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ABSTRACT

The trend of /msiness in seroice industry is mewing towards knowledge or digital based economy. Computers have
simplified the task of analyzing vast amounts of tinta and they can be invaluable aids in HR management, from payroll
processing to record retention. With computer hardware, software, and tinta bases, organisations can keep records and
information better as well as retrieve them with greater ease. e-HRM is the relatively new term for this IT supported
HRM, especially through the use ofweb technology. This paperis an attempt to highlight the importance ofe-HRM for the
organizations. If organizations have to be successful in the competitive environment then they have to adapt new
technologies like e-HRM and it is a innovative technology in managing human resources. This paper shows that e-HRM
has so much objectives as well as it has a large scope and challenges to employees and employers to do their work effectively.
INTRODUCTION

Technology advancement is one of the powerful
driving forcesGovita, 2008). It has reshapedthe way
we play, communicate, live, work and also the way
business is conducted.The technology and digital
business communications improvements have
changed various organisational activities.The way
that organisations' perform their task is curren tly
associatedto contemporary concepts such as digital
business, e-commerce, customer relationship
mana gement, human resource management etc.
digital business services are being considered as
pertinent and prominent parts of the organisation.
Although theIT bubble hasburst, the web or internet
technologies continue to fundamentally transform
our world, driving globalization to a new horizon.
There are now several major players that offer
enterprise-wide technology solutions. This has
enabled theHR functionto make its business ease for
technological investment.The coreHR information
system (HRIS) backbone offers in-built "best
practices" inHR processes and the ability to apply
solutions globally.HR not only has the opportunity
to utilize technology, but now the meansto make a
convincing business ease for this investment.
New technologies allow training tooccur at any time
and any place.New technology includes the use of

computers, software, internet, e-mail,
telecommunications, CD-ROMs and DVDs for a
wide variety of applications. The internet and web
allow employees to send and receive information as
well as to locate and gather resources, including
software, reports, photos and videos. The internet
gives employees instant access to experts whom they
can communicate with and to new newsgroups,
which are bulletin boards dedicated to specific areas
of interest, where employees can read post and
respond to messages and articles.
Technology is pushing the boundaries of
artificial intelligence, speech synthesis, wireless
communications and networked virtoal reality.
Realistic graphics, dialogues and sensory cues can
now be stored ontotiny, inexpensive computer chips.
These advances have the potential for freeing
workersfrom going to a specific location to work and
from traditional work schedules. Many companies
are taking steps to provide more flexible work
schedules to protect employees' free time and to more
productively use employees' work time.
e-HRM: AN INTRODUCTION
Jovita, 2008 states thatHR function of an organisation
is responsible for complying withtheHR needs of the
organisation. As with other business functions,
strategies, policies and practices have to be
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implemented to ensure smooth operation of the

also provides the HR function the opportunity to

organisation and prepare the organisation in such a

create

way that smooth operation can be guaranteed in the

organisational effectiveness through such means as

new

avenues

for

nearby future. Using e-HRM technology is a way of

knowledge management

implementing these HR strategies, policies and

intellectual and social capital.

contributing

and

to

the creation of

practices. The e-HRM technology supports the HR
function to comply with the HR needs of the

The use of e-HRM technology, as it is a way to

organisation

implement HR strategies, policies and practices, is

through web-technology

based

channels. The e-HRM technology provides a portal

expected to have an impact on how the HR function

which enables managers, employees

operates. Moreover, it is aimed to improve the HR

and

HR

professionals to view extract or alter information

system. The impact of e-HRM technology on the HR

which is necessary for managing the HR of the

system however, is expected to be dependent on the

(2003) suggest

way the technology is used. It is dependent on what

organisation. Lawler and Mohrman

that e-HRM and its self-service characteristics can be

and how the technology supports the HR function

the cheapest and fastest way to provide specific HR

but also on how the technology is constructed.

activities.
HUMAN RESOURCE MANAGEMENT (HRM)

With e-HRM, managers

can

access

relevant

ANDe-HRM:

information and data, conduct analyses, make
decisions and communicate with others and they can

HRM has developed in recent years as a broad

do this without consulting an HR professional unless

encompassing field of study that incorporates and

they choose to do so. A manager who wants to make

synthesizes elements from personal management,

a merit pay decision may access files containing text,

organisational behavior and industrial and labor

audio and video describing how best to make the

relatives, building broader concepts from a variety

decision. Then, the manager can access the data

of cognate disciplines including economics, law

containing information on his or her employees.

psychology and sociology amongst others (Poole &

With a click of the mouse, the decision is recorded

Warner, 1999). Thus it has become a pervasive and

and departments are notified. Hours of processing

influential approach

are reduced to minutes, and much paper work is

employment in a wide range of market economies.

to

the

management

of

avoided by the use of this technology.
Electronic human resource management (e-HRM)
With e-HRM employees control their own personal

provides the information required to manage HR

information. They can update records when their

processes. These may be core employee database

situations change and make many decisions on their

and payroll systerns but can be extended to include

own. consulting HR professionals only when they

such

deem it necessary. lf we take an example of an

performance management and reward. The system

employee who wishes to increase investments in a

may be web-based, enabling access to be remote or

retirement plan can do so from work or home using

online and at any time.

systems

as

e-recruitment,

e-learning,

the internet. Employees may also participate in a
training programme at home after working hours.

Although technology allows having digital services

Self service for managers (MSS) and Employees (ESS)

for HRM which refer as virtual HRM, this type of

are the key concepts of the technologies.

services are coming with four significant pressures
(Lepak & Snell, 1998). They are: Focusing on strategic

For the HR function, e-HRM has the potential to

question of HRM, flexibility in terms of policy

affect both efficiency and effectiveness. Efficiency

making and practices, efficiency and awareness of

can be affected by reducing

cost, service oriented towards management and

cycle

times

for

processing paper work, increasing data accuracy and

employees.

reducing HR staff. Effectiveness can be affected by
improving the capabilities of both managers and
employees to make better, timelier decisions. e-HRM
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People mean different things by the term "e-HRM"

service to the employees. e-HRM is a collection of

Govita, 2(08). It is a web-based solution that takes

many different technologies". Mary Gowan (2001)

advantage of the latest web application technology

has

to deliver an online real-time Human Resource

Management System (e-HRM System) as a web

defined

electronic

Human

Resource

Management Solution.It is comprehensive but easy

based solution that takes advantage of the latest web

to use, feature-rich yet flexible enough to be tailored

application technology to deliver an online real-time

to your specific needs. It also refers to the processing

human resource

and transmission of digitized information used in

comprehensive but easy to use, feature-rich yet

HRM, including text, sound and visual images, from

flexible enough to be tailored to your specific needs.

one computer or electronic device to another.It will

Broderick and Boudreau (1992) defined Human

management

solution. It

(HRIS)

as

is

be able to meet the demands of today's Human

Resource Information Systems

Resource Management.

"composite to data basis computer applications and

the

The term e-HRM is used to describe technology's

record, store, manage, deliver,

role in enabling the transformation of solely HR

manipulate data for human resources". According to

activity. Instead of a centralized personnel team

Ruel, Bondarouk and Loosie (2004), "e-HRM is a way

hardware and software that are used to collect or
present

and

handling everyday tasks such as approving pay

of

rises, sorting out training and checking holiday

practices in organisations through a conscious and

entitlements, these can be handled by the employees

directed support of and/ or with the full use of web

themselves or their line manager. The adoption of e

technology based channels".

implementing HR strategies, policies and

HR seeks to minimize or eliminate intervention from
HR staff, allowing managers and employees to

DIFFERENCE BETWEEN e-HRANDHRIS

perform HR tasks directly with the self service tools.
These can contrast with the shared service enter

There is a fundamental difference between HRIS

environment, where the service would normally be

(human resource information system) and e-HR lies

expected to be delivered by a customer service

in the fact that HRIS are directed towards the HR

operative or other category of HR staff. In addition to

department itself

e-HR and e-HRM, similar terms are used such as

Users of these systems are mainly HR staff. These

virtual HR (M), HR intranet, web-based HR;

type of systems aims to improve the processes within

computer based

human

resource information

(Voemans & Ve1dhoven, 2007).

the HR department itself, in order to improve the

system (CHRIS) and HR portals.

service towards the business.With e-HR, the target

CONCEPT OF e-HRM

department: the employees and management.HRM

group is not the HR staff but people outside this
services are being offered through an intranet for use
As

defined by Kettley and

Computerized Human

Reiley (2003), a

Resource

Information

by employees. The difference between HRIS and e
HR can be identified as the switch from the

System (CHRIS) consists of "a fully integrated,

automation of HR services towards technological

organisation-wide network of HR related data,

support of information on HR services. Technically

information, services,

speaking it can be said that e-HR is the technical

databases, tools

and

transactions". Such a system can be described as e

unlocking of

HR, meaning the application of conventional, web

organisation. In our view it concerns the following e

and voice technologies

HRM is a way of implementing HR strategies,

administration,

to

improve

transactions

and

the

HR

HRIS

for

all

employees of an

process

policies and practices in organisations through a

performance. A s stated b y Erns t Biesalski (2001)

conscious and directed support of the full use of web

"Electronic Human Resource Management (e-HRM)

technology

based

channels.

The

word

is a web-based tool to automate and support HR

'implementing' in this context has a broad meaning,

processes. The implementation of e-HRM is an

such as making something work, putting something

opportunity to delegate the data entry to the

into practice, or having something realized.e-HRM,

employees. e-HRM facilitates the usage of HR

therefore, is a concept - a way of " doing" HRM".

market places (e-recruitment) and offers more self-
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OBJECTIVES OFe-HRM

e-HRM is

o

designed to achieve

the following

A more dynamic workflow in the business
process, productivity and employee satisfaction.

objectives Govita, 2008):
o

o

To offer an adequate, comprehensive and on

e-HRM CHALLENGES

going infonnation system about people and jobs

Various e-HRM challenges given by Teresa and

at a reasonable cost.

Mario (2009):

To provide support for future planning and also
for policy formulations.

o

o

change: These days, technological innovations

demand and supply imbalances.

occur at a relentless pace. Keeping up is a
constant challenge.

o

To automate employee related infonnation.

o

To enable faster response to employee related

o

Keeping pace with the rate of technological

To facilitate monitoring of human resources

o

Knowing whether and when to act: It can be

services and faster HR related decisions.

difficult

To offer data security and personal privacy.

product or system will deliver what it promises,

to determine
given the

whether
excitement

a software

Data security is a technical problem that can be

especially

dealt with in several ways, including passwords

surrounds the launch of new HR technology. 1£

that often

and elaborate codes. In the infonnation age

an application has already been installed

personal privacy is both an ethical and moral

somewhere, it can be helpful to request the

issue.

names of users and contact them for their
reactions.

SCOPE OFe-HRM

o

Making choices: Evaluating technology and

Following is the scope of e-HRM, highlighted by

assessing the ability of applications to meet

Jovita (2008):

needs can be daunting.
o

Assigning responsibility: 1£ HR staff is too busy
or not qualified to take responsibility for e-HR

o

A decisive step towards a paperless office.

o

Higher sped of retrieval and processing of data.

initiatives, HR may need to hire additional staff

o

Increased access to HR data and ease in

or, at a minimum, forge a close partnership with
infonnation technology (IT) staff.

classifying and reclassifying data.
o

o

Collection of infonnation as the basis for

o

improving the strategic orientation of HRM.

integration:

More

alone. Others share a common database with the

consistent

and higher accuracy of

Fast response to answer queries.

o

A higher interna1 profile for HR leading to better

o

o

achievable through process
due

to

education

in

duplication of efforts.
o
o

Significant reduction of administrative burden.
Adaptability to any client and facilitating
management.

o

Integral support for the management of human
resources and all other basic and support
processes within the company.
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costs, such as customization and

upgrades, are taken into account.

More transparency in the system.
savings

Controlling expenditures: Although H R

indirect

systematic procedures.

Cost

resources

potential, it can be a big-ticket item when

Establishing of streamlined, standardized and

improvements and

human

technology promises t o save money and has that

work culture.

o

core

stand

information system (HRIS).

o

o

Some e-HR applications

o r g a n i s a t i on's

infonnation/report generated.

o

Deciding on the right amount of Back-End

Monitoring vendors: Issues about vendors' roles
and performance can arise, particularly if there
is no formal agreement about how service will be
measured.

REVIEW OF LITERATURE

Globetronics Multimedia Technology Sdn. Bhd.
(2003) stated that the leading solution for e-HRM is
System Manager, HR Manager, Time Manager,
Payroll Manager and Report Manager. Kettley and
Reiley (2003) stated that a computerized human
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resource information system consists of "a fully
integrated, organization wide-network of HR
related data, information, services, databases, tools
and transactions.
Bondarouk and Ruel (2005) raised a question that e
HRM contributes to HRM effectiveness or not? e
HRM is coming to a full-grown stage within
organizational life. Much is assumed and expressed
about the advantages of e-HRM; however scientific
proof of these advantages is scarce. Regression
analysis confirms that the experienced quality of e
HRM application is the only significant explanatory
factor of technical and strategic HR effectiveness.
Anonymous (2005) referred that e-HRM is often held
up to offer many possibilities for organizations, by
providing both employees and management with
information simply by accessing online data. For
management, electronic data storage can help to
make information about employees more readily
accessible.
Bhatia (2006) highlighted that electronic aspect is
embodied in all the areas of HRM where there is
transmission of information from one employee to
another employee and from one client to the another
both internally and in the processed form is highly
essential in most of the functions and activities of
HRM. The First European Academic Workshop:
"The future of e-HRM research" (2006) focused on
reflection on what can be learnt from the first five
years of electronic HRM research, and to determine
its future direction.
Ashwathappa (2007) explained that e-HRM is the
complete integration of all HR processes based on
common HR data and information and on
interdependent tools and processes. Voemans and
Veldhoven (2007) conducted an empirical study on
e-HRM at Philips and this research suggests a multi
factorial framework that can help organizations in
understanding and solving difficulties of
implementation with e-HRM systems, as far as
attitude towards these systems is concerned.
Paauwe, Kalika and Lepak (2008) stated that e-HRM
is basically a barrier not a trigger for HRM
transformation. IT continues to impact the HRM
function.For a decade now, digital possibilities are
challenging the traditional ways of delivering HRM
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services within business. The traditional two-level
HRM function based on HR department and middle
managers is being questioned for its (in) flexibility,
rigidity, innovative capacity. Hann (2008) gave
Electronic-HRM solution.The most efficient way to
manage your valuable asset is e-HRM and it contains:
central repository of employee data, intuitive and
easy to use search functions, facilitate rapid report
generation, benefit management is greatly
simplified, quick payback for your investment in e
HRMs.

Armstrong (2008) stated that e-HR, meaning the
application of conventional, web and voice
technologies to improve HR administration,
transactions and process performance. Reasons for
adopting e-HR are: HR service improvement, cost
cutting and operational efficiency, the desire of the
HR function to change the nature of its relationship
with employees and l i n e managers, the
transformation of HR into a customer- focused and
responsive function, the offer of services that fit the
new world of work and are attractive to current and
future staff.
Gregeby (2009) stated that e-HRM as a conceptual
umbrella to the complete approach for "doing
HRM". This definition has traditionally touched
upon the implementation and structuring process of
technology driven HR transformations and the
consequence of these organizing activities in creating
HR network structures throughput the organization
(Strohmeier 2007).Teresa and Mario (2009) referred
that in the information society, HR/HRIS managers
need to deploy and mobilize the more valuable
corporate resource: the human capital. HR
management professionals are becoming strategic
business partners in their organisations, capable of
contributing t o t h e improvement o f the
organisation's competitive advantage.
Nicholas (2010) stated that the term e-HR reflects the
movement to deliver HR services to its customers via
web-based technology. Srivastava (2010) stated that
Electronic Human Resource Management (e-HRM)
as an implementation Support System (ISS) for HRM.
For understanding the better skills, creative abilities
and talents of human resources at a very quick time
there must be a concept of e-HRM, generally e-HRM
is an interface through which we can directly
Vol.VIII, No.1; June 2012
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communicate or know about the right talent through
traverse some list or records in our personal database
without creating any issue. Zafar, Shaukat and Mat
(2010) stated that Oassic HRM models such as those
from Harvard (Beer, Spector, Lawrence, Mills &
Walton 1984) and Michigan (Fombrun, Ticky, &
Devana 1984) assume that HRM can only be effective
if it connected to an organization's strategy. Strategic
HRM assumes a direct and interactive relationship
between the management of employment
relationships and the organizational strategy. Ulrich
(1997) tries to show that the e-component adds a new
dimension that 'rocks the HR boat'. In order words,
e-HRM forces 'traditional' HR professionals to re
think and redefine polices and practices and, indeed,
their own profession.
CONCLUSION

Every organization is exposed to the effects of
change and there is no choice to stay immune to these
changes. There is a way to convert changes into
opportunities to achieve success. This is successfully
accomplished with the help of IT into corporate
functioning. IT is responsible for dramatic changes
through such revolutionary concepts like e-HRM.
This paper gives many objectives of e-HRM to the
organizations to achieve their targets. It gives a
wider scope and challenges of e-HRM.
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