HRM370-4 Contemporary Issues in Human Resource Management
Chapter 10
Human Resource Management in the electronic era
The impact of the electronic era on business
What does e-business mean? 
Brache and Webb, - e-business is about doing business digitally - everything from buying and selling on the web, to extranets that link a company to suppliers, to intranets that enable an organisation to manage its knowledge better, to enterprise-resource-planning systems that streamline an enterprise’s supply chain, to electronic customer support, to automated order tracking.
An e-business initiative requires dramatic changes in strategy, organisational processes, relationships, and systems. 
Also requires significant changes to the way in which employees work. 
in the HR space it refers to an organisation being able to operate in a web-based environment providing users, managers and employees access to relevant HR data in order to achieve their objectives  within the organisation. 
The customers of HR include all staff members and the goal is to ensure that they are able to provide the required information and services as and when required.
Where does a company lie on the e-business path?
Feeny - ‘Making business sense of the e-opportunity’ 
Companies interested in e-business should first construct a coherent map identifying the areas where web-based technology could be introduced. 
Three core areas that business should look at. 
Include:
· e-operations, 
· e-marketing, and 
· e-services.
E-operations and e-marketing should receive the most urgent attention as they provide the most certain rewards. 
It is important to distinguish clearly between these three domains as they each require their own distinctive framework for identifying ideas that can bring a competitive advantage to a given context.
· E-operations. - covers web-based initiatives that improve the creation of existing products.
· E-marketing - covers web-based initiatives that improve the marketing of existing products
· E-services - covers web-based initiatives that provide customer-affiliated services.
Formulating an e-business strategy
After formulating a corporate strategy, a company's top executives should develop an e-business strategy. 
It is important that the company strategy contains a framework for the company's e-business strategy. According to Brache and Webb a company's e-business strategy should answer the following questions:
· What objectives of our business strategy can be digitally enabled?
· Where does e-business (not just e-commerce) fit in our strategic priorities?
· How will we ensure that the internet does not make our niche in the value chain obsolete?
· How will we protect our customer base in the digital world?
· How will e-business help us attract new customers in the markets our strategy has targeted?
· How will we interface electronically with our customers? Our suppliers? Ourselves?
· What role will our website play? How will people find it?
· How will we ensure that we have the systems and technological capabilities to implement this vision?
· How will we enure that we have the human capabilities to implement this vision?
· What are the priorities among our digital initiatives?
· What is our plan for making this all happen?
· Do ail role players understand that e-business has an inward and an out-ward focus?
· Can we ensure that our inward focus meets the needs of our staff?
· Do we understand the expectations of our staff regarding e-business?
important to note that with the, integrated nature of today's business environment the E-HR strategy should not be seen as separate or apart from the overall e-business strategy. The overall goal of thee business strategy is to create a more productive and profitable organisation
Vital importance to ensure that all the various e-strategies dovetail into an overall corporate e-strategy.
Implementing the e-business strategy
Due to the nature of web-based technology, change within the ‘new economy' will be almost immediate whereas, in most cases, change in the old business paradigm was incremental.
Neef – an organization wide e-business initiative will require expertise in:
· E-business strategies
· Leading operational-level business practices
· Process and technical redesign
· Data management
· Security
· Specialist services such as web-marketing and design
· Knowledge-management techniques 
· Supply-chain management, supplier management, and strategic sourcing
· System-to-system integration
Web technologies require a unique set of skills and to maintain a presence in the e-world of business, organisations are required to be aware of the rapid enhancements that are continually being made in this sphere of technology. 
A comprehensive change management strategy needs to be formulated and executed side by side with the implementation of the e-business strategy.

One of the key factors in implementing and maintaining an e-business strategy is finding and keeping the right skills as a lack of skills will create a major obstacle for managers hoping to implement an e-business strategy successfully.
The literature identifies a number of other issues that require attention during this process:
· Gain the support of top management
Help will be vital to minimize delays in decision making

· Establish a cross-functional project team
Creating a dedicated team of people produces the quickest results. Such a team will consolidate new ideas as well as coordinate and manage the efforts between the different parts of the organisation. 

It will also be important to have both a technical and a non-tech- nical component within the project team

The success of such a project team depends on its leader. Person needs to understand how the business works and has to believe in the project passionately

Ideal e-business team member possesses leadership qualities, creativity, and strong interpersonal skills, and is also able to influence co-workers and supervisors.

· Draw up a communication plan. 
A proper communication plan is neces¬sary to indicate to the employees why the company is initiating the project, how the project will be done, what the likely outcome will be, and how those affected will be treated. 

Not only top- down communication is necessary, but also bottom-up communication

Communication throughout the project is vital

· Obtain own budget. 
Will ensure that a smooth transition takes place

· Create a transition plan. 
The following will enable the organization to implement the e-business strategy successfully: acknowledging the way employees' work will change and creating a transition plan covering new activities and jobs.

· Evaluate the process
Monitor the implemented strategy to determine if objectives have been met.
E-business success within an organisation is dependent on a number of issues:
· The presence of a business strategy
· An e-business strategy
· Manageable e-business initiatives
· Digital ready business processes,

The Impact of the electronic era on HRM
web technology is changing every aspect of the way in which a company conducts its business. It Is transforming the way in which companys manage their employees
Describing E-HR
Karakanian – E-HR is;
The overall HR strategy that lifts HR, shifts It from the HR department and isolated HR activities, and redistributes it to the organization and its trusted business partners old and new
E-HR ties and integrates HR activities to other corporate processes such as finance, supply chain and customer service. 
Its promise is that HR is the owner of the strategy.
definition is trying to identify is that E-HR:
· Demands HRM to do its homework
· Requires executive participation .
· Needs an excellent appreciation of technology and the use of technology
· Requires a well-developed and integrated human resource information system (HRIS)
· Needs to use wisely the network of technologies and various communication channels such as the web, wireless, and, perhaps, kiosks
· Requires a comprehensive change management strategy to ensure the successful implementation of the E-HR strategy.
HRIS will form the backbone of the HRM system. 
System will interface with the organisation's intranet and will connect to HR service suppliers and business partners via an extranet as well as have links to the internet via HR portals.
Whole process will allow cost-effective universal access to HR data by all authorised parties, including employees, managers, executives, HR service providers, relevant communities, corporate customers, and the public at large. Will also reduce the distance between the HR department and its internal customers.
For an HRIS to be truly effective within an organisation, it needs to cover all the various disciplines within the HR field in a truly integrated fashion. 
HRIS should ensure that data is only ever captured once
A truly integrated HRIS should cover the following HR functional areas that are required for managing all the various HR aspects of employees:
· Employee personal details
· Employee payroll details (compensation management)
· Organisational structure and design
· Recruitment
· Performance management
· Succession planning
· Training and development
· Job profiling
· Employee skills profiling
· Employee and Manager Self Service
· Payroll processing capabilities including leave.
In order for the HR team to achieve success in performing these functions, a comprehen¬sive toolset(s) and a fair amount of systems knowledge is required. 
Current expectations of an HRIS have evolved over the past number of years from that of being just an electronic file-keeping system to that of an integrated set of modules aimed at providing comprehensive and accurate information and providing Decision Support Information (DSI) to the HR team, the Executive and Line Management.
Advantages of E-HR
'B2E' - the automation of the entire business-to-employee relationship via the internet
Web access has opened up many new exciting opportunities:
· HR and Payroll staff are now afforded the opportunity of being able to access the HRIS remotely, 
· Employees are able to gain access to their current personal information stored on the HR system in addition to accessing certain transactional data
· Service providers being able to offer ASP (Application Service Provider) type solutions, where the organisation no longer needs to worry about having the correct hardware or IT skills in-house
Disadvantages of E-HR
· Security of HR data
· Karakinian – disclosure and cross border movement of HR data is a critical issue
· Data and multiplatform aspects

HR intranet sites
With reference to the earlier domains of web application (see section 10.1.2), we note that E-HR will play a crucial role in the e-operations domain of the company. 
For the HR website to achieve its full potential it is important to understand the levels of web- site development and how effectiveness increases as the site evolves to the higher level of sophistication.
Chamine identifies,
· Brochureware. 
Normally at the launch of a website, a company posts most of its written materials on the site and consequently uses the site as an electronic bulletin board.
Format does not take advantage of the integrated, interactive, and personalised capabilities of web technology
· Transactional
Transactions include changing personal information, registering for courses, submitting expense reports, reviewing vacation information and leave



· Integrated. 
Multiple sites are linked together to create a seamless experience for the user. Challenge here is how to integrate the various services in a way that makes sense to the employee.

· Personalised. 
The ultimate goal is to create a truly individualized experience for each user by providing unique content based on the person's profile
Some of the key challenges faced by organisations in today's economy are:
· To improve the value of communication,
· To improve knowledge sharing,
· Create more efficient processes and
· Empowering their teams.
HR needs to introduce technology to assist in freeing up their valuable time e.g. implementing a functional intranet site 
Enables HR to free themselves from their everyday administrative tasks, allowing them to focus on the value- adding strategic activities that have a real impact on the organization’s performance.
A fully functional HR intranet will allow the HR department to be open 24 hours per day 7 days per week to efficiently perform many of the routine information requests
Information from the HR department can be 'pushed' throughout the organisation for access by employees via the internet and there can also be a 'pull' of information from employees as and when they enter updated information through the Self Service portal
One of the biggest uses for HR 0f the organisation's intranet will be through the use of their Employee and Manager Self Service solution. 
Self Service options assist in the alleviation of the burden of administration by giving employees and managers online access to their details including their personal details; leave, training, remuneration and performance management records.
Self Service solutions are able to produce many productivity gains while at the same time lowering the organization’s HR administrative transaction costs.
In Self Service, HR are still able to retain the ability to control all processes via the automated approvals controlled in the work flow engine, ensuring they remain the empowered owners of all HR processes. 
Self Service should not be a burden to employees, it should be, a mechanism to increase your employee's levels of satisfaction with HR.
Dangers of having a large and comprehensive intranet - employees run the risk of been smothered by information.
Important to note that if your HR intranet is to become established as a key communication tool within your organization, - vital that navigation around the site is intuitive and easy to follow.
As employees explore and use an integrated personalized HR intranet site, their productivity and retention are likely to increase due to the immediate delivery of services or information to them. 
Chamine - the website in effect becomes the face of HRM and has the ability to make a significant and personal impact on individuals
E-HR in practice
E-recruitment and e-selection. 
Core recruitment function within the HRIS is there to assist in the planning and executing of all the recruitment and selection processes. 
Applicants will be able to view and apply for vacancies via the internet, creating a fully populated record through the web
All applicants' details can be stored in an applicant data base to form a detailed and comprehensive talent pool which can be searched for future vacancies that arise.
Stone, Lukaszewski, and Isenhour, - common practices used for online recruitment involve:
· Adding recruitment pages to existing company websites
· Using specialised recruitment web-sites
· Developing interactive tools for processing applications
· Using online screening techniques such as keyword systems, online interviews, and personality assessment.
Companies derive a number of benefits from using e-recruiting:
· It increases the effectiveness of the recruitment process by reaching larger numbers of qualified people
· It reduces recruitment costs
· It decreases and streamlines cycle times of the administrative process
· It enables the company to evaluate the success of its recruitment strategy.30
There are a number of dysfunctional or unintended consequences of e-recruiting, e.g.:
· Computerised system may make the recruitment process more impersonal and inflexible
· Some groups may not have access to computerised systems or even have the skills to use them
· Some applicants may see the online system as more likely to invade their personal privacy - may reduce their willingness to apply.
To overcome these obstacles, organisation can:
· Restrict unauthorised access to data gathered online
· Restrict disclosure of data to only that required for decision-making purposes
· Develop systems that are culturally sensitive
· Align the system with the strategic goals of the company
· Provide sufficient evidence on the system about the company
· Design the site so that it is easy to use.



organisations can follow a number of steps when implementing the e-selection process:
Step 1. Draw-up a flow chart of the current assessment process.
Step 2. Draft the desired flow process that will result from the e-selection process
Step 3. Consider how the various new stakeholders and clients will use the system.
Step 4. Choose a new technology-enabled scoring system - with e-selection the scoring should be rapid or instantaneous, test results should be readily combinable with other test results, and score reports that are readily interpretable and printable should be available. 
Step 5. An issue organisations also need to address is how to prepare the candidate for the test This will help with test anxiety.
Step 6. Train the employees who will be responsible for administering the process.
E-training - knowledge workers play an import-ant part in the competitiveness of companies
What types of e-leaming exist?
Siiberman - e-leaming has different forms,
· Independent e-leaming. - asyn-chronous - all learning does not have to take place at the same time, 
· Group-based e-leaming. - synchronous - participants communicate at the same time - video training, webcasts, and webinars.
· Virtual classroom. - asynchronous and synchronous. -  discussion boards, chatrooms, and electronic breakout groups.
· Blended learning. - asynchronous and synchronous. - e-leaming combined with instructor led training in a classroom.
Literature identifies two main ways to access e-leaming programmes: through a company intranet or through learning portals on the internet
Driscoll,- justification for investing in e-leaming programmes has both strategic and tactical dimensions. 
From a strategic perspective, the following are important:
· The existence of a global workforce
· Shorter product-development cycles
· Managing flatter organisations
· Adjusting to the needs of employees
· Retaining valuable workers
· Increasing productivity and profitability.
From a tactical perspective the following are important:
· Reducing travel and related costs
· Enabling learning any time and any place
· Providing just-in-time learning
· Leveraging the existing infrastructure
· Enabling delivery independent of a platform
· Providing tools for tracking and
· record keeping
· Making updates easy
Characteristics of a successful e-learning programme 
Wilcock,- the following needs to be present:
· A technically robust delivery platform. 
· An intuitive user interface. 
· Online coaching support. Fast feed-back from e-learning systems 
· A high level of interactivity. Online tests and quizzes should be available to provide instantaneous feedback to learners.
Thus, e-learning involves not only providing trainees with content but also giving learners the ability to control what they learn.
Benefits						Disadvantages
	Ugh degree of interaction between the learner and materials
	Requires specific equipment to run the programmes

	Understanding can be assessed before the learner moves on
	Access to a computer is needed for each learner

	Feedback can be tailored to the learner’s decisions
	Development time can be high

	Topics can be accessed in an order which suits the learner
	Specialist expertise may be required to design and write the programme

	Potential for adapting the learning style to the user’s needs
	Hardware may be expensive

	Relatively easy to update text and graphics
	Not good at conveying attitudes or behaviour

	Ready means of testing
	Some learners find it difficult to read text from a screen

	Standardised form of training
	Can be inappropriate as a single medium for longer applications

	Attractive to many learners
	Learner may be unable to comprehend learning material

	Learner can use material at his/her own pace
	Learning process cannot be followed or modified by tutor following production

	Computer aided learning programmes are flexible regarding usage time
	Learning programmes may be unreliable

	The possibility of using different kinds of material
	High-level infrastructure and equipment needed Time spent on studies is reduced, meaning less time spent away from the workplace




This type of learning also allows learners to collaborate or interact with other trainees and experts, and it provides links to other learning resources such as reference material, company websites, and other training programmes.
E-leaming does not simply mean putting existing training courses and materials on a website. 
Mathis and Jackson, - following steps need to be followed:
· Step I. Convert the training content into electronic form.
· Step 2. Modularise the content to enable the trainees to complete seg-ments of it
· Step 3. Measure the learning, track usage and evaluate training to see whether it meets the objectives set. 
Having a comprehensive Training and Development strategy is a critical success factor in the fast moving world of business today.
When setting up training plans for employees there are always two perspectives to consider: 
· training requirements for the employee’s current job, 
· what training the employee requires in order to fulfil any role they have been identified as a successor to the current incumbent.
E-HR-based performance management. 
One of the most critical functions within an organisation is that of managing the employees' performance.
How can technology contribute to performance management?
Cardy and Miller - following two ways:
· Measurement of an employee's performance via computer monitoring – call centre or data capturers – CPM – Computerised Performance Monitoring
· Use of technology as a tool to facilitate the process of writing reviews or generating performance feedback – multi rater proposals.
Cardy and Miller - incorporate appraisal as part of a software system for overall enterprise resource planning (ERP). The advantage - comprises a wide variety of company data - e.g. financial, operations etc. - that managers can view in ways that would otherwise not have been possible.
Company intranets or the internet may also be utilized
Numerous benefits of online performance appraisal are clear, but companies can reap them only if they consider the issues of trust fairness, system factors, computer literacy, and training of both the raters and the ratees. 
One of the keys to the successful implementation of performance management is to have clearly defined role definitions for each employee, as employees need to clearly understand what their individual role is and how this role fits into the goals of their team and ultimately into the bigger organization.
Role definition needs to be consistent throughout the organisation and needs to be set up independent of the employees currently performing in the role.
Each individual should understand their goals and what measurements will be applied to determine their level of success.
By having a single integrated HRIS to fulfil this role will enable an organisation to 
· reuse data throughout the system 
· ensure that there is consistency through the system as the system will be able to refer to associated data between the various functions within the HR domain.
E-compensation
Role of compensation has become an important tool for attracting, retaining, and motivating the talent needed for survival over the long term.
Dulebohn and Marler - e-compensation tools can enhance the practice of designing and administering compensation programmes in three ways:
· tools can increase access to critical information on compensation, without the need to involve specialized IT staff
· tools enable around-the-clock availability of meaningful compensation information to senior managers, HR managers, and employees.
· tools can streamline cumbersome bureaucratic tasks, through the introduction of workflow functionality and real-time information processing
Tools enable an organisation to gather, store, manipulate, analyse, utilise, and distribute compensation data and information.
What distinguishes e-compensation from previous compensation software is that e-compensation is web-based, rather than client-server based or stand-alone PC-based. 
Also allows managers and employees to perform data entry and data processing remotely.
Intranet technology enables organizations to decentralise the responsibility for job evaluation and job analysis to the desktop of a manager.
Through e-compensation tools organisations can adapt to shifting demands for information in this area of HRM.
With self-service technology and web-based solutions each and every employee within the organisation is affected by the implementation and there can therefore be far reaching effects if a comprehensive change management plan is not put into place.
One of the most important steps for a project of this magnitude is to get the necessary buy-in at all levels. 
In order for them to effectively become key resources in the change management team they will need to assume various roles within the project
Roles will range from training and knowledge dissemination to being part of the design process. 
It is important that management do not make decisions in a vacuum, many employees as possible need to be included in the process including staff from the various groups that would either directly or indirectly use the system.
Many techniques to 'push' your self-service capabilities out to the staff and organisations should not ignore the tried and tested traditional marketing techniques such as informative e-mails, cell phone text messages, online newsletters or even direct mail. 
Employees should be encouraged to visit the self-service portal, and to increase the ease of use and access to the self-service web page the URL.
Two other areas that require a focus:
Communication: critical that at every stage of the implementation that progress reports, milestones achieved and the project plan's status are communicated to all stakeholders. 
Communication should be brief, concise and to the point.
Training: essential that the correct training be provided. 
Sufficient backing documentation must be readily available for reference purposes.
[bookmark: _GoBack]Implementing a self-service solution is all about change - a change that will affect all of your employees. It is important not to fall into the trap of selling change to your staff as a way of accelerating the implementation.
