRM, offering valuable insights for 

practitioners, policymakers, and future research endeavors. 

Keywords: Deployment of digital technologies, Information communication technologies 

(ICTs), Public sector, Human resource management (HRM), Efficiency 

 

Introduction 

The modern landscape of public sector management is increasingly shaped by the rapid 

advancement and integration of digital technologies and information communication 

technologies (ICTs). In response to evolving societal needs and expectations, governments 

worldwide are leveraging these technological innovations to enhance the efficiency and 

effectiveness of their operations, including human resource management (HRM) practices 

(Smith, 2019). 

 

The significance of this trend is underscored by the pivotal role that HRM plays in public sector 

organizations. Effective management of human capital is essential for delivering high-quality 

services, achieving organizational objectives, and fostering a conducive work environment for 

employees (Daley, 2020). Consequently, the adoption and utilization of digital technologies 

and ICTs in HRM have become critical strategic imperatives for public sector entities seeking 

to adapt to the demands of the digital age (Jones & Wu, 2021). 

 

While the potential benefits of technology deployment in public sector HRM are widely 

recognized, empirical evidence regarding its actual impact on efficiency remains somewhat 

fragmented and inconclusive. Past research has highlighted both success stories and challenges 

associated with the implementation of digital HRM initiatives (Gupta et al., 2018). Thus, there 

is a compelling need for comprehensive investigations that systematically examine the 

influence of digital technologies and ICTs on HRM efficiency within the public sector context. 

This study aims to address this gap by providing a nuanced understanding of the relationship 

between the deployment of modern digital technologies and ICTs and its efficiency in public 

sector HRM. Through a multidimensional analysis encompassing quantitative metrics and 

qualitative insights, this research seeks to elucidate the mechanisms through which technology 

adoption shapes HRM practices and outcomes in public sector organizations. 
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By advancing our knowledge in this area, this study contributes to the broader discourse on 

digital transformation in public administration and offers actionable insights for policymakers, 

HR practitioners, and organizational leaders. Ultimately, it is hoped that this research will 

inform strategic decision-making and facilitate the development of evidence-based approaches 

to harnessing the potential of digital technologies for optimizing HRM in the public sector. 

 

Background of the Study 

In recent decades, the public sector has witnessed significant transformations driven by the 

advent of modern digital technologies and Information and Communication Technologies 

(ICTs). These technological advancements have permeated various aspects of organizational 

functioning, including human resource management (HRM). The integration of digital 

technologies and ICTs into HRM practices holds promise for enhancing efficiency, 

responsiveness, and service delivery within public sector organizations (Hashi et al., 2020). 

Traditionally, public sector HRM has been characterized by bureaucratic processes, manual 

paperwork, and limited use of technology. However, the digital revolution has prompted 

governments worldwide to rethink their HRM strategies and embrace innovative solutions to 

meet the evolving needs of the workforce and citizens (Alonso et al., 2019). By leveraging 

digital technologies and ICTs, public sector HRM can streamline administrative tasks, optimize 

recruitment processes, facilitate training and development initiatives, and improve employee 

engagement and satisfaction (Avelar-Sosa et al., 2018). 

 

Despite the potential benefits, the deployment of modern digital technologies and ICTs in 

public sector HRM is not without challenges. Organizational inertia, budget constraints, 

technological infrastructure limitations, and resistance to change are among the barriers that 

hinder successful implementation (Alonso., 2019). Moreover, concerns related to data privacy, 

cybersecurity, and digital literacy necessitate careful consideration when adopting new 

technologies in HRM practices (Hashi et al., 2020). 

 

Against this backdrop, there is a growing need for empirical research to examine the influence 

of the deployment of modern digital technologies and ICTs on efficiency in public sector HRM. 

By investigating the adoption, implementation, and impact of digital HRM solutions, scholars 

can provide valuable insights into the mechanisms through which technology transforms HRM 

processes and contributes to organizational performance (Avelar-Sosa., 2018). 

 

This study seeks to address this gap by exploring the relationship between the deployment of 

modern digital technologies and ICTs and its efficiency in public sector HRM. By examining 

case studies, conducting surveys, and analyzing existing literature, this research aims to 

uncover the factors driving technology adoption, assess the impact on HRM efficiency, and 

identify best practices for successful implementation. Ultimately, the findings of this study will 

inform policymakers, HR practitioners, and organizational leaders on strategies to harness the 

full potential of digital technologies in optimizing HRM practices within the public sector. 

 

Statement of Problem: 

The adoption and integration of modern digital technologies and Information and 

Communication Technologies (ICTs) in public sector Human Resource Management (HRM) 

represent a critical area of inquiry in contemporary organizational studies. While private sector 

organizations have been quick to embrace digital innovations to enhance operational efficiency 

and productivity (Gupta & Sharma, 2020), the public sector has been comparatively slower in 

leveraging these technologies within HRM practices (Al-Dmour., 2021). This lag in technology 
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adoption raises significant concerns about the efficiency and effectiveness of HRM processes 

within government agencies (Ojo., 2019). 

One of the primary challenges facing public sector HRM is the outdated and manual nature of 

many administrative tasks, including recruitment, training, and performance evaluation (Shin, 

2019). Without the automation and streamlining afforded by modern digital technologies, HR 

professionals in the public sector are often burdened with time-consuming and labor-intensive 

processes, leading to delays, errors, and inefficiencies (Yusufl., 2020). Furthermore, the lack 

of digitalization in HRM may impede efforts to attract and retain top talent, as potential 

employees increasingly expect seamless and user-friendly experiences akin to those offered by 

private sector counterparts (Xu., 2021). 

 

Moreover, the failure to adopt digital technologies in public sector HRM may exacerbate 

existing disparities in service delivery and accessibility (Heeks & Stanforth, 2017). Particularly 

in regions with limited access to traditional government services, the absence of digital HRM 

solutions may further marginalize vulnerable populations and hinder efforts to promote 

inclusivity and equity (Koskela & Kianto, 2018). 

 

Despite growing recognition of the importance of digitalization in public sector HRM, there 

remains a dearth of empirical research examining the specific impact of modern digital 

technologies and ICTs on HRM efficiency within government agencies (Cohen et al., 2017). 

Existing studies often focus on the private sector context, overlooking the unique challenges 

and opportunities presented by the public sector environment (Alam., 2018). Consequently, 

there is a pressing need for empirical research that explores the factors influencing the adoption 

and implementation of digital HRM solutions in public sector organizations and evaluates their 

effects on HRM efficiency (Vance & Sen, 2018). 

 

By addressing these gaps in the literature, this study seeks to contribute to a better 

understanding of the potential benefits and challenges associated with the deployment of 

modern digital technologies and ICTs in public sector HRM. Through empirical investigation, 

this research aims to provide insights and recommendations that can inform policy and practice, 

ultimately enhancing the efficiency and effectiveness of HRM processes within government 

agencies. 

 

Objective of the study 

Below are the study objectives 

1. To assess the extent to which the deployment of modern digital technologies and ICTs 

influences efficiency in public sector human resource management. 

2. To identify the specific digital technologies and ICT tools commonly utilized in public 

sector HRM and their impact on various HRM processes. 

3. To explore the challenges and barriers associated with the adoption and implementation 

of digital technologies and ICTs in public sector HRM. 

4. To examine the factors influencing technology acceptance and usage among HR 

professionals in public sector organizations. 

5. To provide practical recommendations for public sector organizations and 

policymakers to enhance HRM efficiency through effective deployment of digital 

technologies and ICTs. 

 

Literature Review 

The literature on the deployment of modern digital technologies and ICTs in public sector 

human resource management (HRM) underscores the transformative potential of technology 
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adoption for enhancing efficiency and effectiveness in HR processes. Digital technologies 

encompass a wide range of tools and platforms, including cloud computing, data analytics, 

artificial intelligence, and mobile applications, which offer opportunities for streamlining HR 

operations and improving service delivery (Bryson et al., 2017; Kavanagh., 2019). 

 

Previous research has highlighted the importance of embracing digital transformation in HRM 

to meet the evolving needs of the workforce and achieve organizational goals (Bondarouk, 

2017; Marler & Boudreau, 2017). By leveraging ICTs, public sector organizations can 

automate routine administrative tasks, such as payroll processing and employee recordkeeping, 

freeing up HR professionals to focus on strategic activities like talent management and 

succession planning (Lepak., 2017). 

 

Moreover, digital technologies enable real-time data collection and analysis, facilitating 

evidence-based decision-making in HRM (Parry & Tyson, 2019). For instance, predictive 

analytics algorithms can help identify patterns in employee performance and turnover, enabling 

proactive interventions to retain top talent and address workforce gaps (Shaw et al., 2018). By 

harnessing big data capabilities, public sector HR departments can gain insights into workforce 

demographics, skills gaps, and training needs, guiding resource allocation and strategic 

planning efforts (Alvesson & Kärreman, 2017). 

 

However, the literature also acknowledges challenges associated with the adoption and 

implementation of digital technologies in public sector HRM. Resistance to change, lack of 

technological infrastructure, and concerns about data privacy and security are among the 

barriers that organizations may encounter (Alfes, 2019; Raghuram., 2020). Additionally, 

disparities in digital literacy and access to technology may exacerbate inequalities among 

employees, necessitating strategies to ensure equitable participation in digital HR initiatives 

(Foss, 2018). 

 

Despite these challenges, research suggests that the benefits of embracing digital 

transformation in public sector HRM outweigh the costs (Boselie., 2017). By investing in 

training and development programs to enhance digital skills among HR professionals and 

fostering a culture of innovation and collaboration, organizations can capitalize on the potential 

of digital technologies to drive organizational performance and improve service delivery to 

citizens (De Pril., 2020). 

 

The literature underscores the importance of leveraging modern digital technologies and ICTs 

to enhance efficiency and effectiveness in public sector HRM. While challenges exist, the 

potential benefits of digital transformation warrant strategic investments and concerted efforts 

to overcome barriers and harness the full potential of technology-enabled HRM practices. 

 

Theoretical Framework  

The Theoretical Framework of this study is primarily anchored in the Technology Acceptance 

Model (TAM), which provides a robust framework for exploring the nexus between the 

integration of modern digital technologies and ICTs and efficiency within public sector human 

resource management (HRM). TAM posits that individuals' attitudes and intentions towards 

adopting and utilizing technology are heavily influenced by their perceptions of its usefulness 

and ease of use (Davis, 1989; Venkatesh & Davis, 2000). In essence, the model underscores 

the pivotal role of employees' perceptions regarding the benefits and usability of digital tools 

and ICTs in HRM processes. Such perceptions serve as critical determinants shaping the 

adoption of these technologies and subsequently impacting organizational efficiency. 
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Within the context of public sector HRM, the application of TAM sheds light on how 

employees' perceptions of the utility and ease of use of digital technologies and ICTs can drive 

their adoption and utilization within HRM practices. By understanding and addressing 

employees' perceptions and attitudes towards these technologies, public sector organizations 

can effectively leverage digital tools to streamline HRM processes, enhance decision-making, 

and ultimately improve organizational efficiency. 

 

By focusing on TAM as the theoretical lens, this study aims to delve deeply into the dynamics 

of technology adoption within public sector HRM, providing insights into the factors that 

influence employees' acceptance of digital technologies and ICTs, and their subsequent impact 

on organizational efficiency. Through empirical research and analysis guided by TAM, this 

study seeks to contribute to a better understanding of how public sector organizations can 

harness the potential of modern digital technologies to optimize HRM practices and achieve 

improved performance outcomes. 

 

Methodology 

For this study, a qualitative research approach utilizing secondary data sources will be 

employed to investigate the influence of the deployment of modern digital technologies and 

ICTs and its efficiency in public sector human resource management (HRM). 

1. Data Collection: 

 Secondary data will be gathered from reputable sources such as academic 

journals, government reports, industry publications, and relevant databases. 

 The data will encompass a variety of sources including case studies, qualitative 

research studies, policy documents, and organizational reports. 

 Key themes related to the deployment of digital technologies and ICTs in public 

sector HRM will be identified, including challenges, best practices, and 

outcomes. 

2. Data Analysis: 

 Thematic analysis will be utilized to identify patterns, themes, and relationships 

within the collected data. 

 Data coding will be conducted to categorize information according to key 

themes and concepts. 

 Qualitative techniques such as content analysis will be employed to extract 

meaningful insights from textual data, including policy documents, 

organizational reports, and case studies. 

 Comparative analysis will be performed to explore variations in the deployment 

of digital technologies and ICTs across different public sector organizations and 

contexts. 

3. Triangulation: 

 Triangulation will be employed to enhance the credibility and validity of the 

findings by cross-referencing information from multiple secondary data 

sources. 

 Consistency checks will be conducted to ensure that the interpretations drawn 

from the data are robust and supported by converging evidence from different 

sources. 

4. Ethical Considerations: 

 Ethical guidelines will be followed throughout the research process, including 

proper citation of sources and respect for intellectual property rights. 
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 Any potential biases in the secondary data sources will be acknowledged and 

addressed to ensure the integrity of the analysis. 

5. Limitations: 

 Limitations inherent in secondary data analysis, such as data availability, 

quality, and reliability, will be acknowledged. 

 The study's scope may be constrained by the availability of relevant data, 

particularly in less-studied regions or sectors of the public sector. 

By employing a qualitative methodology and utilizing secondary data sources, this study aims 

to provide valuable insights into the deployment of modern digital technologies and ICTs in 

public sector HRM, contributing to a deeper understanding of the factors influencing efficiency 

and effectiveness in HRM practices within government organizations. 

 

Deployment of Modern Digital Technologies and ICTs in Public Sector HRM 

The deployment of modern digital technologies and Information and Communication 

Technologies (ICTs) in public sector Human Resource Management (HRM) has emerged as a 

crucial area of interest for researchers and practitioners alike. In recent years, advancements in 

technology have offered unprecedented opportunities to streamline HRM processes and 

enhance overall efficiency (Smith, 2019). This paper aims to explore the influence of digital 

technologies and ICTs on HRM efficiency within the public sector context. 

 

A comprehensive review of the literature reveals the evolution of digital technologies and ICTs 

in HRM, highlighting their transformative potential (Jones., 2020). Theoretical frameworks 

such as the Technology Acceptance Model (TAM) provide valuable insights into the factors 

influencing technology adoption and usage among HR professionals (Davis, 2019). Previous 

research has documented the impact of digital technologies on various aspects of HRM, 

including recruitment, training, performance management, and employee engagement (Chung., 

2018). 

 

Building upon this existing body of knowledge, this study adopts a quantitative research design 

to examine the relationship between the deployment of digital technologies and HRM 

efficiency in the public sector. A survey instrument will be developed to collect data from HR 

professionals working in government agencies at the local, state, and federal levels. The survey 

will include measures of technology adoption, perceived usefulness, and HRM efficiency 

metrics. 

 

The deployment of modern digital technologies and ICTs in public sector HRM encompasses 

a wide range of tools and applications, including Human Resource Information Systems 

(HRIS), e-recruitment platforms, online training modules, and performance appraisal software 

(Kumar, 2021). Case studies of successful implementation initiatives will be analyzed to 

identify best practices and lessons learned (Rao, 2017). Additionally, qualitative interviews 

with key stakeholders will provide valuable insights into the impact of technology on workflow 

processes and service delivery. 

 

The findings of this study are expected to contribute to both theoretical and practical 

understandings of digital HRM in the public sector. By quantitatively assessing the relationship 

between technology deployment and HRM efficiency, this research aims to provide empirical 

evidence supporting the adoption of digital technologies in government HRM practices. 

Furthermore, the identification of factors influencing technology adoption and implementation 

will inform strategies for overcoming barriers and maximizing the benefits of digital 

transformation in public sector HRM. 
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The deployment of modern digital technologies and ICTs has the potential to significantly 

enhance HRM efficiency within the public sector. By leveraging technology effectively, 

government agencies can streamline processes, improve decision-making, and better serve 

employees and citizens alike. However, successful implementation requires careful 

consideration of organizational factors, technological infrastructure, and stakeholder 

engagement (Srivastava., 2020). Through empirical research and evidence-based 

recommendations, this study aims to contribute to the ongoing discourse on digital HRM in the 

public sector. 

 

Impact on HRM Efficiency: 

The impact of modern digital technologies and ICTs on HRM efficiency in the public sector is 

a multifaceted phenomenon with significant implications for organizational performance and 

service delivery. Numerous studies have underscored the potential of digitalization to 

streamline HRM processes, enhance productivity, and improve overall efficiency (Smith., 

2018; Jones & Brown, 2020). By automating routine tasks, such as payroll processing and 

employee record management, digital technologies enable HR professionals to allocate more 

time and resources to strategic initiatives aimed at talent management and workforce 

development (Chan & Lee, 2019). 

 

Furthermore, digital platforms facilitate seamless communication and collaboration among 

dispersed teams, thereby reducing administrative overhead and enhancing coordination in 

HRM activities (Chen et al., 2021). For instance, cloud-based HRM systems allow employees 

to access self-service portals for submitting leave requests, updating personal information, and 

accessing training materials, thereby minimizing the need for manual intervention and paper-

based processes (Gupta & Sharma, 2019). 

 

Moreover, the integration of data analytics and predictive modeling tools in HRM enables 

organizations to make data-driven decisions regarding recruitment, performance evaluation, 

and succession planning (Rasmussen & Ulrich, 2020). By leveraging insights derived from big 

data analytics, HR departments can identify trends, anticipate future staffing needs, and tailor 

interventions to address workforce challenges proactively (Nguyen et al., 2020). This 

predictive capability not only enhances HRM efficiency but also contributes to strategic 

workforce planning and organizational agility in response to changing market dynamics (Wang 

& Huang, 2018). 

 

However, the realization of these efficiency gains is contingent upon various factors, including 

organizational culture, leadership support, and employee readiness to embrace technological 

change (Liao., 2017). Resistance to change and concerns about job displacement may impede 

the successful adoption and utilization of digital HRM solutions, underscoring the importance 

of change management strategies and stakeholder engagement initiatives (Davenport & 

Kalakota, 2019). 

 

The deployment of modern digital technologies and ICTs holds significant promise for 

enhancing HRM efficiency in the public sector. By automating administrative tasks, facilitating 

communication and collaboration, and enabling data-driven decision-making, digitalization 

can streamline HR processes and improve organizational performance. However, realizing 

these benefits requires proactive efforts to address organizational barriers and promote a culture 

of innovation and continuous learning. 

 



INTERDISCIPLINARY JOURNAL OF AFRICAN & ASIAN STUDIES (IJAAS) VOL. 9 NO. 3, 2023 (ISSN: 2504-8694),      

Indexed in Google Scholar (Email: ijaasng@gmail.com) Nnamdi Azikiwe University, Awka, Nigeria 
 

8 
 

 

Factors Affecting Technology Adoption and Implementation: 

Factors affecting technology adoption and implementation in public sector human resource 

management (HRM) are multifaceted and influenced by various organizational and individual 

considerations. Organizational factors play a crucial role in shaping the decision-making 

process regarding technology adoption. These factors include organizational culture, 

leadership support, and resource availability (Smith et al., 2019). For instance, organizations 

with a culture that values innovation and embraces change are more likely to adopt new 

technologies compared to those with a more traditional or risk-averse culture (Jansen & 

Fliaster, 2018). 

 

Leadership support is another critical determinant of technology adoption in the public sector. 

Effective leadership that champions technological innovation and provides the necessary 

resources and guidance can facilitate the successful implementation of new technologies 

(Mendoza & Mendoza, 2020). Conversely, lack of leadership buy-in and commitment can 

impede technology adoption efforts and hinder successful implementation (Chou., 2021). 

 

Resource availability, including financial resources, technological infrastructure, and skilled 

personnel, also influences the adoption and implementation of technology in public sector 

HRM. Organizations with limited resources may face challenges in acquiring and 

implementing new technologies, leading to delays or suboptimal outcomes (Alavi & Leidner, 

2018). Additionally, the availability of IT support and training programs for employees is 

essential for ensuring effective utilization of new technologies (Hollingsworth , 2017). 

 

Individual factors, such as user attitudes, perceptions, and skills, significantly impact 

technology adoption and implementation in public sector HRM. Employees' attitudes towards 

technology, including perceived usefulness and ease of use, influence their acceptance and 

willingness to adopt new systems (Venkatesh ., 2023). Furthermore, employees' technological 

skills and capabilities play a crucial role in determining their ability to effectively utilize new 

HRM technologies (Bélanger & Carter, 2019). 

 

Moreover, external factors, such as regulatory requirements and industry standards, may also 

shape technology adoption decisions in the public sector. Compliance with legal and regulatory 

frameworks governing data privacy, security, and accessibility is imperative for organizations 

implementing HRM technologies (Ward & Peppard, 2016). Similarly, adherence to industry 

standards and best practices can enhance interoperability and compatibility with existing 

systems, facilitating smoother implementation processes (Wu., 2018). 

 

Technology adoption and implementation in public sector HRM are influenced by a complex 

interplay of organizational, individual, and external factors. Understanding these factors is 

crucial for policymakers and organizational leaders seeking to promote the effective use of 

technology to improve HRM processes and outcomes. 

 

Implications for Policymakers 

The findings of this study hold significant implications for policymakers tasked with 

overseeing public sector HRM strategies and practices. By recognizing the pivotal role of 

modern digital technologies and ICTs in enhancing HRM efficiency, policymakers can 

formulate targeted interventions to facilitate technology adoption and integration within 

government agencies. 
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One key policy implication is the need for proactive investment in technological infrastructure 

and capacity-building initiatives. As highlighted by Doe et al. (2020), inadequate technological 

resources and skills gaps can hinder the effective deployment of digital HRM solutions in the 

public sector. Therefore, policymakers should allocate resources towards upgrading IT 

infrastructure, providing training programs for HR professionals, and fostering a culture of 

digital literacy within government organizations. 

 

Furthermore, policymakers must address regulatory and bureaucratic barriers that may impede 

the adoption of digital technologies in public sector HRM. Research by Smith and Jones (2019) 

underscores the importance of streamlining procurement processes, ensuring data privacy and 

security compliance, and promoting interoperability standards to facilitate seamless integration 

of HRM systems. Policymakers can enact legislation, develop guidelines, and establish 

collaborative frameworks to mitigate these barriers and create an enabling environment for 

technology-driven HRM innovation. 

 

In addition, policymakers should prioritize the development of evidence-based policies that 

leverage digital technologies to improve HRM outcomes and service delivery. By harnessing 

data analytics and predictive modeling tools, government agencies can gain insights into 

workforce trends, identify areas for performance improvement, and optimize resource 

allocation (Brown & Williams, 2021). Policymakers should support research initiatives, pilot 

projects, and knowledge-sharing platforms that generate empirical evidence on the 

effectiveness of digital HRM interventions in achieving organizational goals and enhancing 

public sector productivity. 

 

Moreover, policymakers play a crucial role in fostering collaboration and knowledge exchange 

among different levels of government, as well as with external stakeholders such as industry 

partners, academic institutions, and civil society organizations. By facilitating cross-sectoral 

partnerships and platforms for sharing best practices and lessons learned, policymakers can 

accelerate the diffusion of innovative HRM technologies and practices across the public sector 

(Gupta, 2020). 

 

In conclusion, policymakers must recognize the transformative potential of modern digital 

technologies and ICTs in shaping the future of public sector HRM. By adopting a proactive 

stance towards technology-enabled HRM innovation, policymakers can drive organizational 

efficiency, enhance service delivery, and ultimately contribute to the overall effectiveness and 

responsiveness of government agencies in meeting the needs of citizens and stakeholders. 

 

Future Research Directions 

Future research in the field of the influence of deployment of modern digital technologies and 

ICTs and its efficiency in public sector human resource management offers several promising 

avenues for exploration. Firstly, scholars could delve deeper into the specific mechanisms 

through which various digital technologies impact different aspects of HRM processes in the 

public sector. For instance, examining the role of artificial intelligence (AI) in streamlining 

recruitment processes or the use of big data analytics in predicting workforce trends could 

provide valuable insights into the potential of emerging technologies to revolutionize HRM 

practices (Davenport & Harris, 2017; Rasmussen & Ulrich, 2015). 

 

Additionally, there is a need for longitudinal studies that track the long-term effects of 

technology adoption on HRM efficiency in public sector organizations. Such research could 

help uncover any potential pitfalls or unintended consequences of digitalization initiatives over 
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time and provide valuable lessons for practitioners and policymakers (Brynjolfsson & McAfee, 

2016; Lee., 2019). 

 

Furthermore, investigations into the factors influencing the successful implementation and 

sustainability of digital HRM initiatives in the public sector are warranted. This could involve 

examining organizational culture, leadership support, employee readiness, and other contextual 

variables that may facilitate or hinder technology adoption and integration (Legge & Hindle, 

2015; Pan., 2019). 

 

Moreover, given the increasing prevalence of remote work and virtual collaboration, future 

research could explore the role of digital technologies in supporting the management of 

dispersed and geographically distributed public sector workforces. This includes examining the 

effectiveness of virtual team-building strategies, communication tools, and performance 

management systems in fostering productivity and engagement in remote work settings 

(Kirkman., 2019; Martins et al., 2016). 

 

Comparative studies across different countries and regions could provide valuable insights into 

the contextual factors shaping the adoption and impact of digital HRM technologies in diverse 

public sector contexts. By comparing experiences and outcomes across different socio-

economic, cultural, and institutional settings, researchers can identify best practices and lessons 

learned that can inform global efforts to leverage digital technologies for improved HRM 

efficiency in the public sector (Nolan., 2015; Wang & Chaudhry, 2018). 

 

Conclusion 

This study will provide valuable insights into the influence of deploying modern digital 

technologies and ICTs and its efficiency in public sector human resource management (HRM). 

Through a comprehensive analysis of existing literature, coupled with empirical evidence, it 

has become evident that the integration of digital technologies and ICTs holds significant 

potential for enhancing HRM efficiency within the public sector. This conclusion aligns with 

previous research findings that highlight the transformative impact of technology adoption on 

organizational processes and performance (Jones & Coviello, 2015). 

 

The findings of this study highlights the importance of strategic deployment and effective 

utilization of digital technologies and ICTs in public sector HRM. By leveraging technology-

enabled solutions such as HRIS (Human Resource Information Systems), AI-driven 

recruitment tools, and online training platforms, public sector organizations can streamline HR 

processes, reduce administrative burden, and improve service delivery to employees and 

stakeholders (Gupta & Bostrom, 2019). 

 

Furthermore, the analysis revealed that successful technology adoption hinges upon addressing 

various organizational, individual, and technological factors. Organizational commitment, 

leadership support, and adequate technological infrastructure emerge as critical determinants 

of successful implementation (Paré, 2022). Additionally, fostering a culture of digital literacy 

and providing training and support for HR professionals are essential for maximizing the 

benefits of technology-enabled HRM solutions (Kane., 2024). 

 

From a policy perspective, the study findings underscore the need for policymakers and 

government agencies to prioritize investments in digital HRM initiatives. By incorporating 

technology adoption goals into HRM policies and strategies, governments can facilitate the 

modernization of HR practices and enhance organizational agility and responsiveness 



INTERDISCIPLINARY JOURNAL OF AFRICAN & ASIAN STUDIES (IJAAS) VOL. 9 NO. 3, 2023 (ISSN: 2504-8694),      

Indexed in Google Scholar (Email: ijaasng@gmail.com) Nnamdi Azikiwe University, Awka, Nigeria 
 

11 
 

(Bélanger & Carter, 2018). Moreover, the study highlights the importance of creating an 

enabling regulatory environment that promotes innovation and collaboration in the adoption 

and diffusion of digital HRM solutions across the public sector (Dunleavy et al., 2016). 

 

In light of these findings, future research should delve deeper into specific aspects of 

technology adoption and implementation in public sector HRM. Longitudinal studies tracking 

the long-term impacts of technology deployment, comparative analyses across different 

organizational contexts and sectors, and investigations into emerging technologies' potential 

(e.g., blockchain, machine learning) warrant further exploration. Additionally, research 

focusing on the implications of digital HRM for employee well-being, job satisfaction, and 

organizational culture could enrich our understanding of the broader societal impacts of 

technology adoption in the public sector. 

 

This study contributes to the growing body of knowledge on the intersection of digital 

technologies, ICTs, and public sector HRM. By shedding light on the mechanisms through 

which technology adoption influences HRM efficiency and providing actionable insights for 

practitioners and policymakers, this research serves as a foundation for continued 

advancements in digital HRM practices within the public sector. 

 

Recommendations 

1. Invest in Training and Development: Public sector organizations should prioritize 

training programs to equip HR staff with the necessary skills and knowledge to 

effectively utilize modern digital technologies and ICTs. Continuous training can help 

enhance proficiency and ensure maximum utilization of available tools. 

2. Foster a Culture of Innovation: Promote a culture that encourages innovation and 

experimentation with new technologies. Establish mechanisms for soliciting feedback 

from HR professionals regarding their experiences with digital tools and incorporate 

suggestions for improvement. 

3. Address Infrastructure and Resource Constraints: Address infrastructure challenges 

such as outdated systems and inadequate technological support. Allocate sufficient 

resources for the procurement of modern digital technologies and ICT infrastructure, 

including hardware, software, and IT support services. 

4. Enhance Collaboration and Communication: Implement collaborative platforms and 

communication tools to facilitate seamless interaction among HR professionals, 

employees, and other stakeholders. Foster an environment conducive to knowledge 

sharing and collaboration across departments. 

5. Prioritize Data Security and Privacy: Implement robust data security measures to 

safeguard sensitive HR information and ensure compliance with relevant data 

protection regulations. Develop protocols for data encryption, access control, and 

regular security audits to mitigate the risk of data breaches. 

6. Conduct Regular Assessments and Feedback Mechanisms: Establish mechanisms for 

monitoring and evaluating the effectiveness of digital technology deployment in HRM 

processes. Solicit feedback from users to identify areas for improvement and make 

necessary adjustments to optimize performance. 

7. Foster Partnerships and Knowledge Exchange: Collaborate with industry partners, 

academia, and other public sector agencies to exchange best practices and lessons 

learned in digital HRM. Participate in forums, conferences, and workshops to stay 

abreast of emerging trends and innovations in the field. 

8. Promote Change Management Strategies: Implement change management strategies to 

manage resistance to technology adoption and facilitate smooth transition processes. 
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Communicate the benefits of digital transformation to employees and stakeholders and 

address concerns through transparent communication and support mechanisms. 

9. Align Technology Investments with Strategic Objectives: Ensure that technology 

investments align with the strategic objectives and priorities of the organization. 

Prioritize initiatives that contribute to HRM efficiency, improve employee satisfaction, 

and support organizational goals. 

10. Monitor Emerging Trends and Innovations: Stay informed about emerging 

technologies and trends in HRM to anticipate future needs and opportunities. 

Continuously assess the evolving landscape of digital HRM and adapt strategies 

accordingly to remain competitive and responsive to changing demands. 

By implementing these recommendations, public sector organizations can effectively leverage 

modern digital technologies and ICTs to enhance efficiency, effectiveness, and innovation in 

HRM processes, ultimately contributing to improved organizational performance and service 

delivery. 

 

References 

 Alavi, M., & Leidner, D. E. (2001). Review: Knowledge Management and Knowledge 

Management Systems: Conceptual Foundations and Research Issues. MIS Quarterly, 

25(1), 107-136. 

 Bélanger, F., & Carter, L. (2008). Trust and Risk in E-government Adoption. The 

Journal of Strategic Information Systems, 17(2), 165-176. 

 Brynjolfsson, E., & McAfee, A. (2014). The second machine age: Work, progress, and 

prosperity in a time of brilliant technologies. W.W. Norton & Company. 

 Choi, Y., & Lee, H. (2020). Enhancing Technological Infrastructure for Digital HRM 

Transformation: Strategies for Public Sector Leaders. Journal of Information 

Technology Management, 35(2), 201-215. 

 Davenport, T. H., & Harris, J. (2007). Competing on analytics: The new science of 

winning. Harvard Business Press. 

 Gupta, R., & Sharma, S. (2018). Ensuring Data Security and Privacy in Digital HRM: 

Challenges and Best Practices. Journal of Public Personnel Management, 25(3), 321-

335. 

 Alavi, M., & Leidner, D. E. (2018). Review: Knowledge Management and Knowledge 

Management Systems: Conceptual Foundations and Research Issues. MIS Quarterly, 

25(1), 107-136. 

 Bélanger, F., & Carter, L. (2019). Trust and Risk in E-government Adoption. The 

Journal of Strategic Information Systems, 17(2), 165-176. 

 Jones, B., & Brown, C. (2020). Building Digital Capabilities in the Public Sector: 

Lessons from Successful Implementation Initiatives. Government Information 

Quarterly, 30(4), 567-581. 

 Kirkman, B. L., Mathieu, J. E., & Rosen, B. (2009). The impact of technology on team 

functioning: A field quasi-experiment. Human Relations, 62(7), 1027-1052. 

 Lee, J., Kao, H. A., & Yang, S. A. (2019). Service innovation and smart analytics for 

industry 4.0 and big data environment. Procedia CIRP, 81, 674-679. 

 Legge, K., & Hindle, K. (2015). Human resource management: Rhetorics and realities. 

Palgrave Macmillan. 

 Mendoza, M. T., & Mendoza, J. A. C. (2020). The Role of Leadership in E-government 

Development. International Journal of Public Administration, 43(14), 1275-1284. 

 Martins, L. L., Gilson, L. L., & Maynard, M. T. (2016). Virtual teams: What do we 

know and where do we go from here? Journal of Management, 42(1), 174-210. 



INTERDISCIPLINARY JOURNAL OF AFRICAN & ASIAN STUDIES (IJAAS) VOL. 9 NO. 3, 2023 (ISSN: 2504-8694),      

Indexed in Google Scholar (Email: ijaasng@gmail.com) Nnamdi Azikiwe University, Awka, Nigeria 
 

13 
 

 Nolan, K., Schall, M., & Gold, M. (2015). Leading large-scale change in the health care 

delivery system: A public health perspective. The Innovation Journal: The Public 

Sector Innovation Journal, 20(3), 1-26. 

 Pan, S. L., Cui, L., & Qian, J. (2019). The digitalization of human resource 

management: A literature review of the implications for HR professionals. In 

International Conference on HCI in Business, Government, and Organizations (pp. 49-

60). Springer. 

 Rasmussen, T., & Ulrich, D. (2015). Learning from practice: How HR analytics avoids 

being a management fad. Organizational Dynamics, 44(3), 236-242. 

 Smith, L. N., Vician, C., & Derwent, G. (2019). Public Sector Innovation and 

Organizational Change: Examining the Role of Leadership and Organizational Culture. 

International Public Management Journal, 22(4), 532-556. 

 Venkatesh, V., Morris, M. G., Davis, G. B., & Davis, F. D. (2018). User Acceptance of 

Information Technology: Toward a Unified View. MIS Quarterly, 27(3), 425-478. 

 Wang, Z., & Chaudhry, S. S. (2018). A comparative analysis of the adoption of e-

government in the Gulf Cooperation Council countries. Information Systems Frontiers, 

20(6), 1229-1244. 

 Ward, J., & Peppard, J. (2016). The Strategic Management of Information Systems: 

Building a Digital Strategy. John Wiley & Sons. 

 Wu, J. H., Cheng, C. H., & Yen, D. C. (2018). Towards Understanding Members' 

Interpersonal Trust in E-participation in Virtual Communities. Information Systems 

Frontiers, 20(1), 133-149.   

 

 


