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Abstract: e - HRM stands for electronic - Human Resource Management. Typical electronics
enabled HR activities include e-recruitment, e-selection, e-learning, e-performance management,
e-compensation and others. e - HRM includes the various concepts like data theft, database
management, e-discovery, Industrial Security Firms (ISF), Artificial Intelligence, Human Rights,
Case Laws, Electronic Processes, Cloud Computing, Employee Monitoring, Tele-presence and
Policies etc.

The exploratory research methodology is used in the research paper. The source of data
collection is primary in nature. The Non - Probability Sampling Design or Convenient Sampling
is used as a sampling design tool for collecting the data. The schedule method of data collection
is used for collecting the data. Size of the sample is 100. The data is analyzed with the help of MS
Excel 2007 software.

After the analysis of data, it has been concluded that e-HRM plays a significant role in
increasing the effectiveness of an organization.
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1.

Introduction:

When HR department make use of the internet and related technologies to support their
activities, the process becomes e-HRM (where e stands for electronics). e-HRM is the
complete integration of all HR systems and processes based on common HR data and
information and on interdependent tools and processes. Fully developed e-HRM could
provide the data gathering tools, analysis capabilities and decision support resources for HR
professionals to hire, pay, promote, terminate, assign, develop, appraise and reward
employees in ways that fully engage them in managing their own outcomes, maximize the

contribution of each employee, and support execution of firm’s strategy.

e-HRM has the potential to change all traditional HRM functions. Use of internet enables
companies to search for talent cutting across time and distance constraints. Recruiting can
include online job postings, applications and candidates screening from the company’s
website or the websites of recruiting firms such as monster.com, naukri.com and
clickjobs.com. Employees from geographic locations can all receive the same training over

the company’s computer network.

In-addition, e-HR can contribute to enhanced performance of HR in four ways: self service,
call centres, productivity improvement and outsourcing. Using company’s intranet, all the
employees can self — service many of their personal transactions such as updating personal
information and changing benefits allocations. With the help of technology, a centralized call
centre can be created within the organization. From the call centre, HR specialists can answer
questions from all far-flung employees, reducing the need for HR department at each

location.

More and more companies are installing internet and computer-based systems for improving
HR productivity. Ratio between HR staff to employees can be brought down to one to 150
from one to 100 as of now. Technology also makes it easier to outsource HR activities to
specialist service providers by giving vendors real-time, internet-based access to the

employer’s HR information database.



Implications of e-HRM

Analysis and | Employees in geographically dispersed locations can work together
Design of work in virtual teams using video, e-mail and the internet.

Recruitment Post job openings online, candidates can apply for jobs online.
Selection Online simulations including tests, videos and e-mail can measure

candidates’ abilities to deal with real-life business challenges.

Training Online learning can bring training to employees anywhere,

anytime.

Compensation and | Employees can review salary and bonus details and seek

benefits information about and enroll in benefit plans.

Source: Raymond Noe, et al., op.cit. , p.52

e-HRM activities focus on recruitment, selection, training, performance management and
compensation.

1.1 e-Recruitment: It is also called online recruitment. ¢ —recruitment is being widely used
these days. e-recruitment offers several benefits to the firms practicing it. Facility to apply
online, wide reach often cutting across national borders, reduced cost, decreased cycle time
and reduced burdensome administrative processes are some of the benefits of e-

recruitment.

1.2 e-Selection: e-selection includes such activities as 800 number scheduling, web based
testing, face-to-face interviewing and job offering. The purposes of e-selection are mainly
three:

(a) Achieving cost reduction
(b) Maximum utilization of human capital

(c) Sustainability

Cost reduction is one of the main objectives and in fact, it is mainly for cost saving that

organizations switch over to e-selection from conventional selection process. e-selection



help cost reduction in several ways. Loss rates between events in the selection process are
minimized, administrative costs involved in the selection process are reduced and costs of
sourcing candidates into the employment process become less. The other objectives are to
achieve maximum utilization of human capital and sustainability. Sustainability refers to
the organizations ability and willingness to maintain the e-enabled system and also

progressively evolve the system to satisfy changing requirements.

1.3 e-Performance Management: The use of technology in performance management tends
to increase productivity, enhance competitiveness and motivate employees. It is possible
through 2 ways:

(a) Technology may facilitate measuring an individual’s performance via computer
monitoring activities.
(b) Technology becomes a tool to facilitate the process of writing reviews or generating

performance feedback.

For example, multi-rate appraising that supervisors or team members generates online, as
well as off-the-shelf appraisal software packages that actually construct an evaluation for
a manager. The particular technological approach occurs more often in the context of jobs

that involve personal judgement and high discretion.

1.4 e-Learning: e-learning refers to the use of internet or an organizational intranet to conduct
training on-line. e-learning is becoming increasingly popular because of the large number
of employees, who need training. e-learning has come a long way from its early days when
it was used extensively for technical education such as learning new language and
familiarization with new technologies. Today, firms are introducing soft skill modules as

well.

1.5 e-Compensation: e-compensation represents a web-enabled approach to an array of
compensation tools that enable an organization to gather, store, manipulate, analyze,
utilize, and distribute compensation data and information. Using an internet browser, the

internet and the world wide web, individuals access electronically distributed compensation



software, databases, and analytic tools from anywhere — their office, their home, on

vacation and on the other side of the globe (Aswathappa, K., 2011).

2. Review of Literature:

With respect to the proposed framework, current research concentrates on specific rather than on
general topics. Studies that aim at the complete picture of e-HRM, i.e. intend to consider context,
configuration and consequences in a comprehensive manner, are rare (e.g., Ruél et al., 2004). At
the outset, the cultural and international context is considered within some studies. A specific
cross-cultural study investigating privacy attitudes concerning e-selection of US and Belgian
applicants reveals only non-significant cultural differences on the individual level (Harris et al.,
2003). On the other hand, a case study of HR portal implementation indicates that one should be
aware of national cultures and underscores the necessity of culture congruent, local

implementation plans, even if there is a strong corporate culture (Ruta, 2005).

The research is focused on e-HRM and the derivation of implications for future approaches.
Based on the definition and a first framework, it was possible to identify and summarize various
empirical studies from different disciplines. Without repeating single findings, the outlined body
of knowledge concentrates on several focal points and is patchy at present. It is sufficient,
however, to recognize e-HRM as an innovative, lasting and substantial development in HRM
that results in new phenomena and major changes. Based on the review, some major implications
for future advancement in e-HRM research could be derived (S. Strohmeier / Human Resource

Management Review 17, 2007).

e-HRM refers to the use of internet and related technologies in support of HR activities. e-HRM
has the potential to change all the traditional HR activities. Typical e-enabled HR activities
include e-recruitment, e-selection, e-learning, e-performance management and e-compensation

(Aswathappa, K., 2011).

e-HRM costs money, but ignoring e-HRM costs a fortune. Modern technology can be helpful in

creating a strategic HRM policy, reducing costs, higher productivity, increasing quality of your



labour force and more responsibility of managers and employees in the execution of HRM tasks.

Your organisation cannot miss this surplus value (Macro Maatman, 2006).

Organizations that have taken proactive measures to attract and retain their employees have
invariably achieved success. Effective management of workforce is increased becoming a source
of competitive advantage for organizations. The article examines eight important trends that
present both challenges and opportunities for HR professionals in the years to come. It discusses
the increasing role of Information Technology (IT) to meet these challenges and exploit the

opportunities (Krishna, S Jaya, 2005).

Organizations have long been concerned with attracting and retaining highly talented employees.
The primary reason for this is that they depend on the skills and talents of their workforce to
compete in an ever-changing global environment. In order to facilitate the recruitment process,
organizations are increasingly using electronic human resources (eHR) systems, including web-
based job sites, portals, and kiosks to attract job applicants (Stone, Stone-Romero, &
Lukaszewski, 2003).

In order to overcome its competitors, Strategic Human Resource Management (SHRM) has to
manage the organizational HRM is to contact with different areas of abilities with which an
organization interact — few of the most relevant areas being different resource and infrastructural
elements, technology, global economy, global socio - economic situation etc. Technology,
especially Information Technology with its fast developing trend plays a vital role in areas of
SHRM over satisfaction of its organizational objectives and goals. At present work and effort is
made to explore the role of information technology in the field of strategic human resource

management (Jawahar, P David, and Ramesh Venkatraman, 2007).

3. Conceptual Model:

The conceptual model focuses on the area in which the information technology is widely
accepted in all departments of the organizations. Now-a-days the information technology is
widely accepted in the department of Human Resource Management. All the concepts in the
human resource management are applied in the organization with the help of information

technology.



The conceptual model focuses the few widely accepted areas of e-HRM.

3.1 Data Theft: Data theft is known as the fastest growing global white collar crime.
Unfortunately, the crime is primarily performed by employees and former employees who have
access to technology and devices such as flash drives or memory cards. Preventing data theft
should be a primary concern of every employer and company officer. This is especially true if
you think of the fact that 90% of employer information is kept in a data (non paper) format (Visit
http://www.gvsu.edu/e-hr/data-theft-22.htm on May 20, 2011).

3.2 Database Management: A Database Management System (DBMS) is a software package

with computer programs that control the creation, maintenance and use of a database. It allows
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organizations to conveniently develop databases for various applications by database
administrators (DBAs) and other specialists. A database is an integrated collection of data
records, files and other database objects needed by an application. A DBMS allows different user
application programs to concurrently access the same database. DBMS may use a variety of
database models such as the relational model or object model, to conveniently describe and
support applications. A DBMS provides facilities for controlling data access, enforcing data
integrity, managing concurrency control, recovering the database after failures and restoring it

from  backup files as well as  maintaining  database  security  (Visit

http://en.wikipedia.org/wiki/Database_management_system on May 27, 2011).

3.3 E-Discovery: A very necessary part of E-HR is the understanding of electronic discovery or
e-discovery. In civil litigation, companies and employees may now use discovery to gain
information that is in an electronic format. Items often retrieved in e-discovery include (among a
growing list of other forms of data) voicemails, e-mails, office documents, video footage, text
and instant messages. Obtaining information for e-discovery is extremely time-consuming and
expensive, that is why it is important to properly organize and maintain electronic files and other
forms of electronic data before a company has a case involving e-discovery (Visit

http://www.gvsu.edu/e-hr/e-discovery-2.htm on May 20, 2011).

3.4 ISF: ISF stands for Industrial Security Firms. It specializes in protecting the equipment, data

and product of a company. Some companies use their own security force, others use outsourced

industrial security firms (Visit http:/www.gvsu.edu/e-hr/e-hr-definitions-10.htm on May 20,
2011).

3.5 Artificial Intelligence: Technology has continuously been implemented in the workforce for
years, so why should people care about artificial intelligence? Well, not only has technology
been replacing jobs previously completed by people, but now technology is taking on a more
personal form. Robots have been made to look, think and act like people. With such
advancement, what does the future hold? (Visit http://www.gvsu.edu/e-hr/artificial-intelligence--

9.htm on May 20, 2011).




3.6 Human Rights: Justice is everyone’s business and that equal justice means equal access. It
allows employers, employees, students and the public to learn the latest about labour and
employment law. Recently, it has become apparent that many members of the global internet
community have grown concerned about the human rights of those who use the internet. (Visit

http://www.gvsu.edu/e-hr/human-rights-and-the-internet-7.htm on May 20, 2011).

3.7 Case Law: Technology is evolving and changing at a rate that far exceeds the law. With
legislation playing catch up, there are many grey areas that are open to interpretation. It keeps
track of the changes that are currently taking effect and affect businesses and citizens alike. It is
essential for business owners in particular to stay knowledgeable about what is changing in
legislation so that they can then account for them in their business (Visit http://www.gvsu.edu/e-

hr/legislation-27.htm on May 20, 2011).

The section is dedicated to case law regarding technology. Lawmakers are continually trying to
create new policies, but it is an extremely slow process. We have highlighted a few court cases
with decisions that are currently guiding case law regarding technology (Visit

http://www.gvsu.edu/e-hr/case-law-21.htm on May 26, 2011).

3.8 Electronic Processes: Electronic Data Processing (EDP) refers to the use of automated
methods to process commercial data. Typically, this uses relatively simple, repetitive activities to
process large volumes of similar information (Visit

http://en.wikipedia.org/wiki/Electronic_data_processing on May 27, 2011).

3.9 Cloud Computing: Cloud Computing is the internet-based storage for files, applications,
and infrastructure. One could say cloud computing has been around for many years, but now a

company may buy or rent space for their daily operations.

The cost savings in implementing a cloud system is substantial and the pricing for use of cloud
computing can easily be scaled up or down as determined by necessity. The main three providers

of cloud computing technology are Google, Amazon, and Microsoft.
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Uses of Cloud Computing

e Rapid Service

e Secure Service

o Satisfying User Experience
o Lower Costs

e Multi-User Access

e Development Platform

o Infinite Storage

Data security is one of the major concerns with cloud computing. Even though the encryption
and security power increases at an exponential rate, the threat of hackers still looms in many
companies minds. Experts say that within four years, security systems for cloud computing will

be perfected and stronger.

As with any form of technology, the employer should have a policy on the use of cloud
computing by employees that states the type of monitoring that will be conducted by the
employer. This policy will serve to insure that the employer's cloud computing is not abused by
employees. The policy should also state that employees have no privacy rights in regard to any
contents (data) in the cloud. In contracting with providers such as Microsoft Azure® or Amazon,
a company’s legal department will make terms and conditions for security and data maintenance

(Visit http://www.gvsu.edu/e-hr/cloud-computing-1.htm on May 20, 2011).
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3.10 Employee Monitoring: As more and more information becomes digitized, there have been
many new fields opening up to people. One of the most significant is the Data Mining done by
many online shopping companies. Sadly, not all of these emerging fields are legal and beneficial
to all. Information being digitized results in easier access by many and leads to malicious Cyber
Attacks and Data Theft. Both of these have the potential to cripple a business very quickly; Data
Theft in particular as it is becoming common place among employees. This has resulted in the
creation of software for employers to use to monitor their employees in various ways (Visit
http://www.gvsu.edu/e-hr/data-theft-and-electronic-monitoring-of-employees-11.htm on May 20,

2011).

3.11 Telepresence: It is an advanced form of video chat. People are able to speak and see other
people on a computer screen. Telepresence allows for virtual meetings around the globe (Visit

http://www.gvsu.edu/e-hr/e-hr-definitions-10.htm on May 20, 2011).

3.12 Policies: e-HR is important to employers, employees and the general public for the

following reasons:

o Employers: Data theft is increasingly becoming a serious problem for many companies and
the biggest threat to intellectual property is theft from employees and former employees.
Consequently, HR plays a crucial role in both handling and preventing data theft. Not to
mention, it is the employer’s responsibility to ensure that its employees are not abusing the

technologies in place.

o Employees: It is vital for employees to know their employer’s e-HR policies and their rights

to privacy in regards to use of technology in the workforce.

e General Public: With the continuous advancements in technology, it is important for people
to know their rights in regards to privacy and how to protect sensitive information as much as

possible.

Privacy, security and liability are the main issues that businesses face when sharing,

exchanging and transporting data via electronic channels. With the existing, not to mention
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increasing use of technology in the workforce, companies need to take measures to protect their
data.

e-HR may seem insignificant to some businesses that do not incorporate advance forms of
technology, but overlooking the subject matter can cause significant liability, even for the
smallest of companies. (Visit http://www.gvsu.edu/e-hr/the-importance-of-e-hr-12.htm on May

20, 2011).

4. Objectives of the Research Paper:
The objectives of the research paper are:
4.1 To study the effect of e-HRM on Organizational Effectiveness.

4.2 The scope of e-HRM in an organization.

5. Research Methodology:
The exploratory research methodology is used in the research paper. The source of data
collection is primary in nature. The Non - Probability Sampling Design or Convenient Sampling
is used as a sampling design tool for collecting the data. The schedule method of data collection
is used for collecting the data. The size of the sample is 100. The data is analyzed with the help
of MS Excel 2007 software and then further conclusion is drawn.
6. Analysis of Data:

6.1 Analysis of Data Theft and Organizational Effectiveness:

Data Theft vs. Organizational Effectiveness

® Chance of Data Theft

® Not aware about Data Theft

No Chance of Data Theft

Graph 6.1 shows that the respondent’s opinion about the data-theft and its effect on

organizational effectiveness.
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6.2 Analysis of Database Management and Organizational Effectiveness:

Data Base Management vs. Organizational Effectiveness

Possibility of Data Base
Management in HR

B Not in favour of Data Base
Management in HR

Graph 6.2 shows that the respondent’s opinion about the data base management and its effect

on organizational effectiveness.

6.3 Analysis of e-discovery and Organizational Effectiveness:

e - discovery vs. Organizational Effectiveness

e

Favour of e-discovery ~ Not sure about e- Against e-discovery
discovery

70
60
50
40
30
20
10

0

Graph 6.3 shows that the respondent’s opinion about the e-discovery and its effect on

organizational effectiveness.
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6.4 Analysis of ISF (Industrial Security Firms) and Organizational Effectiveness:

Industrial Security Firms vs. Organizational Effectiveness

B Confident about ISF
= Not sure about ISF
Against the use of ISF

Graph 6.4 shows that the respondent’s opinion about the Industrial Security Firms and its

effect on organizational effectiveness.

6.5 Analysis of Artificial Intelligence and Organizational Effectiveness:

Artificial Intelligence vs. Organizational Effectiveness

Against the use of Artificial Intelligence

Not Confident about using Artificial
Intelligence

Knowledge of Artificial Intelligence w

Graph 6.5 shows that the respondent’s opinion about the Artificial Intelligence and its effect

on organizational effectiveness.
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6.6 Analysis of Human Rights and Organizational Effectiveness:

Human Rights vs. Organizational Effectiveness

B Electronics and availability of
Human Rights

Electronics not helpful in
availability of Human Rights

Graph 6.6 shows that the respondent’s opinion about the Human Rights and its effect on

organizational effectiveness.

6.7 Analysis of Case Law and Organizational Effectiveness:

Case Law vs. Organizational Effectiveness

B Awareness of Case Law

Not aware about Case Law

Graph 6.7 shows that the respondent’s opinion about the Case Law and its effect on

organizational effectiveness.
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6.8 Analysis of Electronic Data Processes and Organizational Effectiveness:

Electronic Data Processes vs. Organizational Effectiveness

Uncomfortable in Electronic Data Processes

Comfortable in Electronic Data Processes _

0 10 20 30 40 50 60

Graph 6.8 shows that the respondent’s opinion about the Electronic Data Processes and its

effect on organizational effectiveness.

6.9 Analysis of Cloud Computing and Organizational Effectiveness:

Cloud Computing vs. Organizational Effectiveness

Awareness of cloud
computing

® Not awareness of cloud
computing

Graph 6.9 shows that the respondent’s opinion about the Cloud Computing and its effect on

organizational effectiveness.
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6.10 Analysis of Employee Monitoring and Organizational Effectiveness:

Employee Monitoring vs. Organizational Effectiveness

Consent by employee

B Not consent by employee

Graph 6.10 shows that the respondent’s opinion about the Employee Monitoring and its

effect on organizational effectiveness.

6.11 Analysis of Telepresence and Organizational Effectiveness:

Telepresence vs. Organizational Effectiveness
70
60 -
50 A
40 -
30
20
H =
0 - . .
Adaptable with Telepresence Not Confident about Not adaptable with
Telepresence Telepresence

Graph 6.11 shows that the respondent’s opinion about the Telepresence and its effect on

organizational effectiveness.
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6.12 Analysis of Policies and Organizational Effectiveness:

Policies vs. Organizational Effectiveness

Non-awareness of Policies

Not sure about awareness of Policies

Awareness of Policies

Graph 6.12 shows that the respondent’s opinion about the Policies and its effect on

organizational effectiveness.

Results:
The results which are observed in the research paper are:
7.1 There is a wide and positive effect of e-HRM on Organizational Effectiveness. Due to e-
HRM, the organizational effectiveness increases.
7.2 There is a wide scope of e-HRM in an organization. The technology helps the person to

make their task easier as well as an organization in increasing their effectiveness.

Discussion:

The e-HRM plays a very important role in an organization. Due to the increased use of
computers and internet in an organization, the effectiveness of organization increases. The
analysis of data shows that majority of the respondents have the opinion that due to the
increased use of electronic gadgets in an organization the working style changes positively
which leads to the higher efficiency of employees and higher effectiveness of an

organization.
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9. Conclusion:
The research paper has following conclusions:
9.1 It can be concluded that the use of electronics in Human Resource Management increases
the effectiveness of an organization.
9.2 It can also be concluded that there is a wide scope of e-HRM in an organization. The
technology should be used to enhance the skills of the employees which ultimately leads to

the employees efficiency and organizational effectiveness.

10. Suggestions:
The following points are suggested to the organizations which are considering human
resource management as an important aspect:
1. The organizations are requested to give focus on the increased use of electronic gadgets like
computer for the implementation of policies which are related to human resources.
2. While implementing e-HRM in an organization, the employees are taken into confidence

and it can be assured to them that their jobs are secured.

11. Limitations of the Research Paper:
Limitations of the research paper are:
1. The respondents are feeling hesitation to give answer and perhaps their answers may not be
fully accurate.

2. The data is collected from the Kanpur region itself. Hence, it is difficult to generalize.

12. Scope for further Research:
There is lots of scope for further research in the area of e-HRM. The future scopes are:
1.The data can also be collected from other parts of the country.
2. The data can be collected on the basis of departments and separately analyzed then it is

easier to analysis that which department needs more focus on the implementation of e-HRM.
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