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Abstract: This paper explores the integration of Electronic Human Resource Management (e-HRM) practices and 
their impact on intrinsic motivation, particularly focusing on the need for purpose as outlined in Daniel Pink's 
Motivation 3.0 theory. It delves into how purpose-driven work aligns personal values with organizational goals, 
fostering engagement, satisfaction, and productivity. By examining the benefits and drawbacks of e-HRM, this study 
provides a balanced view of how digital HR tools can enhance or hinder employees' sense of purpose. Through a 
qualitative analysis of published scientific opinions, the paper emphasizes the strategic implementation of e-HRM to 
support intrinsic motivation and concludes with a detailed analysis of the pros and cons, highlighting the 
importance of maintaining human connection in a digital workplace. 
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Introduction 
 
The advent of electronic human resource management (e-HRM) has revolutionized the way organizations handle 
human resource practices. By offering digital solutions for various HR functions, e-HRM has streamlined 
administrative processes and enhanced strategic HR capabilities. This paper examines how e-HRM influences 
employees' intrinsic motivation, particularly their need for purpose, using a qualitative analysis of existing scientific 
literature. Daniel Pink's Motivation 3.0 theory serves as the foundational framework, emphasizing that true 
motivation stems from intrinsic sources: autonomy, mastery, and purpose. 
 
The Need for Purpose in Intrinsic Motivation 
 
Daniel Pink's Motivation 3.0 theory, introduced in his influential book Drive: The Surprising Truth About What 
Motivates Us (2009), asserts that true motivation comes from intrinsic sources rather than external rewards and 
punishments. According to Pink, the three key elements of intrinsic motivation are autonomy, mastery, and 
purpose. Purpose refers to the desire to do work that has meaning and contributes to something larger than oneself. 
Employees who perceive their work as purposeful are more likely to be engaged, committed, and satisfied. 
 
The Role of Purpose in Enhancing Motivation 
 
Purpose-driven work aligns employees' personal values with the mission and goals of the organization, creating a 
powerful synergy that enhances engagement and commitment. This alignment fosters a deeper connection to their 
roles and tasks, resulting in higher levels of job satisfaction and productivity. According to Pink (2009), purpose 
serves as a powerful motivator by offering a sense of meaning that surpasses the allure of monetary rewards. 
Employees who understand the importance of their contributions are more likely to exceed expectations, 
demonstrating elevated levels of creativity and innovation. Deci and Ryan's self-determination theory (2000) 
supports this view, emphasizing that fulfilling the need for relatedness and purpose can significantly boost intrinsic 
motivation and overall job performance. Research by Wrzesniewski et al. (1997) further indicates that employees 
who perceive their work as meaningful exhibit higher job satisfaction and organizational commitment, underscoring 
the critical role of purpose in the workplace. 
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e-HRM Practices and Their Impact on Employee Motivation 
 
Enhancing Purpose through e-HRM 
 
Improved Communication and Feedback 
 
e-HRM platforms facilitate better communication between employees and management through real-time feedback 
and continuous dialogue. This improved communication helps employees understand how their work aligns with 
organizational goals, thus enhancing their sense of purpose (Bondarouk et al., 2017). For example, performance 
management systems can provide instant feedback on how individual tasks contribute to broader company 
objectives, reinforcing the importance of each employee's role. 
 
Transparency and Trust 
 
e-HRM systems offer greater transparency by providing employees with access to information about their roles, 
performance metrics, and career progression opportunities. This transparency builds trust and helps employees see 
the bigger picture, fostering a sense of alignment with the organization’s mission (Strohmeier, 2009). When 
employees have clear visibility into how their efforts impact the organization, they are more likely to find purpose in 
their work. 
 
Access to Development Opportunities 
 
Digital HR platforms can offer personalized learning and development programs that align with employees' career 
aspirations and organizational needs. This alignment ensures that employees can see the relevance of their work and 
how it contributes to their professional growth and the organization’s success (Parry & Tyson, 2011). Purpose-
driven development opportunities allow employees to feel that their work is meaningful and contributes to their 
long-term goals. 
 
Developing a Minimal Purpose through e-HRM 
 
Impersonal Interactions 
 
One potential downside of e-HRM is the reduction in face-to-face interactions between employees and HR 
professionals. As HR functions become more automated, there is a risk of losing the personal touch that is crucial 
for building relationships and understanding employees' intrinsic motivations (Marler & Fisher, 2013). Impersonal 
interactions can lead to feelings of isolation and detachment, undermining employees' sense of purpose. 
 
Transactional Relationships 
 
The use of digital platforms for performance management and feedback can sometimes create a transactional 
approach to employee relationships. When interactions are primarily conducted through automated systems, 
employees may perceive their roles as mere tasks to be completed rather than meaningful contributions to the 
organization (Parry & Tyson, 2011). This perception can diminish their intrinsic motivation and sense of purpose. 
 
Surveillance Concerns 
 
The constant monitoring and data collection inherent in e-HRM systems can create a sense of surveillance among 
employees. This feeling of being watched can erode trust and reduce the intrinsic motivation derived from a sense 
of autonomy and purpose (Marler & Fisher, 2013). Employees who feel micro-managed may struggle to see the 
meaningful impact of their work. 
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Pros and Cons of Using e-HRM to Enhance Employee Motivation 
 
Pros of e-HRM 

1. Improved Communication and Real-Time Feedback: e-HRM systems facilitate better communication 
between employees and management, allowing real-time feedback and continuous dialogue. This immediate 
feedback loop helps employees understand how their contributions align with organizational goals, thereby 
enhancing their sense of purpose. Improved communication fosters a culture of transparency and trust, 
essential to maintain high levels of motivation and engagement (Bondarouk et al., 2017). 

2. Greater Transparency and Trust: e-HRM platforms provide employees with easy access to information 
about their roles, performance metrics, and career progression opportunities. This transparency builds trust 
within the organization as employees can see how their efforts contribute to the overall success of the 
company. Transparent systems help demystify organizational processes, making employees feel more 
included and valued (Strohmeier, 2009). 

3. Access to Personalized Development Opportunities: One of the significant advantages of e-HRM is 
the ability to offer personalized learning and development programs tailored to individual career aspirations 
and organizational needs. By aligning personal growth with company objectives, employees are more likely 
to find their work meaningful and purpose-driven. This alignment enhances intrinsic motivation and 
supports continuous professional development, crucial for long-term job satisfaction and productivity 
(Parry & Tyson, 2011). 

Cons of e-HRM 

1. Reduced Face-to-Face Interactions: As e-HRM automates various HR functions, there is a notable 
reduction in direct face-to-face interactions between employees and HR professionals. This decrease can 
lead to feelings of isolation and detachment as the personal touch that is often critical to understanding and 
addressing individual employee needs is diminished. Personal interactions are essential to building strong 
relationships and a sense of community within the workplace, vital for maintaining high levels of intrinsic 
motivation (Marler & Fisher, 2013). 

2. Potential for Transactional Relationships: The use of digital platforms for performance management 
and feedback can sometimes result in transactional relationships between employees and the organization. 
When interactions are conducted primarily through automated systems, employees may perceive their roles 
as a series of tasks to be completed rather than meaningful contributions to the organization. This 
transactional view can undermine the intrinsic motivation that comes from feeling connected to a larger 
purpose (Parry & Tyson, 2011). 

3. Feeling of Being Under Surveillance: The constant monitoring and data collection inherent in e-HRM 
systems can create a sense of surveillance among employees. This perception of being constantly watched 
can erode trust and negatively impact the sense of autonomy, a critical component of intrinsic motivation. 
Employees who feel micro-managed may struggle to see the meaningful impact of their work, leading to 
decreased motivation and engagement (Marler & Fisher, 2013). 

4. Risk of Depersonalization: e-HRM systems, while efficient, can contribute to a sense of 
depersonalization within the organization. Reliance on automated processes and digital interactions can 
make employees feel like they are just another cog in the machine rather than valued individuals with 
unique contributions. This depersonalization can lead to disengagement and a lack of connection with 
organizational purpose, further diminishing intrinsic motivation (Parry & Tyson, 2011). 

5. Challenges in Maintaining Human Touch: While e-HRM offers numerous efficiencies, it also presents 
significant challenges in maintaining the human touch crucial for effective HR management. Balancing the 
use of technology with personal interactions is essential to ensure that employees feel valued and 
understood. Organizations must find ways to incorporate human elements into their e-HRM practices to 
foster a supportive and engaging work environment (Marler & Fisher, 2013). 
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Table 1: Pros and Cons of Using e-HRM to Enhance Employee Motivation 
 

Pros Cons 

Improved communication and real-time feedback Reduced face-to-face interactions 

Greater transparency and trust Potential for transactional relationships 

Access to personalized development opportunities Feeling of  being under surveillance 

Enhanced alignment with organizational goals Risk of  depersonalization 

Increased employee engagement and satisfaction Challenges in maintaining human touch 

 
Conclusion 
 
The need for purpose is a vital aspect of intrinsic motivation, significantly influencing employee engagement, 
satisfaction, and productivity. e-HRM practices can enhance this sense of purpose by improving communication, 
transparency, and access to development opportunities. However, there are potential downsides, such as the risk of 
impersonal interactions and surveillance concerns. Organizations must balance the technological benefits of e-HRM 
with the need to maintain personal connections and trust to support employees' intrinsic motivation and sense of 
purpose fully. Future research should continue to explore the nuanced effects of e-HRM on employee motivation 
and develop strategies to maximize its positive impacts while mitigating potential downsides. 
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