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Abstract

The aim of the present study was to examine the
effects of electronic human resources management
(e-HRM) on the effectiveness of human resources
management. To do so, four components of e-HRM
including organizational clarity, decision-making
quality, efficiency, and the quality of services are em-
ployed as research hypotheses. The population un-
der study included 102 managers working in Shiraz
University, of whom a number of 96 managers were
selected using Cochran Formula as the research
sample. Questionnaires used to collect the data were
distributed among the participants. Then, the ques-
tionnaires were returned and the collected data were
analyzed by SPSS Software. Pearson Correlation Co-
efficient was used to test the research hypotheses. The
results of data analysis indicated that all the research
sub-hypotheses beside the main research hypothesis
were confirmed, suggesting that the improvement of
electronic human resources management (e-HRM)
will result in an increase in e-HRM effectiveness.
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Introduction

The rapid spread of the Internet in the last decade
has lead to the reinforcement and implementation of
human resource management (e-HRM). E-HRM is a
relatively new term that employs information technol-
ogy (IT) to support electronic human resource manage-
ment particularly by using web technology. The results
of surveys of human resources practitioners suggest that
in addition to an increase in the number of organizations

that have employed e-HRM; we have also witnessed a
continuous increase in the amount and intensity of the
use of information provided by e-HRM within the or-
ganizations (Zafar, 2010). In order to achieve goals such
as the improvement of efficiency, business processes,
customer service, the improvement the strategic role
of human resources etc., organizations have started to
employ facilities offered by e-HRM. E-HRM is char-
acterized for is its flexibility in different organizations.
Accordingly, many organizations have conducted dif-
ferent studies in this field and have contributed to the
effectiveness of human resource management activi-
ties by the improvement of human resources systems.
To meet the new requirements of the knowledge-based
economy, companies and organizations must increase
their potentials as well as managers and employees’ pro-
ductivity, which by itself is a goal that can be followed by
information systems of human resources management
in general and e-HRM in particular.

Professionals believe that e-HRM has the po-
tential of the reduction of administrative costs, the
improvement of productivity, the acceleration of re-
sponse times, the improvement of the decision-mak-
ing process, and the development of customer services
so it helps HRM to become strategic, flexible, cost ef-
fective, and more customer-centric (Stormier, 2009).

Human Resources Management: Philosophy
and Definitions

Human Resources Management is a special ex-
pertise that attempts to make some plans and poli-
cies and perform activities to achieve employee sat-
isfaction and organizational goals (Abtahi, 2005).

Human resource management philosophy becomes
clear when one looks at the developmental direction and
the position it has taken in today’s world. This philoso-
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phy has been established based on a series of activities
that first coordinates activities between organizations
and human resources in order to adopt organizational
common goals and secondly to achieve organizational
goals and guarantee human resource. In fact, it can be
said that human resource management philosophy is
based on the assumption that the achievement of orga-
nizational goals depends on the satisfaction of human
needs which themselves are dependent on the fulfill-
ment of organizational goals (Abtahi, 2005). “Human
resource management includes everything that is related
to the management of employment relationships in the
organization” (Baxall and Parcel, 2000).

According to Guest, HRM has four key dimen-
sions: commitment, flexibility, quality, and integra-
tion (Rasouli, 2011).

Effective Human Resources management
in the Organization

Two definitions of effectiveness have been em-
ployed in the present study:

Effectiveness refers to the degree to which the deter-
mined goals are achieved. In other words, effectiveness
is an index that shows how much of the efforts have led
to the expected outcome (Kazemi, 2000). To put it an-
other way, Peter Drucker believes the effectiveness is to
do right things right and effectiveness is the key for the
success of an organizations (Alagheh Band, 1996).

Similarly, these definitions can be applied to
HRM that is if the human resources management
successfully achieves its goals we refer to it as the ef-
fective human resources management.

The staff management for years some tasks such
as selection, training, and compensation for the staff
services was the main function of the staff manage-
ment (Sherman, 1988). However, with emergence
of human resources management in the 1980’s, a
new area was evolved in the field of the management
of human resources. Human resources management
is a comprehensive approach to the management of
key organizational resources i.e. human resources.
It is not only an approach to the profitability of the
employees but also a special approach dealing with
relationships between employees with an empha-
sis on commitment and bilateralism (Armstrong,
1993). Biesalski, Huselid and other management
theorists consider the following areas as the most
important areas of human resources management
(shown in Fig. 1):

- Employment and development of work force
or leaving it;

Openly accessible at http://www.european-science.com

Social science section

- Planning, controlling, and handling work
force/personnel (Ernst, 2005)

Change | Planning
dimensions dimensions

Figure 1. Dimensions of Human Resources

In addition to activities shown in Fig. 1, another
definition of human resources management has been
developed in the recent years due to the transforma-
tions made in the role of human resources manage-
ment which is referred to as human resources manage-
ment effectiveness; a concept that can be seen in most
studies done by scholars in the field of management.
Such scholars seek to demonstrate the value of what
HR professionals do for the maintenance of the orga-
nization and the way HRM activities are connected to
desired organizational outcomes. Even most research-
ers consider HRM effectiveness as one of the most
important factors affecting the organizational per-
formance (Saba and David, 2006). Huselid is one of
those who have discussed HRM effectiveness. He has
divided effectiveness into two categories: technical and
strategic effectiveness (Huub and Tanya, 2006).

Electronic Synergy (E-Synergy) and
Electronic Human Resources Management

(e-HRM)

E-Synergy is an advanced and comprehensive
web-based administrative system, which is in fact an
extension of human resources planning system, which
enables organizations to manage all of their processes
and operations such as the management of clients’
relations, customer services, electronic workflow,
knowledge management, marketing, employment,
and hiring, planning for interests, web portals, and
on line reporting (E-Synergy, 2002). E-Synergy is, in
fact, a web-based business management solution that
provides people, processes, and the knowledge that are
more important for the organization (Op cit, 2002).
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Figure 2. Conceptual Model of Business E-Synergy

One of the benefits of E-Synergy is that it en-
ables internal and external users to login to the
website and have on line access to all types of in-
formation whenever needed to make appropriate
decisions. However, due to security controls in the
system; only authorized people are allowed to login
to the system and have access to information.

Electronic Human Resources Management
(e-HRM)

Electronic Human Resources Management (e-
HRM) is an extension of Human Resources Man-
agement Informational System that is in charge
of handling both traditional tasks of HRM and its
strategic tasks. The emergence of issues such as E-
HRM has led to changes in strategies employed by
organizations toward the use of newer information
system since most organizations believe that they
need to keep the pace with rapid developments of
today’s world and use the new innovations in the
field of IT. Therefore, the employment of the new
system of e-HRM will result in the optimal perfor-
mance of tasks of human resources sector in organi-
zations. The organization will have comprehensive
information about individual employees though the
use of e-HRM. Besides, employees are able to have
access to their records and documents to use them
and even to update them if necessary. The advan-
tages of e-HRM are as follows:

- The accessibility of comprehensive and ap-
plied information about all employees provided by
employees themselves

- Assisting the management in the decision
making process

- Employees’ awareness of the types of informa-
tion the organization can access about them

Openly accessible at http://www.european-science.com

| e-HRM |

- The clarity of employees’ positions within the
organization

- Online and updated use of the organizational
structure, occupational functions, and reports relat-
ed to relations within the organization (Huab, 2004)

Goals of e-HRM

Major objectives of tendency towards e-HRM

Zeliak Vansell points out four pressing factors re-
lated to virtual human resources that can be consid-
ered among objectives of tendency toward e-HRM

1. Human Resource departments are asked to
focus on strategic questions.

2. These departments need to be flexible in
terms of policymaking and measures to be taken

3. Human resources departments should be more
efficient and be more aware of (sensitive to) costs

4. Human Resources departments must always be
strategy-oriented, flexible, efficient, and customer-
centric.

Major objectives of application of e-HRM

Accordingly, the objectives of using e-HRm can
be summarized in the form of four aspects:

1. The improvement of efficiency

2. The improvement of administrative processes

3. The improvement of customer services

4. The improvement of strategic roles of human
resources (Sahar Khiz, 2011).

E-HRM Functions

Three main functions have been identified for
e-HRM:

Dissemination of information: This type of e-
HRM uses the intranet as the main tool and the
chosen medium to transfer data/information.

- Automation of transactions using workflow chart:
In this type e-HRM, paper processes are replaced with
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electronic inputs. Besides, the intranet and extranet
are used frequently to implement various applications.

Changes in the specific functions of HRM: In
this type of e-HRM, tasks and functions of human
resources will change from everyday forms to more
strategic forms.

Table 1: Classification of e-HRM

Social science section

Another type of e-HRM classification is
based on the degree to which the tools are used
for this purpose are advance. This classification
is presented in the form of three generations of
e-HRM as shown in Table 1 (Evans and Barsoux,
2002):

Three generations e-HRM

G1: Increase in speed

G2: Improvement and
qualitative change

e-HRM Functions

The main task of e-HRM is the

distribution of information.

Automation of transactions
and increasing their speed

Allowing HRM to play a
more strategic role

The main task of e-HRM is
the distribution of informa-
tion and its improvement.

Automation of transac-
tions and improvement
through fewer errors and
better management of data

Through having a better
quality, HRM can play a
more strategic role

G3: Doing impossible
things
Dissemination of infor- . L
. . Dissemination
mation and doing impos- . .
. of information
sible tasks (general access)
Automation of data and
domg?y impossible thing by Automation of
offering employees several .
. transactions
options to select from
among
HRM can e;mp}oy tools Changing
whose application was
not possible to support its some aspects
of HRM

strategic tasks.

Implementation of e-HRM

Given the importance of the management of e-
HRM, most managers are trying to implement this
system. Therefore, they need to take the following
four steps:

Step I: The identification of main strategies and
policies of the organization and human resources
management

According to the new studies done by Beer and
his colleagues, organizational strategies can be clas-
sified into three groups (See Fig.3):

-—

Market Common
T value
policies ..
policies
Bueaucratic

policies

Figure 3: Illustration of HR policies
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Each of these policies has unique features that
affect human resources management:

1. Bureaucratic policies exist in particular in
those organizations that are operating in a static
environment. The first strategy is, in fact, the same
as traditional human resources activities seen more
often in passive and defensive organizations.

2. Market policies are evident in organizations
that have to react quickly to environmental changes
and severe volatility of markets. Those organizations
that adopt such strategies are called analysts.

3. Common value policies can found in organiza-
tions that focus entirely on innovation and the quality
of goods and services delivery. The employees’ exper-
tise in such organizations is considered as an impor-
tant factor of success. The third approach is in fact the
strategic management that has an impact on strategic
effectiveness of human resources to create competitive
advantage. The second and the third approaches lead
the organizations towards the adoption of e-HRM.

Step 1I: Taking into account e- HRM objectives

Many professional have proposed four objec-
tives to move organizations towards e-HRM man-
agement. These objectives are:
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1. The focus of human resources and electronic
system on strategic factors and systems

2. Flexibility policy making and implemen-
tation

3. The focus on the effectiveness of human re-
sources and cost reduction

4. The role of offering services to managers and
employees

These four objectives briefly introduce e-HEM
as strategy oriented, flexible, efficient, and a service
providing system. As a result, the goal of the intro-
duction and implementation of e-HRM in most or-
ganizations is the standardization and coordination
of HR activities and policies among all sectors of the
company and presenting the image of the company

Social science section

as a global identity rather than a separate interna-
tional sector (Journal of Tadbir, 2001).

Step I11: Familiarity with administrative areas of
e-HRM with regard to HR management

According to Wright and Dyer, three selected
areas of implementation of HRM have been devel-
oped electronically as follow:

1. Transactional HRM

2. Traditional HRM

3. Transformational HRM

On the other hand, Lepak and Snell have pro-
posed a similar distinction as follows:

1. Operational HRM

2. Relational HRM

3. Transformational HRM (See Fig. 4):

Osganization

Harket policies

=D

Common
Falue
Policies

Tzansformatio
nal HRW

S b

Belational

J

Burueacratic policies

N

Figure 4: e-HRM areas based on organizational policies

Environment

Step IV: Monitoring e-HRM implementation
and the achievement of desired results

Two important events must happen in the organiza-
tion through the accurate monitoring of e-HRM imple-
mentation and the use of Information Technology:

1. Professional development: Generally IT and
e-HRM facilitate the development of employees’
skills and improve organizational productivity in the
following areas:

A. The reconstruction of old skills

B. Filling in previous vacancies

C. The creation of new skills
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D. The creation of a bond among employees’ skills

E. Skill development become procedural
(Soltani, 2003)

2. The institutionalization of change and innova-
tion: The institutionalization of change and innova-
tion depends on the way humans deal with informa-
tion produced. In other words, when the influence of
e-HRM and its adoption by individuals is low there
will be no change in the status quo and all efforts and
energies will be spent on maintaining the existing con-
ditions. On the other hand, when the influence of e-
HRM is considerable but it is not welcome by people,
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information collected will go useless, as there will be
no customer demanding it. However, if hen the influ-
ence of e-HRM is insignificant but there is a great de-
mand for it, creativity will be produced as the result of

Social science section

lack of needed information? The optimal conditions
occur when the penetration of e-HRM is considerable
and there is a high demand for it; resulting in the in-
tegrity of creativity and change (Huub & Tanya, 2006).

Organizational

e-HEM

Decision making
quality

Efficiency

Service deliverp

Figure 5: Conceptual model of the study

Materials and Methods

The present study is an applied research con-
cerning the objectives it pursues and is a descriptive-
survey research with regard to its nature. The instru-
ments used to collect the data were questionnaires.
Besides, Pearson correlation coefficient was used to
determine the significance and the relationship be-
tween variables under study. The reliability and valid-
ity of the questionnaire was measured by the Cron-
bach’s coefficient alpha as equal to 0.841; showing
that the questionnaire had an acceptable level of
reliability. In addition, after the questionnaires were
returned back, the collected data were analyzed using
SPSS Software Package. The population under study
included 102 managers working in Shiraz University,
of whom a number of 96 managers were selected as
the research sample using Cochran Formula.

L _Z'Pq_(1/96) x./5x0/5 /964 _

d? (./11)° S 0/01 ()

Results

HI: There is a significant relationship between e-
HRM transparency and HRM effectiveness.
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Pearson correlation coefficient was used to test this
hypothesis. The results of analysis as shown in Table 2
indicated that there is a significant relationship between
e-HRM transparency and its effectiveness (R = 0.24, P
<0.02). Therefore, the first sub-hypothesis is confirmed.

Table 2: Pearson correlation coefficient for the
first sub-hypothesis

Organizational transparency r P<

HRM Effectiveness
Number of respondents = 96

0.24 0.02

H?2: There is a significant relationship between de-
cisions made by e- HRM and HRM effectiveness.

Pearson correlation coefficient was used to test
this hypothesis. The results of analysis as shown in
Table 3 indicated that there is a significant relation-
ship between decisions made by e-HRM and its ef-
fectiveness (R = 0.07, P <0.18). Therefore, the sec-
ond sub-hypothesis is confirmed.

Table 3: Pearson correlation coefficient for the
second sub-hypothesis

Quality of decision making r P<

HRM Effectiveness
Number of respondents = 96

0.18 0.07
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H3: There is a significant relationship between
e-HRM efficiency and HRM effectiveness.

Pearson correlation coefficient was used to test
this hypothesis. The results of analysis as shown in
Table 4 indicated that there is a significant relation-
ship between e-HRM efficiency and HRM effec-
tiveness (R = 0.07, P <0.18). Therefore, the third
sub-hypothesis is confirmed.

Table 4: Pearson correlation coefficient for the
third sub-hypothesis

Efficiency r P<

HRM Effectiveness
Number of respondents = 96

0.25 0.01

H4: There is a significant relationship between
services offered by e-HRM and HRM effectiveness.

Pearson correlation coefficient was used to test
this hypothesis. The results of analysis as shown in
Table 5 indicated that there is a significant relation-
ship between services offered by e-HRM and HRM
effectiveness (R = 0.07, P <0.18). Therefore, the
fourth sub-hypothesis is confirmed.

Table 5: Pearson correlation coefficient for the
fourth sub-hypothesis

Service delivery r P<

HRM Effectiveness
Number of respondents = 96

0.95 -0.01

H5: There is a significant relationship between
making HRM as electronic based system and HRM
effectiveness.

Pearson correlation coefficient was used to test
this hypothesis. The results of analysis as shown in
Table 6 indicated that there is a significant relation-
ship between making HRM as electronic based sys-
tem and HRM effectiveness (R = 0.36, P <0.0001).
Therefore, the fourth sub-hypothesis is confirmed.

Table 6: Pearson correlation coefficient for the
fifth sub-hypothesis

e-HRM r P<

HRM Effectiveness
Number of respondents = 96

0.36  0.0001

Conclusion

E-HRM is an innovation in the field of HRM as
in the first place, it provides opportunities for man-
agers and employees to have control over manage-
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ment-staff relationship and on the other hand, it is
because of the potentials of I'T in designing human
resources tools that is not possible through services
provided by IT. Today, the development of knowl-
edge and bringing change and innovation in human
resources is readily possible by the development of
employees within an organization. IT and e-HRM
play a significant role in professional development,
institutional change and innovation, increased en-
gagement, increased competence and capability,
cost effectiveness, and increased consensus and co-
hesion. Besides, such facilities can bring about hu-
man development. However, if the Department of
Human Resources will continue to maintain tradi-
tional methods, one can hardly expect a change in
a fundamental manner. It should also be noted that
organizations and companies need to go ahead sys-
tematically. In other words, they should go through
operational and communicational procedures as a
part of e-HRM processes and take into account and
localize such procedures based on their approaches,
views, and culture and natives and employs a an ac-
curate planning process.

In order to make HRM more effective, the use
of e-HRM is recommended as follow:

1. All managers and employees participating in
this study are needed to consider the following points:

¢ Information Technology is an opportunity for
human resources.

e Information technology can be a source of dy-
namism in the organization.

e Information technology can facilitate the stra-
tegic role of human resources.

e Taking the trust of senior managers

e Creation of stability in businesses and services

e Information technology is a empowerment
tool

e The quality of implementation plays a major
role in the success and effectiveness.

e Individuals should not be caught in the trap of
technological fad

e Knowing the challenges and avoiding quick
actions is a necessity

e Familiarity with new technologies and consid-
ering the expectations of stakeholders

2. Having a clear vision of the role of technology
and the way it influences

3. The need to rethink processes and avoiding
fashion

4. Holding training and in-service courses for
managers and employees to get familiar with e-
HRM
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