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Management summary

Background
This research was conducted on behalf of Mitopiasthe University of Twente.

Purpose

The first goal of our research was to provide aswaan to the question of what factors were repoeaffect e-
HRM success and to illustrate which consequencesHiRM were empirically found in four decades dfiBM
literature . Second, by reviewing all relevantrhteire regarding e-HRM and assembling all investiddactors
and consequences we intended to synthesize finétioigsa field that was traditionally scattered tighout
distinct research disciplines. Third, by meanswflgerature review and synthesis of findings weed at
developing a contingency framework which could beduby practitioners to investigate the chancestdRM

success and by scholars as a starting point fargutesearch.

M ethod

By means of a systematic bibliographical seardeading databases (Scopus, Web of Science) we i
preliminary literature list. We then scanned thichkes for relevance and quality and filtered ouicées that did
not match our criteria. Finally, for reviewing poges and to construct our framework, we only foduse
empirical findings. Data was collected by readintickes, marking factors and consequences and atingt
them in the margin. Next, the factors and consecgemere inserted in software for creating mind snap
Raw mind maps were used for categorizing similatdias and consequences together. By doing thigjcaés

of factors and consequences inductively emerged the data.

Results

First, we found that literature on e-HRM can bedkd into two salient research streams, namelgares on
factors affecting e-HRM adoption and research atofa affecting e-HRM consequences. The majority of
articles can be classified in the former streanco8d, factors were found in four distinct categarriechnology
factors, organizational factors, people factors emdronmental factors. Consequences were foutiteifiorm
of organizational and people consequences, whenganizational consequences could be further divide
operational, relational and transformational conseges. Third, although all factor-categories wepesented
in each decade, the amount of people factors griéwtime, indicating an increased awareness oéfsential
role these factors play in successful e-HRM. Astime passed, we found increasing evidence for

transformational consequences of e-HRM.

Conclusion

Our main conclusion after the analysis of our sanipthat though research on e-HRM has progressed the
beginnings in 1970, numerous research gaps remhis provides a great number of avenues for future
research. Also, promises of e-HRM are increasibgiyng met in practice. However, specific factoreché be

considered in order to reach these results. Tlaesers can be divided into factors affecting adwptnd factors



affecting consequences. When organizations areeagfdroth types and take steps, when necessary, to
positively influence both types, they will incregbe chance of reaching aimed goals. Unfortunagéhge the e-
HRM research field is far from being mature, marsearch is needed in order to fully understand the

importance of certain factors, the specific effébtsy have and the way these factors interact.



Preface

‘Man stands for long time with mouth open before roast duck flies in’ (Chinese proverb)

Before | started with this thesis it seemed elittlo ambitious and even a bridge too far for nigdh’t know
what e-HRM exactly was, | didn’t know how to contladiterature review and | had never written agragf
this size and this level in English. How in the ldorvas | going to review four decades of scientitierature on
e-HRM and even build a practical tool for expertsri my findings? It was like asking a dog to learbird how

to fly..

Of course, once | started, | began to see the bigigiure and things became clearer and cleardrtH&ue were

numerous moments where | couldn’t find any signkgit and obstacles seemed insurmountable.

One of the most important lessons I've learnedrdytinis project came from Rik. He told me that wigeno're
stuck and have absolutely no idea which way tdlgokey is testart somewhere, anywheig also became even
clearer to me that big success is comprised ddiradls of very little successes and that it is alto you to grab
the opportunity and create these successes. Insteeiting for a roasted duck to fly into my mouthdecided

to roast the duck myself.

Thus, by conducting this research | not only slgltt lon important factors for e-HRM success, babain

important factors for my own personal success.

However, without the help, support and effort of supervisors Tanya, Elfi, Rik and Janneke | woliltave

finished the thesis in its current form. Thank you!

| also want to thank my family and others closen® Your support and motivation throughout my stngy

years helped me reach the finish line.

Attached to this thesis are some Appendices inctyddditional work I've done based on my reseairutirigs.
Namely, two articles written for journals and altbee built for practitioners. Since these apperadi are not a
part of this thesis, I've called them ‘Extra appendl’, ‘Extra appendix B’ and ‘Extra appendix C’'hE tool is

attached as an image instead of its original sisteset format.

Now hurry up, it's still hot...

Enjoy your roasted duck!

Ferry
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1 . Introduction

E-HRM has been subject to research for almostdecgades, witnessing its birth in an article by Ma{®71)

on Electronic Data Processing Personnel Systerhasltecently been defined by Strohmeier (2007) as:

‘the (planning, implementation and) applicationimformation technology for both networking and gogiing

at least two individual or collective actors in thehared performing of HR activitiegStrohmeier, 2007, p. 20)

The adoption of e-HRM within organizations is beaagrincreasingly common (Elliot & Tevavichulada, 989
Chapman & Webster, 2003). Clearly, this growingm is a result of the increasing usage of tieriret in
general and for electronic human resource manadgeinéies. Further, organizations’ expectationsasitive
consequences of e-HRM (Strohmeier, 2009) motivegarazations increasing usage of digital systentso A
academic research is increasingly conducted irfitlcs Traditionally, e-HRM is seen as providifgde
benefits for organizations: cost reduction, improeat of services, and reorientation of HR profasaido be
more strategic (Ruél et al, 2004). Concerning cguerces of e-HRM the literature differentiates lestwv
operational, relational and transformational conseges (Lepak & Snell, 1998; Reddick, 2009). Opemnat
consequences have been defined as efficiency éxtieéness gains as well as cost savings. Rekdtion
consequences were found in the form of improvemefgervice towards internal and external HR chent
whereas the HR department is becoming more invdlvetrategic planning and execution is defined as
transformational consequence of e-HRM implementati&uél et al, 2004; Strohmeier, 2007; Reddick920
Martin & Reddington, 2010).

For the last three decades the body of knowledgeldRM has been growing extensively and it has
distinguished itself as a unique research areawBuytis it important to consider research on e-HB)Mistinct
from research on information systems in generalistinguish four potential reasons: the reach, the
information type stored in e-HRM systems, the uaitess of consequences of such a system and ttibdact
the business case is mostly not built on obligedjasFirst, concerning reach, e-HRM has the patetati
impact all organizational members since mostly geenployee in an organization has to registerata ¢hto
the system. Second, the information type storetitRM systems concerns sensitive personnel datenwWh
organizations do not use this data in a safe anfidantial manner, it can have serious legal consages.
Third, as mentioned above, e-HRM has the potetttiahhance the service of the HR-department anezam
transform this department towards a more strateggntation, which both are a heavy impact on thy WR
professionals were used to doing their jobs. Tleessequences are specific to e-HRM. Fourth, the HR-
department is often seen as a supporting departwtgah is not considered a part of the primary pascof an
organization. Thus, the business case for orgaoimto consider implementing such a system ispime cases,
not built upon an essential need for the survivdhe business. This means that it is mostly hataleain
support, especially from top management. Motivaf@mrimplementing a system is even further decredge
the fact that it is not easy to reach aimed goadsthere is not much empirical evidence to suppohievement

of goals.



Despite the conducted research and the availaloielkdge in science and practice, some personnealrtiepnts
in organizations still experience difficulties aedHRM results are not always as positive as assufregut it
differently: e-HRM projects even report failuresgieTansley et al., 2001; Smale & Heikkila, 200%rih &
Reddington, 2010), and were found to achieve ks tvhat was expected of the e-HRM implementation
(Chapman & Webster, 2003). Although results seeimprove a little (e.gBondarouk & Ruél, 2007}he
previous shows that organizations are not fullam@anof the critical factors that lead either tocass or failure.
To make things more complicated: studies on theofadnfluencing e-HRM success tend to report aming,

but also contradictory results.

For instance, some authors report that user innodve during development and implementation is eagr
importance for success (Kossek et al., 1994) wdthers do not find strong support (Haines & P&8197).
While the size of an organization was found toriségnificant by some authors (Haines & Petit, 199udssain
et al., 2007), others describe it as a determifsarior (Ball, 2001; Haines & Lafleur, 2008; Stroligre Kabst,
2009). The same holds for the importance of trajriar success: evidence in favor of this factqurssent
(Alleyne et al., 2007; Panayotopoulou et al., 20@@rtin & Reddington, 2010), as well as evidencaiast it
(Ruél et al., 2007). Some research suggests thairbifi@ssionals should increase their technical kadge and
skills in order for an e-HRM implementation to seed (Hempel, 2004), yet other findings show just th
opposite (Ball et al., 2006).

Until now, no clear and comprehensive overview gigen on why contradictions in research exist aittv
factors are assumed to impact versus which fabtave been empirically proven to impact e-HRM
implementations. Accordingly, we try to fill thisg by conducting an explorative systematic liteiaanalysis,

covering four decades of e-HRM research. By meéts®review, we address the following researcagtion:
‘What are the factors affecting the success of &4HiR found in four decades of e-HRM research litgne?’

Our focus lies on studying integrative consequenéeeploying e-HRM in organizations (Bondarouk &éR,
2009) and on identifying the factors that leaddéda@n consequences. A comprehensive literatuiewes
conducted to synthesize the body of knowledge iassitattered throughout many distinct researatiplines,

like for instance information systems, human reseumanagement, psychology and management research.

The most recent findings, as identified in the eguiare then used to developantingency frameworor e-
HRM consequences in organizatioAs mentioned by Strohmeier (2007), the fieldaisking a leading
paradigm. The framework is a factor-based concéptodel which includes factors and consequences in

different scenarios based on antecedents or camaygfactors.

The contribution of this study is thus twofold. $tjrwe conduct a systematic literature review tuvjgte a clear
overview of the literature concerning factors le@gdio certain e-HRM consequences. Major influenéaugors,
as found in four decades of research, will thuglbatified. We provide a comprehensive discussiothe
contradictions in the literature and enrich thdatjae with its context and our own thoughts. Alspmeans of
this review we provide a historical overview of diapments in the field of e-HRM. Second, on thadeb

what we identified in the review, we build a cogiémcy framework which shall serve as a tool focptianers

2



and scholars to evaluate the chances of successBlRM implementations and to identify which facttos
tackle in order to reach a successful implemematiothis way, we try to provide a tentative guid®® solving
the common pitfalls during implementations. Furthere, the model can serve as a starting pointutoiré

research.

In the next section, the methodology of the literatreview is described. Then, a review of thediigre
concerning factors and consequences is given. Magunes and findings are outlined per decade. ligjrtak

resulting contingency model is presented.



2. Method

2.1 Literature search

To find relevant literature on e-HRM, we conducteslystematic bibliographical search. Articles thate

included in the review needed to have as main feed®M in general while functional areas such as e-
recruitment or e-learning were excluded for théeevpurpose of this study. We restricted the setraklevant
disciplines including management, HR and informaggstems. On the basis of broad search querie&lik

HRM’, ‘electronic HRM’, ‘digital HRM’, ‘virtual HRM’, ‘web (based) HRM’, ‘online HRM’, ‘HRIS’, ‘HRIT’

and ‘Computer Based Human Resource Managementéi@arch databases of ISI Web of Science and Scopus
were investigated. Also full words of the abbreioias were used as search terfgpendix Aprovides an

overview of all search terms used and the numbartafies found. Our initial search query led toukands of

results from diverse disciplines and used databgs&sed some overlap.

By scanning relevant titles and abstracts to detexiifian article was related to e-HRM and removing
duplicates, we made an initial selection of 29@vaht articles covering a time frame from 1971\ 8gptember
2010. Following, article titles, abstracts, journgations and years published were inserted preasisheet.
Three researchers critically examined titles arstrabts for their relevance and value to the litemreview by
asking the following questionslo we expect the articles to describe either festor consequences of e-HRM?’

, ‘what is the quality of the article (frequentlyeit?) and/or impact of the journal?’

The papers were then checked by experts in the fielrelevance and quality for inclusion in thiedature
review, resulting in a preliminary sample of 108ces. Following, we carefully read the articlesla
determined whether they presented empirical finglioignot, since our review and model is based ctoifs
which were empirically studied. After filtering oonbn-empirical texts, the final sample comprisedaitles
(Appendix B. Appendix Qorovides an overview of used methods and samplab papersFigure 1

summarizes the search procedure.



Database search

¢

Results:
6649

Scanning titles/abstracts for e-

;} — .
HRM related subjects

Relevant articles:
29¢

Does article relate to research

L focus? Is it a ‘quality article’?

Relevant articles:

109
Empirical articles:
v —
Yes/No
Final Sample:
69

Figure 1: Literature search procedure

From the 69 articles, two articles were from th&s 7four from the 80’s, twelve from the 90’s and \bére
published after 2000.

2.2 Data collection and analysis

To identify factors and consequences of e-HRM vestetl our analysis procedure with a variation oérop
coding. During the open coding process, we readatiieles and broke down data analytically (Straéss
Corbin, 1990). We did this in the following wayrdi, we read the articles and scanned them fovastefactors
and consequences. When we found potentially retdaators and consequences we highlighted thetedliand
annotated them in the margin. We then re-read ttieles to check if some factors and consequencae w
overlooked and to determine whether factors angequences which we highlighted during the firsdieg

were highly relevant. The procedure continued ag ks no new factors or consequences emerged.

Next, we categorized factors and consequences uhddabels ‘factors affecting adoption’, ‘factafecting
consequences’ and ‘consequences’ in mind maps &segmind software (freemind.sourceforge.net) orter

to eventually build the conceptual contingency node only included factors and consequences whiehe
empirically identified by the authors, thus basing findings on primary empirical data. We alsd it factors
and consequences which were cited and derived éthier studies in order to minimize bias in inclglthese
factors and consequences twice. Our initial cogireress led to mind maps with a great number dbfaand
consequencegppendix Dprovides an overview of all mind maps of factdifeeting adoption, factors affecting
consequences and consequences from 1970 - 2016e Thimd maps were very useful in supporting our
analytical reasoning to identify categories reflagtthe various factors and consequences. By freglpping

and connecting factors and consequences to eaeh thih categories inductively emerged from the .d&tger



the mapping and categorizing was done, we weretalgeesent our findings. In the next section wplax the

procedures for deriving categories in more detad present our definitions.

To keep the rich descriptions provided by the argheve directly described the factors at the monwnt
identification. Specifically, we described the r@sd methods, the sample and research setting ichvihe
factors were found in a raw document directly after finished reading the article. Consequently,diek not
risk destroying the meaning of the data throughrigive coding (Eisenhardt, 1989) and were ablentizle the

findings with their contextrigure 2illustrates our coding and analysis procedure sexldor each article.

New article

Reading «— Describing as text

¢ A

Highlighting +

Listing in margin

v

Re-reading

v

Found all factors/

No

Organizing in mind

consequences?
q Yes map

Figure 2: Coding and analysis procedure

2.3 Derivation of categories and definitions

The coding and analysis procedure continued urtitarefully examined all articles per decade. Twerused
the mind maps and the separate texts and to arafypresent our findings. We were able to mafaatbrs
and consequences along four aspeetdinologyorganizational peopleandenvironmentalln total, we found
eight categories of factors and four categoriesooksequences which revealed to be useful for ceaiyp all

decades. The categories and definitions are fouiidble 1

Factors appeared to belong to two different re$estreamgFigure 3) namely factors affecting thedoptionof
HR systemsnd factors affectingonsequencesf HR system implementations. Adoption and implatagon
were often used interchangeably and it is therdfoportant to clarify what we mean by those twartsr
Adoption in HR is defined by Strohmeier and Kal24(9) as

‘the process of initiating and implementing IT ider to support diverse actors in performing HRkisls
(Strohmeier & Kabst, 2009, p. 484)

Bondarouk’s (2004) definition of implementation delses adoption as the goal of an implementation:



‘the adoption of a system during the transitionipdbetween the technical installation of a neweysand its

skillful and task-consistent use by a group oftthrgeted employee¢Bondarouk, 2004, p. 41).

Table 1: Categories of factors and definitions and theéfiditions

Factors affecting adoption

Factors affecting
conseguences

Consequences of
implementation

Technology

Factors affecting adoption
which are related to the
new or existing technology|

Factors affecting
consequences which are
related to the new or existin
technology

Consequences of
implementation impacting a
) organization’s technology

=

Organizational

‘Hard’ organizational
factors affecting adoption

‘Hard’ organizational factors
affecting consequences

Consequences of
implementation impacting
the ‘hard’ side of
organizations

People

‘Soft’ or individual people
factors affecting adoption

‘Soft’ or individual people
factors affecting
consequences

Consequences of
implementation impacting
the individuals

Environmental

Environmental factors
affecting adoption

Environmental factors
affecting consequences

Consequences of
implementation impacting
the organization’s
environment

Technology factors
Organizational factors
People factors
Environmental factors

e-HRM adoption
(usage and
acceptance)

Technology factors
Organizational factors
People factors
Environmental factors

e-HRM consequences
also
‘success of e-HRM’

Figure 3: Two research streams

Implementation thus starts with the technical ittesti@n, whereas the adoption process starts eatlieother

words, we see implementation as a phase in thetiadggrocess, with implementation preceded by iaibn’,

which in our view consists of decision to buy/depeh system, select a system and introduce a sygtenfind

7



this plausible since we also identified factors abhaffect adoption prior to the implementation. ezond
category refers to factors affecting the consegesioé e-HRM implementations, either success ourfajlwith
success being defined as expected or unexpecteddlesnsequences (Strohmeier, 2007). Finallyina Wwith
what was mentioned in the introduction, ‘organizaéil consequences’ were found in the fornopérationa)
relational and transformational(Lepak & Snell, 1998; Reddick, 2009). We also iifiad factors affecting

individual people and consequently named this catepeople consequences’.

Furthermore, it is important to note that not altegories directly emerged from the literaturehigirt final form
but were constantly relabeled during the readirdy@ding process. New insights which emerged bginggthe
articles and fruitful discussions with academiad te a dynamic process whereby factor labels amelgoay
labels were constantly altered until they reacHwsalrtfinal form. The final factors, consequences dmeir
categories were also checked by e-HRM experts émmd and practitioners) for their relevance and

correctness.

Finally, we defined a subcategory kifiowledge and skill§or the ‘organizational’ and the ‘people’ category
Although from a practical point of view it might Imeore logical to map all factors under one categaey could
not do this from an analytical perspective. Sinaereview is concerned with reporting data fromesthuthors
we had to stay close to the way they described fimeiings. Thus, when we describe knowledge arilisskom
an organizational level, we intend to illustrateoWfedge and skills which were found as importanbdighout
the organization as a whole. When knowledge anits siie described on the people level, we try tiireithe

knowledge and skills of individual people.



3 . Results

3.1 Factors and consequences - A review from 1970 - 1989

Six articles from the first two decades were ckessias highly relevant. First, we provide somekggound
information about this decade and describe thereatithe articles. Then we outline the categoidzadf
consequences and factors, and finally we constrgecaphic representation integrating all identifiackors and
consequences from this period and discuss undgrimensions. The factors and consequences we fanend

described in italics.

3.1.1 Spirit of the age and nature of the articles

Authors from the 70’s and 80’s do not yet speak-6fRM, but mostly use the terms Human Resource
Information Systems or HRIS (e.g. Mathys & LaVa@82), Computerized Information systems in personnel
(Tomeski & Lazarus, 1974) or Personnel Systemsdteax 1971) for describing computerized supporttier
personnel department. For the purpose of clarity@msistency, we further use the term HRIS in gkigtion.
The term e-HRM was not yet used since the iniffateams were mainly introduced for supporting adstiative
and digitalized tasks in the HR function without fink to electronic internet-based support systefridR

departments.

We identified two salient research streams in this @nd 80's. One stream does not discuss succéatue of
implementations but rather describes the statlRIS in organizations by exploring which areaslaing
automated, and which factors stimulate or impééeatdoption of an HRIS (Mayer, 1971 ; Tomeski & &as,
1974; Mathys & LaVan, 1982; Lederer, 1984; Magnu&®ssman, 1985). A second stream describes factors
leading to implementation consequences (DeSad&&5; Taylor & Davis, 1989), however research ihe
effectiveness of HRIS systems is still barely addee (DeSanctis, 1985). Also, we did not find aajisical

research in these initial decades.

Increased reporting requirements demanded by thergment (e.g. due to Equal Employment Opportufty
(1965) in the USA) and growth of organizationaksfand thus the need for more advanced and comsieke
data storage and retrieval) are mentioned as rpagssures for adopting digital systems (Henneds¥z9).
Additionally, an increase in white collar work atie knowledge and skills that come with these chang
(DeSanctis, 1986), made organizations realize tiret dependency on talented and highly skilledagarial
and technical personnel and with it, the need ¢difate and retain those people (Hennessey, 1979).
Consequently, payroll systems (e.g. Lederer, 1%thployee records (Magnus & Grossman, 1985),
compensation and benefits administration (Magnu@réssman, 1985), government reporting (DeSan@i6)L

and skill inventories (Hennessey, 1979) were tis fo be automated.



3.1.2

Consequences of HRIS implementations

In total, we found ten consequences which we labateeitheprganizational consequencespeople

consequence#\s mentioned earlier, research traditionallyidgishes consequences in operational, relational

and transformational (Lepak & Snell, 1998; ReddB09) and we therefore used these as subcategbaias

2 summarizes our findings.

Table 2: Consequences of HRIS implementation 1970 - 1989

Category Consequences Example from literature
Organizational Operational
consequences
Costs Covers all subcategories:
Cost savings
‘Personnel administrators’ most frequent comments
about the value of the computer include the foltauwi
Effectiveness faster reporting, absorbs increased workload withou
Information provision expanding staff, some reduction of clerical costs,
Accuracy of reports improved accuracy of reports, frees personnel $eaff
more important duties, generates information not
previously obtainable.- Tomeski & Lazarus (1974, p.
Efficiency 171)
Productivity
Reporting capability
Time personnel staff spent on
clerical task
People Attitudes/beliefs ‘..one could easily envision union resistance ® th
consequences Impersonality of ‘impersonality’ of computerization. This was nog¢ tbase

computerization
(counteracted)

however..- Mayer (1971, p. 34)

Knowledge & skills
Understanding of systems

‘Personnel administrators’ most frequent comments
about the value of the computer include the
following:..forces better understanding of systems’
Tomeski & Lazarus (1974, p. 171)

Satisfaction
Top management satisfaction
with HRIS

Personnel department
satisfaction with HRIS

‘Perceived satisfaction with the HRIS on the pdrthe

personnel department was found to be related tddtz
number of HRIS responsibilities and user involvemen
during systems developmenDeSanctis (1986, p. 22/23

3)

Organizational consequences

In their comparative quantitative survey reseanstoliving 70 public organizations and 17 privateamgations,

Tomeski and Lazarus (1974) found that an HRIS imgletation, from the perspective of a personnel

administrator, holds the following benefits: impealinformation provisionfasterreporting capability,

absorption ofncreased workload without an in increase in sta@uctionof some clerical costémproved
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accuracy of reports, freeing personnel staff foreninportant tasksMinor overall cost savings were also

indicated by the participants.

People consequences

Further, Tomeski and Lazarus (1974) revealed tiremaitloption of HRIS leads to betterderstanding of
systemdrom the perspective of personnel administratbhe use of a computer system thus seems to cotaribu

to an increased knowledge of systems operating mrganization.

Other people consequences were identified by DaSgi©86) in her survey of 171 members of the
Association of Human Resource System Professi¢ri®SP, Inc) asop management satisfactiand
personnel management satisfacti@he discovered top management and personnel e@ead often value

using HRIS. This outcome is affected by certaotdes, which we outline in the next section.

Finally, in his random survey of 375 major US cogimns Mayer (1971) found thmpersonality of
computerizatioras a potential threat, or negative consequendbetsoft side’ of organizations. In this era, a
lot of employees questioned the benefits of teatmyohnd were afraid that technology in the persbnne
department would lead to impersonal work methods diepartment which was characterized by its patson

approach. However, the survey yielded that fead&umanizing the personnel department was ungesund

3.1.3 Factors affecting HRIS adoption

In sum we identified twenty seven factors, whichalgssified along four categorigschnology factors
organizational factors people factor@andenvironmental factorsAlso, we divided the factors along the two
streams of research we discussed above: factochwlffect adoption of a system and factors whi¢bcaHRIS
consequence3.able 3andTable 4summarize these findings. Below we discuss tkeditire on HRIS adoption
(reflecting 22 of 27 factors) in the 1970’s and 088

Technology factors

In a survey of 1,000 personnel journal subscrilenking in diverse industries and holding different
professional titles, Magnus and Grossman (198%alexd that finding appropriaseftware for specific needs
be problematic in the selection of an HRIS. Inttiseiarch for an external software package, orgaoimseem
to have difficulties in finding software which fylfulfills their personnel departments needs. Qipselated to
this issue is theeed to customize purchased softw@dagnus & Grossman, 1985). When external software
packages do not fulfill personnel department’s seedstomization may provide a solution. Howevedérer
(1984) warns for the tailoring of a purchased syssénce this may turn out to be problematic dutéo
potential output errors when tailoring does notagpany the basic system, problems with updates fhem
vendor and difficulties in establishing responéipibf a problem (is the problem caused by the eeisdbasic
program or is it due to the tailoring?). He therefeecommends not to modify a vendor’s programl aral to
use exits and front ends instead. But still, the&t belution according to Lederer (1984) is a fuldarstanding of

the new HRIS and the organizations’ needs, sinisentii minimize the need for modification (Ledeydi984).
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The same survey by Magnus and Grossman (1985yialsts interfacing with corporate headquarters
integrating HRIS with payroll and benefits systemdcentralization of recordas important technology issues
in computerizing the personnel department whicHd;ouhen difficult to solve, impede the adoptionaof

HRIS. These factors all reside in the need forgragon, which is considered to add to the sucoéss HRIS

system (Tomeski & Lazarus, 1974).

Further, thecurrent computer capabilitin an organization was also reported to influetheeextent of
computerization of the personnel department (Mal@r,1). According to these findings, a new HRIS wil
demand a minimum capability. If an organizatiorkkathis capability, it could limit the adoption afsystem.
Finally, in a comparative survey research on gavemis’ and businesses’ state of HRIS, the fact that
computerization wasme consumingndcomputer output wasnreliablewere found as factors inhibiting the

adoption of computers in the personnel departmiBoneski & Lazarus, 1974).

Table 3: Factors affecting HRIS adoption 1970 - 1989

Category Factors Example from literature
Technology Applications & characteristics ‘Personnel administrators often report the
factors Reliability of HRIS output following difficulties with computerization:
..computer output is unreliable~ Tomeski &
Lazarus (1974, p. 171)
Status quo ‘The variety of computer utilizations in
Current computer capability personnel is limited for the most part by
the..data storage/retrieval capacity available
to him(personnel administratory Mayer
(1971, p. 30)
Integration/alignment ‘Systems issues(in adopting an HRIS)
Customization included: .. the need to customize purchased
Integration of systems software packages, going from decentralized
Interfacing with corporate headquarterso centralized records, integrating
Centralization of records personnel/payroll/benefits systems and
interfacing with corporate headquarters’
Magnus & Grossman (1985, p. 46)
Project ‘Systems issues(in adopting an HRIS)
Software that matches needs included: finding appropriate software for
Duration of computerization specific needs.- Magnus & Grossman (1985,
p. 46)
Organizational | Demographics ‘..employee population size and..were
factors Sector reported to be the most influential factors in
Organizational size implementing personnel EDP (Electronic
Data Processing) programs’Mayer (1971,
p. 35)
Knowledge & skills ‘Major difficulties (in computerizing the
Technical personnel personnel department) are..having people
available who understand the system’
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Magnus & Grossman, (1985, p. 46)

Organizational policies & practices
Securing privacy

‘In light of respondents’ concern about syste
accessibility, there also must be a system o
controls to both regulate and monitor acces
to the HRIS* Taylor & Davis (1989, p. 575)

Resources
Budget/Internal costs
Available resources (people/time)

‘..top on the list of problems among survey
respondents was cost or budget limitations’
Magnus & Grossman (1985, p. 46)

People factors

Attitude/beliefs
Top management attitude

‘Many personnel departments have endureq
conflicts with their MIS
departments..Nevertheless, the planning an
development of an HRIS requires the
participation of the MIS> Lederer (1984, p.
28)

Communication

Congruence between MIS/DP needs
and personnel department needs
Communication with technicians

‘Personnel administrators often report the
following difficulties with computerization:
.difficulty in communicating with computer
technicians..- Tomeski & Lazarus (1974, p.
171)

m

]

o

Support & commitment
Imagination of personnel administratg
Priority towards implementation of
system

‘Personnel administrators often report the
rfollowing difficulties with computerization:
..other areas are given higher priority-.’
Tomeski & Lazarus (1974, p. 171)

Training
Training

‘Major difficulties (in computerizing the
personnel department) are training staff to U
the system* Magnus & Grossman (1985, p.
46)

se

Environmental
factors

Union resistance (not found to have 3
effect)

n'..union resistance to the implementation of
personnel computer systems was considerg
inconsequential- Mayer (1971, p.34)

Organizational factors

Most organizational factors we identified comprinographics, such asganizational sizéMayer, 1971) and

sector(Mayer, 1971; Tomeski & Lazarus, 1974). In his syref 375 major U.S. corporations, Mayer (1971)

found that type of industry or business did noluiefice amount of computerization in the organizatin

explanation for this finding is provided by Mayeho states that personnel departments in différehitstries

are responsible for similar tasks (Mayer, 1971)né€eki and Lazarus (1974) show that federal depaitsrand
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private sector organizations made earlier use ¢1RIS than did local governments. This is illustihin their
research by the financial expenditure of theserorgdions as opposed to local governments. Therlsghd to
spend less money on HRIS, a smaller percentadgeeqi@rsonnel department budget and a smaller gagenf
the computer department budget (Tomeski & Lazdr®34). We therefore suggest that available budgené
of the factors underlying theectorfactor. Moreover, Organizational size was foundbegpositively related to
computerization, since the administrative burdemdases with an increase in personnel (Mayer, 187d)

computers are seen as a potential solution tgotiislem.

Another important organizational factor is presdriig Taylor and Davis (1989) in their survey of 223
undergraduate business management students. Timay fleatsecuring privacywas a serious concern when
implementing an HRIS, since violating ethical camseaffects employees’ attitudes and beliefs toward
system and can have legal ramifications (Taylor &, 1989). In specific, they revealed that indihals do
not perceive the sharing of data as problematicai®imore worried about the accessibility and sgcaf
personal data. Concerns about accessibility ateduimfluenced by the sensitivity of the datar(@@ benefits,
compensation and education were seen as mostigenaitd the person with access to the data (cdevsr
were the least preferred group). Knowledge of wipielsonal information is stored in HRIS and thesgmkty
to verify the accuracy of this data were reporteéhaportant factors in mitigating dysfunctionalitaties of
personnel towards HRIS usage (Taylor & Davis, 1988jther, according to the authors, employers lshiake
visible steps in ensuring the confidentiality o€Bisystems by limiting access to certain parthefdystem (e.g.
password usage) and by installing control mechasishich can trace and monitor usage (Taylor & Davis
1989).

Additionally, shortages itechnical personnekere identified as problematic to the computeraabf the
personnel department (Magnus & Grossman, 1985aiizgtions thus seem to have a lack of knowledgeabl
technical personnel. Lack sfifficientresourcege.g. time, personnel) for the data entry and easion process

were also found to limit computerization (Magnusl @rossman, 1985).

Finally, the factobudgetwas subject to research ands shown as an influential impediment in impleriment
an HRIS (Mayer, 1971; Magnus and Grossman ,198%)aidzations with modest budgets (Magnus &

Grossman, 1985) or high internal costs (Mayer, 1 9#fe less likely to adopt a system for personnel.

People factors

Concerning people factors, we derived the followsatient conceptdop management attitudes towards the
HRIS(Mayer, 1971)]ack of priority given to HRI$Tomeski & Lazarus, 1974; Magnus & Grossman, 1985),
incongruence between needs of management Informsygiems (MIS)/data processing (DP) departmends an
personnel departmeiiagnus & Grossman, 1985) and difficulties fbe personnel department in
communicating with computer techniciaff®meski & Lazarus, 1974). In this context, MayE971) described
that higher managerial levels have to be convirafdte benefits of such systems in order to gappstt. The
survey by Mayer (1971) also showed that advocdtedRbS had to go up to higher managerial levelsitivas

the case when advocating for computerized systerather functional areas. An HRIS was simply not
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perceived as important by top management sincewvileey seen as expensive and their suggested tsewefie

often exaggerated (Mayer, 1971). It was therefaurel o justify the costs of such systems.

Further, according to the survey by Magnus and &nas (1985) the incongruence of needs of the MIS/DP
departments and the personnel department putsoaiséimitation on the adoption of an HRIS. Tradlitally the
relationship between the personnel department ai&ldid DP departments was not good, with the paedon
administrator and the computer administrator exgingsdifferent views regarding computerization, ielihe

communication between these departments was abttbepnatic (Tomeski & Lazarus, 1974).

Other people factors were labeledrasning (Magnus & Grossman, 1984). According to the authivasning
personnel to acquire the necessary knowledge ditgltskuse an HRIS seemed to be a major difficultie
suggest the novelty of such systems in an areavttaditionally was not technically skilled as aqlkanation

for these difficulties.

Another remarkable factor identified by Mayer (19Whs that the computerization of the personnehdegent
was partly limited by what he calimagination of use by the personnel administrafarcording to the author
the amount of computerization in the personnel depent was dependent on what the administratorages
being an improvement to the department. Sincepimison was the one working with the system, hewésothe
one advocating for a new system when he/she finuscessary. This was typical of the 70’s and 8@isre the
personnel departments were highly dependent onadjized administrators to use HRIS, since the dsrioch
systems mostly required complex technical knowlg@@@@ESanctis, 1986). This high dependency on the
personnel administrator could also prove to be lprobtic since as noted above, communication between

personnel and technical staff was difficult in théstial years(Tomeski & Lazarus, 1974).

Environmental factors

We found one environmental factor affecting themam of HRIS in the form ofinion resistancéMayer,
1971). However, the study of Mayer (1971) repottet this factor did not influence the adoptioraofHRIS.
Initial warnings for ‘dehumanizing the personnepdegment’ were counteracted by positive experientesing

payroll- and record keeping applications (Mayer7 19

3.1.4 Factors affecting HRIS consequences

The second, and smaller stream of research inlseand 80’s focused on factors affecting conseqgegiof
HRIS (Table 4. We begin by outlining technology factors, pratée organizational factors and conclude our

discussion with people factors. No environmenteldes were found.

Technology factors

In her survey of 171 members of the Associatiohlofan Resource System Professionals representing
different sectors, industries and functions DeSar{&®86) reported thaéuration of HRIS developmeand the
total number of applications comprising the HRSsignificant technology factors which positivelfluenced
top management satisfaction with the HRIS. Furtblee, found that theumber of responsibilities of the HRIS

had a positive impact on personnel departmentisfaation with the HRIS.
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Table 4: Factors affecting HRIS consequences 1970 - 1989

Technology Applications & characteristics Covers both categories:
factors The number of responsibilities of the new
system ‘With regard to top management
The number of applications comprising | satisfaction three factors related
the HRIS meaningfully to this variable: the length of
time spent on HRIS development, the total
Project number of applications comprising the

Duration of development of a new systemHRIS..." - DeSanctis (1986, p. 23)

Organizational | Integration/Alignment ‘With regard to top management

factors Alignment of HR plan with corporate plansatisfaction three factors related
meaningfully to this variable...whether o
not the human resource plan was
integrated with the corporate strategic
plan’ - DeSanctis (1986, p.23)

People factors | User/stakeholder involvement ‘Perceived satisfaction with the HRIS on
User involvement the part of the personnel department wasg
found to be related to...user involvement
during systems development’ - DeSanctis
(1986, p. 22/23)

Organizational factors

One organizational factor was identified as a pasinfluence on HRIS satisfaction of top managetneamely
strategic alignment of HR plan and corporate p{@eSanctis, 1986). According to DeSanctis (19&&k of
planning from the corporate level down to the dosigl level made a coordination of plans between th

personnel department and MIS, like for instancél&hS, very difficult to succeed.

People factors

In terms of people factors, DeSanctis (1986) fotlmaduser involvemenduring systems development positively
influenced HRIS satisfaction of the personnel depant. She suggested that the larger the orgamiedti
investment in HRIS (development time and user imewient), and the greater the system’s influencenfran of
responsibilities and applications) the more itated by the organization (DeSanctis, 1986). Thghirbe
explained by escalation of commitment theory (StB®v,6), which states that once people or orgawiaatput
great effort and resources into a course of attieg will continue with it and make it highly imgant, while
they probably already know that the course of actias a mistake or failure. This might be an aveaouéuture

researchers to explore.

3.1.5 Towards a framework

When we summarize the factors identified in thes®id 80's, it appears that research mainly focosed

factors affecting the adoption of an HRIS whiletfas affecting consequences of HRIS implementatiosie
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barely investigated. In total, the factors affegtadoption comprised 81% of all factors found (2279).
DeSanctis (1986) and Taylor and Davis (1989), wigoaaithors of recognized HRIS research in thegats,
were the first to describe such factors. Scholemsifearlier years were apparently still engaged wit
conceptualizing and processing the introductiothefnew HRIS phenomenon. Thus, these decades mostly

added to the first research stream we describedrimethod.

Considering the factors we found, the most limitiagtor for HRIS adoptions was probably the atttahd
support of top management. As mentioned aboveppres systems were not seen as important and they w
given no priority, mostly due to the fact that bisecould not justify costs (Mayer, 1971). Givdretrising
governmental and competitive pressures, we exppatanagement to release the breaks and eventaihfigr
the adoption of a more sophisticated HRIS. As Magmd Grossman (1985) showed, signs of shifting top

management views are becoming increasingly visiplehe growing budgets for these systems.

Also, in these initial years not many consequemnase empirically confirmed. A number of suggestiarese
made, but these lacked empirical groundings ane wet useful for our review. An important findirgthat
consequences are mostly reported separately frotor§a The study of DeSanctis (1986) was the only
exception. In other words, no causal linkages weasmined between most factors and consequences.
Additionally, factors and consequences were presentthout support for how exactly certain factors
influenced success or failure and how certain oquseces were achieved. We almost exclusively faumdey
research which simply summarized findings and peegges without providing a deeper reasoning and

understanding of tested outcomes and relationships.

Further, this period was dominated by three sabamdies, with Tomeski and Lazarus (1974) as thstmo
frequently cited one. Seven of our ten identifiedsequences were reported in their survey of paeton
administrators, which makes these findings ratimersided Figure 4 illustrates our contingency model of

findings from these two decades whilable 5specifies all investigated relationships.

As mentioned earlier, many scholars in the 1970& E980’s were in the beginning stage and simpy doeen’
to focus on consequences of implementations and stérbusy investigating which determining factded to
the rise of a computerized personnel departmergsd fwords also receive historical backing from Maind
LaVan (1982) which state that measures of HRISc&ffeness are lacking and need to be developerier do
evaluate human resource efforts. Mayer (1971) @lsmed that more research is needed in orderatiiy the
true cost-benefits tradeoffs of such systems. Hhdu doubted whether specific system applicatigitis high

developmental costs would truly find acceptancerganizations.

We hold positive expectations for the future e-HR8&ge since we saw the first signs of positive equences
in terms of increased efficiency and effectivenass] expect to see more positive consequenceteindacades.
With an increase in complexity of e-HRM featuresoatomes an increased chance of failure, and tbu@a it
probable that later decades also yield more negatmsequences. Moreover, we expect to find aereatiety
and a shift of consequences. The availability osaded mainframe technology (e.g. packaged apiglicaand
database management systems), the developmentefaasy retrieval languages and microcomputershand

increasing technical knowledge of the personndi Etd to a separation of the HRIS from the MIS dement
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in the late 80’s (DeSanctis, 1986). We thereforgeekthe communication problems between departments

which were mentioned by different authors as aosierthreat, will be of lesser concern.

Factors affecting HRIS adoption

Technology Factors
Applications & characteristics
Statusquo

Integration falignment
Project

Organizational Factors
Demographics

Knowledge & skills

Organizational policies & practices
Resources

People Factors
Attitude /beliefs
Communication
Support & commitment
Training

Environmental Factors
Union resistance

Figure 4: Contingency model: HRIS adoption in the 70’s af8
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Factors affecting HRIS
consequences

Technology Factors
Duration of HRIS development
Number of HRIS applications
Number of HRIS responsibilities

Organizational Factors
Alignment of HR plan with corporate
plan

People Factors
User involvement

Figure 5: Contingency model: HRIS consequences in the &9480's

Table 5: Relationships investigated in the literature 1972989

+ = positive effect, - = negative effect, 0 = ndeaft

HRIS consequences

Organizational Consequences
Costs

Effectiveness

Efficiency

People Consequences
Attitudes/beliefs
Knowledge & skills
Satisfaction

Duration of HRIS development

Technology factors

+ Top management feation with HRIS

Total number of applications comprising
the HRIS

+ Top management satisfaction with HRI

Number of responsibilities of HRIS

+ Personnel departments’ satisfaction wi
HRIS

Strategic alignment of HR plan and
Organizational corporate plan

factors

+ Top management satisfaction with HRI

User involvement

People factors

+ Personnel departments’ satisfaction wi
HRIS

3.2 Factors and consequences - A review from 1990 - 1999

We analyzed 12 relevant articles in this decad&. asiin the prior decades, we start with providirsights into

the time period and discuss the nature of thelestidhen we proceed by presenting our findingsadient

factors and consequences.
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3.2.1 Spirit of the age and the nature of the articles

Similar to the 70’s and 80’s the term e-HRM had eierged the in literature. This might be relatethe fact
that the internet was still not widely used andéfare the ‘e’ of e-HRM was not relevant yet. Aatiogly, we
will continue using the term ‘HRIS’ in this sectiohhis seems to indicate that companies in the 8id :ot
progress in terms of computer sophistication, aacevetill primarily interested in applications whielevated
their administrative burden. To a certain exterd,faund this was the case. However, organizatistsshowed
an increased awareness for the broader possibitifienplementing a computer system in HR. Forainsg,
Kossek et al. (1994) investigated an organizatidh the aim to implement an HRIS for strategic, tnex
administrative, purposes. Thus, while the typepgfligations did not fundamentally change, the eéodsvhich

the system was used did.

Also, in research we see a transition from liten@tmostly directed towards the status of HRIS gaoizations
to more in-depth research on for instance the mdiffedefinitions users hold (Mathieson, 1993),atiht
attitudes towards the HRIS (Kossek et al., 1994grnational differences in HRIS adoption and usage
(Martinsons, 1994, Hannon et al., 1996), studiesingle applications (e.g. Martinsons, 1997) anehew
guantitative study which relates different factmr$1RIS user satisfaction and system usage (H&rfRstit,
1997). However, there is still very few research@ationships between factors and consequencest papers
present either factors affecting adoption or sue@ea broad sense and consequences of HRIS implatioas
without explicitly mentioning the factors affectitigem. Furthermore, when such relationships areritbes,
they mostly consisted of survey research presepimgentages or anecdotal evidence from qualitativdies.
Only Sturman et al. (1996), Haines and Petit (1281) Eddy et al. (1999) provided us with stati$teaadence

for relationships between factors and their consages, which is 25% of all papers.

3.2.2 Consequences of HRIS implementations

We identified 24 consequences and categorized #smrganizational consequencasadpeople consequences

All consequences are summarized able 6

Organizational consequences

In their longitudinal case study of an organizatwide HRIS implementation project in a large enecgynpany
Kossek et al. (1994) fourtime savingsealized through the increased automation of neutiR tasks as a
consequence of the implementation. Time savinge aksio reported by Sturman et al. (1996) in their
experiment of 80 employees of a Fortune 500 compattye USA on computer decision aids for flexible
benefits decisions. The authors state that by usingputer decision aids, benefits experts were taldave
considerable time. These experts were mostly higalyed within their organizations due to their Whedge

and skill level and could be used for more impdrtasks within an organization. In line with théselings,
Martinsons (1994), who conducted a benchmarkingesustudy on HRIS in Canada and Hong Kong, showed

that HRIS usage led tioeeing professionals for more important tasks

Also, Broderick and Boudreau (1992) conducted sasdies of ten US-based Fortune 500 companieschwhi
were considered 'leaders' in HRIS usage, and megdnat the automization of routine tasks faciitbfaster
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diagnosis of HR problenend more HR work was done with less personnelchvimidicates an increased

productivity.

Other consequences of increased automation ohetasks we found in the literature wemere accurate and
timely responses to government and managemeratedtchangedetter review and rationalization of HR
policies and programandcost effective administration and record keepjBgoderick & Boudreau, 1992). Cost
reductions were also mentioned as by Hannon ét296) in their systematic survey of 11 US-based
multinational corporations (MNCs) and by Broder&IBoudreau (1992). Further, HRIS implementationseve
reported tdmprove accuracy of administrative taglgroderick & Boudreau, 1992) annhiformity of data
(Hannon et al., 1996). Uniformity of data was agbkikthrough systems integration in such a wayttrexe is
comparable data throughout the company to satisfgidnal, corporate and governmental reporting
requirements. According to the author, it is impattto consider that integration is not achievethatexpense

of losing responsiveness to local business unidaédannon et al., 1996).

Hannon et al. (1996) also acknowledged a negatiteomes oflependence on outside venddrke latter was
occured when a system is bought off-the-shelf eeligped outside of the company. This creates artkpey
on external firms for maintenance, support andesysxtensions and therefore bares a certain risk.

Organizations have to determine whether the benefibutsourcing outweigh the downsides.

Furthermore, Kossek et al. (1994) revealed thaintipdementation of an HRIS can lead to an enhamckesdof
HR professionals as information brokékossek et al., 1994). As a result of the HRIS lengentation
previously unconnected departments started workiitly each otheto which the HR professionals provided
centralized decision suppotth line with this finding, Broderick and Boudrefl092) described that an HRIS

implementation is successful insofainitproves the work of key HR decision makers

Other positive outcomes of implementing an HRISheorganizational level were moeensistent HR

practices throughout the firfBroderick & Boudreau, 1992), mooensistent understanding and communication
of HR policieqBroderick & Boudreau, 1992) ankcreased computer literadroderick & Boudreau, 1992).
According to the authors, in order to operate anSjRmployees need to develop the necessary congkille

and knowledge. Finally, Sturman et al. (1996) regmbthat the use of decision support systems aperex
systems in the selection of benefits improbedefits selection qualifp<0,01) as opposed to selecting benefits
without an aid. Additionally, those using experstgyms reached higher benefits selection quality thase

using a decision support system (p<0,05). Bensgéiksction quality was measured by the congruene of

employee’s desired benefits and the ones he owshbl choose by using a system (Sturman et al.§)199

Table 6: Consequences of HRIS implementations 1990 - 1999

Organizational Operational
conseguences
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Costs
Cost savings

‘Comprehensive HR databases, widespread
system availability to employees and powerfd
transaction processing and reporting
applications had reduced the cost..of these
corporate administrative activities’ - Broderic
& Boudreau (1992, p. 500)

Effectiveness ‘Comprehensive HR databases, widespread
Accuracy and timeliness of responsgesystem availability to employees and powerfy
to change transaction processing and reporting

Review and rationalization of HR applications had.. improved the accuracy of
policies these corporate administrative activities’ -
Accuracy of administrative tasks Broderick & Boudreau (1992, p. 500)
Uniformity of data

Efficiency ‘..the main value of HRIS stems from time

Time savings

Faster diagnosis of HR problems
More HR work with less HR
personnel (productivity)

Freeing professionals for more
important tasks

savings achieved by automating repetitive
clerical tasks’ - Kossek et al. (1994, p. 144)

Relational

Communication
Consistency in understanding and
communication of HR policies

‘The HRIS groups interviewed described the
success of HR computer systems in many
terms:..more consistent understanding and
communication of HR policies..” - Broderick &
Boudreau (1992, p. 502)

HR status
HR’s role as information brokers an
decision enablers

‘..the new HRIS will enable HR to perform ne
dor enhanced roles of information brokers and
decision enablers’ - Kossek et al. (1994, p. 1

18)

Relationships
Dependence on vendors

‘..the possibility of an inevitable, constraining
and long-term (i.e. over the lifetime of the
application) dependence upon the third-party
vendors who control the application and the
data’ - Hannon et al. (1996, p. 251)

Service

Decision making quality
Computer literacy
Centralized decision support
Benefits selection quality

‘Decision quality for employees’ desired
benefits selection will be higher for those usi
Expert Systems and Decision Support Syste
than for those not using a decision aid’ -
Sturman et al. (1996)

fns

Transformational
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Integration/alignment

Integration of decentralized units
Consistency of HR practices
throughout company

‘The HRIS groups interviewed described the
success of HR computer systems in many
terms:..more consistent HR practices
throughout the firm’ - Broderick & Boudreau
(1992, p. 502)

People
consequences

Attitudes/beliefs
Perceptions of fairness
Perceptions of privacy invasiveness
Perception of applicants by HR
directors

‘..the adjectives selected to describe applical
who use the internet are much more positive
than those used to describe either online
computer resume services or faxed resumes
Hubbard et al. (1997, p. 36)

Satisfaction
Benefits satisfaction
User satisfaction

‘The results in table 3 show a strong positive
relationship between the percentage of on-lir
applications and user satisfaction’ - Haines &
Petit (1997, p. 269)

People consequences

Sturman et al. (1996) also found thanefits satisfactiomwas higher for employees using an expert system

(B=0,32; p < 0,05) as opposed to not using suchtamsyr their choices (Sturman et al., 1996)their survey

of 152 members of the Canadian Association of HuResource Systems Professionals (CHRSP) which

interacted directly with an HRIS for their work Has and Petit (1997) mentioneser satisfactioms a

consequence of an HRIS implementation and investiga number factors leading to this consequeniiehw

we will outline further on. This factor is also fodi by Elliot and Tevavichulada (1999) in their saywesearch

of 77 HR professionals in public and 77 in prive¢etor companies. These HR professionals indichwdwere

satisfied with computer usage in HRM functionsi(&I& Tevavichulada, 1999).

Positive evidence for computerizing the HR depaninie given by Hubbard et al. (1997). In their syof 32

personnel directors working in companies in thethty found thaaipplicantswho used internet as a job-search

method wereziewed more positivihan applicants who used a fax or online compgtsume services in terms

of progressiveness, creativity and innovativeness.

From the employee’s point of viewerceptions of privacy invasivenessdperceptions of fairnessre a major

concern when implementing an HRIS (Eddy et al. 9)9Bddy et al. (1999) investigated different fastavhich

influenced these perception by means of an expetiofel24 employed persons enrolled in an MBA cews

their privacy concerns of a hypothetical HRIS. W# autline these factors in a later section.

3.2.3

Factors affecting HRIS adoption

In the 90’s we identified sixty four factors whiarere found to affect the adoption of an HRIS. Wéntaéned

the previous categorization schemetfrhnologyorganizational, people and environmental fact@rable 7.
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Technology factors

Broderick and Boudreau (1992) reported that buj@dipplications which meet business unit neiegioved the
quality of new HR computer applications, and re=iliih more support from business units for theseesys.
Accordingly, the authors stated that the betteffitieetween the needs of a business unit anduhetibnalities
of an application, the greater the chance for aegdional success. Further, Hannon et al. (1996udwnted
thatproblems with ensuring report relevance and accyi@iodered success. This factor was also defined as
‘erroneous data or information and reports that piate little utility to decision makergHannon et al., 1996,
p.254). This finding is also supported by Brodeidcid Boudreau (1992) who, as mentioned earliepgeed
that technology in HR is successful insofar key d#iRision makers believed computers helped therhelo t
jobs. Furthermoregasiness of subsystem modificatieas found to influence success (Kossek et al., 1994
Kossek et al. (1994) reported a failed implemeatagartly due to difficulties in modifying subsysts to

respond to new needs.

In their survey Haines and Petit (1997) investigate influence oéase of usé=0,06),usefulnes$r=0,07) the
use ofonline applicationgr=0,06) thenumber oHR applications now runnin@=0,13) and the number bR
applications plannedr=-0,05) on system usage and found no significalationships with system usage. Thus,
although counterintuitive, the above findings shdwheat these technology factors do not seem taenfie

system usage.

Other authors reported on the influence ofdheent systems architectyrgata integrity(the completeness and
correctness of information as opposed to the realdwt is supposed to model) aimdegration of subsystenos
the success of the implementation of a new syskaragek et al., 1994). Outdated and limited archites,
questionable data integrity and lack of integrasbowed to negatively impact HRIS implementaticiorts$
(Kossek et al., 1999).

We also found technology factors related to thelé@mgntation project. Kossek et al. (1994) repotted

duration of developmeimfluenced user involvement during development Tdnger the development took, the
more challenges it posed on maintaining sup@isseminating information about existing applicaso
(Broderick & Boudreau, 1992) prior to adoptisas also a significant factor to take into accaluring
development. Collecting information about existamplications showed to have its share in improyjuglity

of HR computer applications and organizations’igbtb plan development of new systems. Scholas al
discussed whether organizations shawitsource developmeat keep itin-house(Haines & Petit, 1997;

Kossek et al., 1994) The above mentioned survéyairies and Petit (1997) found no significant relaship
between in-house development and system usage(®3¥-&ossek et al. (1994) acknowledged the high
financial risk of in-house development is one & thasons for HRIS implementation failure, thus/liog
evidence for the negative outcomes of developiegdltsystems in-house. The same authors providedsup
for outsourcing developmeahd attributed the positive consequences of outgauto a better understanding of
HR community’s strategic needs by the outside veadmpposed to internal information systems persion
Moreover, the authors state that HR professior@lédcfocus more on their core tasks when developnvas

outsourced (Kossek et al., 1994). Finatlgcumentatiorfr=-0,10) of how a system operates and how it khou
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be used (e.g. requirements of system, architecfusgstem, codes, algorithms, user manuals) wanot to

significantly influence usage of a system (HaineB&it, 1997).

Table 7: Factors affecting HRIS adoption 1990 - 1999

Technology
factors

Applications & characteristics
Applications meeting needs
Modification of subsystems
Ensuring report relevance and
accuracy

Ease of use

Usefulness

Online applications

Number of applications now runnin
Number of applications planned

HRIS development) for many participants was
ensuring report relevance and accuracy’ - Hann
etal. (1996, p. 254)

‘Another concern (concerning problematic areas

n

Status quo
Current systems architecture

‘..many new decision support applications could
not be met under the existing Corporate Human

current system’s architecture was payroll-driven
Kossek et al., (1994, p. 142/143)

Resource Information System (CHRIS) because

its

Data characteristics
Data integrity

questionable’..- Kossek et al., (1994, p. 143)

‘...many new decision support applications could
not be met..(due to the fact that) data integriagw|

Integration/alignment
Integration of subsystems

‘..many new decision support applications could
not be met under the existing Corporate Human

al., (1994, p. 142/143)

Resource Information System (CHRIS) because|..
subsystems were not well integrated’ - Kossek €

its

Project
Disseminating information about

existing applications
In-house development
Outsource development
Duration of development
Documentation

‘Another key organizational change in systems
development approach to the new HRIS involve
the use of an outside HR-oriented vendor, as

who were likely to have less understanding of th
HR community’s strategic needs’ - Kossek et al.
(1994, p. 143)

)

opposed to internal information systems personnel,

e

Organizational
factors

Demographics
Age of HRIS department

Organizational size

Size of HR department
Size of IS department
Size of HRIS department
Sector

‘HR managers in larger firms have made most
extensive use of IT (in terms of CHRIS or
Computer-based Human Resource Information
System))’ - Martinsons (1994, p. 313)

Knowledge & skills
Technical expertise

‘..high technology firms in our sample had more
sophisticated HRISs’ - Hannon et al. (1996, p. 2

56)
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Familiarity with good information
management practices
Knowledge of technology
developments

Computer experience of firm

Project
Canvassing business unit needs

Diagnosing and managing power
dynamics between HR and other
functions and within HR

Managing communication between
HR and other functions and within
HR

Collaboration across diverse
business units

‘By canvassing business unit needs...these cent
HRIS groups were able to improve the quality of]
HR computer applications and increase busines
unit enthusiasm and support for it’ - Broderick &
Boudreau, 1992 (p. 499)

ral

Resources

Budget

Shortages in human resources
Concerns about economic and
operational feasibility

‘..the CHRIS (Corporate Human Resource
Information System) project was scrapped..due
rising costs estimates’ - Kossek et al., 1994 (141

[0

~

People factors

Demographics

Employee’s age

Employee’s education
Employee’s experience in present
position

Employee’s experience in HRM
Employee’s experience in
organization

No citation available. Findings were all presente
by Haines & Petit (1997) in a table (Table 1, p )¢

jon

7

oY

Knowledge & skills
Definitional variations

User skill level

HR professionals’ technical
knowledge and skills
Employee’s understanding of
software

Employee’s understanding of
hardware

Employee’s understanding of
programming

Employee’s computer experience

‘More computer experience and a better
understanding of computer programming were
accompanied by more use of systems’ - Haines
Petit (1997, p. 267)

&

Support & commitment

Support from highly skilled users
Financial priority from top
management

General management support
Immediate superior support

HR staff and management/executiy
support

IS staff and management/executive

‘.. if new HRIS initiatives are to be successftiisi
critical to have experienced users show strong
support’ - Kossek et al. (1994, p.152)

es

26



support
Financial executives and staff

support

Training ‘By..providing informal training and trouble

Informal training and shooting..central HRIS groups were able to
troubleshooting improve the quality of HRIS computer applicatiops
Face-2-face training and increase business unit enthusiasm and support
Training in HRIS skills and for them’ - Broderick & Boudreau (1992, p.
knowledge 499/500)

Vendor training
College courses (external)
In-house training

Self-training

User/stakeholder involvement ‘It is critical to involve line management and @el
HR staff and management/executiviesnits in the decision choices before large amourjts
involvement of resources are invested (into implementing an
Involvement of line management andHRIS)’ - Kossek et al. (1994, p. 153)

field units

User involvement

Environmental | Country culture ‘Political and cultural factors, rather than
factors Political factors macroeconomic or technical factors, accounted for
much of the difference in IT(in terms of CHRIS)
use between Canadian and Hong Kong HRM
organizations’ - Martinsons (1994, p. 314)

Organizational factors

A number of organizational demographigsre investigated by Haines and Petit (1997) iatiah to system
usage. They tested correlationsage of HRIS departmenfis=0,11),size of an organizatiofr=-0,03),size of
HR departmenfr=0,01),size of IS departmefit=-0,14) andize of HRIS departme(rt=-0,07) and all factors
showed insignificant relationships to system usétgavever, Martinsons (1994) did find thr@iganizational
sizeandsectorwere determinants. Specifically, he showed thagiaorganizations reported more HRIS
adoptions. When looking at sector, the most preddle usage was in financial service, real estatk a
hospitality (Martinsons, 1994). We pose that thdifferences in findings are a consequence of thel lef
analysis. In this case we might say that size émfaes an organization’s adoption of an HRIS (maagba result
of the available budget in larger organizations},dnes not necessarily influence the adoptiomdifvidual

users within that organization. Unfortunately, llevef analysis are hardly discussed in currentditee.

When looking at knowledge-based systems, Martingb®84) observed that shortagegexfhnical expertise
familiarity with good information management praesandknowledge of technology developmemé¢se
associated with the adoption of more strategicallitoons. These findings were also supported byridaret al.
(1996) who showed that companies with a higgthnology levednd those wh&eep up with technology changes
have more sophisticated HRIS. Although higher sstffation not automatically leads to success, epqse

that more sophisticated systems have higher patdati success due to better functionality. Howeugthe
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survey by Haines and Petit (19%9mputer experience of the fishowed no significant correlation with system

usage (r=0,11). Once again, the different findiogsld be explained by the level of analysis.

Another important organizational factor relatedhte implementation project waanvassing organizational
and business unit negdsnce developing a system which closely meetsetiveeds is central to a system’s
success (Broderick & Boudreau, 1992). Further, Kk al. (1994) mentionetlagnosing and managing
power dynamics and communication between HR aret @iinctionsas important determinants for successful
adoption. In line with this, they found that theplementation of an HRIS requiresoperation between diverse

business unitsrhich previously operated independently from eattier (Kossek et al., 1994).

Finally, organization’s resources were critical $oiccessful adoption. Martinsons (1994) discovénathalf of
planned HRIS efforts were deferred. This was dusutigetcuts in times of recession in Canada and shortages
in human resourceis Hong Kong. Martinsons (1994) also observed tioaicerns abowgconomic and
operational feasibilitywere major obstacles to adopti@uostsare mentioned by Kossek et al. (1994) as well,
who outline that an HRIS implementation failed padue to rising and unexpected costs during deraknt.

This underlines the importance of strictly canvagsirganizational needs and carefully defining tmaental

costs before starting HRIS implementations.

People factors

Next to organizational demographics a number afiiddal demographics were discussed in the liteeatu
Haines and Petit (1997) investigated the relatignbbtween aemployee’s agé=-0,09),education(r=-0,09),
experience in present positigr=-0,12),experience in HRMr=-0,07) andexperience in the organization
(r=0,03) and usage of HRIS but did not find anygigant relationships. Thus, these demographicaatseem

to have an influence on adoption at the individeag!.

Individual's knowledge and skills is another anegegistigated by Haines and Petit (1997). It is irtgoarto
distinguish this category from knowledge and slallsan organizational level, since the latter iefer
knowledge and skill broadly available in an orgatian while the former refers to an individual’sdwledge

and skills. As mentioned in the method sectiors thistinction is analytical and not practical.

Haines and Petit (1997) tested relationships betaeemployee’s understanding of softwére0,04)
understanding of hardwar@=0,06),computer experiencg=0,19) andunderstanding of programmin@g=0,19)
and the extent of system usage and found two signif relationships. Namely between understandfng o
programming and usage (r=0,19;p<0,05) and betwempuater experience and usage (r=0,19; p<0,05).i$his
not surprising, since an employee with considerpbdgramming knowledge is expected to have an above
average level of computer experience and thus arltwarrier to usage. A regression analysis shohead t
general computer experience was the factor unaerlyiese individual factors (r=0,25; p< 0,01). Tehéadings
were also confirmed by Hannon et al. (1996) whorefhatHR professionals’ lack of technical knowledge and
skill was as a problematic area in HRIS development@idtenance (Hannon et al., 1996). Kossek et al.
(1994) showed thatser skill levekcan also have a negative impact. In their studidni skill levels were related
to more negative attitudes towards HRIS. The asthtated that the reason for this was that HRI%® wet

always reflecting the most recent technologicalkdigyments valued by these highly skilled users. @uee
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typical long development process of HRIS, by theetisuch projects were finished, they barely reprtesethe
latest technology. Thus, according to these finslingers with more developed computer skills seeusé

systems earlier, but are generally less positiveiaib.

Mathieson (1993) revealed the facti®finitional variations a factor related to knowledge and skill level ethi
influenced users’ judgments of an HRIS. Additiopaéixperience with 1S was found to influence a peis
definition. The more experienced a person, thedspects of a system he/she included in the evatuat an
HRIS. Experienced users seemed to hold a narrogfaitibn of an HRIS as opposed to less experienssts
and thus evaluated the system on less criteriahigkdn (1993) further suggests that differencetefimitions
could hinder communication between users and ITyatsa He also stated that definitional variaticas impact
the evaluation of HRIS in terms of satisfactiomcsi the definition one holds of a system coulduifice the
aspects one included into the evaluation (Mathig$683). Also, information about an HRIS was not
necessarily processed at the time one evaluatddRi8, so it was important to have a consistenindesfn

among users and developers from the individuaist ontact with the system (Mathieson, 1993).

Support from stakeholders was another important tdigcussed in the literature. According to Kossehl.’s
researchgpport from highly skilled usessas critical for HRIS success (Kossek et al., 3904ck of priority of
top managemerior a new system was also reported as a majordnmice to development, while teapport of
(Senior) HR, financial executives and staff anéx8cutives and stashowed to contribute to success (Hannon
et al., 1996). Considering these findings we pregbat in order to gain support, HRIS advocates (¢R

managers) need to quantify how an HRIS improveskas operations for the different stakeholders.

Other research does not provide evidence for theftie of stakeholder support. In the researchaihkls and
Petit (1997)general management supp@rt0,12) andmmediate superior suppoft=0,10) were not found to
significantly influence system usage. However,rtiuiry only focused on the relationship with twariables.
Further, as Haines and Petit (1997) revealed,satesfaction and system usage are influenced lyribar of
other factors as well. We therefore propose thppett from different stakeholders is essential astar HRIS

implementations successfully.

The above mentioned research of Haines and P88f7jlalso investigated the effects of training. Sjeally,

their inquiry looked at the correlations betweelffedéent training methodssélf-training(r=0,09),in-house

training (r=-0,02),college course§=-0,02) andrendor training(r=0,01) and system usage and did not find any
significant relationshipslraining was, however, important in enhancing HRIS supfsorh business units, as
well as providingrouble shooting suppofBroderick & Bourdreau, 1992). Furthermore, Kossekl. (1994)
reported thatace-to-faceraining more positively influenced intended HRIS usagethaitten communication
(p<0,05). In order to move from intended usagest usage, Kossek et al. (1994) suggested that skeuld
acquire skills and knowledge to administer HRISe Dlenefits of training were thus supported by ssver
researchers, but also contradicted by others. [Eithg, it played a crucial role in successful HRIS

implementations.

Finally, Kossek et al. (1994) showed that the faas®er involvementvas of great importance during HRIS

development. Especiallipvolvement of staff and management and line manageand field unité design
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was found to enhance adoption. However, accordimggdearch by Haines and Petit (1997) user invodvem

was not correlated to system usage (r=0,07). Ogéatreixpect an intense involvement during developrten

result in greater usage, but no empirical evidemge observed in their study . Hence, we expect ddutors to

mediate or moderate this relationship.

Environmental factors

Martinsons (1994) conducted a benchmarking stutkyden Canada and Hong Kong to investigate thef&cto

that accounted for the differences in HRIS adopéind found thapolitical andcultural (macro level) factors

played an important role, thus highlighting thesendluential factors stimulating or inhibiting H&ladoption in

certain countries.

3.2.4

Factors affecting HRIS consequences

In total, we identified 45 factors affecting congeqgces of HRIS implementatiorisable 8summarizes our

findings.

Table 8: Factors affecting HRIS consequences 1990 - 1999

Technology
factors

Applications & characteristics
Functionality of applications
Ease of use

Usefulness

On-line applications

HR applications planned

HR applications now running
System availability

Type of technology used

‘The results in table 3 show a strong positive

relationship between the percentage of on-line
applications and user satisfaction’ - Haines & tPeti
(1997, p. 269)

Data characteristics
Wealth of available information

‘..the wealth of information available...had also
resulted in better informed policy decisions’ -
Broderick & Boudreau (1992, p. 500)

Integration/alignment
‘Patched’ updating
Comprehensive HR databases

‘Comprehensive HR databases..resulted in bettef
informed policy decisions’ - Broderick & Boudrea
(1992, p. 500)

=

Project
Outsourcing development

In-house development
Documentation

>

‘..there was a strong positive relationship betwee
the presence of complete, structured and well
written documentation and user satisfaction’ -
Haines & Petit (1997, p. 268)

Organizational
factors

Demographics
Age of HRIS department

Organizational size
Size of HR department

‘As can be seen in table 2, variables such asitlee|s
of the organization and the size of various
departments or units did not explain user
satisfaction.. to a great extent’ - Haines & Petit
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Size of IS department
Size of HRIS department

(1997, p. 267)

Knowledge & skills
Computer experience of firm

No citation available. Findings were all presented
by Haines & Petit (1997) in a table (Table 2, p )26

~

Organizational policies & practices
Privacy and fairness policies
Degree of centralization of HR
management

Standardization of HR processes

‘Organizational policies that provide for employe¢
authorization before the release of personal
information will be perceived as less invasive of
privacy than policies that do not require such
authorization’ - Eddy et al. (1999, p. 340)

h

Project
Identification of organizational need

‘It is imperative to note that the modificationarfy

SHRIS needs to take into account the current and
future needs of the organization’ - Hannon et al.
(1996, p. 249)

Strategic alignment
HR part of strategic business plan
Strategic planning of HRIS

‘..the Vice President-Human Resources began to
report directly to the Chairman, and HR issues w
also beginning to be a major portion of strategic
business plans for the first time..’ - Kossek et al
(1994, p. 142), in their case study of a successfu
HRIS implementation

People factors

Culture
Culture of units

‘Implementing a new HRIS requires new frames
socially constructed views and ways of
thinking'...’If the HR community does not value
HRIS skills..little change will occur, and most HR

will remain focused on administrative over stragegi

decision support’ - Kossek et al. (1994, p. 152)15

3

Demographics

Employee’s age

Employee’s education
Employee’s experience in present
position

Employee’s experience in HRM
Employee’s experience in
organization

No citation available. Findings were all presented
by Haines & Petit (1997, in atable (Table 1,
p.267))

Knowledge & skills

Analytical skills of corporate staff
Employee’s understanding of
software

Employee’s understanding of
hardware

Employee’s understanding of
programming

Employee’s computer experience

‘..analytical skills of a small group of corporate
staff..resulted in better informed policy decisions
Broderick & Boudreau (1992, p. 500)

31



Support& commitment ‘The relationship between support from general
General management support management and superior, and user

Immediate superior support satisfaction..was in the predicted direction bus wg
not significant’ - Haines & Petit (1997, p. 268)

Training ‘It appeared that more extensive in-house training
Training HR professionals in was accompanied by significantly higher levels of
technical expertise user satisfaction’ - Haines & Petit (1997, p. 268)

Vendor training
College courses
In-house training
Self-training

User and stakeholder involvement | ‘..we found that user involvement in the

User involvement development and implementation process did not
explain user satisfaction .." - Haines & Petit (199
p. 268)
Technology factors

The first group of factors we discuss here is egldb the applications of the HRIS. Broderick armi@eau
(1992) reported that better informed policy degisiavere in part achieved by the availability otkiag
applications, which enable reliable tracking o&keint decision making information. Thus, the awttsirowed
thatfunctionality of an applicatiocould enhance the level of decision making. Furttege, the authors
provided empirical evidence for the use of powenfahsaction processing, reporting applications and
widespread availability of the system to employeesduce costs and improve accuracy of HR admatige
activities. Moreover, thgype of technology usexbuld also affect HRIS consequences. BroderickBoutreau
(1992) compared mainframe-based and pc-based appiis and found that the first group was related t
more centralized HR management and the secondé¢gentralized HR management. Mainframe applications
were standardized and centralized while pc apjpdinatwere tailored to the individual users pc dndthad low
levels of integration with other systems. Thusoading to the results, the technology used hademuences

for the amount of integration of systems (Brode&cBoudreau, 1992).

Furthermore, Haines and Petit (1997) investigdtedrifluence otase of us&=0,58; p<0,001)yusefulness
(r=0,47; p<0,001), the use ofline applicationgr=0,37; p<0,001), the number @R applications now running
(r=0,19; p<0,05) and the numbertR applications plannef{f=-0,19; p<0,05) on user satisfaction and
discovered that all these relationships were siganit. Thus, although none of these factors wasfgigntly
related to system usage, they had a clear influencatisfaction. Except for HR applications plahredl

factors were positively correlated with user satitibn. An explanation for the negative relatiopstight be
that users were less satisfied with their currgatesns when expecting a new system, which mostiynmare

sophisticated features.

Moreover, Broderick and Boudreau (1992) showedlestth of available informatioted to more informed

decision making. AdditionallyHannon et al. (1996) reported on the fagtatched updatings an influence to
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certain consequences. The authors investigatedrtfamizational HRIS’ status and judged most systasns
slow, inflexible and with questionable data qualitypdating HRIS with in-house developed ‘patcheasvound
as the primary cause of these negative charadtsriginally, Broderick and Boudreau (1992) showet the
use of a comprehensive databasduced costs and improved accuracy of administrédsks. This implies that

effectively integrating systems and data are imgnirprerequisites for administering HRIS.

Factors relating to the implementation project wase found in this category. Just as in our previgection
the discussion of developing a system in-houseugarstsourcing developments showed to affect caresegs
as well. Hannon et al. (1996) documented positigduycing costs, focus of HR professionals on core
competencies) and negative (organization’s depeaxeden vendors) consequences of outsourcing. Whigther
house- or outsourcing development was more beaéfieemed to be dependent on organizations’ naedse
expectations and risk. Decreasing costs and sal@sitive outcomes of outsourcing were found taéasingly
convince decision makers to outsource HRIS devedminAdditionally, Haines and Petit (1997) examitieel
relationship between in-house development andsstesfaction and revealed they were unrelated (@2)0 The
authors did show that quality dbcumentationplayed an important role in affecting satisfact{or0,42;
p<0,001). Documentation thus seems to influenctesysisage as well as satisfaction. Also, support fo
outsourcing development seems to prevail at therse of evidence for in-house development. As showime

previous section, outsourcing can have a positiffteénce on usage as well.

Organizational factors

As with factors affecting adoption, organizatiodamographics were insignificant in affecting consates as
well. Haines and Petit (1997) tested correlaticgtsveenage of HRIS departmenfis=-0,17),size of an
organization(r=0,02),size of HR departmelit=0,06),size of IS departmelit=-0,09) andsize of HRIS
departmen{r=-0,00) and user satisfaction and showed inSgrit relationships.The same authors also
investigated the relation betweeomputer experience of firand user satisfaction and once again found an

insignificant correlation (r=0,09) (Haines & Pefi997).

Furthermoreprivacy and fairnespoliciesorganizations have in place were reported to impagsequences on
a personal level (Eddy et al., 1999). In an expenion privacy concerns of a hypothetical HRIS wig4
employed persons enrolled in an MBA course Eddy.€t1999) showed that these policies were impoitan
affecting employee’s privacy and fairness percejsti®rganizational policies that provided for emypl®
authorization before releasing personal informatiad a positive effect on employee’s privacy invasess and
fairness perceptions as opposed to the absencelopslicies (F(1,120)=18,93; p<0,001). The sanfeceivas
reported for policies which restricted access te@eal information to internal targets only (F(10)234,18;
p<0,001). The two policies were also found to dbnte to an interaction effect which positivelylirdnced
perceptions as well (F(1,120)=14,53; p<0,001).

Further, thedegree of centralization of HR managemeas shown to affect the integration of subsystentise
sense that more centralized HR management faetlitategration of subsystems (Broderick & Boudreau,

1992). In line with this factor, Hannon et al. (899eported thastandardization of HR processess an
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important factor when implementing an HRIS. Theytest that the standardization of processes relsuite

comparable data across the organization to satigfgional, corporate and governmental reporting.

Concerning the implementation project, Hannon et1#196) showed thadlentification of current and future
organizational needwas a determining factor. In order to achieveténgeted goals of the HRIS, tailoring the
system to the organizational needs was an impopt@néquisite. The same authors also reportedufsijmg of
anintegrated HRIS strategyannon et al. (1996) learned that the corporatigrder study pursued more
integrated HRIS strategies when developing an Hi31&eans of aligning the system with business aRd H
strategies. The ability to plan HRIS developmentrdhe long term was found to positively influere
effectiveness and efficiency of a system. Kosse.€11994) revealed that wheétR wasa part of the strategic
business plait positively influenced an implementation processhe direction of strategic benefits, thud
pushing results beyond administrative benefitsti@nbasis of these findings we can say that byegfiwally
planning an HRIS and aligning HRIS strategy witlsibess strategy organizations have a greater cliance

achieving more sophisticated HRIS goals.

People factors

Kossek et al. (1994) emphasized ttalture was the most important factor in achieving straté¢jRlS goals.
Different units seemed to hold different valuesarging the new system. For instance top manageshented
high resistance to change due to the fact thatditeyiot perceive system usage and gaining knoweledgut
the system as value adding for their careers.ddstigey perceived it as a decrease of HR value $intheir
view the new system only provided benefits forickrtasks and not strategic tasks. According ¢oatthors,
when cultural values towards the HRIS are not chdrigr the benefit of the system, organizations have
difficulties to fully grasp the benefits of the HRIi.e. achieving more strategic consequences @kastsal.,
1994).

Haines and Petit (1997) also investigated the &ffetindividual demographics on user satisfactiod found
thatemployee’s agé=-0,07),education(r=-0,16),experience in HRMr=-0,13) adexperience in the
organization(r=0,04)were all insignificant. They only reported one gfigant negative relationship between
employees experience in the present posdiwhuser satisfaction (r=-0,16; p<0,05). The tattaild be
explained by the fact that the more experiencedragm is in his current position, the more familiafshe is
with all practices and the more he/she might resiange (i.e. a new HRIS) than an employee with les

experience.

The knowledge and skills of employees in relatmednsequences were subject to research asBmetiloyee’s
understanding of softwai@=0,04) hardware(r=0,12) programming(r=0,12) ancemployee’s general
computer experiencg=-0,01) were all insignificantly related to usatisfaction (Haines & Petit, 1997).
Adversely, Broderick and Boudreau (1992) found thatavailability of tracking applications and toalytical
skills of corporate staffesulted in better informed policy decisions. Thalthough knowledge and skills do not

necessarily enhance satisfaction with a systeng,dheimportant in achieving certain HRIS goals.

Furthermore, Haines and Petit (1997) were the mrdgarchers investigating the effects of suppattfannd

thatgeneral management supp@rt0,15) andmmediate superior suppoft=0,06) did not influence user
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satisfaction in a significant way (Haines & Pet®97). This is not to say that is not importancsithe authors
only examine the relationship with satisfaction.sh®wn in the section on factors affecting adoptiea see
that top management support is one of the drivarogofr's behind a successful adoption. More reseamdeded

to determine the effects of support on consequences

Training was mentioned by several researchersoffihvendor training(r=0,11) anccollege course§=0,14)
are insignificantly related to user satisfactimnrhouse training(r=0,34; p<0,001) anself-training(r=-0,19;
p<0,05) did show a significant relationship (HaigeRetit, 1997). Whereas in-house training was tbtm
enhance satisfaction, self-training was found terel@se it. Thus, according to these findings, degdions
should train their employees in-house but shoutdan@nge methods for self-training when they améray to
raise employees’ satisfaction with HRIS usage.ringi was also reported as important for organipatioying
to reach strategic goals with their HRIS. Hannoal e€1996) outlined the importancetodining HR
professionals in technical expertibg stating that HR professionals were usually abkolve micro-level
problems in an HRIS (enter data, edit data oreedridata) but usually do not possess the skillséothe HRIS
for reports or analysis that require a more magwpoint. Thus, considering these outcomes, inmtae

achieve more sophisticated use of a system, tajplays a crucial role.

Finally, user involvementvas mentioned in research by Haines and Petif7(1®#8wever, no significant

relationship between user involvement and usesfaation (r=0,13) was found by the authors.

3.2.5 Towards a framework

In summary, we found an abundance of factors gdkicade. One notable difference when compariregrels
on factors from the 1970’s and 1980's to the factnresearch of the 1990’s is the increase irarebeon
factors affecting consequences, which now compr4és of articles (45 of 111) as opposed to 19%hént0’s
and 80’s. Organizations in the 90’s were incredgingnvinced of the necessity of an HRIS and thanef
research is shifting towards the factors that afiegeted HRIS goals. However, it is still difficto grasp the
most crucial issues for HRIS success due to thigdihstatistical evidence. Per factor, we mostlynft evidence
from one publication and in most cases these iiga&ins were case studies as well. However, dungry aim
was not to measure strengths of relationshipsdifind factors which were empirically proven to iagh HRIS

implementations in a positive or negative way.

Most organizational benefits reported in this decagre found on the operational level, namely:.eased
accuracy, time savings and cost savings. On ther ddnd, as mentioned in the introduction for tésade, we
also found evidence for an increased role of HRgssionals from administrators towards decisiorpsup
partners, which indicate more strategic outcomesvever, saving time does not directly mean that HR
professionals are using this time for more sopdastid ends. Providing time and space to thesegmiofeals to
engage in more important tasks does not diredlysfiorm their roles in the sense that they areeteas crucial
in the eyes of decision makers from other departsnend top management. We therefore hitch on to the
findings of Kossek et al. (1994) and emphasizdrtiportance of organizational culture. Top managemerds
to support a cultural change towards an enhancedoléRby means of positioning the HR departmentreg¢io

other departments and engage HR decision makstgaitegic planning (see Kossek et al., 1994). lation to
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the latter, we pose that people consequences meaycal role. It is about the perceptions andwdts of key
decision makers, but also of employees lower ddwrhierarchy. Cultural changes in the context of IT
implementation are especially important during HRiplementations, due to the great number and siiyeof
people affected by it (Kossek et al., 1994). Nextulture and attitudes, training is also a sigaifit factor for
achieving sophisticated goals. Hannon et al. (129@)hasized that most HR professionals do not BRI& itb
their full potential. Either they are not awaretajdr they do not possess the requisite knowledgeskills. Once
again, we summarize all our findings from this adkra a contingency modétigure 6andFigure 7). Table 9
outlines all investigated relationships. Due togheat amount of factors leading to implementation

consequences we only mention categories and sebarés.
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Factors affecting HRIS adoption

Technology Factors
Applications & characteristics
Status quo

Integration falipnment
Proiect

Organizational Factors
Enowledge & skills
Organizational policies & practices
Resources

People Factors
Attitude /beliefs

Communication
Support & commitment
Training

Figure 6: Contingency model: HRIS adoption in the 90’s

Factors affecting HRIS
consequences

Technology Factors
Applications & characteristics
Data characteristics
Integration/alignment
Proiart

Organizational Factors
Demographics

Enowledge & skills

Organizational policies & practices
Project

Stratepic Alignment

People Factors

Culture

Demographics

Enowledge & skills

Suppoert & commitment

Training

Userand stakeholder involvement

Contingencies

Duration of development

Contingencies

Training HR. professionals in technical expertise

HRIS consequences

Organizational Consequences

Costs

Effectiveness

Efficiency

Cormmumication

HR status

Eelationships

Service

Integration/alinment

People Consequences
Attitudes fbeliefs

Satisfaction

Figure 7: Contingency model: HRIS consequences in 90’s
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Table 9: Relationships investigated in the literature 199099

+ = positive effect, - = negative effect, 0 = ndeet

Technology
factors

Availability of tracking applications
(functionality)

+ Quiality of policy decisions

Widespreadavailability of the system to
employees

+ Cost reductions
+Accuracy of HR administrative
activities

Type of technology used (mainframe and
pc-based)

+ Centralization of HR management
+Amount of systems integration

Ease of use

+ User satisfaction

Usefulness

+ User satisfaction

Use of online applications

+ User satisfaction

Number of applications now running

+ User satistact

Number® of applications planned

- User satisfaction

Wealth of available information

+ Decision making

Patched updating

- Speed HRIS
- Flexibility HRIS
- Data quality

Use of comprehensive data base

+ Cost reductions
+ Accuracy of administrative tasks

Outsourcing

+Cost reductions
+ Focus HR professionals on core
competencies
- Organization’s dependence on vendors

In-house development

0 User satisfaction

Documentation

+ User satisfaction

Organizational
factors

Age of HRIS department

0 User satisfaction

Organizational size

0 User satisfaction

Size of HR department

0 User satisfaction

Size of IS deparment

0 User satisfaction

Size of HRIS department

0 User satisfaction

Computer experience of firm

0 User satisfaction

Privacy & fairness policies

+- Employees’ priva&yairness
perceptions
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Degree of centralization of HR
management

+ Integration of subsystems

Standardization of HR processes

+ Degree of datalatdization across
organization

Integrated HRIS strategy

+ Effectiveness system
+ Efficiency system

HR part of strategic business plan

+ Operatiorfekcti’eness
+ Strategic focus HR

People factors

Organizational culture

+ Strategic HRIS goals

Employee’s age

0 User satisfaction

Employee’s education

0 User satisfaction

Employee’s experience in HRM

0 User satisfaction

Employee’s experience in the organizatign 0 Ustsfsation
Employee’s experience in present positian  + Ustsfaation
Employee’s understanding of software + User satigfa
Employee’s understanding of hardware + User satisfia
Employee’s understanding of programming + Usesfadtion
Employee’s general computer experience - Userfaatisn

Analytical skills of corporate staff

+ Quality oblicy decisions

General management support

0 User satisfaction

Immediate superior support

0 User satisfaction

Vendor training

0 User satisfaction

College courses

0 User satisfaction

In-house training

+ User satisfaction

Self training

- User satisfaction

Training HR professionals in technical
expertise

+ Strategic goals

User involvement

0 User satisfaction

3.3 Factors and consequences - A review from 2000 - 2010

We found a great increase in articles in this decautotal, 51 articles were used in our analysis.proceed

each section in the same way as previous decades.
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3.3.1 Spirit of the age and nature of the articles

One of the major differences with the earlier detds that the term e-HRM finally emerged. Befaeeproceed
it is important to establish the difference betwekRiS and e-HRM. Ruél et al. (2004) provided ushveitvery
clear distinction. According to the authors, thifedlence is that HRIS is directed towards improving
processes in the HR department itself, while e-HRHKlirected towards people outside the HR depaitticueah
improving services to them (Ruél et al., 2004) weshave seen in previous decades, HRIS are usedisi to
alleviate HR department’s administrative burdehlRM will thus provide more possibilities for sergic
improvement and role changes for HR professiot#gikila and Smale (2010) adhere to this descripéind
state that e-HRM changes the nature of interactiebseen HR professionals, line managers and emptoy

from face-to-face to ones that are increasinglyiated by technology.

In line with these developments, research in regeats also shifted from technologies targetingstigf to
technologies aimed at internal customers (Florkows®livas-Lujan, 2006). The authors showed thabp0
the number of applications targeted at internatarasrs surpassed those targeted at HR staff. Infauthe
system is thus increasingly provided by internal ¢tlRtomers, which automatically reduces the adtnatise

burden for HR professionals. This leaves them withie time to spend on other activities.

Not surprisingly, along with a switch from HRISéeHRM, we saw an increase in consequences in deareta
specifically in relational and transformational sequences. Remarkably, the studies were predoryinant

positive in the sense that almost none descrildaiares.

However, contrary to our expectations, statistitatlies are still the minority and research is datad by case

studies mostly providing anecdotal evidence.

3.3.2 Consequences of HRIS implementations

In total we found 87 consequences in this decadeuaed our familiar categorization scheme to ozgmtiiem
(Table 10).

Organizational consequences

The first organizational consequence concernssped ofcosts Numerous authors reported on cost savings as
a result of e-HRM implementations (Svoboda & Sclkrp@001; Jones et al., 2001; Chapman & Webst@&3;20
Ruél et al, 2004; Buckley et al., 2004; Panayottqoet al. 2007; Olivas-Lujan et al., 2007; Beul2@Q9; Oiry,
2009), however Buckley et al. (2004) were the aabearchers who underpin their findings with nuoarilata.
In their case study of 14 educational publishertheir introduction of a computerized applicantreéitnent and
screening system they found that within 3 years R@d $6 for every $1 spent. Chapman and Websté8§20
in their web-based survey of HR Managers (membktiseoSociety for Human Resource Management
(SHRM)) representing 125 organizations in the UShenuse of technologies in the recruiting, scregmaind
selection processes for job candidates, stated:tisatsavings are realized when organizations ritekeight
choices concerning in-house versus outsourcinglderent of a system. According to the authors,onde
development is only viable when it concerns a langgnization. We outline this factor further om his survey

of 88 Human Resource Directors in Texas city goremts in the US on the scope and perception HRIS
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effectiveness Reddick (2009) did not find supportdperational cost savings and thus counteracligrea

findings. However, this research builds on answersn by HR directors. More hard quantitative dataeeded

in order to draw solid conclusions.

Further, e-HRM was revealed to enhagrtfectiveness of operational HR practi¢Banayotopoulou et al., 2007;

Beulen, 2008; Ruta, 2009). This is also called ezl HRM effectiveness (Ruél et al., 2007; Haidsafleur,

Table 10: Consequences of an HRIS implementation 2000 6201

Organizational
consequences

Operational

Costs
Cost savings

‘Using the ROI method, the result
show substantial cost savings tha
can be attributable to
implementation of the automated
system’- Buckley et al. (2004, p.
238)

1

Effectiveness

Administration quality
Amount of information
Information/data quality
Information processing capabilities
Information autonomy
Information responsiveness
Effectiveness of HR practices
Size of applicant pool

Quality of applicant pool
Flexibility of HR

Applicant cheating

‘This web-based instrument allow
for the collection of extensive
demographic and job information
from users across the world, whic
otherwise might not be possible’
Cronin et al. (2006, p. 419)

Efficiency

Time savings

Administrative burden

HR Efficiency

Workload line management

Number of employees in HR labor force
Productivity

Levels of bureaucracy

Eliminated paperwork

‘..an investigation that might
have taken several hours in the
past, can be accomplished in a
matter of minutes’ Neary (2002,
p. 497)

Relational

Communication

Communication quality

Communication platform(online discussions)
Employees get informed about organizational
developments

Employee access to HRM issues

‘Improved communication- Ruél
et al. (2004, p. 377, Table 3)
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Relationships
Cooperation

Relationship with HR

Relationship with upper management
Relationship with manager, colleagues and clie
Usage of external professional links
Internships at other companies
Dehumanization of selection process

HR staff acceptance

Professional standing of HR professionals

‘..the majority of customers felt
that their (high) expectations were
met and they increasingly thought
that their relationship with HR hag

nimproved..’- Alleyne et al. (2007,
p. 304)

Service

Professional support of faculty and coaches
Quality of services to employees

Timeliness of services to employees
Empowerment of employees and managers to
decide on own needs

Training and development opportunities
Responsiveness to employees’ needs

HR professionals’ focus on functional HR
delivery

HR professionals’ focus on IT support activities
Line managers’ ability to meet HR
responsibilities

Support for attention management

Support for management effectiveness
Support for management decision making

‘..participants reported that the
reduction in time spent performing
administrative tasks allowed HR
personnel to spend more time
providing workforce consultation
to program managers’ Cronin et
al. (2006, p.419)

Transformational
HR planning ‘These global applications
Turnover contribute significantly to the

Ability to recruit and retain top talent

Human resource planning activities
Identification of (global) talent

Uniformity and completeness in evaluating and
managing human capital

Company image (employer of choice)
Organizational climate

Transparency and flexibility of internal labour
market

Employee development

company’s retention of its
employees: Beulen (2009, p. 282
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Integration/alignment

People alignment across subsidiaries
Replication capabilities for HR practices
Standardization of HR processes

Alignment of HR strategy with corporate strategy

Alignment of corporate and personal goals

‘Information system alignment
positively influences a subsidiary’
ability to replicate knowledge’
Morris et al. (2009, p. 984)

Uy

Knowledge management

Knowledge sharing/open culture
Knowledge management (creation, capture,
transfer, use)

Development of intellectual capital
Development of employee competence
Availability of learning resources

Role change for employees involved in training
Emergence of ‘communities of knowing’
Training results

Utility for performance appraisal

Quality of ratings

Participation in performance appraisal

‘Increased knowledge manageme
(creation, capture, transfer, and
use of knowledge} Reddick
(2009, p. 29, Table 4)

Strategic focus
HR’s focus on mission

HR’s scope directed towards strategic issues
HR’s competency directed towards business
issues

Information analysis

Strategic conformism

‘..functional specialists appear to
be more influenced by IT to speng
more time on transformational

issues, contributing to the broader

strategic issues of the
organization’- Gardner et al.
(2003, p. 175)

People consequencs

sAttitudes/Beliefs
Extent to which HRIS is seen as a crucial and
enabling technology
Level of security for ratings
Levels of supervisor accountability
Employee awareness, appreciation and use of
programs
Invasiveness
Role conflicts
Extent of human contact
Employee commitment

‘HRIS were seen as a crucial and
enabling technology

by HR professionals’ Hussain et
al. (2007, p. 82)

HR

Satisfaction

Satisfaction with performance appraisal
Service satisfaction with HR department
Employee satisfaction

Satisfaction with HR intranet

Client satisfaction with e-HR service

‘High client satisfaction with e-
HR service- Ruél et al. (2004, p.
377, Table 3)

2008). Inhis case study of 16 HR executives at Accentuggdlaal management consulting, technology

services, and outsourcing company with 175.000 eyegs in 49 countries as of 2008) on the way irctwhi

HRIS supports their employee retention managemeuotd® (2009) found that the system enharmstefits
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administration Also, increases iramount of datadata qualityandinformation processing capabilitiegere
mentioned by a number of scholars. Reddick (208prted that data accuracy improves when using BEHR
while Cronin et al. (2006) conducted interviewsha2 HR professionals working in federal agencies f@aund
increased information collection and processingaaifities. Moreover, Gardner et al. (2003), in their sureéy
357 HR Professionals and 357 HR Executives on thethe extent of IT usage impacted HR’s functidanst f
found anincreased information responsiveness by HR prajaass This means that by using IT, HR
professionals had access to more information anftiqovide more accurate and timely responsesRo H
questions by clients. Second, the more extenseéTtlusage thgreater information autonomy for HR
professionalsAs a result of an increase in clarity and compnsliveness of HR information, the HR
professionals were less dependent on informatimm fTtlients. Also, thamount of informatioincreased as a
result of e-HRM (Panayotopoulou et al., 2007; Beu009).

Using e-HRM in recruitment and selection was fotméhcreasapplicant pooland increase theumber of
minority applicantsthus positively contributing to diversity polisi€Chapman & Webster, 2003). However, e-
HRM usage also led to an increasaimer qualified applicantdNhen organizations do not anticipate on this
outcome, it can negatively impact time savings;aiit takes HR staff a lot of time to filter ouese applicants
and find those with the right qualifications foetjob. In the section on factors we discuss whatbfa to

consider in order to mitigate this issue.

Furthermore, e-HRM was reportediterease operating flexibilityReddick, 2009). In his case study of 4

French banking institutions with advanced expeendlended learning (e-learning and face-2-faai@ing)

Oiry (2009) reported that e-learning ledttaining flexibility since employees could choose their own moment in
time to train themselves. Ruél et al. (2004) cobellicase study research in 5 large organizatiots.(90
employees) and found that e-HRM stimulatiedibility over bureaucracywhich could enhance responsiveness

from the HR department.

One negative consequence of using e-HRM in recaritrand selection was presented in the forepgiicant
cheating(Chapman & Webster, 2003). The authors statedithah organizations administer an assessment test
via the internet it is very hard for them to detevenwhether it is really the applicant filling ihe test. Other
cheating issues were found in the form of competitrying to copy the selection tools availabletiom internet.

On the basis of these findings we can say orgaaimmshould be aware of these threats and decioie lupw to

use e-HRM for recruitment and selection purposesiristance, it is recommendable to let an applitifiin a

small test online and do the real assessmentndstation at the company.

Traditionally, e-HRM was promised to lead to effiecy gains. We found support for this promise. tase
study of 16 HR executives at Accenture (a globatag@ment consulting, technology services, and autsw
company with 175.000 in 49 countries) on the wawlvich HRIS supports them in their HR tasks, Beulen
(2008) found that use of manager self-service apptinsincreased efficiencyAdditionally, in his case
description of a large US-based multinational comypactive in automotive, aeronautical systems, e
electronics, and information systems on the devaéayg of a uniform performance appraisal and managém

system Neary (2002) showed thiate savingsvere a consequence of e-HRM. The findings were @sdirmed
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by Cronin et al. (2006) and Panayotopoulou et2f07). The last authors reported their findinga ofixed
method research on e-HRM adoption in Greece by mehri6 questionnaires administered to HR managats

focus groups with 3 HR managers from 3 differest@es: manufacturing, banking, telecommunications.

Efficiency gains were also found in the form ofexckase imdministrative burdeifRuél et al., 2004; Reddick,
2009). Reddick (2009) further reported that herditifind support for an increasedlume of workMoreover,
Bell et al. (2006), in their interviews with HR megsentatives from 19 Fortune 500 companies to exathie
linkage between electronic human resources (e-HR}lze reshaping of professional competence in HRM,
reported thaHR professionals’ administrative competem@s of less importance since the introduction-of e
HRM. Finally, overalloperating efficiencyReddick, 2009) increased and e-HRM in recruitnaamt selection
led to a morefficient screening proce¢€hapman & Webster, 2003; Buckley et al., 2004).

One important discussion within e-HRM research pwradttice is the expectation that e-HRM might ondhe
hand decrease administrative burden for the HRegedbnals, while on the other hand increasing tinddn of
line managers. Reddick (2009) investigated thiseésnd found no support for an increasedkload for line
managersHowever, in their case study of an e-HR impleragaonh in two strategic business units of a UK-
based leading global oilfield services provider, fitaand Reddington (2010) surveyed and intervieliesl
managers of the two subsidiaries. They found thatanagers experienced an increase in workldeohing
from the implementation of an e-HR system. The ¢enarcting findings can be explained by the sampésilby
the authors. Reddick (2009) interviewed HR direstarhile Martin and Reddington (2010) surveyed and
interviewed line managers themselves. Other types#arch, like for instance a longitudinal obsgoveor
guantitative measurement of line managers fromreedad after the implementation of e-HRM, couldvite

more objective results.

Reddick (2009) also found tipeoductivity of employeds increase as a result of e-HRM. However, thb@ut
did not find support foreducedHR labor forcereduced levels of bureaucraepdelimination ofpaperwork
As an explanation for the fact that HR labor fostayed practically the same we propose that HRepsidnals
could be used for more sophisticated purposes theteadministrative tasks diminished. Further, le/lei-HRM
has probably the potential to reduce bureaucrheynécessary organizational policies and procedseseed
to be in place to realize this potential. The sémids true for the amount of paperwork. When thé¢R
application offers, at minimum, the same functidgals paper forms, the organization needs to hales in

place which stipulate employees can only use tH&B} application instead of paper versions.

Furthermore, e-HRM was found to affect communigatiothin an organization. Ruél et al. (2004) and
Panayotopoulou et al. (2007) reportedraprovedcommunicationEmployees were gettirgetter informed
about organizational developmersisice they could take part in online discussidtigd{ et al., 2004), and had

better access to HRM issu@zanayotopoulou et al., 2007).

Moreover, we found in the literature that relatioips within the organization and between the orggtion and
outside suppliers, clients and partners were afteby e-HRM. Panayotopoulou et al. (2007) repooted
improved cooperatiowith HR. In their case study of HR managers arstamers of a customer services

division of a large subsidiary of a major teleconmigations organization which had developed and
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implemented a company-wide HR intranet Alleynelef2007) found that e-HRM led improved relationship
with HR Also, improved working relationships with upper manageménproved relationships with clients
and business and H&hdreceived HR staff acceptan(feeddick, 2009) were mentioned. Additionally, Gadn
et al. (2003) report th&dR professionals made greater use of external geid@al linkswhich kept them more
up-to-date on recent developments in the fieldalmved them to build and maintain networks, whichild
also result in a more innovative HR departmenthiir case description of Deutsche Bank's orgaioizatide
effort to transform the HR department into a styiteartner Svoboda and Schroder (2001) reportetiefact
thatemployees started more internships at other congsasi a result of e-HRM and that e-HRivihanced

employees’ team spirit

Finally, Hussain et al. (2007) conducted a survel0d HR professionals and interviews with 11 senio
executives (to whom the HR professionals reponteatking in small-and-medium sized and large UK
organizations and found strategic use of e-HRM withe HR department led to anhanced professional
standing of HR professionals within their organiaas as seen by the HR professionals themselves (p¥,00
and as perceived by the organization (p<0,001).é¥@n data from the interviews with HR executivesealed
that HRIS use had not enhanced professional stgndthin the organization but had done so in the
professional at large. The authors state thatcthigradiction may be a consequence of the pergistew that

HR is little value-adding to the company’s bottdrrel

We also found e-HRM to negatively impact relatiagpshFor instance Oiry (2009) presented findingg #how
that e-learning can lead talaterioration of the relationship with manager,leagues and clientd his was
caused by a discrepancy between the way the engleyéewed in the eyes of his direct managersthadvay
the employee views himself. While the employee bamself as ‘in training’ when using the e-learning
application at his workplace, the manager saw thgl@yee as generally ‘at work’. This then causéction
between employees and managers. The authors fetibered that organizations mitigated this issue by
providing different locations for e-learning not feom their working place. Unfortunately, this thead
negative consequences for the flexibility of theteyns. Organizations thus need to balance the-tffislan the
most optimal way. Moreover, Chapman and Websted3peported on thdehumanization of the selection

processbut did not find support for this outcome.

The improved relationships and communication meetibabove is related to the service provided byHRe
department. e-HRM was also found to directly imgaet/ice provision, in these sense tH& professionals
spent more time providing workforce consultat{8ell et al., 2006; Cronin et al., 2006) and e-HRIMreased
HR’s responsiveness to employees né€dmin et al., 2006). Additionally, Reddick (200@ported that e-
HRM led toimproved quality and timeliness of services to eyggsand clients His findings were confirmed
by Panayotopoulou et al. (2007). Olivas-Lujan e{2007), in their case studies of 4 large Mexioamed firms
from 4 different sectors (food and beverages, fir@rand commercial services, production and distion of
construction materials, information technology &R (business process outsourcing)), also revehigdt
HRM resulted in faster responses from HR departnietitus seems that the time HR professionalsdagea
result of automating administrative activities alx them to increase their quality of service talgaheir
clients.
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The literature also showed that e-HRM directly sdrifR clients. Research by Svoboda and Schréder on
learning reported that e-HRM providpdbfessional support of faculty and coacli®soboda & Schroder,
2001). Moreover, itmproved training and development opportunifiBsulen, 2009)empowered employees
and managers to make more decisions on their owntaheir needsenabled managers to be more effective
andimproved line managers’ ability to meet HR respbitisies (Reddick, 2009). Moreover, e-HRM was found
toincrease managers’ decision makiag a result of the increased information provigi®anayotopoulou et al.,
2007; Beulen, 2008). Further, in his case studgara, a world leader in his business market, Goetiht
(2010) investigated the way an IT system suppdtteccompany manager’'s environmental scanning pusesd
Environmental scanning was defined as the acquisénd use of information from an organization’s
environment. Since people are naturally limitethigir information processing capabilities, an I'Bteyn can be
used as a filter to allow relevant information otdyarrive at decision makers. The author investigian
application in Gama'’s intranet called ‘the Weeldyid found that it provided go@tipport for attention
managemersince information could be filtered by employeesider to relief the amount of information
reaching the managers. Finally, Gardner et al. 32@&ported that HR professionaigent more time on IT
supporting activitiesfter an organization implemented e-HRM. This dske additional knowledge and skills

from the HR professionals. A factor we will discdisgther on.

Research also showed that e-HRM facilitatestirategic reorientation of HR professiongReddick, 2009; Bell
et al., 2006; Panayotopoulou et al., 2007; Olivagh et al., 2007; Olivas-Lujan et al., 2007) . $hdR
professionals were found to spend more time orstoamational activities (Gardner et al, 2003) andld focus
more on their missiofReddick, 2009). This meant that HR professiomase more engaged in organizational
change activities, were increasingly seen as bssipartners (Haines & Lafleur, 2008) and tlseimpetency
was increasingly directed towards business is¢Bedl et al., 2006). Haines and Lafleur arrivedreir findings
by means of survey research of 210 senior HR ekesuat leading Canadian corporations. Other gfiate
issues e-HRM was found to support were risk takiRiggl et al., 2004), innovation (Ruél et al., 20844
environmental scanning activities (Guechtouli, 202& mentioned earlier, environmental scanning was
enhanced as a result of filtering out relevantrimiation by means of the HR system. Additionally{eM also

enabled to implement HR strategic decisions vepydig (Cronin et al., 2006).

HR professionals’ strategic orientation can be a&ix@d in light of the time savings and the increlaamount of
information and ways in which the information coblel used for strategic decision making. For ingaBall
(2001), in her survey of 115 organizations fromFm@ancial Analysis Made Easy (FAME) database thair
usage of HRIS applications for different HR actest revealed that especially large organizaticesiu
information from an HRIS for sophisticated inforisat analysis. Thus the information was used foremor

strategic decision making.

Some research does not support a strategic reatimmbf the HR department. In their case studg large UK
engineering company (40.000 employees) implementiadiRIS element of an ERP system for the purpbse
transforming the HR department to a strategic garthansley et al. (2001) found that the imple mgéoradid

not lead to change in responsibilities and roldsetanore strategic for HR specialists and employeggneral.
Several factors contributed to the failure to aehithese strategic goals. We will outline them latar section.
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Another finding by Guechtouli (2010) illustratechegative consequence of pointing all heads in dinges
strategic direction. In his study a potential doa¥ihfvas found in the form aftrategic conformisnwvhereby
employees only posted information for the manateswere in line with the organization’s curreotts, thus
missing out on opportunities going beyond the saufn organization’s current strategy. Howevenvaswill

outline further on, culture plays an important rimienitigating this outcome.

e-HRM was further found tpositively affect HR planning activiti€Beulen, 2009). Additionally, this was
presented in the form eéduced turnovéBuckley et al., 2004) and ancreased ability to retain employees
(Panayotopoulou et al., 2007; Beulen, 2009). Acogigl, Reddick (2009) showed that e-HRM increases
organizationsability to recruit and retain top talenEmployee attraction and retention was even ictlire
influenced by e-HRM, since e-HRM was reportegdaitively affect company imags an ‘employer of choice’.
Literature shows that organizations using the tatehnology were viewed as modern and progressive
talents (Panayotopoulou et al., 2007). In lighthafse findings, Ruél et al. (2004) reported olm@anizational
climate changelirected more towards flexibility and better wdifle-balance as a result of e-HRM, which also

contributed to attracting and retaining talenteglayees.

Concerning development of employees the resultwstidhat e-HRMenhanced employee development
(Panayotopoulou et al., 2007). Ruél et al. (20@pprted on the finding that e-HRM enabtedployees to
choose their own development paitlich could increase the above mentioned compaage as well.
Enhanced development could be explained by theliatte-HRM led tainiformity and completeness in
evaluating and managing human capiilleary, 2002). For large or global companies,dhia showed that e-
HRM provided for &ransparent and flexible internal labor mark&uél et al., 2004) and it facilitated
identification of (global) company tale(leary, 2002). Thus, according to these findimgshe case of
employee planning e-HRM played an instrumental imolstoring, aligning and managing employee datdewh

simultaneously providing a flexible platform for ployees to fulfill their own training and developnieneeds.

Furthermore, our review brought up evidence shouliag e-HRM facilitatedntegration of HR strategy with
company strategfRuél et al., 2004; Panayotopoulou et al., 200® strategic integration of HRM with the
company strategy, structure and culture is achi¢iwexigh e-HRM by on the one hand centralizing and
standardizing HR-policies and practices and orother decentralizing their execution (to line maragnt and
employees) (Ruél et al., 200&tandardization of HR processas an outcome of e-HRM was also found by

Cronin et al. (2006), thus supporting the findihgtte-HRM contributes to strategic alignment.

In their case study of HR unit managers of 20 MMNM@d their survey of 263 HR managers Morris et2400)
investigated if the alignment of formal HR processeformal people alignment and information system
alignment contributed to a subsidiary’s replicatt@pability. The latter referred to the extent tuck
subsidiaries were able to replicate HR practicemfheadquarters. The authors found that IS alighmen
significantly contributed toeplication capability(r=0,22; p<0.05). It did not however contributepople
alignment(r=-0,7). The authors explained this by saying #ftective IS in HR make the need for aligning

people less necessary. Next to aligning strategiefRM was found to facilitataelignment of personal goals
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with strategic goalgPanayotopoulou et al., 2007). This was conneittélde earlier finding that e-HRM enables

employees to choose their own development pathimgth organization.

Concerning knowledge within the organization wenfdusupport foincreased knowledge managementhe

form of creation, capture, transfer and use (Rédd609). Further, e-HRM was found to enhance the
development and maintenance of intellectual cafiRata, 2009) andealized a growth of employee competence
(Ruél et al., 2004). Ruta (2009) came to his figdiby conducting a case study at a leading intemait
consulting firm on the implementation of an advahedR portal and the way it contributed to intellesdtcapital
creation, maintenance and leverage. He furthematedehat this portal contributed tdkkmowledge-sharing

culture (Ruta, 2009). A finding also supported by Ruéle{2004), who reported onnaore open culturas the
result of the implementation of an HR system. Hilistad Munkvold (2005), in their case study at Eucson

the implementation of an IT-supported competenceagament system, found temergence of communities of
knowingas a consequence of this system. By using thersygimployees became aware of other employees in
the company with similar knowledge. Consequentlyumber of employees regularly engaged in such

communities.

In their case description of Deutsche Bank SvolardhSchrdder (2001) also reported evidencglfavally
available resources for learning his is related to the above mentioned evideocée standardization of HR
processes and practices as a consequence of e-WRNherefore pose that organizations which actajlpb
may have good reasons for implementing an HR sydtéoreover, Oiry (2009), on his study on e-learning
found that it led tdoetter training resultsThis was a result of the possibility to custontizéning material to the
level of the trainee. Also, the use of e-learniagutted in ahange in role®f all those involved in training. For
instance, trainers needed to be competent projasagers since they had to be able to get IT pegmehic

designers and pedagogical experts to work togéthereate e-learning content.

Finally, in their quasi-experimental study on enygle's reactions to the use of an online performappeaisal
(PA) system and the traditional paper-and-pen@RPapproach Payne et al. (2009) compared reactibas
group of 83 employees evaluated with the P&P apgir@ad 152 employees evaluated with the onlineeryst
Contrary to the expectations of the authors, P&paadents reportdugher quality of ratingshan the ones
evaluated by the online version (F(1,158)=8,04;,05) Despite the fact that employees rated byttime
application reported higher levels of utility, théference between the levelsutility for the performance
appraisal or the extent to which the employee learned \@d&imformation from the evaluation, was also
insignificant (F(1,158)=0,89; p>0,05). Finally, ord employees reported significantly higher lels
participation in the performance appraistilan P&P employees (F(1,158)=9,50; p<0,05). Thest
differences were found to be insignificant, whichans that rating employees by means of e-HRM will
approximately yield similar results. However, moigective ratings of the constructs investigateedn® be
considered in order to draw well-grounded conclesid he fact that employees themselves were the

respondents might be a bias to the research.
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People consequences

Most people consequences we derived from literataneern impacts on attitudes and beliefs of ugéwssain
et al. (2007) found positive attitudes towards eMHR the form of HR professionals who s&HRM as a
crucial and an enabling technologlg-HRM was also reported tmprove employee awareness, appreciation
and use of HR progran{®eddick, 2009) anthcrease employee commitmé®livas-Lujan et al., 2007).

The results of the earlier mentioned research igp@at al. (2009) show thivels of supervisor accountability,
or the supervisor being required to give feedbai{@ justify performance appraisal ratings, wegaificantly
higher for the ‘online employees’ than for the P&mployees (F(1,158)=8,36; p<0,05). Further, botups
reported approximately the sateeel of security for ratingé~(1,158=0,01; p>0,05). Thus, supervisors were
seen as more accountable when using the compuiensyand the appraisal via computer system wasaseen
secure as the paper and pencil version. Percepifongasivenessas another outcome investigated by
Lukaszewski et al. (2008) in their experimentslom éffects of ability to choose the type of HR eys{real-life
vs. digital) to which data would be disclosed (cleovs. no choice), and type of information disatbgeedical

vs. non-medical). We outline these relationshipsunsection on factors.

Oiry (2009) reported on negative people outcomessleairning. A negative consequence was tlhaelkof
human contactvhich could be detrimental for the learning pracdserefore, the organizations under
investigation engaged in blended learning or a doatlon of e-learning and face-to-face learningwduer, a
problem with blended learning, and especially Wit e-learning part, was the fact that it couldilezrole
conflicts As mentioned earlier, the employee saw himsefinasaining’ when using the e-learning applicatio
on his workplace, while the manager saw the emgl@gegenerally ‘at work’, which caused the roleflcts.
Organizations mitigated this issue by providingféedent e-learning location than the employeegular

working place.

e-HRM was further reported agneficial to employee satisfactifanayotopoulou et al., 2007). Our review
also showed amcreased service satisfaction with the HR depantr{leukaszewski et al., 2008) ainttreased
satisfaction related to HR processesa result of the earlier mentioned better HRaesiveness to employees’
needgqCronin et al., 2006). The findings of Alleyne &t@007) revealed high client (managers and other HR
customers)satisfaction with the HR intraniEhe same holds for Ruél et al. (2004), who foliggh client
satisfaction with overall e-HR serviceayne et al. (2009) compared computerized pednom appraisal with
traditional (paper and pencil) appraisal and regabthat employees which were evaluated by meaas of
computerized system did not differsatisfaction with the performance appraisadn employees evaluated by
means of paper and pencil (F(1,158)=0,86; p>0Jd5ummary, most authors report positive findinggarding
satisfaction. Clearly, earlier mentioned organizadil benefits are also noticeable on individuaélsv

3.3.3 Factors affecting e-HRM adoption

We found 77 factors affecting the adoption of e-HRMble 11)and once again categorized them as

technology, organizational, peopd&denvironmental factors.
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Technology factors

Factors relating to the applications and charastiesi of the applications were also found in tlésatle. Ruél et

al. (2004) reported that withoutctear and easy structure of informatiemployees and line management were

afraid of spending time in exploring the e-HR todtshis survey research of 110 organizations mg&pore Teo

et al. (2007) tested a number of factors on timgiuénce on adoption of an HRIS, and foutepartmental

relative advantag@as a significant factor affecting an organizati@uoption of a system (F= 7.927; p=0,006).

Relative advantage was defined as the benefitsRifS lHrings to either the department or the orgditinaas a

whole. Furthermoregxperienced usabilitwas also reported to significantly impact attitudeards e-HRM

(B=0,21; p<0,01). When taking into account the déferparticipants, namely managers and shop-floor

employees we saw thakperienced usabilitwas significant for shop-floor employeds0,21; p<0,01).

Experienced ease of uaas, however, not found to be significant (Voermé&rnvan Veldhoven, 2007).The

authors reported their findings on the basis obrlime questionnaire research of 99 managers and 25

employees within Philips (Electronics) Netherlands.

In his survey of 60 Malaysian employees in manuifidcyy SME's(<250 employees) Hooi (2006) showed Ifhat

infrastructurewas an important factor in considering the adaeptibe-HRM. Furthermore, Reddick (2009)

found that

Table 11: Factors affecting e-HRM adoption 2000 - 2010

Technology
factors

Applications & Characteristics
Clearness of information structure
Experienced usability
Experienced ease of use
Departmental relative advantage

‘..employee attitude towards E-HRM is influence
by multiple factors. In this research, two main
factors were found to improve this attitude: first,
positive experiences with an IT system (especial
its experienced usability).-"Voermans & van
Veldhoven (2007, p. 899)

Status quo
Technical/IT infrastructure

‘Technical infrastructure not in place (as success
factor)’ - Reddick (2009, p.31, Table 5)

Integration/alignment

Compatibility of HRIS

Language standardization
Integrating vendor software with in+
house software

Developing customized system
content

‘Compatibility was found to influence the decisio
to adopt HRIS- Teo et al. (2007, p. 58)

Project
Outside vendor

Availability of pc's

‘The availability of PC’s in all ‘corners’ of the
company.. are important requisites for the succe
of e-HRM'’ - Ruél et al. (2004, p. 376)

Organizational
factors

Demographics
Organizational size

Sector

‘Another critical success factor (in e-HR adoptior]
was the banking sector’s characteristics and

~

culture’ - Panayotopoulou et al. (2007, p. 288)
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Organizational branch

Knowledge & skills

HRIS expertise

HR’s IT absorbative capacity
Expertise in IT

Change management

Language capabilities of employee

\°2

‘HRIS expertise is another significant factor
influencing

the decision to adopt HRISTeo et al. (2007, p.
58)

Organizational policies & practices
Guaranteeing confidentiality and
security of input data

Work organization

Employment structure (insignificant
Configuration of HRM
HR ICT governance

‘The configuration of HRM (H6) does generally
influence e-HRM adoption, since
institutionalization, comprehensiveness and in
particular strategy prove to be significant for
adoption’- Strohmeier & Kabst (2009, p. 494)

Project
Mapping HR processes

Ability to prove need or potential
pay-back

Identification of HR needs
Cross-functional project team
Project in hands of HR

Clear e-HRM goals and planning
Internal marketing of
system/Constant communication
processes

Collaboration between departments
(especially HR and IT)

Developing shared vision between
HR and IS manager

Consulting external advisor

n]

‘..preparing staff through marketing efforts.. is a
critical component of system success since thes
efforts increase user ‘buy-in’ and system usabilit
- Cronin et al. (2006, p. 422)

Resources
Financial resources

‘..one of the main constraints of implementing e-
HRM is the element of costHooi (2006, p. 477)

People factors

Communication

Communicating about intended
HRIS use

Consultation about implications of
new system

‘The application now functions well, but it had a
difficult start because its intended use had not be

well communicated about’ - Beulen (2009, p. 282

~

Culture

Organizational culture
Organization’s subjective norms
HR innovation climate

‘The survey results identified four factors with
relation to the adoption of corporate websites for
recruitment — these have been named subjective
norms,,’- Parry & Wilson ( 2008, p. 666)

Demographics
Age (insignificant)
Gender (insignificant)

Job experience (in years)

‘Regarding organizational demography (H3) age
gender, and education do not influence adoption
Strohmeier & Kabst (2009, p. 492)
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(insignificant)
Education (insignificant)

Knowledge & skills

PC skills of management and
employees

HR professionals’ IT skills
Knowledge of IT (insignificant)
Individual IT competencies
Employee’s knowledge of language

‘All participants indicated..individual IT
competencies as critical success factors for e-HHR
adoption and use’ Panayotopoulou et al. (2007,
287)

Leadership
Visonary, supporting and encouring

leader

Presence of system
champion/advocate
Supportive leader with change
management skills

‘For line managers, the results showed that, as
predicted, this group was receptive to change an

=4

d

the introduction of the new HRISs where the leader

was supportive and effective in change leadersh
- Wilson-Evered & Hartel (2009, p. 381)

Psychological factors

Trust between members of project
team

Mindset of line management and
employees towards e-HRM
Strategic HR preference
Employee champion preference
Administrative expert preference
(insignificant)

Beliefs about relative advantage of
HRM

Resistance to change

Security and privacy fears

Group morale

Workplace distress (stress)
Confidence with technology skills
Job satisfaction

Perceptions of HR staff

‘The level of job satisfaction had a significant
positive relationship with attitudes towards new
ideas (in this case: a new HRIS)Vilson-Evered
& Hartel (2009, p. 381)

p

Support & commitment
Commitment from management
Commitment from employees
Top management priority

Top and line management
commitment towards e-HRM
strategy

Top management support
Experienced user support

‘..as adopting the HRIS may have significant
impact on

work practices, top management support is cruci
to overcome possible internal resistance to the
adoption of HRIS and ensure successful
implementation- Teo et al. (2007, p. 58)

Training

Training of HR professionals
Manager training

Employee training

‘Manager and HR training is another important
aspect of the system success.. training is anothe
way to increase buy-in and reduce apprehensior
related to the new systemCronin et al. (2006, p.
420)

=
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User/stakeholder involvement ‘It is critical that job incumbents or other type$

Involvement of HR specialists Subject Matter Experts (SME) are involved in the
Involvement of IS specialists creation of this content (of HR system{ronin et
Involvement of subject matter al. (2006, p. 419)
experts
Environmental Union presence No citation available. Result is presented in table
factors Union presence (Haines & Lafleur, 2008, Table 1)
Country economic development ‘..Eastern business systems accordingly show high

Country’s economic development | adoption rates (as opposed to Western systems
Strohmeier & Kabst (2009, p. 495)

Country culture ‘The different stages of e-HRM adoption between
Country culture the four cases presented illustrate distinctive

influences stemming from Mexico’s..culture’
Olivas-Lujan et al. 2007, p. 430)

when atechnical infrastructure was not in pladeseriously hindered e-HRM adoption. Considetihgse
findings, it is obvious that organizations needh&we the right infrastructure in place in ordecomsider

implementation of e-HRM.

Related to the previous factors, results also atdit thecompatibility of e-HRMvith the systems already in
place as an important factor (Teo et al., 2007di#ahally, Chapman and Webster (2003) reportetl tha
problems with integrating vendor software with iodise softwar@ose a serious limitation on the e-HRM
implementation. Furthermore, in their survey of 489 HR managers and directors Parry & Wilson (2009)
investigated which factors were associated withaith@ption of online recruitment tools such as thigorate
website or commercial job boards. Specifically thesestigated factors derived from the theory afrpled
behavior (Ajzen, 1991) and the theory of diffus@frinnovations (Rogers, 1995) and found that threqretage
of vacancies advertised via commercial job boars wHuenced bynternal compatibility
=0,206;t=3,397;p=0,001). Internal compatibility wast found to influence vacancies advertised v&a th
corporate website€0,034;t=0,657;p=0,512). Internal compatibility wadefined as the degree to which an

innovation is perceived as consistent with existialyes, past experiences and needs of potentbates.

Concerning integration and alignment, Heikkila &rdale (2011) conducted 18 in depth-interviews with
subsidiary HR managers from 2 European MNCs ortfeets oflanguage standardizatioon the acceptance
and use of e-HRM systems and reported that it coale either positive or negative effects dependimthe
language capabilities of employe@&ysfunctional effects were found in the form dffsoc usage of an old
system and resistance to the new system. We thierpése it is only recommendable to use one uravers
language when all users are familiar with that teage. Also of importance wagveloping customized system
content(Cronin et al., (2006). The authors found thag flactor contributed to the adoption of a systamesi

employees will work with the system to a greatdeekwhen it fits their specific needs.
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Concerning the implementation project Ruél et2004) revealed that thevailability of pc’swas an important
success factor. Although this finding might seeraightforward, employees working in production nhpsio

not have a personal computer. In this case, orgtoirs need to be more creative in order to reafémefits of
e-HRM, like for instance placing PC'’s in every depeent and allowing employees time to fill in thpgrsonal

forms.

Organizational factors

Organizational demographics were found to playl@irothese decades as wékganizational sizavas the
most frequently mentioned demographic affectingatido. In their survey of 147 HR practitioners ity

Kong Ngai and Wat (2006) reported tloaganizational sizevas a significant factor in the adoption of an BRI
whereby larger companies were more likely to adopystem2=52,987; p=0,00). Also, Strohmeier and Kabst
(2009) examined which general and contextual faattftuence cross-national organizational adoptibe-

HRM by means of a survey of senior HR manager8B862rganizations in 23 European countries anddoun
thatorganizational sizaignificantly affected e-HRM adoption in the setisat larger companies were earlier
adopters{=0,332 ;p<0,001). Additionally, Teo et al. (2008sdribed the same finding (F= 35.746; p=0,000).
Thus, on the basis of these findings we can sayathgption is more widespread among large organizst
However, Chapman and Webster (2003) revealed ticaessful adoption was more widespread among small
organizations. The results suggested that integratith large existing systems that are difficuitl®xpensive

to modify may be one contributing factor to thifeef. However, more research is needed to disoshirh
factors mediate or moderate the relationship batveeee and success. Important to note is thdtarstudy by
Chapman and Websterganizational sizavas also found as a contingency factor for thastat of developing
software in-house or buying off-the shelf applioasi, whereby smaller organizations could gain npooét

from off-the-shelf applications. For large orgatiaas it was important to determine whether exgsgstems

are hard to modify, and if so, they could be marecessful when developing a system in-house.

Sectorplayed a role in the adoption of systems as v@ilas-Lujan et al. (2007), in their study on 4dar
Mexican owned firms from 4 different sectors (famtt beverages, financial and commercial services,
production and distribution of construction matksignformation technology and BPO(business process
outsourcing)) reported that from the investigatectars, the banking industry was the most advaimceeHRM
adoption. This was caused by the fact that larg&dbalso operate internationally. Strohmeier andsté2009)
also outlined that the banking sector was positivelated to adoptiorpe0,347 ;p<0,05) whereas the building
sector p =-0,543 ;p<0,05) was negatively related. The ssqtablic $=0,219) , agriculturepc-0,308),
manufacturing {=-0,210), retail §=(-0,460) and other sectd3<0,321) did not yield significant results. Further,
the findings by Panayotopoulou et al. (2007) shothedl sector and sector characteristics, suchasrsaulture
towards technology, affected adoption of e-HRM. iRstance, the telecommunications sector was fasnd
more technology friendly than the manufacturing@e(Panayotopoulou et al., 2007). Next to sector,
organizational branclwas also reported to significantly affect attitsdewards e-HRMB=0,15; p<0,01),

specifically for employee$€0,19; p<0,01).
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Furthermore, an organization’s knowledge and shilise revealed as important aspects for adoptieo.€r al.
(2007) mentionetiRIS expertisas significant influence on adoption (F= 7.9110896).Generalexpertise in
IT was also found to impact the adoption of a sygtdaoi, 2006). In their web-based survey of 136and
Canadian firms on the influence of HR IT governaamangementsegarding intensity of e-HRM usage,
Olivas-Lujan and Florkowski (2010) revealed thH®’s IT absorptive capacitfi.e. the ability of a firms
employees to develop relevant knowledge basesgnizmvaluable external information, make apprdpria
decisions and implement effective work processelssamuctures (Cohen & Levinthal, 1990. p. 267))swa
associated with the presence of an HR technologgnplion and human resource technology intensity whign
the responsibility for the HR system (IT governgneas, among other departments, in the hands dfthe
department as well. In short, HR’s IT absorptivpazty was thus found to indirectly influence theensity of
IT. We outline the importance of a technology chaampgurther on. Moreover, Reddick (2009) revealeat the
change management skillsailable in an organization were a barrier to SIRtloption. As we showed in
previous chapters, the implementation of HRIS nyasttjuired employees and managers to change tieent
ways of working. We therefore pose that adequaaegh management skills can make a difference itheghe
employees will adopt these new ways or resistifitalfy, concerning the above mentioned language
standardization, an important contingency factoicviinfluences the effects of this standardizati@s
employees’ knowledge of languadeeikkila and Smale, 2011). Thus, these findingsssthat depending on
employees’ knowledge level of the language in whighsystem is standardized, organizations canceéxpe

positive or negative effects for adoption.

Concerning organizational policies and practiceglRtial. (2004) founduaranteeing confidentiality and
security of input datas an important factor for employees to feel cotafile when using a system. Further,
Strohmeier and Kabst (2008ported thatvork organizatiorwas significant for adoption in the sense that
organizations who engaged more in telecommutingifsigntly adopted e-HRMpBEO0,388; p<0,001). Also,
configuration of HRMi.e. the extent of institutionalization or existe of a formal (strategic) HR department)
was found to significantly affect adoptiop=0,335; p<0,05). On the other haet)ployment structur@he
extent to which organizations used temporary axdipersonnel) was not reported as a significanofd=-
0,022). Moreover, as mentioned earlidR IT governancenediated the relationship between HR function
factors (the previously mentioned HR’s IT absomtbapacity and HR innovation climate we discuss lah)
and organization’s intensity of HR technology ahe presence of system champions whereby it polsitive
mediated the relationship when HR IT governanckuded the IS department as well (Olivas-Lujan &
Florkowski, 2010).

Factors regarding the e-HRM implementation proyeste also found in this decade. In their 2 yeanegfnaphic
case study (observations, 10 interviews, documeatiysis and field notes) of HR and IS managers imgrkn a
three year global HRIS project for an American cogpion, Tansley and Watson (2000) reported thatrsé
factors influenced the success of the e-HRM progath as the use oftaoss-functional project teamith
representatives from HR and IS, thapping of HR processeasdidentification of HR needsy means of a gap
analysis. The fact that thprojectwasin hands of the HR departmenés revealed as an important factor as

well, since they were the ones with knowledge of ptBcesses. The organization atemsulted external
56



advisorsto decide upon an outside vendor, since they dichave the necessary expertise in-house. As
mentioned in their paper: thmplementation should be termed an HR rather tmalT goroject. Furthermore,
clear e-HRM goals and careful planning of goadsre found of paramount importance in convinciegra of
the usefulness of e-HRM and thus the adoption @&l et al. 2004). Panayotopoulou et al. (200ppsrted
the findings of Tansley and Watson (2000) in thessethat they emphasized the importance of thorough
collaboration between departmerfespecially between HR and IT departmefdasthe success of an
implementation. Related to the lattedisveloping a shared vision between HR and IS masageeported by
Tansley and Newell (2007). They outlined findingso ethnographic narrative study of an IS and Hidager
working in a North-American owned corporation 0£080.000 employees during the agenda setting stage
global HRIS implementation, whereby the managenshasized the importance of this shared vision for
stimulating collaborative leadership during implenadion and the success of an adoption. As theult®
showed, development of a shared vision could hétéed through meetings where there was givemréar
introduction of each others’ viewpoints and a djmle was stimulated. Alsaternal marketing of a systewas
important for gaining support, creating system bugnd reducing apprehension about using a newersyst
(Cronin et al. (2006). Successful marketing mettsadgested during the study included offering syste
demonstrations to HR staff and managers, sendmgiks-that describe the functionality of the newtsyn,
posting links to the new system on the HR websligsseminating information about the system via wafrd
mouth, providing just-in-time training to users andlding ‘buy-in’ among department leaders andihgv
leaders promote the system. This factor was alsorted by Tansley and Watson (2000) who calbitstant
communication procességtween the project members and the rest of thentration. By means of newsletters
and regular ‘road shows’ the employee’s receivatstamt updates and were enabled to identify tlogicerns.
Finally, a major obstacle during the implementatioocess was described in the literature asalnility to
prove need or show potential paybdBeddick, 2009). In this way, top management stppdich we discuss

in a later section, is hard to realize.

The findings also showed that an implementatiomotatart or thrive without adequate resourcesegource
mentioned by Hooi (2006) was the availabilityfiofincial resourcesinadequate budget/funding (Reddick,
2009) and an organization’s economic situation ¢(aig: Munkvold, 2005) were found as major hindrante

implementing an e-HRM system as well.

People factors

The aspect of communication is another importapéetsmentioned as important in the adoption of évHRN
the way in which e-HRM supports employee retentr@nagement, Beulen (2009) outlined that the apjdica
for benefits administration which he investigated fa difficult start due to lack @bmmunication about
intended use of applicatioit.thus seemed that the organization had notlgleammunicated about how the
application should be used and for what purposks, Martin and Reddington (2010) investigated -&hRe
implementation in two strategic business units fauthd that the line managers from both SBU’s détem
their attitudes towards e-HRM. As a factor for tregative attitudes of one of the business unitsitltieors

mentionlack of consultatiorabout the implications of the new system.
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Other findings show the importanceafjanizational cultureFor instance, Panayotopoulou et al. (2007)
reported that organizational culture was a detenmgifactor for implementation success. Thus, adigeto these
findings, when an organizational culture is IT-frikly, there is a greater chance for success. Gmnesngly,
Chapman and Webster (2003) fowsrdanizational cultureas a determinant for the adoption of systems. The
authors outlined that organizations with a peopientation (respect for people, excellent employesi]-
managed, people orientation) were more cautiousrfplementing new systems than organizations with a
dynamic culture (growth-oriented, aggressive, dyicamnovative). In accordance with this, the above
mentioned study of Martin and Reddington (2010}wem separate business units mention most positide a
negative attitudes towards the e-HRM implementatiomd be attributed to the difference in recepiags
context of the two subsidiaries, like for instatice lack of integrated culture with head quartdrse(to the fact
that the subsidiary was acquired externally andgnoivn from headquarters). Finally, Parry and Wil$2009),
also found thasubjective normsr the dominant attitudes and beliefs within aganization, were positively
correlated with the decision to adopt online reoneint tools such as the corporate website or coxiaigob
boards. Specifically, they revealed that the paeggof vacancies advertised via the corporate itechyere
significantly impacted by subjective nornfs=0,426;t=7,647;p=0,000).

A number of demographics were investigated ornirtividual level as well. Howeveage (B= 0,08),gender
(B= 0,02) andob experience (in yearspE 0,01) were all reported as insignificant in riglatto attitude towards
e-HRM (Voermans & van Veldhoven, 2007) aamgk (3=0,003),gender(p=-0,001) andeducation(f=0,001)

also resulted in insignificant relationships wittoation (Strohmeier & Kabst, 2009).

Furthermore, the literature showed that individuadwledge and skills impacted adoption success.
Panayotopoulou et al. (2007) reported thdividual IT skillsandHR professionals’ IT competenere clear
contributors to the successful adoption of e-HRNGieece. Additionally, Ruél et al. (2004) foundtthdoption
was positively influenced by thee skills of management and employd&&entrary to these findings, quantitative
research of Voermans and van Veldhoven (2007) wasupportive oknowledge of I'as an important factor.
They revealed that knowledge of IT did not sigrifidy influence attitudes towards e-HRBE(-0,02).
However, attitude towards e-HRM did not have a salgsal relation with adoption. Research on agisushows
that not only attitudes, but also subjective nofths way other individuals or groups think one dtddaehave)
and perceived behavioral control (the amount otrobione has over his/her behavior) influence dnention
to behave in a certain way (Ajzen, 1991). Thiscffe also known as the Theory of Planned Behgmen,
1991).

Another important influencing factor we found waadership. Tansley and Watson (2000) show that the
presence of gisionary, supporting and encouraging leaddrich advocated the project was of great impoganc
for the adoption of a system. In line with this,dtad and Munkvold (2005) and Olivas-Lujan and Fdevkki
(2010) reported on the importance of tiresence of an HR technology champidiich stimulated commitment
and focus towards a system. Additionally, in tlseirvey of HR staff and line managers in five haamdistricts
directly involved in the implementation of HR/palriotegrated HRIS (34 respondents) and an autognate
rostering system (26 respondents) on the key déatants of successful information systems implententa

Wilson-Evered and Hartel (2009) revealed that HE stere more open to new ideas and the introdnaifaan
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HRIS when thdeader wassupportive and effective in change leadergFi(b,42) =2,514; p =0,016). The same
was found for the line manager group (F(5,47)=3,4240,001) (Wilson-Evered & Hartel, 2009).

Next, a great number of factors were categorizgusgshological factors. Tansley and Watson (200&jfied
thattrust between members of the project tewas of paramount importance for the successfuberdion
within a project team and the eventual adoptioa system. Also, Parry and Wilson (2009) reportedbsitive
beliefs about relative advantagg=-0,130;t=-2,499;p=0,013) amtgative belief§$=-0,243;t=-5,213;p=0,000)
significantly impacted adoption of e-HRM. In accande with this, Olivas-Lujan et al. (2007) inveatied
employees’ mindset towards e-HRIkd revealed that some employees who thoughethRM would increase
their workload due to the fact that they had thiffilcertain forms themselves showed resistan@hamge. In
line with this, Ruél et al. (2004) stated that wiiae management and employees have no willingteesse the

system a change in their mindset is necessarydier@o achieve successful adoption.

Staff resistance to changes also mentioned as a barrier to adoption bylRked2009), thus highlighting the
importance of mitigating this resistance once m@ther barriers mentioned by Reddick (2009) vesreurity
and privacy fearsEspecially with e-HRM, a system which pre-emihehblds privacy sensitive information
about all members of the organization, this didawhe as a surprise. On the basis of these findiegsan say
that it is of paramount importance that organizatiguarantee the security of personnel data as asipbssible
in order to mitigate fear and resistance.

Furthermore, Voermans and van Veldhoven (2007)sitigated some curious factors derived from UlridhR
professionals’ roles (1997). Specifically, theytégisthe relationship between the extent of an eyegs’
preference for an administrative expert, employeamion, strategic partner and change agent itiaelto
attitude towards e-HRM. They found that when emeésyhave preference for an HR professional in a
strategic role(both strategic partner and change agent) theyahmdre positive attitude towards e-HRM
(B=0,34; p<0,01). This was also the case when empk@e0,32; p<0,01) and managef=0,38; p<0,01) were
investigated separately. On the other hand, wheyi@mes have preference for an HR professional in an
employee champion roteey have more negative attitudes towards e-HR#MQ,13; p<0,05). This was also the
case for both employee~-0,13; p<0,05) and managefs{0,21; p<0,05). The role of administrative expert
was insignificantly related to attitude. As an exption we suggest that employees with a prefereman
employee champion-role value the face-2-face comtdb an HR professional, and thus prefer face@ef
contact above digitalization. On the other handemvemployees prefer a strategic role for an HRgsibnal
they see e-HRM as a tool for achieving a moreegiatfocus for HR. This is also in line with theoak
mentioned finding of organizational culture by Cirggm and Webster (2003) who stated that organizatigttn

a dynamic culture achieved adoption to a greatemgxhan organizations characterized by a peagptare.

Furthermore, Wilson-Evered and Hartel (2009) fothat HR staff was more open to new ideas and the
implementation of an HRIS whegroup moralewas high (F(5,42) =2,988; p=0,005) and there wasvdevel of
workplace distresgéstress) (F(5,42) = —2,206; p=0,033). Line managlowed to be more receptive when they
felt confident about their technology ski(l5(5,47) =3,314; p=0,002) and fehtisfied with their job
(F(5,47)=2,143; p=0,037).
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Finally, Martin and Reddington (2010) found tipatrceptions of HR sta#fiso influenced employees’ attitudes
towards e-HRM. Their study showed that when emmeyead negative perceptions of HR staff, they \aétse
less receptive for e-HRM. The reason the invesigjine managers had negative perceptions of HRvets
that they felt undervalued since, in their own agin HR staff did not have enough knowledge abbetrole the

line managers played in the organization.

A next category of factors we found pertain to¢htegory of support and commitment. Hustad and Maiak
(2005) reported that gainirgpmmitment from management and emploj@eards the e-HRM project was an
important factor for successful adoption. Thesdifigs are backed by Panayotopoulou et al. (2008) wh
revealed thatnanagement commitmewnas a critical success factor. Thus, accordintése findings, when
managers and employees are committed to the prdjestare willing to put their effort into the peot and
steer it towards successful adoption. In line wlidse findings, Hustad and Munkvold (2005) shovired t
importance ofop management prioritiowards the project. This means that top managemes their priority
in investing resources (people and money) intgtiogect. Intuitively speaking, this is of courseecessary
prerequisite for every implementation. Without topnagement providing the necessary resources,imeitlis
impossible to implement a system. This factor was mentioned a®p management suppdiy Teo et al.
(2007) and Olivas-Lujan et al. (2007). Both studmed that it was positively related to adoptiow & eo et al.
(2007) even supported this statistically (F= 28;%83),000). From the opposite point of view Reddi2809)
reported thalack of support from officialandlack of CEO or manager supposere important barriers to the

successful adoption of HRIS.

In accordance with these findings, Olivas-Lujaale{2007) found thabp and line management commitment to
the e-HRM strategwas a determining factor for the adoption of aeays Thus, it is not only commitment to the
project itself which positively influences adoptibat also commitment towards the long term goalsugh an
implementation. Considering these findings, we santhat the e-HRM project is just a small partheflong

term e-HRM strategy and we therefore expect thatroitment towards the strategy is even a strongdivator
for adoption than commitment to the project. Anotingportant finding was done by Voermans and van
Veldhoven (2007), who reported thetperienced user suppaxias significantly related to attitude towards e-
HRM (B=0,11; p<0,05). When controlling for stakeholdéeyt found that this factor was significant for and
managersf{=0,26; p<0,05) and not so much for employees. Tatsording to these findings, when managers
experience more user support during a system’ imefgation they have more positive attitudes towards
HRM than when they do not.

Next, we found that training was another factorchitpositively contributed to adoption. Martin andddington
(2010) reported thdack of adequate traininged to negative attitudes towards e-HRM since eyg®s did not
have the requisite knowledge and skills to opettaesystem. Cronin et al. (2006) also emphasized th
importance of training in the form tfaining HR staff, management and employteegach them how to use the
system and increase buy-in and apprehension.dnnith this, Panayotopoulou et al. (2007) reveéthed

training HR professionals in system usaggs determinative for successful adoption of e-HRM
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A final category of people factors we labeled wm®dt stakeholder involvement. Tansley and Watso8QR0
reported orinvolvement of HR and IS specialisgad thenvolvement of HR and IS managers from other
subsidiariesas contributors to adoption. The implementatiarjgmt in the case study took place in Europe, and
the American HR and IS managers were also involVld.authors showed that this led to a decreagesti
implementation conflicts, since the new system amed to everyone’s needs. We pose that involving
stakeholders from other subsidiaries is not onlganant in internationally operating organizatidng also in
organizations with different subsidiaries withineorountry. Further, Cronin et al. (2006) reporteat tvhen
developing a customized system theolvement subject matter experts (HR staffidentify the different needs
was an important success factor. Involvement hefpiiimizing future disagreements and increasedacee
for the system. In sum, the key conclusion we diraw these factors is that it is important to inxoAhll
relevant stakeholders in order to consider theddseincrease their acceptance and avoid postingpitation

conflicts and disappointments.

Environmental factors

In total, we found three factors outside the dimitrol of the organization which impacted adoptid e-HRM.
Haines and Lafleur (2008) showed thaion presenceegatively impacted IT usage (r=-0,23; p<0,01ugh
these findings show that when organizations opénasectors with high union presence, a lower degfe-

HRM adoption is expected.

Further, acountry’s economic developmemas revealed to influence adoption as well (Olivagn et al.,

2007; Strohmeier & Kabst, 2009). Olivas-Lujan et(2D07) reported that although Mexico’s econonitigagion
had improved, most companies still lagged behind ifacilities and knowledge. Strohmeier and Ka2§109)
showed that a country’s economic development abnat business systems also affected adoption. The
business system of eastern Eur{{pe0,333; p<0,05) was significantly related top e-HRNbption while the
business system of western Europe-0,321; p<0,05) and southern Europe-0,526; p<0,05) were negatively
related. However, the authors reported that GD&sgydomestic product) did not affect adoptign0,000).

Finally, country culturewas found to influence adoption of e-HRM as wélliyas-Lujan et al., 2007; Smale &
Heikkild, 2009). Olivas-Lujan et al. (2007) revahtbat characteristics of the Mexican culture lragdartant
implications for the way in which employees viewibdir superiors. Mexico is characterized by strong
hierarchical layers, a characteristic which man#déself in a great amount of respect towards sape Thus,
when superiors decide to implement a system theyotlexperience high degrees of resistance. The baids
true for the Finnish culture, which is also chaesigzed by high power distance. This is accompahiebigh
employee receptiveness to top-down initiated p(&msale & Heikkild, 2009).

3.3.4 Factors affecting consequences of e-HRM implementations

In total, we found 45 factors affecting consequsnghich we outline along the familiar categorizatidable 12

summarizes our findings.
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Technology factors

The first technology factors pertain to applicai@md their characteristics. Neary (2002) repattadfor the
development of a uniform performance appraisalraadagement systesystem security of accesas an
important factor. As for functionality of the apgdition, Chapman and Webster (2003) describedhbaiption

of using keyword searchesthin the selection process could decrease thativegimpacts of the increased
applicant pool, i.e. a greater number of underi€jg@dlapplicants. By using this functionality empées avoided
‘drowning in data’ which impacted the efficiencytlwviwhich they could do their work. The authors also
mentioned another quite straightforward factor Wtgould impact operational consequences, namely
technology malfunctioningdn the basis of these findings we can say tleaniglogy dependence can, in some
cases, be quite detrimental. Furthermore, in theline questionnaire research concerning whictofaatf e-
HRM lead to HRM effectiveness Ruél et al. (200%)estigated 100 operational employees, managersiBnd
professionals in the Dutch ministry of internalaf§. Specifically they investigatgerceived ease of usad
perceived job relevanda relation to technical and strategic HRM effeetiess and found that both factors were
not significantly related to either of the depertdeariables. Technical HRM effectiveness was defias HRM
performance on traditional HR tasks such as reueiit, training, and compensation administrationreag
strategic HRM effectiveness was measured by theldpment and implementation of HR policies aligmeth

business strategy.

Table 12: Factors affecting e-HRM consequences 2000 - 2010

Technology Applications & characteristics ‘The outcome of the data analysis showed
factors Systems security of access that..the quality aspect of the e-HRM
Technology malfunctioning application had significant, positive effects pn
Option to use keyword searches strategic HRM effectivenessRuél et al.
Ease of use (insignificant) (2007, p. 287)

Job relevance (insignificant)

Quality of applications (content & design)
Using manager self service applications
General IT usage

Usefulness of applications

HR portal configuration

Alignment of HR portal with HR strategy

Integration/alignment 'In a context where HR portals are frequently
Organization wide HR portal and easily accessed, the HR

Customization of intranet portal configuration, if aligned with the HR
Integration of applications strategy, will leverage

Local adaption of HRIS intellectual capital creation and development’

Strategic fit of HR system with HR strategy - Ruta (2009, p. 563)
Alignment of IS across subsidiaries
Language standardization
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Project
In-house development vs commercial

applications
Mapping database structure and data bas
management

‘Smaller companies and those who do less
hiring may benefit more from buying
commercial applications (due to costs)’

e Chapman & Webster (2003, p. 118)

Organizational
factors

Demographics
Organizational size

Firm age (insignificant)

‘..a significant correlation on scale five
indicates that there is more data analysis
being performed than simple data
management with the extra features that a
typical HRIS would contain when the
organization has more employee®all
(2001, p. 688)

Knowledge & skills

Awareness and understanding of HR syst
potential

Technical expertise of project team
Upgrade of talent

‘The case clearly demonstrates that the
emeason for this limited impact was that thos
who were involved in the introduction of the
HRIS had a restricted view of the potential
the ERP HR system, seeing it merely as a
to automate HR information (as in an
electronic filing cabinet), rather than
informating or transformating HRM in the
company- Tansley et al. (2001, p. 364)

U

ool

Organizational policies & practices
Screening system and criteria
Competence management process
Possibility for employees to choose HR
system (‘real-life’ vs HRIS)

Type of information disclosed
Organizational policies regarding career
development

Blended learning

Standardization of HR practices vs. local
practices

HR professional’s functional orientation
Type of information stored (mediator)
Way information is used (mediator)

‘E-tools were not considered as
supporting career development

The Career Development Policies
played the basic role, and e-tools

could not advance policy making’
Bondarouk et al. (2009, p. 588, Table 1)

Project
Mapping HR processes

Cross-functional project team
Planning of implementation
Internal marketing of system

‘..each process was mapped independently
all other HR processes. The opportunities f
integrating data and information across

processes to facilitate more radical change
were therefore missed’ - Tansley et al. (20(
p. 362)

People factors

Communication
Communication via e-learning
Feedback after system implementation

‘HR had not asked customers for any
feedback on their usage or satisfaction with
the intranet (impacted clients’ perception of
service provision)- Alleyne et al. (2007, p.
303)

Demographics

‘According to Table 2, there were no
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HR professional’s age (insignificant)
HR professional’s gender (insignificant)

significant results regarding the moderating
effects for age, gender (in relationship
between IT usage in HR and certain

consequencesy Gardner et al. (2003, p. 167)

Support & commitment
Top management support
Support from business units

‘..support from top management is perhaps
the main factor that has made it possible fo
“Local Bank” to establish its e-HRM strateg
successfully* Olivas-Lujan et al. (2007, p.
426)

< =

Training
Training

‘No training had been given on the HR
intranet applications (impacted clients’
perception of service provisiom’Alleyne et
al. (2007, p. 303)

User/stakeholder involvement
Stakeholder involvement
Customer involvement

‘..failure to involve line managers and others
in the project who were potentially impacted
by the new IT system (e.g. trade unions)
meant that there was little consideration of
how the new IT system could potentially
change

relationships “on the shopfloor* Tansley et
al. (2001, p. 366)

Environmental
factors

Country culture
Country culture

‘..adding local training courses to the globa
tool is

critical because such tools reinforce the
retention of employees. Especially in the
larger

countries, such as Brazil and India, such
features are used to a greater degree(thus
emphasizing that the way culture is dealt wjth
impacts retention)- Beulen (2009, p. 283)

Moreover, Beulen (2008) revealed thae of manager self-service applicatiomsreased efficiency and

effectiveness since it allowed for direct inputrfréine management and employees which eliminatec#pect

of doing the same work twice. Also, Haines and &afl(2008) found significant correlations betwé&Emisage

and the role of business partner (r=0,25; p<0,@@t)change agent (r=0,21; p<0,01) as well as betitee

usageand technical HR effectiveness (r=0,37; p<0,001) strategic HR effectiveness (r=0,40; p<0,001).sThu

these findings highlight IT usage as a predictengdr for organizations trying to achieve operadiand

strategic e-HRM consequences.
Both Bondarouk et al. (2009-1) and Ruél et al. dghlightedquality of e-HRM applicationgcontent and

design) in relation to consequences. In their suofel 0 line-managers and 11 employees workingpénRutch

Ministry of Interior and Kingdom Relations on thseuof a career development application Bondarouak et

(2009-1) found that organizations should focus naré¢he quality of the e-HRM application than oa #ase of

use and job relevance to make e-HRM contributeRdHeffectiveness. For instance, as shown in thesults,

the career development tool did not provide theesgary options for certain activities. Althoughesasuse and
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usefulness might stimulate usage, they did notsszaéy lead to HRM effectiveness. Additionally,&et al.
(2007) revealed that quality of e-HRM was a sigpaifit factor affecting strategic HRM effectiveng$sQ,35;
p=0,003;n=100) and technical HRM effectivene$s0,41; p=0,001n=100).

Moreover, Ruta (2009) reported th#iR portal configuratiorwas an important determinant of the system’s
success in supporting intellectual capital creatiod maintenance. The author described that thpdifal was
composed of different HR applications that needelet designed and implemented coherently with tRe H
strategy and should be focused on accessible frisedly and integrated information systems. Furilige
usefulness of the applicatigrar the extent to which the applications suppottedgoals, was also found as an

important factor in reaching intellectual capitedation and maintenance (Ruta, 2009).

The next category of factors were labeled integratir alignment. By integration we mean the degpeghich
the applications are integrated with each othé¢hénsense that information is the same througHhbut a

applications. Ruta (2009) provides us with a ciefinition of alignment:

‘the degree to which the information technologysiois, objectives, and plans support and are sumgablly the

business mission, objectives, and plaiita, 2009. p. 567)

In this category Ruta himself reported thtinment of the HR portal with HR strategmas an important
determinant of the system’s success in supportitedléctual capital creation and maintenance (R2289).
Accordingly, Tansley and Watson (2000) determiried by achieving atrategic fit between HRIS and HR- and
corporate strategg-HRM contributed to the strategic effectivenelskliRM. Also in line with this, the literature
showed that anrganization-wide HR portaitself was crucial in the process of transformiing HR department

into a strategic partner (Svoboda & Schroder, 2001)

Next, as mentioned above, Morris et al. (2009) stigated whether the alignment of formal HR proesss
informal people alignment and information systeigrahent contributed to a subsidiary’s capability of
replicating HR practices along subsidiaries andhébthatalignment of IS along subsidiarisggnificantly
contributed to replication capability (r=0,22; p&8). It did not, however, contribute to people afigent (r=-
0,7; p>0,05). Additionally, Beulen (2009) reportbdt theglobal integration of applicationslearly contributed

to retention of talented employees.

Somewhat contrary to these findings was the fdotal adaption of application@Beulen, 2009; Smale &
Heikkild, 2009). Beulen’s research (2009) at glgbaperating consultancy company Accenture repattiatl
local adaption can, and even needs to, coexistimtiégration. To support this view, Beulen emphedithat
since the company'’s subsidiaries operate in diffiecaltures employees have different preferencesirfstance
for the way training is provided, the languagerafrting and being exchanged abroad. Accordingaeeh
findings, a certain degree of local adaption isaglsvnecessary in order to retain employees. Smalé¢laikkila
(2009) painted a similar picture but recognizedaiprtrade-offs. They also investigated an intaametlly
operating company and found that employees of theish subsidiary could not effectively cope witiet
language standardization of the e-HRM system, whigmtually resulted in failing to achieve certsirategic
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goals. The only local adaptions the company acdeptre those demanded by local regulations. Incéie,
the costs associated with adaption and the thteapsocess standardization and data integrity eigied the
necessity of local adaption (Smale & Heikkild, 2p@nally, Alleyne et al. (2007) found thetistomizatiorof
the intranet to the needs of different clients ewled client satisfaction with the system. As tHasdings show,
it is important for organizations to consider thede-offs when choosing to either locally adaptandardize
and integrate systems . Also organizations shdelarly define what goals they are trying to achiexstd e-
HRM.

Concerning the implementation project we found factors impacting consequences. Chapman and Webster
(2003) reported on the importance of deciding ugeveloping a system in-housedbuying commercial
applications The authors outlined that in-house developmemnteabeneficial to large companies which hire a
lot of new personnel each year and mostly haveesystn place which are hard to modify, while ofé-thelf
applications are more economically viable for smathpanies. Thus emphasizioganizational sizeas a
contingency factor. In relation with this findingpFkowski and Olivas-Lujan (2006) noted that orgations

who decide upon outsourcing mostly share respditgibver the system with outside vendors. This
automatically means that outsourcing bares a cefigi since vendor trustworthiness is not alwayargnteed
and control over the application can be limitedc®again, organizations face a certain trade-affsirould
investigate whether the potential cost-savingshredavith outsourcing offset the perceived downsafdess of
control. Finally, Cronin et al. (2006) mentionepping database structure and database managemseart
important factor prior to the implementation. Byns@ering this factor, organizations can ensurettiesystem
is fitted to its users. A system has the capacitydilect and process great amounts of data arbuticarefully

mapping this structure, organizations can alsdagtin data, which can hinder the achievemeniofain goals.

Organizational factors

The first group of organizational factors comprisésemographics. Ball (2001) found tlexganizational size
was predictive for the type of information storedhie HRIS, the way the information was used aedatnount
of additional non-core HR applications. The morgkayees employed by the organizations the more
information was held on both the organization drelihdividual, the more information was used foalgsis
rather than administration and the less likelyasvthat additional modules were purchased. Ondhbis lof these
findings we pose that the achievement of stratggads is expected to a greater extent in largesrorgtions.
This is also supported by research of Haines affielra(2008) who found that organizational size was
significantly correlated with the role of an HR fessional as business partner (r=0,17; p<0,01).|1ds$tdinding
of Ball (2001) is in line with the earlier mentiahénding that for large organizations it may béidult to
implement off-the-shelf applications since they laaed to integrate with the systems already inglétaines
and Lafleur (2008) also investigatiian agein relation to the HR roles of business partneat eémange agent

and the technical and strategic HR effectivenesslionot find significant relationships.

The next group op factors we labeled as knowledgesdills. In their case study Tansley et al. (90@Vealed
that the HR system did increase automation of neutasks but failed to change HR’s role into atsgia one.

As an important organizational factor leading tis failure they mentionelhck of awareness and
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understanding of potential of HR systeérhis was caused by a lack of knowledge and egpee, but also a
reluctance to go to training due to fear for tedbgg. Also, the system itself was still in develogmband
training thus lagged behind. These findings telthas in order to achieve strategic goals, it igmfat
importance that employees do not feel resistarreeqware of the potential of e-HRM and know howexploit
that potential. In accordance with this, Svoboda @ohréder (2001) mentioned that when organizagémsfor

a radical transformation of the HR department tadpenore strategic this has to go hand in hand aiith
upgrading of talentThus, according to these results, when organizatiio not possess the required resources it
is hard to achieve strategic reorientation of tfied¢partment. Finally, for the development of dannn
performance appraisal and management system N2@dp)Y mentionedechnical expertise of the project team
as an important success factor. However, we pagehts factor is important for the implementatafrall kinds
of e-HRM. Additional research is needed to confihis.

Further, another category of factors we labeledrganizational policies and practices. Chapmanvdatster
(2003) mentioneavell organized screening system and critexg&aimportant factors for solving the problems
associated with an increase in under-qualifiediagapts when using technologies in recruiting, scirgg and
selection processes for job candidates. As a refuking online recruiting tools organizations thps
experienced an increase in applicants. Howevernwhganizations did not thoroughly specify theleston
criteria this could result in an increase in ungealified applicants and thus an increase in adsirative burden
to filter out these applicants (Chapman & Webs2603). Additionally, Hustad and Munkvold (2005)
mentioned that aell definedcompetence management prodsss prerequisite for achieving strategic HRM
effectiveness. According to these findings, orgatins need to have a competence management pincess
place which supports an organization’s long temaitsyy. Bondarouk et al. (2009-1) supported thesbrigs by
outlining thatcareer development policieghich were in line with the goals of the organiaatplayed an
important role in advancing career developmenh@irtcase study, independently from e-HRM. e-HRkhiss

seen as a tool for supporting the execution ofcpesiin order to realize long term organizatioradlg.

Another interesting debate in the literature wasstndardization of HR practicexcross subsidiaries versus
adapting HR practices to local deman@tustad & Munkvold, 2005). The authors outlinedvitbeir
investigated organization was in the middle of iempénting standardized processes throughout tha@iaegen
in order to stimulate global competence sharing‘amshmunities of knowing’ to support the organinaitis
long term strategy. However, the authors also roaetl that there was a certain degree of resistam@rds
standardization from different subsidiaries sifmytwere used to making their own choices regarttiage
practices. We pose that the degree of standaradlizatid local adaption depends on the goals thenimaj#on is

aiming for and the trade-offs it is willing to make

Next, Lukaszewski et al. (2008) revealed thatem choicéhe degree of choice employees have between e-
HRM and face-2-face service from HR-professionaégatively influenced privacy invasivenefs{0,19; t=-

1,71; p<0,05) and was positively related to sergatisfaction with HR departmerg=0,37; t=3,49; p=0,000).
Further,type of information discloseaffected invasivenesf% 0,33; t= 2.97; p<0,01). Invasiveness was greater
when it concerned employees’ medical information{M112.12) than non-medical information (M = 96.68)
Information typealso influenced service satisfacti@+{0,30; t=-2,80; p<0,01). Service satisfaction wesater
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when the information concerned non-medical infofamatondition (M= 44.89) than medical informatidvi<
38.12). The relationship between invasiveness andce satisfaction was also tested, and the eshttwed

that both variables were negatively related (r4-8<0,01). Finally, the results revealed thatriationship
betweersystem choicand service satisfaction was mediated by invasisenThe authors conducted two similar
studies whereby the first study found that in tingt fegression analysis the coefficiep) for choice was 0,32

(t= 2,72; p<0,01), whereas in the second anafysias 0,26 (t= 2,57; p<0,05). This indicated partiadiation.
However, in the second study they found that infiisé regression analysis, the coefficiepit for choice was

0,23 (t= 1,90; p<0,05) whereas in the second aisaitywas 0,14 (t= 1,41; p<0,05). These resultgyssted

complete mediation.

Furthermore, Oiry (2009) investigatbténded learningor the combination of e-learning and face-to-face
learning, and showed that it mitigated the negativesequences of e-learning (especially lack ofdrum
contact). In this case, just as in the study byasziewski et al. (2008), a combination of e-HRM tawd-2-face

interaction seemed to work best.

Finally, Gardner et al. (2003) investigated the prating effects oAR professionals’ functional orientatiqne
are the HR professionals specialists in a cert&irfield or do they have general knowledge of all fithids?)
and found it to be insignificant in moderating teéationship between extent of HR professional’'sistge and
their information responsiveness, their informatamonomy, their use of external professional ljrikeir time
spent on transformational activities and their tspent on IT supporting activities. However, tlaistbr was
found to directly impact information responsivenagd it increased time demands for transformatiantities
and IT support activities in the sense that fumaispecialists positively influenced all three sequences
(B=0,10; p<0,058=0,13; p<0,05p=0,22; p<0,001 respectively). Thus, considering¢hindings, when
organizations aim for relational or transformatior@nsequences they should consider organizing HiRi

practices in a divisionalized way.

As important organizational factors for the implenadion project Tansley et al. (2001) showed HRtprocess
owners who mapped their own processese detrimental for changing HR’s role into astgic one. The
reason for this is that it was difficult for themgwitch to the new philosophy due to their difft@s in
envisioning a change from the status quo and ateslge to change the status quo due to a feasioigaoheir
leadership position and losing their jobs. Alsmpping each HR process independentdy shown to be at odds
with the strategic philosophy the organization urstady was aiming for. As mentioned by Tansleglet

(2001) the transformational potential of an HR sgslies in the integration of diffuse HR informatjand

organizations should thus map all HR processescakerent whole.

Furthermore, Neary (2002) emphasizesihg a cross-functional project tedor the e-HRM project in order to
reach uniformity and completeness in evaluatingrmadaging human capital. Somewhat straightforward,
Chapman and Webster (2003) mentioned gioaid planning of the implementatiaras recommended by all
their respondents as an important factor for achiethe goals an organization has set. Organizabould
outline the potential barriers in order to anti¢gan them and should take the necessary measimesopthe

implementation to facilitate achievement of aimedlg.
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Finally, Alleyne et al. (2007) found thaiternal marketingof the systernontributed to client satisfaction with
the system. As mentioned in the previous chapt&rmal marketing was found in the form of demaatg&ins of
the system, sending e-mails to stakeholders ttetrithe the functionality of the new system, diss®ting
information about the system via word of mouth vidng just-in-time training to users and appoigta system
advocate who motivates stakeholders and keepsfitreed on and enthusiastic about the system (s@erC
et al., 2006).

Peoplefactors

The first category of people factors was labeledaammunication. Alleyne et al. (2007) found thegdback and
evaluation after system implementatmmtributed to the users’ satisfaction with theteyn. These findings
show it is important that users receive feedbatde @&f large project is finished and the organizeicovides
space for them to address their opinions, thougsitisconcerns. Another curious factor addressed/bp@ia
and Schréder (2001) @ammunication via e-learning he authors found that synchronous and asynchsono
communication via e-learning applications builtnespirit across users. In sum, communication frapesiors
to subordinates about the system but also commtinricamong dispersed colleagues seems to haveveosit

consequences for organizations. e-HRM can be im&ntal in achieving good organizational communarati

Next to demographics on the organizational levebige found demographics at the individual levelwdver,
Gardner et al. (2003) reported th#R professionals’ agandHR professionals’ gendevere not significant in
enabling information responsivenefs{0,15;$=0,18), information autonomp£-0,16;p=0,08), external
professional linksf{=-,06;p=0,18) and time spent on transformational actigiffe=-0,03;=0,28) and IT
supporting activitiesf=0,07;=-0,03). Also, both factors were not significantmoderating the relationship
between extent of HR professional’s IT usage aed thformation responsivene$$=0,14;p=-0,24), their
information autonomy=0,31;3=-0,02), their use of external professional lifks{,11;3=-0,23), their time
spent on transformational activitigs=¢0,5; 3=-0,41) and their time spent on IT supporting até&s (3=-0,7;
$=0,06).

Furthermore, we distinguished a category of facidrieh we named support and commitment. Neary (002
found thatsupport from each business unias important in order to reach a uniform way effprmance
appraisal and management. However, as reportedatlieredecades we pose that support from each éssianit
is also a factor which is important in all kindsimiplementations. This, in our view, also holdsetfar the
factormiddle and top management suppast mentioned by Tansley et al. (2001). The astreported that lack
of middle and top management support was one afeh&ons an implementation project failed to aeheev
strategic reorientation of the HR department, thighlighting the importance of this factor when angations
strive for this goal. The organization did howekesch a higher operational effectiveness of theddpartment

without the support of middle and top management.
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In our category training (Alleyne et al., 2007), ardy found one factor. Alleyne et al. (2007) ouidl the
importance ofraining in relation to users’ satisfaction with the systéihe authors found that providing

training to users positively influenced their stision.

Finally, in our category of user or stakeholdemirement, Alleyne et al. (2007) mentioneastomer
involvementin relation to satisfaction with the system andrfd that customer involvement positively
contributed to it. Further, in the above mentioneskarch by Tansley et al. (2001) the authors adddea
failure to involve stakeholders impacted by théesysis an important hindrance to the organizatiorhemging

HR’s role towards a more strategic one.

Environmental factors

We found one environmental factor in research byl®&® (2009). The author investigated an internatign
operating company and outlined tleatuntry culturewas a determining factor in the way the organirativas
able to organize its retention management actsvis mentioned in our category of integration alighment
the organization tried to achieve global integmatid applications but balanced this by means afréain degree
of local adaption. Since employees working in di#fe cultures had different preferences regardibtiRiM it

was important for the organization to answer t@s¢heeeds in order to retain talented employees.

3.3.5 Towards a framework

In comparison to prior decades we can see tharttmunt of research on e-HRM has grown significarithe
number of relevant articles grew from 12 to 51.sTbgically resulted in an increase of identifiedtbrs and

consequences.

Considering the factors affecting adoption a naiite difference is that we found a lot more pedpitors
compared to earlier decades. In the 2000's 57%{#3) of all factors affecting adoption were peofadctors as
opposed to 45% (29 of 64) in the 1990’s and 29%f @&L1) in the 70’s and 80’s. From these percergtagecan
conclude that throughout the years there has beérceeased awareness for the human aspect in e-HRM

implementations.

As for factors affecting consequences, we did setamn increase from the 90’s. As a comparisorpéneentage
of factors affecting consequences is 37% (45 o) ¥2flle in the 90’s it was even higher: 41 % (46Lafl).
However, it is important to note that almost atittas affecting consequences from the 90's werwelkifrom
research of Haines and Petit (1997), namely 3GphAd that all these factors were investigateglation to
user satisfaction. In contrast, the 46 factorstified in the 2000’s are much more dispersed thhoug the

literature and were also found to affect a largeoant of diverse consequences.

Furthermore, another sharp contrast with the 30that research presented a lot more evidencdatioral and
transformational consequences, while evidence enatipnal consequences stayed more or less the saoe
view, this is attributable to the switch from HRtSe-HRM whereby applications are targeted to atgreextent
to internal customers. It also shows an increasedeness of the more far-reaching potential ofgusitHRM in

organizations. e-HRM is increasingly being usedupport the long term strategy of an organizatipmieans
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of transforming HR professionals from administratexperts to strategic business partners. Howaseshown

in our review, we found that this goal is not easfiached without considering a number of factors.

Although we expected otherwise, rigorous empirstaties are still uncommon (see Florkowski & Olivas
Lujan, 2006). In the 2000’s 25% of all studies wstiaistical (13 of 51), this is the same percemt@gin the
90’s. Most factors and consequences were ideniifiedse studies which do not provide statistibard’
evidence. However, as mentioned earlier, our geal i identify factors, not to explore the stresgththese
factors in relation to certain outcomes. In sumewlooking at our found relationships we can codelthat e-
HRM research is still developing, leaving numergaps to be exploreéigure 8andFigure 9illustrate our
contingency framework including all findings frotmetlast decade while ifiable 13we more specifically
outline the investigated relationships in the &tere. In previous decades, the contingencies alere

moderators. In this decade we also found two mediatvhich we marked as ‘med’ in the figures ardlea
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Contingencies

Factors affecting e-HRM adoption

Emplovee's kmowledge of languages

Technology Factors
Applications & characteristics
Etatus gquo
Integration/alignment
Froiect

Organizational Factors
Demographics

Knowledge & sldlls
Organizational policies & practices
Project

Resources

e HRM adoption

People Factors
Communication

Culture

Demographics

Knowledge & skills

Leadership

Psychological factors

Support & commitrment
Training

User fstakeholder involvement

Environmental Factors
Union presence

Country's economic development
Country culture

Figure 8: Contingency model: e-HRM adoption in the 00’s



Factors affecting e-HRM

consequences

Technology Factors
Applications & characteristics
Integration falignment

Project

Organizational Factors

Demographics

Knowledge & skills
Organizational policies & practices

Project

PeopleFactors

Communication
Demographics

Support & commitment

Training

User and stakeholder involvement

Environmental Factors

Country culture

Figure 9: Contingency model: e-HRM consequences in the 00’s

Table 13: Relationships investigated in the literature 202010

+ = positive effect, - = negative effect, 0 = ndexit

Organizational size
Privacy invasiveness [med)
HRICT governance (med)

Contingencies

e-HRM consequences

Organizational Consequences
Costs

Effectiveness

Efficiency
Communication
Relationships

Service

HE Planning

HE: stats
Integration/alignmen t
Knowledge management
Strategic focus

People Consequences
Attitndes beliefs
Satisfaction

Technology
factors

Systems security of
access

+ Uniformity and completeness in
evaluating and managing human
capital

Option to use keyword
searches (functionality
- Does not lead to
consequence but affec
it

Is

+ Number of under-qualified applican
+ Size of applicant pool

ts

Perceived ease of use

0 Strategic HRM effectivenes

Perceived job relevanc

D

0 Strategic HRM effectan

Using manager self-
service applications

+ Efficiency
+ Effectiveness

IT usage

+ Technical HRM effectiveness
+ Strategic HRM effect
+ HR professional’s role as strategic

business partner
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+ HR professionals’ role as change
agent

IT usage

HR professional’s
age€mod)
HR professional’s
gender(mod)
HR professional’s
functional orientation
(specialist vs generalist
(mod)

0 Information responsiveness

0 Information autonomy

0 Making use of external professional
links

0 Time spent on transformational
activities

0 Time spent on IT supporting
activities

Quality of e-HRM
application (content
and design)

+ Effectiveness

Perceived quality of
applications (content)

+ Technical HRM effectiveness
+ Strategic HRM effectiveness

Usefulness of
applications

+ Development of intellectual capital

HR portal
configuration

+ Development of intellectual capital

Organization-wide HR
portal

+ HR as strategic partner

Customization of the
intranet

+ Satisfaction with HR intranet ( from
HR customers and managers)

Global integration of
applications

+ Employee retention

Local adaption of
HRIS

+ Strategic HRM effectiveness
+ Employee retention

Alignment of HR
portal with HR strategy

+ Development of intellectual capital

Strategic fit between
HRIS and HR- and
corporate strategy

+ Strategic HRM effectiveness

Alignment of IS along
company subsidiaries

0 People alignment across subsidiari
+ Replication capabilities of HR
practices across subsidiaries

In-house development

Organizational size
(mod)

+- cost savings

Commercial
applications

Organizational size
(mod)

+- cost savings

Mapping data base
structure and data bas
management prior to
implementation

- Does not lead to

1%

consequence but affec

Is

+ Amount of information

74



it

Organizational
factors

Organizational size

+ Strategic HRM effectiveness
+ HR professionals’ role as strategic
business partner
0 HR professionals’ role of change
agent
+ Operational consequences
(efficiency, effectiveness, cost saving
+ Type of information stored and way
information is used
(administrative/analytic)

Firm age

0 HR professionals’ role as strategic
business partner
0 HR professionals’ role as change
agent
0 Technical HR effectiveness
0 Strategic HR effectiveness

Lack of awareness and
understanding of
potential of HR system

- Scopus of HR more towards strateg
issues

ic

Technical expertise of
project team

+ Uniformity and completeness in
evaluating and managing human
capital

Upgrade of talent

+ Strategic HRM effectiveness

Well organized
screening system and
criteria

- Does not lead to
consequence but affec
it

[s

+ Increase in number of under-
qualified applicants

Well defined
competence
management process

+ Strategic HRM effectiveness

Choice of HR system
(‘real-life' vs HRIS )

- Privacy invasiveness
+ Satisfaction with HR service

Type of information
disclosed (medical vs
non-medial)

- Privacy invasiveness
+ Satisfaction with HR service

Organizational policies
regarding career
development

+ HR planning

Blended learning

- Lack of human contact

Global standardization
(centralization) of
HRM practices vs local
practices

+ Strategic HRM effectiveness

HR process owners

- Scopus of HR more towardtegia
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mapping own processe

issues

Mapping each HR
process independently

- Scopus of HR more towards strateg
issues

ic

Use of cross-functiona
project team

+ Uniformity and completeness in
evualating and managing human
capital

Internal marketing of
the system

+ Satisfaction with HR intranet

People factors

Communication via ef

learning

+ Team spirit

Feedback (evaluation)
after system
implementation

+ Satisfaction with HR intranet (HR
customers and managers)

HR professional's age

0 Information responsiveness
0 Information autonomy
0 Making use of external professiong
links
0 Time spent on transformational
activities
0 Time spent on IT supporting
activities

HR professional’s
gender

0 Information responsiveness

0 Information autonomy

0 Making use of external professional
links

0 Time spent on transformational
activities

0 Time spent on IT supporting
activities

HR professional’s
functional orientation
(specialist vs
generalist)

+ Information responsiveness

+ Time spent on transformational
activities

+ Time spent on IT supporting
activities

0 Information autonomy

OMaking use of external professional
links

Support from each
business unit

+ Uniformity and completeness in
evaluating and managing human
capital

Top management
support

+ Upgrading role of HR professional t
more strategic

=]

Lack of middle and top
management support

- Scopus of HR more towards strateg
issues

ic

Training

+ Satisfaction with HR intranet (HR
customers and managers)
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Failure in involving - Scopus of HR more towards strategjc
stakeholders impacted issues
by the system

Customer involvement + Satisfaction with HR inga(HR
customers and managers)
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4-. Discussion

We start this section by critically discussing findings and presenting the final models. Then wiire
identified research gaps in the literature, implaras for research and practice and limitationswfown
research. Finally, we present a practical veriftcabf our results. In order to investigate to waztent our
model reflected e-HRM implementations in practiediscussed our findings with two expert business
consultants in the field of e-HRM, an e-HRM softegupplier and an HR professional of an organiratibich

has recently implemented e-HRM.

4.1 General discussion

We started our study with the following researcksjion:
““What are the factors affecting the success of &HR found in four decades of e-HRM research lige?’

On the basis of our literature review spanning fdecades of HRIS and e-HRM research we can sayttisat
question is not easily answered since ‘succes®mtipon what goals an organization is aiming foh et
HRM. When looking at our results we can, howevay, & lot more about the factors organizations tieed

consider when aiming for certain goals.

Figure 10andFigure 11lillustrate our final framework integrating all iimgs. Only major categories are shown
in order to keep a clear overview. For subcategaie all the factors and consequences they compvesrefer

to all the tables we previously presented for edadade.

When looking at our findings from an all-encompagstiew our first observation is that the liter&wan be
divided into two salient research streams desailifferent types of success. Namely, a researelaist
concerned with adoption of e-HRM and factors affecsuccessful adoption and a stream which is coece
with consequences of e-HRM and factors affectimgéhpositive or negative consequences. We foundhilsa
distinction was present throughout all decadebpaljh the initial decade showed significantly mesults

concerning the first stream than the second.

A second persistent finding is that all factorsgettiter affecting adoption or consequences, coulthbegorized
along the same framework, namely: technology factmrganizational factors, people factors and envirental
factors. Although some factors do show a relatiomtiltiple categories and categories are not miytual
exclusive we think this framework provides a sdf@#lly grounded distinction between the differéypes of

factors as found in the literature.

Third, we propose that the most important factdfescting adoption as well as consequences residerin

category of ‘people factors’. Although technologydarganizational factors are necessary preregsjgieople

78



factors, and especially the mindsets within a cedeganizational culture, were found to make thgebnce.

This is also supported by Ruél et al. (2004) whimreed that successfully implementing e-HRM in an
organization requires a change in employees’ misdsece it requires them to do their work diffethe. ten
years earlier, Kossek et al. (1994) also mentiamrgdnizational culture as the most important fagtor
achieving strategic goals

Factors affecting e-HRM Contingencies

adoption Employee’s kmowledge of languages
Dhuration of development

Technology Factors
Applications & characteristics
Status quo

Integrationalignment
Proiert

Organizational Factors
Demographics

Knowledge & slills

Organizational policies B practices
Project

Resources

e HRM adoption

People Factors
Attitude/beliefs
Commumication
Culture

Demographics
Knowledge & sldlls
Leadership
Psychological factors
Support & commitment
Training

User fstalceholder imvol vement

Environmental Factors

Union presence/resistance
Country's economic development
Country culture

Figure 10: Final contingency model: e-HRM adoption 1970 — @01
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Factors affecting e-HRM
consequences

Technology Factors
Applications & characteristics
Integration falignment
Project

Organizational Factors
Demographics

Enowledge & skills

Organizational policies & practices
Project

Strategic Alignment

People Factors
Culture
Communication
Demographics
EKnowledge & skills
Support & commitment

Contingencies

Organizational size

Training HR professionals in technical expertise
HRICT governance [med)

Privacy invasiveness [med)

e-HRM consequences

Organizational Consequences
Costs
Effectiveness

5y
Comumumication
Relationships
Bervice
HE._Planning
HE status
Integration‘alignment
Enowledge management
Strategic focus

Training

User and stakeholder invelvement

People Consequences
Attitudes fbeliefs
Knowledge & skills
Satisfaction

Environmental Factors
Country culture

Figure 11: Final contingency model: e-HRM consequences 192010

with HRIS. Considering the fact that e-HRM affeatsorganization as a whole, creating support and

commitment is essential for success.

Fourth, when looking at consequences we also saadevelopment. While scholars from the firsh tw
decades only report operational consequences, ratftioon the last decades increasingly presentriigli
concerning relational consequences and in theleside even transformational consequences. Wetthigk
development of transformational consequences céinke to the switch in practice from HRIS, whiish
directed at the HR department itself, towards e-HRIMich concerns applications aimed at internatausrs.
While the initial HRIS certainly relieved the adngitnative burden of the HR professionals and ledtm with
more time to spend on other tasks (e.g. relatitasdds), with the arrival of e-HRM they lost evenrmo
operational tasks, leaving space for better seiiogision and even for a focus on strategic isstibs is in
line with the earlier mentioned finding by Florkdwsand Olivas-Lujan (2006), who report that by tkear 2000
the number of applications targeted at internatarusrs surpassed those targeted at HR staff. T¥hen we go
back to e-HRM promises mentioned in the introductitamely cost savings, improved HR services and
strategic reorientation of the HR department, wesay that most of them were met or frequently Best
savings were often mentioned in empirical studies,igh only one author provided numerical proofs It
therefore hard to say whether this promise is tngt. However, considering the great number of@nsth

mentioning positive results regarding costs, wel lpaisitive expectations.
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Fifth, we showed that when important factors anesatered e-HRM has the potential to enhance HR’s
professional stand. The field of HRM has been, siflds, under continuous criticism due to thetfdwat it is
hard to prove the added value to business opegatiour review provided proof that e-HRM can add to
organizational goals such as cost savings andithepotential to enhance an organizations’ coithget
advantage by means of a strategic reorientatidtheoHR department. Scientifically, we can connbist thought
to the so called ‘resource-based view' of the fiwhjch states that organizations with unique irdkrasources
which are hard to imitate by competitors can hasgaificant competitive advantage (Wernerfelt, Ap&n e-

HRM system used to its full potential is, in ouewi, such a unique organizational resource.

Sixth, although the number and sophistication ofdes do increase with each decade, major categminain

nearly the same. This indicates that scholars aaae of important implementation issues from tbgitnings
of e-HRM. However, we see that with each decadedlbegories are enriched with a greater numbeglefant
factors and more in-depth investigations of earientioned factors. Thus we can say that with tknewledge

that was initially present is further explored emiehed.

Seventh, our review revealed a number of countgtime and remarkable findings. Especially Hained Retit
(1997) presented curious results. For instancg,thewed that in-house development of e-HRM hadffext
on user satisfaction, though one would expectdbaeloping a system inside the organization wotdcte
more attachment of the users. The same holds &rigolvement, where the authors reported an mifognt
relationship to user satisfaction. One would expégiher satisfaction when users are involved in the
development process, but these results do not suihig Haines and Petit (1997) also found that dig not
influence e-HRM usage whereas one would hypothél&teolder employees would be less willing to stvit
towards a new system. Additionally, the authorssiitated that different ways of training have défa effects
on satisfaction. The only significant positive tedaships was found between in-house training aset u
satisfaction, which indicates that companies cateb&ain employees themselves than hire an extérainer.
Finally, another curious example is that an empdég/experience in his present position negativellpyénces
his satisfaction with the system (Haines & Pe®97). Why this effect occurs remains a questiorfifture
research but we propose that the longer an empleyeerking in his current position, the more réesig he will
be towards change. Thus, taken together, the fjsdimesented in our review are sometimes contoavghat

one would expect and therefore offer interestimagtistg points for further clarification.

Eighth, our findings illustrated the effects of saimportant contingency factors. Contingency factdfecting
adoption were found in the form dfiration of developmem@tndemployees knowledge of languagésssek et
al. (1994) showed that user involvement is impdriameaching adoption of e-HRM. However, the lonte
development of a system took, the harder it wasdamtain user involvement. Heikkilda and Smale (2010
reported the effects of language standardizatiomdbieving certain positive or negative e-HRM ftssibut
emphasized that whether positive or negative caresszes prevail is dependent upon employees’ kngeled
languages. If employees are knowledgeable regattatanguage in which the system is standardizesitive
results can be expected. However, when employeesidoave the necessary knowledge this can lead to

negative results.
81



Contingency factors were also presented for factiesting consequences. As moderators we found
organizational sizendtraining HR professionals on technical expertiae.mediators we identifiedrivacy
invasivenesandHR ICT governancedrganizationakize was reported by multiple studies as a deténgin
factor but also as a moderator to certain effé&tmpman and Webster (2003) illustrated that orgdioizal size
moderated the relationship between developing dRBF system in-house versus buying off-the-shelf
applications and the results an organization caieae with e-HRM. For instance, small companieshnig
benefit more from off-the-shelf applications sithese were more economically viable for them. Boyd
organizations it might be hard to implement packagjace they mostly have hard to modify systenane for
which it takes a great investment to make themptae=to new extensions. Training HR professiomaltheir
technical skills was mentioned by Hannon et al9@)9According to the authors the amount of teciinic
knowledge and skills of HR professionals was anartgnt factor in achieving positive e-HRM results.
However, the findings showed that if HR professlenacked technical skills it decreased the chahate-
HRM could be used to its full potential, and mooplsisticated goals like for instance the usageldfRM for
strategic purposes were harder to achieve. Thisteffas moderated by training. Thus, whether oH#ot
professionals receive adequate technical trainmgifluence the relationship between HR profesdiin

knowledge and e-HRM results.

Privacy invasiveness was mentioned by Lukaszevisi €2008). The authors reported that the refestiip
between system choice, or the extent to which eyggle can choose their HR system (e-HRM or facexte)f
and service satisfaction was mediated by invass&rné&éemployees could choose their system andatid
experience a high level of invasiveness, servitisfaation was higher. However, when invasiveneas w
experienced as high, employees rated their sdtiisfaas lower. Finally, Olivas-Lujan and FlorkowgRi010)
found that HR ICT governance mediated the relatignbetween HR’s absorptive capacity and the pi@sen
an HR technology champion and human resource témgpintensity in the sense that when governandbef
HR system was also in hands of the IT departmestths associated with a higher probability thami&n

technology champion was present with a higher sitgrof technology in HR.

In sum, we can say that the field of e-HRM hasaiely progressed and with each decade we derived an
increasing number of factors and consequencesthertiterature. Additionally, we found that witré more
sophisticated goals of e-HRM, like for instance ioyed HR service and a strategic reorientatiofmefR
department, were increasingly reported in thediiene. However, by outlining all factors we havers¢hat e-
HRM does not in itself lead to certain consequenicesur view, it as an enabler that has the paikta
simplify, support, facilitate and even enhancegtest for aimed goals. By means of this review negl tto
enhance understanding of this phenomenon. Howeuesstudy also left e-HRM scholars with a number of

avenues to explore.

4.2 Identified research gaps

First, as often mentioned, rigorous statisticatiigsi were the minority. Most findings were deriyean

anecdotal evidence presented in case studies.eStutich present numerical findings, mostly do this
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percentages. For future research we propose that shadies should take the form of Haines and’Petit
research (1997), whereby correlations were meaheteeen certain factors and outcomes. Despitéathighat
correlational studies do not provide evidence frsation, we think that it is first necessary talelésh

relationships before exploring their causality.

Second, although we did find a great number obfacthe factors were mostly mentioned in theditere as
‘success factors’, when positive, or ‘barriers’ ,ammegative, without mentioning ways to executepthstive
factors or remedy the barriers. Also, as menticgatier in the discussion, some curious effectsairmague.
Thus, it is sometimes hard to verify in what wag factors contributed to success, which leavesitisamother
avenue for future research. For instance for afaaich as ‘internal marketing’ it could be usefulnvestigate
what the most effective content or the most effectormat would be in order to achieve successfaption or

other aimed goals.

Third, not one study we investigated mentioned anpntation phases. For some factors, it could peritant
to know in what phase they should be used or tdckler example, for the factor ‘user involvementeaould
ask: ‘is user involvement necessary in a phase twithe implementation, during the whole implenagion

process or especially at the end?’. This couldriméteer prospective field of inquiry.

Fourth, the great majority of the investigated eadocused on e-HRM adoption. Research on the way
consequences are achieved is still underrepreseldestHRM is a growing research field and stilitgunew in

practice, we expect more research on this subjabiel future and hope that this paper will stimaiiat

Fifth, e-HRM developed throughout the years froml&lRo intranet based e-HRM, to internet-based a84HR
However, in the literature in our sample this tihos was not made explicit. Though it was mentibas a
factor in our review from the 90’s where Haines &wdit (1997) found that the use of online appios was
positively correlated with user satisfaction. Fatufe research it would be interesting and impaitian
investigate the effects of web applications veteaal applications since both can have other inagilims. For
instance the addition of internet-based applicatican have serious consequences for privacy isegasding

personnel data.

Sixth, in line with the previous limitation, a lof articles did not explicitly mention what applicms they were
investigating, like for instance recruiting apptioas or applications for performance appraisaudht is
sometimes difficult to say whether factors influerad! types of e-HRM applications, or just a fewisTis, of
course, also a limitation of our own study sincefe@ised merely on articles on e-HRM and not on its

functional areas. For the future it is importanestablish a framework covering this aspect.

Seventh, concerning adoption, the level of analysis underexposed in the literature and adoptichmastly
mentioned in a general sense. Strohmeier and K2088) emphasized that e-HRM adoption is a mukilev
phenomenon in the sense that one can speak ofi@dopt the individual level and adoption on an

organizational level. However, this was hardly n@md by scholars. Future research should paytatteto
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the level of analysis in order to determine whettestain factors are important for individual oganizational

adoption.

Eighth, we found that most research until now dusdistinguish between different stakeholders.eldesh by
Bondarouk et al. (2009-1) investigated e-HRM uséityy managers and employees and found important
differences between these two groups in use aiddas towards e-HRM. Their finding and ours cédis

increased use of a multi-stakeholder approachturdue-HRM research.

Ninth, research on ‘environmental factors’ is stéty little. Although these factors are often hardnfluence
by an organization, it is important to clarify whiof these have important implications for compaitiat are

planning to implement e-HRM.

Tenth, and lastly, our contingency model compras@g a small number of investigated contingencies.
However, we think more contingencies should be idemsd when adopting e-HRM or striving for certgoals.
Future research should pay more attention to thditions under which factors affect adoption or sEgquences.
Organizational size, type of e-HRM and sector cdaddconditions to consider in future research. Mdshese
factors were investigated in a direct relationshifh adoption or consequences but were not exanased

contingencies yet.

4.3 Implications

Our research has implications for research andipeadVe outline salient inferences in the next sgations.

4.3.1 Implications for research

A first implication for research is that on the isasf conducted research we clarified which emplirfactors
determine e-HRM success and provide an integrétireework including all factors and consequencesiasd
in four decades of research. This was never dofgeheAs mentioned in the introduction, researcth practice
still do not have a clear overview of what factaffect success or failure. By means of our literateview and
related framework we tried to clarify what reseakabws up till know. Our review not only showed whas
found, it also revealed gaps and thus avenuesiford research. We hope that by presenting this/axe our

review and framework provide a starting point foture research.

Second, our study was based on empirical findimdjg. &s mentioned in our introduction, until nowhstars
and practitioners did not have a clear overviewlich factors were assumed to impact implementatersus
factors which were empirically proven to have apatt on implementations. By reviewing all empirical
literature we addressed the second issue. Whetbtr$ mentioned in conceptual research also hageatided

value, could be a question for future research.

Third, research on e-HRM was traditionally scatieteoughout distinct research disciplines such as

information systems, HRM, psychology and managemesgarch. Our synthesis of the full body of enspiri
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knowledge on e-HRM integrates all these disciplized therefore adds to all these research fields.

Consequently, it can be used as a starting poirg-fdaRM researchers from different disciplines.

Fourth, we outlined the historical developmenthaf field regarding factors and consequences anbbing so
we showed what important changes the field has gmoeigh. Different factors for adoption and consatres
were mentioned over time and our review providekear overview of these changes. We also revivetdhice
topics that might still be relevant today but haeen left behind by scholars. For instance, wedaluration of
computerizatioras a factor affecting adoption in the 80’s, thoitghas never investigated in later decades
again. However, the duration of system implemematiould still be an important factor today. Futtesearch

could address this issue.

Fifth, we clarified what contingencies were menédrin the literature. Thus, we showed what conddiaffect
the relation between factors and either adoptiotnosequences. However, as outlined above, research

contingencies is still minor and more researcheisded to identify more salient contingencies.

4.3.2 Implications for practice

First, as mentioned in the introduction, it is hertb construct a business case for e-HRM thaotfoer
information systems since there is still a disaussin whether HRM does contribute to the primacpss or
not. Often, effects are difficult to measure. Id@rto gain support, e-HRM advocates will needuartdify how
e-HRM will improve business operations for differstakeholders. Our review and framework outlines
empirically derived consequences of e-HRM impleragohs and thus provides consultants and other BFtHR

advocates with a solid foundation for their bussesse.

Second, our study provides insight into what factoight lead to success or failures. Our frameveark serve
as a tool for practitioners to determine the chdocsuccess is when considering to implement e-HRIsh
organization. By checking what factors are presemot present in an organization practitioners aatermine
whether adoption is feasible, whether certain cguseces could be achieved and what measures dakdreto

enhance the chance for success.

A third implication, derived from research of Herh(2004), concerns with implications for HR eduoati
Hempel (2004) argued that, for HR professionaksdopt new technologies they need to know how to
effectively work with them. The author further st@dtthat traditional HR education falls short inregsing
technical expertise and in this way fails to previle necessary knowledge and skills to work echrtology
enabled environment and to support the managdinadiz for innovative organizations. In line withig

finding, we found that technology knowledge cary@a important role in affecting adoption and capsnces.

Next to increasing HR professional’s technical ktemlge, Hempel also outlined:

‘HR is placed in a position of having to catch uphvthese (technology) innovations, and since tRe H
department is not driving these organizational amatk-design changes, an additional layer of comipjas
added. HR professionals will need a broader undeding of both the operational and strategic sifi¢he
business in order to effectively support thesewations’ (Hempel, 2004. p. 166)
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Thus, Hempel pleas for enriching the education RffHofessionals with more technology and businelsded
courses in order to better prepare them for thenkvin practice. When looking at the factors werfduwe can
certainly adhere to this reasoning. When HR pradesds are better educated in these subject mattersxpect

that aimed goals are more easily achieved.

4.4 Limitations

First, since we conducted a literature review weawnited by what other research had to offerTusus, our
framework is solely based on factors and consedsetiat were investigated. However, there coulthb®rs
and consequences in practice which did not geattestion of research yet. We therefore encourelyelars to
take our framework ‘into the field’ to investigatgnether there are more factors and consequence$ ate

currently overlooked. In a further section, we matlour own attempt to validate our framework iagtice.

Second, we limited our sample purely to e-HRM resfeand did not include research on functional adae-
HRM such as e-learning and e-recruitment. Althosgime authors do mention the investigated areasnaim
interest was on e-HRM in general. By doing thisweze able to keep a clear focus, though we tookiskeof
missing other unique findings. By investigatingfeliént functional areas, one could determine whdtutors
apply only to certain functional areas. Thus, fattesearch should also investigate our found faetod

consequences in relation to distinct functionabarand take a ‘multi-functional area approach’.

Third, in line with the previous limitation, we alslid not take research on other IT-implementatiotes
account. The amount of research on other IT-implgat®ns such as ERP (Enterprise Resource Planising)
much greater than research on e-HRM and is therefiarch more developed. Knowledge from this research
field could be applicable to e-HRM as well. Howewerkeep a clear focus we only considered resqaunily
on e-HRM. Additionally, as mentioned in the intration, e-HRM is developing as a distinct researehi fand
our aim was to contribute to this specific fielditére scholars could investigate findings from otifie
implementations to determine whether the factaas were found relevant in this research also afpérHRM

implementations.

Fourth, our findings are influenced by our own l@rckinds. We conducted this research and provided
definitions from a business perspective. Howevdorimation system researchers might provide other
definitions and interpret the literature in a diéfiet way. For instance, the teirmplementatiorcan have a
different meaning and can include different phdeseformation system researchers than for busines
researchers. Thus, we encourage information systeearchers and other disciplines concerned wiHREt to

validate our model from their own perspective aadkground.

4.5 Practical verification of framework

Since our framework was built on findings fromiature and we wanted to enhance the practicalartevof
the framework we subjected it to a practical vesifion. We verified our model by means of intengemith two

expert business consultants in the field of e-HRNge-HRM software supplier and an HR professiohaho
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organization which had recently implemented e-HRMlinterviews were conducted in Dutch organization
Appendix Eshows our interview protocol (Dutch). Due to thetfthat consequences of e-HRM, and especially
relational and transformational consequences, msiriifiemselves a long time after the project hasguhwe
were only able to verify our model concerning admptlt is also important to note that it merelyncerns a

verification and not a practical validation.

Our interview consisted of open and closed questidhe open questions referred to the succes$i&tMd-and

how the respondents defined it. Overall, we cantlsay agreed upon one broad definition:

‘Reaching aimed goals’

The supplier explicitly mentionechetter, faster, cheaperAlso mentioned was thatHRM enabled the

streamlining of processe$hus mostly focusing on operational consequences.

Then we asked what operational, relational andsfoamational consequences they observed in pradtfoe
most frequent answer was that efficiency and affeness gains were relatively quickly reached diadl HR
service improved since HR professionals had mane for service related tasks. However, accordirnté¢o
respondents, cost savings and transformationakcmences could only be observed when the e-HRM st
were running for a long time (2 to 3 years). Unifiodtely, they had not yet observed such consegsence

themselves.

Next we asked them what factors they found as atfioi ‘e-HRM success’. The respondents mentiahed
composition of the project teanthe way in which the internal project team workegether sector
organizational readiness(knowledge and sk#éisjihaving the current architecture clearly mappaslimportant
factors. Another curious response was that orgéaimshould onltandardize the standard processésle
keeping exceptional situations non-computerizedt@avas mentioned in the sense that every setthe

Netherlands has its own collective bargaining agesg which can limit the adoption of e-HRM.

Other mentioned factors wesepport from stakeholdeendtop management commitmehutit also factors
relating to the business case, namelgarly outlining the added value of a system fanagementFinally, the
supplier also mentioned a factor for the implemioreproject and said thatsystem should be implemented for
the whole organizatioin order to achieve benefits such as cost savingdicitly, the supplier meant that it

mostly only feasible to implement e-HRM when anasiigation exceeds a certaize

Subsequently, we arrived at our closed questiotieseddere we showed the respondents our framework
including all factors affecting adoption from 200102010 and asked them to rate the factors. Sigatly, we
asked them to mark a factor with a + when theyedjtgoon the effect of the factor, a — when theymidagree

and a 0 when they did not have any experience tivéHactor.

Overall, we found strong support for our adoptianiework. There were however, some factors where we
found overly negative responses. For instanceatiifsavailability of pc’sandexpertise with HRISvere

marked as ‘do not agree’ by three respondents oe.idso, we found that almost all factors pertagnio the
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implementation project category were positively keak, thus emphasizing the importance of this caiefyo
practitioners. In accordance with our previousestants, we found that the people factors were pastively
rated by respondents which means that they saw faetrs as most important for the successful talopf e-
HRM.

Finally, we also found a number of differences kegtwrespondents of different groups but also betwletwo
expert business consultants. Thus highlightingdbethat not all practitioners agree upon the irtgrace of
certain factors for adoption. This once again upihasrthat there is still disagreement and uncestaibout
which factors constitute to successful e-HRM adoptnd also supports the earlier mentioned impdinatand
added value of our research. However, our framewbduld be subjected to a rigorous empirical vélaa
before we can draw solid conclusions. Neverthelasspractical validation has provided additiongbgort for

our findings and has given extra input for futuseearch.
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5 . Conclusion

This paper aimed at identifying the most importactors affecting e-HRM success in the last fowradies and
providing a comprehensive synthesis of findinga gsiide for practitioners and a starting pointfidure
research. Based on a great number of factors amkqoences we created a framework derived fromlynere
empirical studies. In our inquiry we discovered tsadient research streams, namely research orrdacto
affecting e-HRM adoption and factors affecting eMBonsequences. Within these distinct, but not aiytu
exclusive, streams we also found four categoridaaibrs namely: technical, organizational, pe@id
environmental. Although we derived a small numiferamtingencies in both streams, these were pragen
important mediators or moderators to certain retesiips. Additionally, two distinct categories ohsequences

were revealed: organizational and people consegsenc

Further, our results show that success is a tetreagily quantified. It depends on the organizaigoals and
the achievement of those goals whether one cark sfeaiccessful e-HRM or not. Also, when taking the
numerous factors into account, we can say e-HRhis holy grail in itself. Companies need to b#ing to
address important issues and when they do e-HRMaaa considerable benefits and even has the paltent
add to an organization’s bottom line. Likewise, faand that traditional e-HRM promises like costisgs,
improvement of HR services and strategic reoriématf the HR department are definitely met in aericases.
However, success for the organization is not bynitefn success for the different groups of uséris therefore

necessary for future research to take a multi-sialkier perspective in the investigation of sucagsstHRM.

Also, our study resulted in lots of new implicatiosnd provided interesting food for thought foredse
disciplines engaged in e-HRM research. Due tetattered nature of the field, a comprehensivehegs of
factors and consequences was called for by seleadihg scholars for a long time. By includingalblications
of e-HRM, we were able to fill this gap. In additjimur framework is useful for practitioners why to build a
solid business case or try to investigate whatttences of success are when considering to impleerelRM

in certain organizations.

Unfortunately, we were limited by conducted resbamd by our own research method, which means our
framework is not conclusive. As often said, rigaatatistical studies are still uncommon which nsethat the
strengths and causality of relationships remaiaancHowever, by offering this empirical synthesis
provided a sound starting point for future researsimotivated to clarify all the mysteries lefthe field of e-
HRM.
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Appendix A. Search queries and number of results

Number of results

Web of Scopus
Search Query Science P
e-HRM 8 30
eHRM 6 10
e-HR 39 71
Electronic HRM 16 39
Electronic Human Resource Management 62 402
Online HRM 6 15
Online Human Resource Management 26 158
Web HRM 9 20
Web Human Resource Management 99 387
Web based HRM 5 12
Web based Human Resource Management 61 132
HRIS 136 39
Human Resource Information Systems 689 1847
HRIT 3 1
Human Resource Information Technology 397 11983
Virtual HRM 8 9
Virtual Human Resource Management 55 84
Digital HRM 5 4
Digital Human Resource Management 31 112
Computer Based Human Resource Information Systems 8 2 395
Total: 1689 4960

Grand total: 6649
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Appendix B. e-HRM literature analyzed

Author Year |Title
1 Mayer, S.J. 1971EDP Personnel Systems: What areas are being awdmat
2 | Tomeski, E.A, 1974 | Computerized Information Systems in Personnel - amative Analysis
Lazarus, H. of state of the art government and business
3 Mathys, N., LaVan, H.| 198PA survey of the human resource information syst@dRlS) of major
companies
4 Magnus, M., Grossman1985| Computers and the personnel department
M.
5 DeSanctis, G. 198aHuman-Resource Information Systems - A currentssssent
6 | Taylor, G.S., Davis, |1989| Individual Privacy and Computer-Based Human Resurformation
J.S. Systems
7 Broderick, R., 1992 | The evolution of computer use in human resourceagament:
Boudreau, J.W. Interviews with ten leaders
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W., Gash, D.C., Nichol, implements a Human Resource Information System
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Hong-Kong
11 | Hannon, J., Jelf, G., |1996| Human resource information systems: Operationakssind strategic
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F.K.T.

40

Alleyne, C.,
Kakabadse, A.,
Kakabadse, N.

2007

Using the HR intranet - An exploratory analysistsfimpact on
managerial satisfaction with the HR function

41

Hussain, Z., Wallace,
J., Cornelius, N.E.

2007

The use and impact of human resource informatistesys on human
resource management professionals

42

Panayotopoulou, L.,
Vakola, M., Galanaki,
E

2007
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Veldhoven, M.
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Fedric, S.A. Singapore
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53 | Beulen, E. 2009The contribution of a global service provider's HumResources
Information System (HRIS) to staff retention in egiag markets
Comparing issues and implications in six develomiogntries
54 | Bondarouk, T.V., Ruél, 2009 | e-HRM effectiveness in a public sector organizatemmulti-stakeholdef
H.J.M, van der Heijden, perspective
B.
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60 | Oiry, E. 2009 Electronic human resource management: Organizatiegponses to
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M.T., Boswell, W.R.,
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Cheyne, K.J.
62 | Reddick, C.G. 200PHuman Resources Information Systems in Texas GityeGments:
Scope and Perception of its Effectiveness
63 | Smale, A., Heikkila, |2009|IT-Based Integration of HRM in a Foreign MNC Subaig: A Micro-
J.P. Political Perspective
64 | Wilson-Evered, E., 2009 | Measuring attitudes to HRIS implementation: A fistddy to inform
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65 | Barut, O., Dogerlioglu,| 2010| Human Resources Information Systems: A socioteehpierspective
0.
66 | Guechtouli, M. 2010E-HRM's impact on an environment scanning prodesa: can
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M. illustration and reflections
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Florkowski, G.W.
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Appendix C. Methods and samples in investigated

literature
Author Year | Method Sample
1 Mayer, S.J. 1971 Quantitative| 375 major US corporations (Random)
2 Tomeski, E.A., | 1974 | Quantitative| 12 federal departments, 22 states, 15 countiesiti24, 17 private
Lazarus, H. organizations
3 Mathys, N., 1982 | Quantitative| 75 private sector companies (37 manufacturing, taiR&
LaVan, H. Wholesale, 14 Finance, 9 Utilities, 10 Transpootati
4 Magnus, M., 1985 | Quantitative| 1000 US personnel journal subscribers. Most work in
Grossman, M. manufacturing, finance or healthservices. Titleduded:
CEO/owner/partner/corporate officer/vice presid@io),
director (22,9%), manager (39,5%),
administration/supervisor/officer (14,3%) and spési/analyst/
assistant or consultant (8,3%).
5 DeSanctis, G. 1986Quantitative| 171 members of the Association of Human Resourste8y
Professionals (HRSP, Inc). All major industries
were represented in the sample, including
manufacturing, banking, insurance, transportation,
communications, construction, retailing,
education, and services. The typical respondetiigtGurvey was
"manager of HRIS," but vice presidents,
directors, and supervisors within personnel,
and those in charge of compensation and
benefits, also completed the survey.
6 Taylor, G.S., 1989 | Quantitative| 223 undergraduate business management studentpaddk the
Davis, J.S. study; 100 (45%) were female and 123 (55%) wereemal
7 Broderick & 1992 | Qualitative | Case studies of 10 Fortune 500 compatv@sidered 'leaders' in
Boudreau HRIS usage (explorative interviews with top HR Mgeq HRIS
Manager, Representatives from HRIS staff, InfoiomaBystems,
Finance or other areas who regularly worked withHRIS and
analyses of documents).
8 Mathieson, K. 1993 Quantitative| Survey of 78 users of a university HRIS
9 Kossek et al. 1994Qualitative | Longitudinal case study. Data wereeaxdittd over several years
2 different times. Surveys, interviews, and revie@vsompany
documents were used. 26% were from corporate, 7é8é fkom
field locations. 23% were managers and 77% wepgdfessionals
or staff. 72% were experienced (moderate or exped)s.
10| Martinsons, 1994 | Quantitative| 118 Canadian respondents, 361 Hong Kong respondents
M.G.
11| Hannon, J., Jelf, 1996 | Mixed 14 US-based MNCs (executives). 14 telephone irdersji and 11
G., Brandes, D. method in-depth questionnaires
12| Sturman et al. 1996Quantitative| Experimental design in field setting. 80 employeka fortune
500 company. Random assignment to 3 conditions.
13| Haines & Petit | 1997 Quantitative| Survey of 152 members of the Canadian Associatidfuonan
Resource Systems Professionals (CHRSP). This veems who
interact directly woth a computer-based HRIS tdtdsor work.
14| Powell & Dent- | 1997 | Quantitative| 65 surveys of CEQOs or senior executives in retailistry.
Micallef (mainly) (research also had additional phases for validigcks).
15| Hubbard et al. 199FQuantitative| Survey of 32 HR/PD's from top 100 privately ownednpanies in
Georgia on their perceptions of job-search methods.
16| Eddy etal. 1999 Quantitative| 124 employed persons enrolled in an MBA course eirgental
design (treatment: reading one of 4 policies/mesment:
guestionnaire): 31 subjects per condition
17| Martinsons & | 1999| Quantitative| Field study in East and South-East Asia. 67 questies derived
Chong from people responsible for HRM on the enterprsesl. A
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second questionnaire for the manager whose departmgs most
directly affected by the most recently adopted cotapbased IS
(61 of earlier 67).

18| Elliott & 1999 | Quantitative| 154 questionnaires of HR professionals in publi7(# and
Tevavichulada private (n=77) sector companies.
19| Tansley & 2000 | Mixed 2 year ethnographic/case study (observations, té@views,
Watson Method document analysis, field notes etc.) of HR and Ehagers
working on a three year global HRIS project forfanerican
corporation (80,000 employees, 60 countries) adtivdifferent
industries (food ingredient processing, agricultaranmodity
trading, financial risk management and technicalises) .
20| Svoboda & 2001 | Case Not described
Schroder description
21| Ball 2001 | Quantitative| Survey of 115 organizations from the Financial Ase Made
Easy (FAME) database into their usage of HRIS apfitins for
different HR activities
22| Tansley et al. 2001Mixed Case study of a large UK engineering company (40.00
Method employees) implementing the HRIS element of an ERem
(SAP).
23| Jones et al. 200pQuantitative| The paper discusses several quantitative studmehiich an
employee selection system (API) is validated
24| Neary 2002 Case Case description of a US-based multinational comgated
description | TRW (active in automotive, aeronautical systemagcspand
electronics, and information systems) with 100.86tployees on
developing a uniform performance appraisal system.
25| Hagood & 2002 | Case Case description of CIA's development and impleat&n of a
Friedman description | balanced scorecard-based performance measurenséansipr its
HRIS to justify costs and highlight the effectiveref the system.
26| Gardner et al. 200BQuantitative| Survey of 357 HR Professionals and 357 HR Execsitbrethe
way IT impacted their jobs.
27| Stanton & 2003| Qualitative | 2 studies on employee monitoring andeillance techniques.
Weiss One from perspective of Managers (responsible f&}.Dne from
perspective of employees themselves. These wenecthdrasted
to find overlapping or contradicting results.
28| Chapman & 2003 | Quantitative| Web-based survey of HR Managers (members of thetydor
Webster Human Resource Management (SHRM)) representing 125
organizations in the US on the use of technoloigigke
recruiting, screening and selection processefocandidates.
29| Hempel 2004 Qualitative | Examination of 22 Masters degree prowréo investigate HR
education on the ‘technology aspect'. Data comnkite
information of courses from the internet or frorformation
requested from lecturers.
30| Ruéletal. 2004 Mixed Case study (conversational interviews, documeiisgivations)
Method of 5 large (>15.000) organizations
31| Potosky & 2004 | Quantitative| Experiment of 65 adult students (91 % employeda @omparisor
Bobko between cognitively oriented selection tests adstenéd via
paper-and-pencil vs tests administered via theriate
32| Buckley et al. 2004 Mixed Case study of 14 educational publishers in the tgheir
Method introduction of a computerized applicant recruittmemd screenin
system.
33| Singh & Point | 2004 Mixed Discourse analysis on how 241 leading compani@sHnropean
Method countries explain (what are their drivers) and potartheir
diversity management policies on their websites.
34| Hustad & 2005 | Mixed 700 employees at (mainly the Norwegian branch af)sgon. 2/3
Munkvold Method working on R&D department. (semi-structured intews and
document analysis with key users during 5 months).
35| Belletal. 2006 Qualitative | Interviews were conducted with HR regemetatives from 19

Fortune 500 companies to examine the linkage betwkstronic
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human resources (e-HR) and the reshaping of piofess
competence in HRM

36| Cronin et al. 2006 Qualitative | Benchmarking study by means of intemgevith 20 HR
professionals working in federal agencies.
37| Florkowski & |2006|Quantitative| Survey research with HR managers and executiv@sd@®farge
Olivas-Lujan (500+) companies in the US, Canada, UK and Iretanthe
diffusion of HRIT. Specifically it was investigatéfdthe diffusion
was caused by internal forces, external forces/bridh.
38| Hooi, L.W. 2006/ Quantitative| Surveys, Interviews, Observations of 60 Malaysiapleyees in
manufacturing SME's(<250 employees). 21% were pdiohited
companies.
39| Ngai & Wat 2006| Quantitative| Survey of 147 HR practitioners in Hong Kong.
40| Alleyne et al. 2007 Mixed Case study of a customer service division of aglagpsidiary of a
Method major telecommunications organization which hadedtgyed and
implemented a company-wide HR intranet. The pojrat
consisted of HR managers and HR customers.
41| Hussain et al. 200fMixed Survey of 101 HR professionals and interviews Withsenior
Method executives (to whom the HR professionals reponteatking in
small-and-medium sized and large UK organizations.
42| Ngai et al. 2008 Quantitative| Survey of 147 HR practitioners in Hong Kong on thggrceptions
of the importance of internet for HRM.
43| Panayotopouloy 2007 | Mixed Research on e-HR adoption in Greece by means o§fgmups
et al. Method and questionnaires. A total of 76 questionnaireseweturned. For
the focus groups 3 HR managers from the followiegfars were
invited: manufacturing, banking and telecommunanagi
44| Ruéletal. 2007 Quantitative| On-line questionnaire of 100 operational employetmagers and
HR professionals in the Dutch ministry of intera#fhirs.
45| Tansley & 2007 | Qualitative | Ethnographic narrative study of an i8 &R manager working in
Newell a North-American owned corporation of over 80.06(p®byees
during the agenda setting stage of a global HR§8ementation.
Over a two-year period the researchers observagiobhal HRIS
team meetings. The meetings were about the despgification
and procurement of a $15 million HRIS with a globata
warehouse and country-specific integrated emplaolgabases.
46| Olivas-Lujan et | 2007 | Qualitative | Case studies of 4 large Mexican owreds from 4 different
al. sectors (food and beverages, financial and comaleserivices,
production and distribution of construction matks;ianformation
technology and BPO(business process outsourcinghwiave
been competing with globally operating companiellaxico and
in the global market for at least a decade. Seraigired
interviews with Senior HR managers were conducsennetimes
line managers and employees were also interviewed.
47| Voermans & 2007 | Quantitative| Online questionnaires of 99 managers and 257 eraptowithin
van Veldhoven Philips (Electronics) Netherlands.
48| Teo, T.S.H., 2007 | Quantitative| Questionnaire of 110 companies in Singapore
Lim, G.S,,
Fedric, S.A.
49| Beulen, E. 2008 Qualitative | Case study of 16 HR executives at Atiaen(a global
management consulting, technology services, arsbauting
company with 175.000 in 49 countries) on the wawlnch HRIS
supports them in their HR tasks.
50| Bondarouk & |2008]|Qualitative | 3 case studies (structured intervidie&] notes and document
Ruél analysis) of a hospital, an insurance company amui\ersity. 83
interviews were conducted with managerial employesponsible
for strategic policymaking in the companies, mershmthe IT
project teams, and end-users of the systems.
51| Haines & 2008 | Quantitative| Survey research of 210 senior HR executives atrigadanadian
Lafleur corporations.
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52

Lukaszewski et
al.

2008

Quantitative

2 experimental studies. Using a 2x2 experimentsigtethe
researchers examined the effects of (a) abilighimose the type d
HR system to which data would be disclosed (chegcao
choice), and (b) type of information disclosed (inebvs. non-
medical) on invasiveness and service satisfac8tudy 1 used 71
employed participants. Study tested the same hggethwith 68
employed participants. The only difference was thatsystem
choice manipulation (HRIS vs face-2-face HR systeas
different.

53

Beulen, E.

2004

) Qualitative

Case study of 16 HR executives at Ataen(a global
management consulting, technology services, arsbauting
company with 175.000 in 49 countries). The exeesiand
managers interviewed work for the company’s ArgemtBrazil,
China, India, Latvia and Slovakia branches (3 eingrg
continents). The main purpose was to explore h@HRIS
supported Accenture's efforts in retention managgme

54

Bondarouk et al

. 2009

Qualitative

21 interviews on a career developmeol were conducted at the
Ministry of the Interior and Kingdom Relations imd&
Netherlands: 10 with line managers and 11 with eygss.

55

Ruta, C.D.

2009

Qualitative

Case study of a leading internatiomelszilting firm on the
implementation of an advanced HR portal and the itvay

contributes to intellectual capital creation, maiv@nce and
leverage.

56

Morris et al.

2009

Mixed
Method

Case study (semistructured interviews, internalipations, medig
reports, and other published sources) of HR unitagars of 20
multinational companies in the United Kingdom @yntinental
Europe (6), Asia-Pacific (5), and the United Stg®sThen a
survey of 263 HR Managers was conducted to testthgses.
Hypotheses were tested on the basis of Structupahtion
Modeling.

57

Parry & Wilson

2009

Quantitative

On the basis of a literature review the authoretiped a
hypothesized list of factors affecting the adoptdmonline
recruitment. Then, 14 semi-structured interviewseaeeld with
UK HR managers in order to check the list of fagtand add
factors not discussed in the literature. Theseofaatiere then use
to conduct a survey of 439 HR managers and dire¢tor
investigate which factors were associated with @atiage of
vacancies advertised via the corporate websit@mmneercial job
boards.

58

Strohmeier &
Kabst

2009

Quantitative

Large scale survey of senior HR managers in 23§8&rozations
in 23 European countries to examine which generdicantextual
factors influence cross-national organizationalpidm of e-HRM.

59

Imperatori &
Bissola

2009

Quantitative

Experiment ogf 1078 undergraduate students attgrainrses of
Organizational Design, HRM and Organisational Bétavat
Catholic University in Milan. They formed 98 elevpeople-
groups, which were in charge of performing a cxeafiroduct.

60

Oiry, E.

2009

Qualitative

4 case studies in French banking witbeaced experience of
blended learning (e-learning and face-2-face) errdte conflicts
arising from this type of learning. 15 interviewsn& conducted
(with training managers (4), e-learning project agar (4), union
representative (1), direct manager (1), employdss lad
undergone the training (2), members of trainingadepent (2)
and an expert in the development of e-learning@anée (1).

61

Payne et al.

200

DQuantitative

Quasi-experimental study on employee's reactiotisgdase of an
online performance appraisal (PA) system and tudittonal
paper-and-pencil (P&P) approach. Reactions of aguad 83
employees evaluated with the P&P approach and dfifogees
evaluated with the online system were compared.

62

Reddick, C.G.

200

DQuantitative

Survey of 88 Human Resource Directors in Texas city
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governments in the US on the scope and perception o
effectiveness of HRIS.

63

Smale &
Heikkila

2009

Qualitative

A longitudinal, in-depth case study aggzh was used, and
followed the integration of a global e-HRM systamttie Finnish
subsidiary of a large European-owned MNC over #opesf
nearly two years. Qualitative data was collectedsami-
structured interviews with key subsidiary HR persairand
managers and was complemented with company docatrant
Specifically the study’s analytical focus is onues of process—i
this case the process of negotiation between H(absidiaries
during the IT-based integration of HRM and the imement of
key actors (micro-political approach).

=

64

Wilson-Evered
& Hartel

2009

Quantitative

Staff opinion survey of HR staff and line managarBve hospital
districts directly involved in the implementatiohtéR/payroll
integrated HRIS (34 respondents) and an automastdring
system (26 respondents) on the key determinargaanfessful
information systems implementation.

65

Barut &
Dogerlioglu

2010

Quantitative

Survey of employees working in HR departments (8186
managers or directors) of 31 organizations witlaagrage of 184
employees and 1,652 USD turnover on the relatignisetween
using a sociotechnical approach and successfaatolrs
consequences of HRIS implementations.

O

66

Guechtouli, M.

2010

Qualitative

Case study of Gama, an organizatioh wibre than 5000
employees, on the way an IT system (the Weeklypstp their
environmental scanning (ES) procedures. Intervieeie
conducted with 5 managers. Also, company docunentatas
analyzed.

67

Martin &
Reddington

2010

Mixed
Method

Case study of an e-HR implementation in two stiatbgsiness
units of a UK-based leading global oilfield servipesvider.
There were two stages of data collection. The $itgge comprise
of a web-based survey of 41 line managers (26 B&td A and
17 from B). The survey was then followed up by @lepth
interviews with line managers (6 from A, 3 from B).

68

Olivas-Lujan,
M.R.,
Florkowski,
G.W.

2010

Quantitative

Web-based survey of 136 US and Canadian firms @imfluence
of IT governance arrangements regarding intensitisage of e-
HRM (+19 respondents who did not indicate countty)6 had
positions in HR area and 60% worked at higher memeagnt
levels.

69

Heikkila &
Smale

2010

Qualitative

18 in depth-interviews with subsidi&ti managers from 2
European MNCs on the effects of language standatidizon the
acceptance and use of e-HRM systems.
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Appendix D. Mind maps -1970 - 2010

Applications & characteristics  Wnreliable computer output (Tomeski & Lazarus, 1974)

Difficulties with centralization of records (Maghus & Grossman, 1985)

[ . _ [ Integration issues (Magnus & Grossman, 1985)
Integrationfalighment |-
—_— = ¢

¢ . Customization issues (Magnus & Grossrman, 1985)
Technology factors | |-
—\1 \_ Difficulties ininterfacing with corporate headguarers (Maghus & Grossman, 1985)
| | A Computerization time consuming (Tomeski & Lazarus, 1974)
| |\ Project -

[ | Difficulties in finding appropriate software (Magnus & Grossman, 1985)
I Current architecture Current Computer capahility iMayer, 18717

| Organizational Size (Mayer, 19713

I Demographics Sectonindustry type (Mayer, 19713 - insignificant

| Sector (Tomeski & Lazarus, 1974)

= . | | I .
CeHRMfactors - Adopton )| _ Budgetlimitations (Mayer, 1371; Magnus & Grosstman, 1985)
—— \ g \| Resources | Lack of resources (personnel and time) (Magnus & Grossman, 1985)

| Intemal Costs (Mayer, 1971)

|
‘ II'--_ Organizational policies & practices  Securing privacy (Taylor & Davis, 13859

|, Knowledge & Skills __Shorages in technical personnel (Magnus & Grossman, 1985)

Lack of top management prioity (Tomeski & Lazarus, 1974; Maghus & Grossman, 1985)
Support & commitment -
I Imagination of Persannel Adrninistrator (Mayer, 19713

| \ People Factors |~

% o Difficulty communicating with technicians {Tomeski & Lazarus, 1974
|, Communication

| | . Incogruence between Personnel and MIS/DF needs (Magnus & Grossrman, 1985
| | Attitude/beliefs  Top Management Attitude (Maver, 1971)

Training  Training issues (Magnus & Grossman, 1885)

| Emdronmental factors Union Resistance (Mayer, 19713 - insignificant

Mind map 1. Factors affecting adoption 1970 1989

o o HRIS Responsihilities (DeSanctis, 1986)
Applications & characteristics -

Technology factors \_ Mumber of HRIS applications (DeSanctis, 1986)

eHRM TS - cnnsequer{c.n-a-é" v/ | Project  Duration of HRIS development {DeSanctis, 1936)
~ _ | —_—

: Organizational factors  Integration of HR plan with corporate plan (DeSanctis, 1986)

People factors Usgerinvalvement during systemns development (DeSanctis, 1986)

Mind map 2. Factors affecting consequences 1970 — 1989
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Costs Cost savings (Tormeski & Lazarus, 1974)

Improved information provision (Tomeski & Lazarus, 197 4)

| Effectiveness
. Improved accuracy of reponts (Tomeski & Lazarus, 1974)

Organizational _ Operational | i - )
o 4‘; Faster repomng Capabl“hf (TDmESKI & Lazarus, 19?4)

| Efficiency Freeing personnel staff for more imporant tasks (Tomeski & Lazarus, 197 4)

Ahsorption of increased workload without increase in staff (productivity) (Tomeski & Lazarus, 1974)

HRM Conseguence
SR |

Attitudes belief: Impersonality of computerization (Mayer, 1871}

\ ge & skills Understanding of systems (Tomeski & Lazarus, 1974)
' People C 1 g g

Top management satisfaction with HRIS (DeSanctis, 1988)

:._ Fersonnel management satisfaction with HRIS (DeSanctis, 1986)

Mind map 3. Consequences 1970 - 1989

Applications meeting business unit needs (Broderick & Boudreau, 1992)

[ Hardta moadify subsystems (Kossek et al,, 1994)

r' Ensuring report relevance and accuracy (Hannon et al., 1996}

' Ease of use {Haines & Petit, 1997) - insignificant for usage
Applications & characteristics }

I _ Usefulness (Haines & Petit, 1997) - ingignificant for usage

l On-ling applications (Haines & Petit 1997) - insignificant for usage

| |\ HR applications now running {Haines & Petit, 1997) - insignificant for usage

HR applications planned {Haines & Petit, 1997) - insignificant for usage

|
Technology factors | Data characteristics Guestionahle data integrity (Kossek etal,, 1994)

\ _Disseminating inforrnation about existing applications (Broderick & Boudreau, 1992)
I' } [ In-house development (Kossek et al, 1994) - negative
| | [ Cutsource development (Kossek et al., 19584) - positive

. Duration of development (Kossek et al, 1994)

“'- . Project |-

[ I Internal development (Haines & Petit, 1997) - insignificant for usage

| Documentation (Haines & Petit, 1997) - insignificant for usage

‘ Current architecture Current systems architecture (Kossek etal, 19584

|, Integration Integration of subsystems (Kosseketal., 1994)

| Canvassing business unit needs (Broderick & Boudreau, 1992)

I

| Diagnosing and managing pawer dynamics between HR and other functions and within HR {kKossek et al.,

Project | 1994)
| . Managing communication between HR and other functions and within HR {Kossek etal,, 1994)

HHMfactors-Adopt\o.

|
| Budget cuts in times of recession (Martingons, 1894)

'\ Collaboration across diverse business units (Kossek et al,, 1994)

Shorages in human resources (Martinsons, 1994)

| Resources |-
4‘ Rizing costs during implementation {Kossek et al., 1994)

I | Concerns about economic and operational feasibility (Martinsons, 1994)

. [
| | Shoartages in technical expertise (Martinsons, 1994)

|, Organizational factors / (" Familiarity with good information management practices (Martinsons, 1994)
Knowledoe of technology developments (Martingons, 1994)

i 1"
I\ Knowledge & Skills |-
|- . Keep upwith changes in technalogy (Hannon et al, 1996)

I Computer experience of firm (Haines & Petit, 1997) - insignificant for usage

| Organization's technology level {Hannon et al., 1996}

) Age of HRIS departiment (Haines & Petit, 1997) - insignificant for usage
Organizational size (Haines & Petit, 1997) - insignificant for usage
{ Size of HR department {(Haines & Petit, 1997) - insignificant for usage

\, Demographics |-
. Size of IS deparment (Haines & Petit, 1997) - insignificant for usage

i |\ Size of HRIS departrent (Haines & Petit, 1997) insignificant for usage

.
| People factors

Erwironmental féc‘tnrs

Mind map 4. Factors affecting adoption 1990 - 1999 Part 1
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Technology factors

Organizational factors
, Diefinitional variations {Mathieson, 1993)

-
| [ User skill level (Kossek etal, 1994)

-

IL" HR professionals'lack oftechnical knowledge and skill (Hannon etal, 1996)

Knowledge & Skills } Employee's understanding of software (Haines & Petit, 1997) - insignificant for usage

I Employee's understanding of hardware (Haines & Petit, 1997) - insignificant for usage

| I\ Employee's understanding of programming (Haines & Petit, 1997)

| \_Employee's computer experisnce (Haines & Petit, 1887)

| Support fram highly skilled users (Kaossek et al., 1994)

[ Lackof financial priatity frorm top management (Hanhon et al., 1996)

| IL General management support (Haines & Petit, 1997) - insignificant far usage

Support & commitment } Immediate superior support {(Haines & Petit, 1997) - insignificant for usage

. Supportfrom HR executives and staff (Hanhoh et al., 1996)

.'. {
||' '-\ Supportfrom 1S executives and staff (Hannon et al,, 1996)

| "-.\ Support from financial executives and staff (Hannon et al., 1996)

Ce-HRM factors - Adaption 3,

People factors | HR staff and management involvement in design (Kossek et al, 1994)

| . Useristakeholder imvolvement User involverment (Haines & Petit, 1997 - insignificant for usage

| | Involvement of line management and field units (Kossek etal, 1984)

i Providing informal training and troubleshooting (Broderick & Boudreau, 1992)

| Face2-face training (Kossek et al, 1994)

| | Training in HRIS skills and knowledge (Kossek etal., 1994)

Wendar training {Haines & Petit, 1997) - insignificant for usage

| \. Training j
\

|
‘ [

\_In-house training (Haines & Fetit, 19973 - insignificant for usage
'-.\ Selfttrained (Haines & Petit, 1997) - insignificant for usage

College courses (Haines & Petit, 1997 - insignificant for usage

I Employee's age (Haines & Petit, 1997 - insignificant for usage

| | I-" Employee's education (Haines & Petit, 1897) - - insignificant for usage

Demographics _:' Employee's experience in present position {(Haines & Petit, 1987 - insignificant for usage

' Employee's experience in HREM {Haines & Petit, 19587} - insignificant for usage
| 1

| Employvee's experience in arganization {Haines & Petit, 1997} - insignificant for usage
\ Folitical factors (Martinsons, 1994)
\ Emvironmental factors

\ Country culture (Martinsons, 1994)

Mind map 5. Factors affecting adoption 1990 — 1999 Part 2
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Type of technology used for HRIS {e.g. mainframe vs. pe-based) (Broderick & Boudreau, 1992)

[ Widespread system availahilite to employees (Broderick & Boudreau, 1992

Availahility of tracking applications (Broderick & Boudreau, 1982
Ease of use (Haines & Petit, 1887

Usefulness (Haines & Petit, 1997)

\ On-line applications (Haines & Petit, 1997)

>'.
r
Applications & Characteristics ) -

et

\ HR applications now running (Haines & Petit, 1997}

Technology factors |
/ \_HR applications planned (Haines & Petit, 1997)

Comprehensive HR databases (Broderick & Boudreau, 1992)

| ‘ Integrati
| I
“-. Data characteristics  YYealth of availahle information (Broderick & Boudreau, 1992)
(TR

Patchied updating (Hannon et al, 1995)

\ | Outsource development (Hannon et al, 1998)

Project | Internal development (Haines & Petit, 1937) - insignificant for satisfaction
Documentation (Haines & Petit, 1997)
HR par of strategic business plan (Kossek etal, 1994)

Strategic Alignment
/" Sirategic planning of HRIS {(Hannon et al., 1996)

¢ &-HRM factors - cnnsequences"

[ |

| Project _ldentification af current and future organizational needs (Hannan etal., 1886)

. Degree of centralization of HR management (Broderick & Boudreau, 1992)

[ If organizational policies that provide for employee authorization
| before releasing personal information (Eddy etal, 1999
' [ | interaction effect of policies that restrict access and ask for
| ‘ Organizational policies & practices |  &Mmployee authorization (natin model, but describe) Eddy etal., 1993)
\ I ‘! _ organizational policies that restrict access to personal informatian to intemal targets (Eddy et al, 1995)
| Organizational factors | |

‘

\_Stadardization of HR processes (Hannon et al., 1996 {p. 249)

|
| & skKills Computer experience of firm (Haines & Petit, 1987) - insignificant for satisfaction

| l Age of HRIS depariment (Haines & Petit, 1997} - insignificant for satisfaction
| -

Organizational size (Haines & Petit, 1897} - insignificant for satisfaction

| Demographics _.". Size of HR department (Haines & Petit, 1987) - insignificant for satisfaction

| | Size of IS department (Haines & Petit, 1987) insignificant for usage

| \_5ize of HRIS department (Haines & Petit, 1997) insignificant for usage

| People factors

Mind map 6. Factors affecting consequences 1990 — 1999 Part 1

Technology factors _
Organizational factors
I Analytical gkills of corporate staff iBroderick & Boudreau, 1992)
[ . Ermplovee's understanding of software (Haines & Petit, 1997) - insignificant for satisfaction
[ Knowledge & skills Employee's understanding of hardware (Haines & Petit, 1997} - insignificant for satisfaction

‘ . Emplovee's understanding of programring (Haines & Petit, 1997) - insignificant for satistaction

| \_Emplovee's computer expetience (Haines & Petit, 1997) - insignificant for satisfaction

I Culture Culture (Kossek et al, 1994)

‘ | Training HR professionals in technical experise (Hannon et al,, 1996)

| | [ Wendortraining (Haines & Petit, 1997 - insignificant far satisfaction

;HRM factors - consequences jl Training College courses {Haines & Petit, 1997} - insignificant for satisfaction

\_ People factors ) \_In-house training (Haines & Petit, 1987)

—" I~
fl- \_ Selftraining (Haines & Petit, 1997)
f General management support (Haines & Petit, 193873 - not significant for satisfaction
', Support & commitment -
| T Immediate superior support (Haines & Petit, 1997) - not significant for satisfaction
Employee's age (Haines & Petit, 1997) - insignificant for satisfaction
[- [ Employes's education (Haines & Petit, 1997) - insignificant far satisfaction
.-

Demographics Employee's experience in present position (Haines & Petit, 1997)
I -

|
| \_Employee's expetience in organization (Haines & Petit, 1997) - insignificant for satisfaction

' Employee's expetience in HRM {(Haines & Petit, 1997) - insignificant far satisfaction

Useristakeholder imsoh nt Uzerinvolvement (Haines & Petit, 1997) - insignificant for satisfaction

Mind map 7. Factors affecting consequences 1990 — 1999 Part 2
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Time savings for benefits experts (of using Expert Systerns) (Sturman et al., 1996)

Faster diagnosis of HR problems (Eroderick & Boudreau, 1992

. | More HR wark with less HR personnel iproductivity) (Broderick & Boudreau, 1992)
Efficiency |-

. Time savings (Kossek et al., 1884)

| [\ Freeing HR for mare imporant tasks (Martingons, 1984

\_Increased autornation of rowtine work (Kossek etal, 1894

|
_ | More accurate and timely responses to government or management
Operational |
% iniiated changes (Broderick & Boudreau, 1992)

| , Effectivity [ Better review and rationalization of HR policies and programs (Broderick & Boudreau, 1992)

N Improved accuracy of administrative activities (Broderick & Boudreau, 1982
' Unifarmity of data (Hannon et al., 1998)

Organizati | I. Cost effective administration and record keeping (Broderick & Boudreau, 1992)

\_Costs | Reduce direct expenses (of outsourcing) (Hannon et al., 1996

B-HRM ronseguences

\
|
il \_ Reduce costs of administrative activities (Broderick & Boudreau, 1992)
|

Improved decision making of key HR decision makers (Broderick & Boudreau, 1952)
Increased computer literacy (Broderick & Boudreau, 1992

| Senice |
| ‘ ~— % HR provides centralized decision support (Kossek et al, 1994

| Refational | \_Irproved benefits selection guality (of using Expett Systems) (Sturman et al.,1396)

-
l |'.\ Cl icati More consistent understanding and communication of HR policies (Broderick & Boudreau, 1992)

Dependence onvendors {of outsourcing) (Hannon et al, 1996)

| \
‘ | ‘-._\ HR status HR enhanced rale as information brokers and decision enahlers (Kosseketal, 1994)

~ More cansistent HR practices thoughout the firm (Broderick & Boudreau, 1892)

| Tranfor i Integr: - - -
| \_ Integration of decentralized units (Kossek et al,, 1994)

Perceptions offairness {employees) (Eddy et al,, 19949)

| Attitudessbeliefs | Perceptions of privacy invasiveness {employees) (Eddy et al., 1999)
| People consequences |

\_ Positive perception of applicants (by HR Directors) (Hubbard etal,, 1997)

\ ) ~ Gain in henefits satisfaction {of using Expert Systerms) (Sturman et al., 1996)
| Satisfaction
T Usersatisfaction (Haines & Petit, 1987, Elliot and Tevavichulada, 1994)

Mind map 8. Consequences 1990 — 1999
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) Clear and easy structure ofinformation (Rugél et al., 2004)

Experienced usability (Voermans &van Yeldhaven, 2007}

Applications & Characteristics
% Experienced ease ofuse (Voermans & van Veldhoven, 20073 - insignificant

fl "-‘_ Departmental relative advantage (Teo et al,, 2007

| Technical infrastructure not in place (Reddick, 2009)
Current architecturefinfrastructure

lr :_ Current IT infrastructure (Hooi, 2008)
Technology factors | -
1\ Compatibility of HRIS (Teo et al., 2007)
[ | -
| | [ Internal cormpatibility (Parry & 'Wilson, 2009)
|
|

"-. Integrati i _." Language standardization {Heikkild & Smale, 2010}
| \

Problems integrating vendor software with in-house software (Chapman & Webster, 2003)

|
| ' Developing customized system content (Gronin et al., 2006

‘ Project Availability of pe's (Ruél et al., 2004)

Organizational size (Noai & Wat, 2006; Teo et al, 2007; Strohmeier & Kabst, 2008)
Sector (Olivas-Lujan et al,, 2007, Panayotopoulou et al. (2007); Strohmeier & Kabst, 2009)

|
‘ Demographics | Sectar characteristics and culture (Panayotopoulou et al, 2007

Organizational branch (Yoermans & van Yeldhoven, 2007)

I\ Organizational size (Chapman & Webster, 2003) -= negative impact
| HRIS expertise (Teo et al, 2007)

| ‘ [ HR's IT absorbative capacity (Olivas-Lujan & Florkowski, 20103

Knowledge & skills | Expertise in IT (Hooi, 2008)

| / \
! |._Inadequate change management (Reddick, 2008)

(e-HRM factars - Adoptio.ﬁ':
— R | ‘ Guaranteeing confidentiality and security of input data (RUgl et al., 2004)

Language capabiliies of employees (Heikkild and Smale, 2010)

| ' ‘-' Work organization {more usage oftelecommuniting) (Strohmeier & Kahst, 2009}

Ernployrnent structure (use of termporary vs fiked personnel) (Strohmeier & Kabst, 2008) - insignificant

, Organizational policies & practices

Configuration of HRM (sxistence of formal HR department) (Strohmeler & Kabst, 2009)

Oryanizational factors r"l '\ HR ICT governance (Olivas-Lujan & Florkowski, 2010
\ Mapping HR processes (Tansley & Watson, 2000)

| [ Identification of HR needs (Tansley & Watson, 2000)

) Crogs-functional project team (Tansley & Watson, 2000}

’ | Projectin hands of HR department (Tansley & Watson, 2000)

| '_ Clear e-HRM goals and planning of goals (Ruél et al,, 2004)

\ Project | Marketing (intemally) system to Stakeholders (Gronin et al, 2008)

| ' Collaboration between departments (especially HR and IT) (Panayotopoulou et al, 2007)

\_Inability to prove need ar show potential payback (Reddick, 2009

‘ '.\ Dreveloping shared vision between HR and IS managers (Tansley & MNewell, 2007)

|\_Consulting external advisar (to decide upon vendon [Tansley & Watson, 2000y

|
| ) Inadeguate budgetfunding (Reddick, 2009)

| Resources | Financial resources (Hoai, 2006)

"-\ Cohstant communication processes (Tansley & Watson, 2000)

Organization's economic situation {Hustad & Munkvold, 2005)

|| Peapte factors

I‘_ Emvironmental factors

Mind map 9. Factors affecting adoption 2000 — 2010 Part 1
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Technology factors

| Organizational factors

cammuni aboutintended HRIS use (Beulen, 2009)

I C .
| \_ Lackofconsultation about implications of new system (Martin & Reddington, 2010}

l | Organizational culture (Panayotopoulou etal, 2007y Organizational imageiculture (Chapman & Webster, 2003)
|
Cutture | Subjective norms (Parry & Willson, 2009)

‘ |.‘: \_ HR innavation climate (Olivas-Lujan & Florkawski, 2010)  Receptiveness context (Martin & Reddingtan, 2010)

| Age (Voermans &van Veldhaoven, 2007; Strohmeier & Kabst, 2009) - insignificant

[ Gender Yoermans & van Yeldhoven, 2007, Strohmeier & Kabst, 2009) - insignificant

' Demographics Job experience {years) (Yoermans & van Veldhowven, 2007) - insignificant
[ N Individual demographics (Strohmeier & Kabst, 2009) - insignificant

‘\ ' Education (Strohmeier & Kabst, 2009) - insignificant
| HR professionals' IT skills (Panayotopoulou et al., 2007)

I" Individual IT competencies (Panayotopoulou et al., 2007)

Knowledge & Skills Knowledge of IT (¥oermans &van Yeldhoven, 2007) - ingignificant

. PC zkills of management and employees (Ruél et al., 2004)

| \_Employee's knowledge of languages (Smale & Heikkila, 2010)

Visionarysuppaorting/encouraging leader promoting HRIS (Tansley & Watson, 2000)
Leadership | Presence of a systern champion/advocate (Hustad & Munkvold, 2005 Presence of HR tachnolagy charmpion (Olivas-Lujén & Florkowski, 2010)

Supportive |leader with effective change leadership skills (Wilson-Evered & Hartel, 2008)

| Trust between members ofthe project teamn (Tansley & VWatson, 2000y

Employees' mindset towards e-HRM (Olivas-Lujan et al., 2007)

‘ Change in mindset of line management and employees (Rugl etal, 2004)

Strategic preference (Yoermans & van Weldhoven, 2007)

I‘ People factors |l Employee charmpion prefsrence (Voermans & van Veldhaven, 2007}

' Administrative expert preference (Voetmans & van Veldhoven, 2007) - insignificant

(e-HRM factors - Adaption )’ |
e | | Positive baliefs ahout relative atvantage (Pany & Wilson, 2008)  Negative heliefs (Pamy & Wilsan, 2008)

‘ "_" ical factors | Staffresi to change (Reddick, 2008)

| | Securityprivacy fears (Reddick, 2008)
\_ Group morale (Wilson-Everad & Hartel, 2008)

"\ Workplace distress (stress) MWilson-Evered & Harel, 2008)

' Confidence with technology skills (Wilson-Bvered & Hartel, 2009)

1\ Job satisfaction (Wilson-Evered & Hartel, 2009)
'_ Megative perceptions of HR staff (Martin & Reddington, 2010)

Commitment from management and employees (Hustad & Munkvald, 2005)  Management commitment (Panayotopoulou et al., 2007}

| Top management's priarity toweards systern (Hustad & Munkvald, 2005

/" Top and line management commitrment to e-HRM strategy (Qlivas-Lujan et al, 2007)

Top management support (Teo et al., 2007, Olivas-Lujdn etal,, 2007

Experienced user support (Yoermans & van Veldhowven, 2007}

l.

| ". Support & i ,!
\

\

| \_ Lack of support from officials (Reddick, 2009)

Il '-\ Lack of CEQ or manager support (Reddick, 2009)
Training of HR professionals in system usage (Panayotopoulow et al, 2007)

\ HR, manager and employee training (Cronin et al,, 2008)

ng
| 7 Lackof adequate training (Martin & Reddington, 2010)
Involvernent of HR and IS specialists (part-time) (Tansley & YWatson, 2000)

r \ User i | Inwolvernent of 1S and HR managers from other subsidiaries (Tansley & Watsan, 2000)

| | Involvernent of subject matter experts (Cronin et al., 2006)

| Union presence {Haines & Lafleur, 2008)

E_[ il factors .‘" Country's economic development (Olivas-Lujan et al, 2007; Strohmeier & Kabst, 2008)

Country culture (Olivas-Lujan et al, 2007; Smale & Heikkili, 2009)
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Systems security of access (Bradford Neary, 2002)

[ Technaology malfunctioning (Chapman & Webster, 2003)

\.' Option 0 use keyword searches (functionality) (Chapman & VWebster, 2003)

/' Perceived ease ofuse (Ruél etal., 2007) - insignificant

' Perceived job relevance (Ruél et al | 2007) - insignificant

Applications & Characteristics ) Using manager seff-service applications (Beulen, 2008)
[ . IT usage {in general) (Haines & Lafleur, 2008)

| | Quality of e-HRM application {content and designy (Bondarouk et al., 2009-1)
|

\\_Perceivad guality of applications (regarding content) (Ruél et al, 2007)

| fi
Technology factors |
- Echnology Tactors |

|\ Usefulness of applications (Ruta, 2008)

'\ HR portal configuration (Ruta, 2009
| Organizatior-wide HR portal (Svoboda & Schrader, 2001)
P

| [ talobal) integration of applications (Beulen, 2008)

Local adaption of HRIS iBeulen, 2009; Smale & Heikkild, 2009)
Alighment of HR portal with HR strategy (Ruta, 2009

Alighrnent of IS along cornpany subsidiaries (Morris etal, 2008)

| \_Integrationjali }:
| {

. Customization ofthe intranet (Alleyne &t al., 2007)

\ \_Strategic it between HRIS and HR- and corporate strategy (Tansley & Watson, 2000

|
‘ 1 Proiect In-house development vs commercial applications (Chaprnan & Webster, 2003)
\ Project -
T \_ Mapping data base structure and dala base management prior to implementation (Cronin et al.,, 2006}

i Organizational size (Ball, 2001; Haines & Lafleur, 2008)
| Demographics -
— . Firm age (Haines & Lafleur, 2008) - insignificant

Lack of awareness and understanding of potential of HR: systern (Tansley et al., 2001}

—— ] \
- - | I-‘ \_ Upgrade oftalent {(Svoboda & Schrdder, 2001)
HRM factors - Conseguences | - -
———\ | wiell arganized screening systerm and eriteria (Chapman & Webster, 2003

Knowledge & Skills | Significant technical expertise of project team (Bradford Neary, 2002)

| ‘ .. ‘well defined cormpetence management process (Hustad & Munkvold, 2005)
-
| | ¥ Choice of HR system {real-life' vs HRIS ) (Lukaszewski et al., 2008)

| Type of information disclosed (Lukaszewski et al., 2008)

| |
. Organizational factors |  Organizational policies & practices Organizational policies regarding career development (Bondarouk et al., 2008-1)

\ \_ Blended learning (Oiry, 2009)

| . Glohal standardization (centralization) of HRMW practices vs local practices (Hustad & Munkyvold, 2005)

|\ Standardization of HR processes (Hannon et al,, 1996

‘ \_HR professional's functional orientation (Gardner et al., 2003)

| HR process owners mapping owh processes (Tansley et al, 2001) - negative

[ Mapping each HR process independently (Tansley et al., 2001) - negative
|-

\ Project | Use af cross-functional praject team (Bradford Meary, 2002)

. _ Good planning of implementation (Chapman & Webster, 2003)

\_Internal marketing of the system (#lleyne et al,, 2007)

Caommunication via s-learming (Svoboda & Schrader, 2001)

| / — . Feedback (evaluation) after system implementation (lleyne et al, 2007)

| | i HR professional's age (Gardner et al, 2003) - insignificant
| | Demographics -
| < \__HRprofessional's gender (Gardner et al, 2003) - insighificant

1 |
| People factors | . Support from each business unit (Bradford Neary, 2002)
—%_ Support and -

" Lack of middle and top rmanagement support (Tansley etal., 2001)

,'._\ Training Training (Alleyne etal | 2007)

Failure in involving stakeholders impacted by the systemn (Tansley etal, 2001}

| | users involvement -

Custorner involvement (Allsyne st al., 2007)

factors  Country culture iBeulen, 2009)
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Enhanced henefits administration (Beulen, 2008)

Increased infarmation collection and processing capabiliies (Cronin et al., 2008)

,';" Technical HRM effectiveness (Ruél etal., 2007; Haines & Lafleur, 2008)

Increased effectiveness (Panayotopoulou etal., 2007; Beulen, 2008)

| Increased effectiveness of HR practices (Ruta, 2004)

| Increase in humber of under-qualified applicants (Chapman & Webstar, 2003

" Improved data accuracy (Reddick, 2009

' Increased information (Panayotopoulou et al., 2007; Beulen, 2009)

Effectiveness j' increased infarmation responsiveness by HR professionals (Gardner et al,, 2003)

‘._ greater information autonomy for HR professionals (Gardner et al., 2003)

\_ Expanding applicant pool (Chapman &Wehster, 2003)
| "-\ Increased flexhility of HR (Reddick, 2009)

\. Emphasizes flexibility aver bureaucracy (Ruél et al., 20043

Increased training flexibility (Oiry, 2009)

Increasing numher of minority applicants (Chapman & Wehster, 2003)

‘ |\, Standardization of HR processes (Cronin et al., 2006)

: | \ Cheating issues (Chapman &Webster, 2003)
Operational |
e
(e-HRM consaguences ! I| |

Time savings (Bradford Meary, 2002; Cronin et al., 2006; Panayatopoulou et al., 2007)

I Organizational | /
B 1 | Mare efiicient screening process (Chaprman & Webster, 2003, Buckley et al., 2004)

Cecrease in administrative hurden (Rugl et al,, 2004, Reddick, 2008)

i
| |/
r [ Improved HR operating efficiency (Reddick, 2008)

| " Increased efficiency (Beulen, 2008)

| | Shifted additional administrative hurdens to line managers {Reddick, 2009) - no suppart

| Efficiency " Increased volume of wark (Reddick, 2009} - no support
‘ '\ Reduced HR lahor force (Reddick, 2009) - no support
Improved productivity of HR emplovees (Reddick, 2008)

\_Reduce levels of bureaucracy (Reddick, 2009) - no support

‘ | V. Autormated recard keeping and ather clerical tasks (Reddick, 2008}
|

\_Increase inwaorkload for line managers (dartin & Reddington, 2010)

HR professionals administrative competency of less importance (Bell et al., 2006)

| Cost savings (Svoboda & Schrader, 2001; Jones et al, 2001; Chapman &Webster, 2003; Ruél et al, 2004,
‘ \ Buckley et al, 2004, Panayotopoulow et al. 2007, Olivas-Lujan et al., 2007; Beulen, 2009; Ciry, 2009)

_ Lowered HR operating costs (Reddick, 2009) - no support

| h
l | ' Eliminated paperwaork {(Reddick, 2005) - no support

| 'I'. Relational _

\ Tranformational
Attitudes/Beliefs
— . Satisfaction _

Mind map 11. Consequences 2000 — 2010 Part 1
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Operational _
FProfessional suppart of faculty and coaches {Svobaoda & Schrdder, 2001}

Improved quality and timeliness of services to employees (Reddick, 2008)

Empowering employees and managers to make more decisions on their own about needs (Reddick, 2009)

/ Improved training and development opportunities (Beulen, 2009)

Increased responsiveness to employees needs (Cranin et al., 2006)

‘ HR professionals spent maore time providing workforce consultation (Cronin et al,, 2006)

HR professionals competency directed mare towards functional HR delivery (HR services) (Bell et al., 20068)

' HR professionals to spend maore time an IT support activities {Gardner et al., 2003)
‘ " Better training results (Oity, 2009)

_ Faster responses from HR department (Olivas-Lujan et al., 2007)

| ' Improved line managers’ ability to meet HR responsibilities (Reddick, 2009)

| '\ Good support for attention managerment (Guechtouli, 2010)

Reduced response time to serve customers and clients (Reddick, 20049

Improved services to internal customers (Panayotopoulou et al, 2007)
Improved quality of HR services (Reddick, 2008)

\ Enabled managers to he more effective (Reddick, 2008)

HRM conseguences )’

People

- Organizational | R

Managers' decision making (Panayotopoulou et al., 2007, Beulen, 2008)

Improve cooperation {Panayotopoulou et al, 2007)

Improved relationship with HR (Alleyne etal., 2007)

’ \ Improved warking relationships with upper management (Reddick, 2009)
-

| Deterioriation of relationship with manager, colleagues and clients {(Qiry, 2009)

' HR professionals to make greater use of external professional links (Gardner et al, 2003)

Self-initiated internships at other companies (Svoboda & Schrader, 20017

. Improved relationships with citizens and business and HR (Reddick, 2008)

Dehumanize selection process (Chapman & Webster, 2003)

| '-.\ Received HR staff acceptance (Reddick, 2009)

‘ Enhanced professional standing of HR professionals (Hussain et al, 2007)

Enhances team spirit (Swvoboda & Schrider, 2001)

| Employees can take partin online discussions (Ruél et al., 2004)
l | o | Improved communication (Ruél et al, 2004; Panayatopoulou et al,, 2007)
| \ Communication |~ - -
%_ Employees getinformed about organizational developments (Rugl etal., 2004)

| |
| ' Emploves access to HRM issues (Panayotopoulou et al., 2007)

| Tranformational _
Attitudes/Beliefs

\_ Satisfaction _

Mind map 11. Consequences 2000 — 2010 Part 2
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Operational _
| Relational _

Strategic conformism (Buechtouli, 2010

| [ Made HR a strategic partner (Reddick, 2009)

|

;" Enahle HR to focus more on its mission (Reddick, 2009y

| Seapus of HR more towards strateqic issues (Reddick, 2009)

[ strategic HRM effectiveness (RUBI st al, 2007; Haihes & Lafeur, 2008)

Possibility to implement HR strategic decisions very rapidly {Cronin et al,, 2006)

| Supports risk taking and innovation (RU&l et al., 2004)
i Reengineered HR {Reddick, 2009)

Mo change in roles and responsibilities for HR specialists (Tansley et al, 2001)

Strategic focus |-
/ . HR professionals to spend maore tirme on transformational activities (Gardner etal., 2003)

. Uparading role of HR professional to more strategic (Panayolopoulou et al., 2007, Olivas-Lujan etal., 2007)

\_HR professionals competency directed more towards business issues (Bell etal, 2008)

HR professionals role of strategic business partner (Haines & Lafleur, 2008)

' HR professionals role of change agent (Haines & Laflaur, 2008)

\_HR professionals shift fram administrative to strategic role (Sell et al, 2008)

|\ HR managers’ motivation for environmental scanning activities (Guechtouli, 2010)

Infarmation analysis (Ball, 2001)

| M changes in roles and responsibilities far emplovess in general (Tansley etal | 20017

Change to more knowledge sharing culture (Ruta (2008)

| [ Increaszed knowledge management (creation, capture, tranfer and use) (Reddick, 2008)

‘ ‘.. Development and maintanance ofintellectual capital (Ruta, 2009)

| (| Glohally available resources for learning (Svokoda & Schrider, 2001)

- Organizational ||

P — ' Role change for everyone invalved in training (Diry, 2008)
‘e-HRM consequences ) -

\ |
\_ Tranformational |

Emergence of communities of knowing - of competence mngmnt systems (Hustad & Munkyold, 2005)
| \ . More open culture (RUl et al, 2004)

| ' Growth in employee competence (Rugl et al, 2004)

I\_Utility far the performance appraisal (Payne etal, 2009)
| Guality of ratings (Pavne et al., 2009)

Participation in the performance appraisal (Payne et al., 2009

Reduced turnover (Buckley et al, 2004)

Enhanced ability to recruit and retain top talent (Reddick, 2009
|/ Enhanced human resource planning activities (Beulen, 2008)

Retain gualified personnel (Fanayotopoulou et al., 2007)

Enhanced employee retention (Beulen, 2008)  Reduced turnover (Buckley et al., 2004)

Identification of (globaly company talent (Bradford Neary, 2002

Uniformity and completeness in evualating & managing human capital (Bradford Meary, 2002)
Company image (ernployer of choice) (Panayotopoulou et al., 2007)

\_ Transaparant and flexible internal labour market (Ruél etal, 2004)

Qrganizational climate change: more flexibility, better workilife balance (Ruél et al, 2004)

I
| l |\ Ernployees can choose their career development path (Ruél et al,, 2004)

| Emplovee development (Panayotopoulou etal, 2007)

‘ | Contributes to people alignment across subsidiaties (Morris etal, 2009) - not sighificant

Contributes to replication capabilities for HR practices across subsidiaries (Morris et al., 2008)

| \ Integrati i Stratesic intearation of HR strategy with cormpany strategy (Ruél et a1, 2004)
| . Alignment of HR functions with strategic organizational objectives (Panayotopoulou et al., 2007}

" \_Alignment of corporate and personal goals (Panayotopoulou et al., 2007

AttitudesBeliefs

| People
\_ Satisfaction
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) Operational

Organizational | Relational

Tranformational

HRIS seen as crucial and enahling technology by HR professionals (Hussain et al., 2007)

Level of security for ratings (Fayne et al,, 2009)
|

) Levels of supervisor accountahbility (Payne et al., 2009)

Improved employee awareness, appreciation, and use of city government HR programs (Reddick, 2005

| Attitudes/Beliefs |-
S | Vs . Invasiveness (Lukaszewski et al. 2008)

(&-HRM °°n99quen°9§.- " \_Role corflicts (Qiry, 2000

[\
|

!
| \\_Lack of hurman contact (Qiry, 2009)

Employee commitment {Olivas-Lujan et al., 2007)

) Satisfaction with the performance appraisal (Payne et al,, 2009)

| Service satisfaction {with HR department) (Lukaszewski et al., 2008)

| . ) f Ermployvee satisfaction (Panayotopoulou et al., 2007)
| Satisfaction |-
; . Satisfaction with HR intranet (HR customers and managers) (Alleyne et al., 2007)

|\ Increased satisfaction related to HR processes (Cronin et al, 2006)

High client satisfaction with e-HR service (Ruél et al., 2004)

Mind map 13. Consequences 2000 — 2010 Part 4
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Appendix E. Interview protocol
A.Introductie

1) Wie ben ik?

2) Wat voor onderzoek heb ik verricht?

3) Waarom ben ik hier voor het interview? opinie van experts uit de praktijk
4) Definities (zie Appendix)

B. Open interview
1) Hoe definieert u het succes van een e-HRM impteatie?

2) Welke positieve dan wel negatieve consequentiase-HRM implementaties heeft u in de praktijk

waargenomen?

¢ Welke operationele consequenties van een e-HRMeimghtatie heeft u in de praktijk
waargenomen?

¢+ Welke relationele consequenties van een e-HRM imeigatie heeft u in de praktijk
waargenomen?

¢ Welke transformationele consequenties van een e-kHRNementatie heeft u in de
praktijk waargenomen?

3) Welke factoren waren bepalend voor het succesetisucces van de e-HRM implementatie(s)?

C. Modé€

Tot slot wil ik u mijn model laten zien en u vragem deze te beoordelen op basis van de volgendemp(voor

zover u deze heeft kunnen overzien):

1. Welke factoren herkent u uit de praktijk die bijgiea aan adoptie (acceptatie en gebruik) of
niet-adoptie van e-HRM? Met een + kunt aangeven diegt met de factor uit de praktijk eens
bent, met een — kunt u aangeven dat u het nietreende factor. Met 0 kunt u aangeven dat u
de factor niet herkent uit de praktijk.

LET OP! De factoren zijn omschreven zoals ze in de litenagevonden zijn. Dit betekent
dat sommige factoren negatief, en sommige pogigédrmuleerd zijn. De positief
geformuleerde factoren dragen (volgens de literain positieve wijze bij aan adoptie en de
negatief geformuleerde factoren dragen op negatigve bij. Sommige factoren zijn echter
neutraal geformuleerd, maar staat achter de faftoe significant (van waarde voor adoptie)
of niet significant (niet van waarde voor adop#i).
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D. Vervolgstappen

Vertellen over vervolgstappen: artikel, tool, these

Appendix

Definities

Implementatie
Adoptie (acceptatie en gebruik) van een systeatang de transitieperiode tussen de technischdlagtaran

een nieuw systeem en zijn behendig/bekwaam endaiagistent gebruik door de beoogde medewerkers.

‘the adoption of a system during the transitionipdbetween the technical installation of a neweysand its
skilful and task-consistent use by a group of éngeted employee¢Bondarouk, 2004. p. 41)

Factoren

Factoren in ons model kunnen betrekking hebben zgk@n: adoptie en consequenties.

Consequenties

Consequenties van het gebruik van een e-HRM systeem

Traditioneel wordt er onderscheid gemaakt tussematipnele (effectiviteit, efficiéntie, kostenbespg),
relationele (service naar interne en externe @igffaciliteren), relaties met interne en exteri@nten) en

transformationele consequenties (strategischetatiérvan de HR afdeling).

Succes
is gedefinieerd als beoogde en verwachte conseqagnbngruentie tussen doel en behalen van doeljet-

verwachte positieve consequenties.
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Extra appendix A. Article HR Praktijk

Inzicht in oorzaken van adoptie en succes
van e-HRM: praktische handvatten voor
Implementaties

Auteurs:
Tekst: Ferry de Wit | Rik van Wijk | Janneke deddira

Het gebruik van e-HRM als HR-informatiesysteermmiglé afgelopen jaren steeds meer gegroeid
dankzij de opkomst van internettechnologieén epasitieve verwachtingen van organisaties over de
resultaten van e-HRM. Enkele voordelen die vaakdenrgenoemd zijn kostenbesparingen,
verbeterde HR-dienstverlening en de heroriéntaiepersoneelsmanagement naar een meer
strategische rol. Uit wetenschappelijk onderzodkti@chter dat veel organisaties moeite hebben om
deze geclaimde voordelen te behalen, maar ook @astdedbenoemen. Om het nog gecompliceerder te
maken, spreken sommige wetenschappelijke publgeti@ar tegen over de succesfactoren van e-
HRM. In de praktijk blijkt dat organisaties zich iig bewust zijn over de succesfactoren van e-
HRM.

In dit artikel vatten we 40 jaar onderzoek naasuadecesfactoren van e-HRM samen. We gaan in op
wat verstaan wordt onder succesvolle adoptie vidREl-systemen en zetten uiteen welke factoren
bijdragen aan het succes van e-HRM. Op basis vagreetschalige literatuuronderzoek en
praktijkervaringen lichten we enkele bijzondereutteden uit, tezamen met maatregelen die u bij de
implementatie van e-HRM kunt treffen teneinde dedggle resultaten te behalen.

Het onder zoek en de aanpak

Het succes van e-HRM middels een definitie vasagg een exercitie die menigeen heeft
uitgevoerd, maar tot op heden geen sluitend en tficerbaar begrip heeft opgeleverd. Uit
praktijkonderzoek is gebleken dat Hethalen van de vooraf vastgestelde doelstellinheinvaakst
wordt genoemd. Maar hoe behaalt u deze doelstehieg waar dient u rekening mee te houden?

Literatuur van de afgelopen vier decennia is ggaeaird om antwoord te krijgen op de vraag: wat
Zijn de belangrijkste factoren die zowel bijdragem succesvolle adoptie als aan het succesvol
behalen van doelstellingen van een e-HRM-systeeantbdel is ontwikkeld waarin de factoren
(oorzaken) zijn gerelateerd aan adoptie en de qoesgies (gevolgen, doelen) van e-HRM. De
factoren die leiden tot succesvolle adoptie varRdHzijn vervolgens geverifieerd in de praktijk door
middel van reviews met experts (P&QO’ers uit orgaties waar e-HRM gebruikt wordt, leveranciers
van e-HRM-toepassingen en adviseurs). De factaeelerlen tot succes van e-HRM zijn in de
praktijk pas verifieerbaar nadat een project etijgegeleden succesvol is afgerond en langerartijd
gebruik is.

We behandelen de succesfactoren voor zowel deiad@pt e-HRM als succesfactoren voor het
behalen van gestelde doelen afzonderlijk . Het audé heeft dermate veel relaties gevonden dat
deze niet uitputtend kunnen worden weergegeveenragikel. Om die reden worden slechts enkele
spraakmakende relaties tussen succesfactoren elygeyn dit artikel besproken. Het complete
model van factoren en relaties, samen met eemyuitier hoe dit praktisch kan worden toegepast,
komt online beschikbaar.

122



De succesfactoren voor eeHRM adoptie

Adoptie van e-HRM is hier gedefinieerd als “hetqa® van initiéren en implementeren van IT ten
behoeve van het ondersteunen van diverse medewénkieet uitvoeren van HR-take(Btrohmeier
& Kabst, 2009. p. 484). Kortom, het draait hier elke factoren bijdragen aan het succesvol
initiéren en implementeren van e-HRM. Deze factaignin te delen in de categorieén:

* technologische factoren
e organisatorische factoren
* menselijke factoren

Een opmerkelijke organisatorische factor die webleabgevonden is “configuratie van HR”. Hiermee watel
mate van aanwezigheid van een formele Afdeling %0oeld. Deze wordt tevens door alle respondenfen,
één expert na, als succesfactor bevestigd. Hét tlijs dat wanneer een organisatie beschikt ovefogmele

Afdeling P&O met formele processen en eenduidigideleen succesvolle adoptie aannemelijker is.

Ook interessant is het feit dat “P&O-innovatieklmtiiaen “P&Q’s absorberende capaciteit” ten aanziam I T
invloed hebben op de adoptie van een systeem. #tietlimaat wordt beschreven als de mate waarin de
Afdeling P&O open staat voor innovatie binnen d#etihg en is tevens onderdeel van organisatieauliat
IT-absorberende capaciteit wordt de capaciteitmadewerkers bedoeld om relevante kennis te ontigkke
belangrijke externe sturingsinformatie te herkenmfgiste beslissingen te nemen en effectieve wedgssen en
structuren ten aanzien van IT te implementeren é@8dh Levinthal, 1990). Als een organisatie een goed
innovatieklimaat kent en de IT-absorberende cagideiain deze afdeling hoog is, is de kans op swoties
adoptie van e-HRM groter. Dit geldt echter alleeanneer de uiteindelijke verantwoordelijkheid ovet HR-
systeem tevens bij de IT-afdeling ligt (Olivas-Luij& Florkowski, 2010).

Zowel de literatuur als de praktijk tonen aan dstimplementatieproces geleid zou moeten worden eeo
verantwoordelijke vanuit de Afdeling P&O (Tansleywdatson, 2000). Dit gezien het feit dat zij hettlukes

behoeften en eisen vanuit P&O in kaart kunnen keremn gedurende het proces kunnen bewaken.

Zowel de literatuur als de praktijk laten zien deganisaties met een cultuur die gedomineerd wawdt
technologievriendelijke normen, dus waarbij de mesl&ers positieve attitudes hebben ten aanzien van

technologie, eerder succesvolle adoptie bereikarodganisaties die deze normen niet bezitten.

Tot slot is gebleken dat deze normen per sectactdien. Zo tonen afzonderlijke studies dat delkeasector
eerder een succesvolle adoptie bereikt dan andetersn (Olivas-Lujan et al., 2007; Strohmeier &ka
2009). Het is daarom belangrijk om voor een impletaige te bepalen welke cultuur dominant is in een
organisatie en vervolgens de juiste maatregel&efien. Dit kan bijvoorbeeld door middel van
verandermanagement waarmee de attitudes van devedaes ten aanzien van e-HRM positief beinvioed
kunnen worden om zo een positief P&O-innovatiekhirt creéren. Ten aanzien van IT-absorberendeitaipa
doen organisaties er goed aan om personeel teescimhet gebruik van e-HRM en hen bewust te makende

implicaties en het potentieel van deze technologie.
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Tabel 1: Succesfactoren voor adoptie van e-HRM

Factor Omschrijving Relatie M aatregelen
Configuratie van P&O Aanwezigheid van een formele De aanwezigheid van een formele 1. Formaliseren P&O afdeling.
afdeling P&O afdeling. P&O afdeling wordt positief 2. Formele processen en eenduidig
geassocieerd met adoptie van e- beleid implementeren .
HRM.
HR-innovatieklimaat De mate waarin de HR-afdeling Een innovatieklimaat of 3. Bepaal welke cultuur dominant
open staat voor innovatie binnen d organisatiecultuur welke positieve is.
afdeling. Onderdeel van attitudes bevat jegens e-HRM worc 4. Wanneer het innovatieklimaat
organisatiecultuur. positief geassocieerd met adoptie niet positief is ten aanzien van e-
van e-HRM, mits de HRM kunnen maatregelen
verantwoordelijkheid over het worden getroffen teneinde het
systeem bij de IT afdeling ligt. klimaat positief te beinvioeden,
bijvoorbeeld door middel van
verandermanagement.
HR’s IT-absorberende De capaciteit van medewerkers on Een hogere mate van IT- 5. Absorberende capaciteit kan
capaciteit relevante kennis te ontwikkelen,  absorberende capaciteit wordt bevorderd worden door middel
belangrijke externe positief geassocieerd met adoptie van trainingen om kennis en
sturingsinformatie te herkennen,  van e-HRM, mits de kunde te bevorderen en
juiste beslissingen te nemen en verantwoordelijkheid over het duidelijke interne communicatie
effectieve werkprocessen en systeem bij de IT afdeling ligt. over de implicaties en het
structuren ten aanzien van IT te potentieel van het systeem.

implementeren.

e-HRM project in Het project dient geleid te worden Wanneer het e-HRM project geleic 6. Wijs een verantwoordelijke aan

handen van P&O door een verantwoordelijke van de worden door een verantwoordelijk¢  vanuit de P&O afdeling. Bij
P&O-afdeling. Veelal zal dit een  van de P&O afdeling wordt dit voorkeur de persoon met de
P&O manager betreffen gezien de positief geassocieerd met adoptie meeste kennis en vaardigheden
brede kennis over de afdeling. van e-HRM. op het gebied van P&O die

eveneens de capaciteit bezig om
mensen achter zich te scharen
(veelal manager).

Factoren die bijdragen aan het behalen van beoogde doelstellingen
Ook bij factoren die bijdragen aan het behalendeabeoogde doelstellingen onderscheiden we tectisolre,

organisatorische en menselijke soorten. Op teclyisih gebied werd gevonden dat de “kwaliteit vainéieud
van een e-HRM systeem” positief samenhangt meesfisthe HRM effectiviteit (Bondarouk et al., 2009)
Wanneer organisaties dus de strategische bijdragélRM willen vergroten, blijkt het van groot bejpom de

inhoud van het systeem goed af te stemmen op deefieh van de gebruikers.

Een bijzondere factor met betrekking tot organedsleid is in hoeverre medewerkers de “keuze hebivern
HRM-systeem”: bijvoorbeeld e-HRM of face-2-face. Mdaer medewerkers de keus krijgen uit beide systeme
voelen zij zich minder geschonden in hun privacyi@gnzij meer tevreden met P&O-dienstverlening
(Lukaszewski et al., 2008). In een case studieeaangroot bedrijf in Engeland is gevonden dat a@eganisatie
niet in staat was om de Afdeling P&O strategischdmriénteren. Als belangrijke factoren voor feeh in

deze en andere studies worden vaak genoemd:

* hetgebrek aan bewustzijn en kennis van de potentidgasysteem
* hetbetrekken van stakeholders
» hetgebrek aan ondersteuning vanuit midden- en topmamagt
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De eerste factor kan het gevolg zijn van een te&amntkennis en ervaring, maar ook van weerstandaam
trainingen te gaan uit angst voor technologie. @ek lijkt adequaat verandermanagement een uitktanst

bieden.

Tabel 2: Succesfactoren voor te behalen doelsgghmmet e-HRM

Factor Omschrijving Relatie M aatregelen
Kwaliteit van e-HRM  In hoeverre de inhoud van het e-  Een hogere kwaliteit van e-HRM 1. Voorafgaand aan de
inhoud HRM systeem overeenkomt met d wordt geassocieerd met het implementatie in kaart brengen
behoeften van de gebruikers. bereiken van strategische HRM wat de behoeften en eisen van de
doelen. gebruikers zijn.

2. Vervolgens het systeem zo goed
mogelijk afstemmen op
behoeftes en eisen.

Keuze HR systeem De mate waarin medewerkers de  Wanneer medewerkers de keus 3. Geef medewerkers de keus uit

keus hebben om gebruik te maker hebben uit verschillende HR HR systemen. Dit is met name
van e-HRM of face-2-face met een systemen zullen zij zich minder gewenst bij HR kwesties die
HR professional te kunnen geschonden voelen in hun privacy intensieve interactie vergen of
interacteren. en de kwaliteit van HR kwesties waarbij de privacy van
dienstverlening als hoger een medewerker in het geding
beoordelen. komt (bijvoorbeeld medische
kwesties).
Bewustzijn en kennis De mate waarin medewerkers zich Het is gebleken dat wanneer 4. School de medewerkers ten
van de potentie van e bewust zijn en kennis hebben van medewerkers weinig kennis hebbe  aanzien van het potentieel van
HRM de potentie van e-HRM. en zich niet bewust zijn van de het systeem om ze op deze wijze
potentie van e-HRM strategische bewust te maken van de

HR doelen moeilijk te behalen zijn. implicaties en mogelijkheden.

Betrokkenheid De mate waarin relevante Het is gebleken dat wanneer 5. Betrek relevante stakeholders bij
stakeholders stakeholders betrokken zijn bij het relevante stakeholders niet worder  het implementatieproces.
implementatieproces. betrokken bij het 6. Laat ze deelnemen aan

implementatieproces strategische brainstormsessies en breng hun
HR doelen moeilijk te behalen zijn.  behoeften en eisen in kaart.
7. Stem vervolgens het systeem zo
veel mogelijk af op deze
behoeften en eisen.

Ondersteuning top De mate waarin een e-HRM projec Het is gebleken dat wanneer een € 8. Er dient minimaal één HR-

management ondersteuning geniet vanuit het to; HRM project weinig ondersteuning promotor binnen de organisatie
management. Dit kan in de vorm  geniet vanuit het top management aangewezen te worden die ‘op
van financiéle resources, inzet strategische HR doelen moeilijk te de bres’ gaat (evt. gaan) voor e-
personeel en emotionele behalen zijn. HRM.
ondersteuning. 9. Deze promotor dient door

middel van een gedegen
business case het top
management te overtuigen van
de behoefte en het nut van e-
HRM.

L essons lear ned

Als we kijken naar de selectie van factoren diedueen zijn beschreven valt het belang van het
menselijk aspect op. Wanneer alle literatuur vaesjaren '70 in deze conclusie wordt meegenomen
valt op te maken dat wetenschappers zich doorrde feeen steeds meer bewust zijn geworden van de
menselijke succesfactor. Waar de eerste onderzoeldatr voornamelijk richtten op technologie, lijkt

dat tegenwoordig vrijwel geen obstakel meer te ajor het behalen van succes met e-HRM.

Voor zowel het succes van een adoptie als voobétedlen van doelstellingen spelen de wijze waarop

wordt ingespeeld op cultuur en attitudes een cleic@. Ondersteuning vanuit management, het
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betrekken van stakeholders en adequaat verandegararat maken het verschil bij e-HRM,
systemen die alle mensen binnen een organisata.rak

Over deauteurs

De auteur Ferry de Wit BSEde.wit@mitopics.nlis als afstudeerder vanuit Universiteit Twentebegiden aan
onafhankelijk IT-adviesbureau Mitopicanf/w.mitopics.n). In die hoedanigheid heeft hij onderzoek gedasar n
succesfactoren van e-HRM in 40 jaar wetenschappsiiflerzoek.
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Extra appendix B. Article TIEM

Inzicht in oorzaken van adoptie en succes
van e-HRM: praktische handvatten voor
Implementaties

Auteurs:
Tekst: Ferry de Wit | Rik van Wijk | Janneke deddira

Het gebruik van e-HRM als HR-informatiesysteermmiglé afgelopen jaren steeds meer gegroeid
dankzij de opkomst van internettechnologieén epasitieve verwachtingen van organisaties over de
resultaten van e-HRM. Enkele voordelen die vaakdenrgenoemd zijn kostenbesparingen,
verbeterde HR-dienstverlening en de heroriéntaiepersoneelsmanagement naar een meer
strategische rol. Uit wetenschappelijk onderzodkti@chter dat veel organisaties moeite hebben om
deze geclaimde voordelen te behalen, maar ook @astdedbenoemen. Om het nog gecompliceerder te
maken, spreken sommige wetenschappelijke publgeti@ar tegen over de succesfactoren van e-
HRM. In de praktijk blijkt dat organisaties zich iig bewust zijn over de succesfactoren van e-
HRM.

In dit artikel vatten gaan we in op wat verstaamdivonder succesvolle adoptie van e-HRM-systemen
en zetten uiteen welke factoren bijdragen aanustes van e-HRM. Op basis van een grootschalige
literatuuronderzoek en praktijkervaringen lichtem @nkele bijzondere resultaten uit, tezamen met
maatregelen die u bij de implementatie van e-HRMt kreffen teneinde de beoogde resultaten te
behalen.

Het onder zoek en de aanpak

We hebben literatuur van de afgelopen vier decegegaalyseerd om antwoord te krijgen op de

vraag: wat zijn de belangrijkste factoren die lagkn aan succesvol e-HRM? Op basis hiervan hebben
we een model ontwikkeld waarin de factoren (ooraakgn gerelateerd aan adoptie en de
consequenties (gevolgen, doelen) van e-HRM. Deffantdie leiden tot succesvolle adoptie van e-
HRM zijn vervolgens geverifieerd in de praktijk daniddel van reviews met experts (P&O’ers uit
organisaties waar e-HRM gebruikt wordt, leverarsieam e-HRM-toepassingen en adviseurs). De
factoren die leiden tot succes van e-HRM zijn irpdktijk te verifieren nadat een project enige tij
geleden succesvol is afgerond en langere tijd longle is.

We behandelen de succesfactoren voor zowel deiad@st e-HRM als succesfactoren voor het
behalen van gestelde doelen afzonderlijk. Het crudde heeft dermate veel relaties gevonden dat deze
niet uitputtend kunnen worden weergegeven in eidcerOm die reden worden slechts enkele
spraakmakende relaties tussen succesfactoren elgge\n dit artikel besproken. Eerst zal worden
ingegaan op de doelen die met e-HRM te behalerenijral getracht worden om een antwoord te
geven op wat e-HRM onderscheidt van andere infoespgtemen en waarom het dus als losstaand
systeem onderzocht moet worden. Het complete maatefactoren en relaties, samen met een uitleg
over hoe dit praktisch kan worden toegepast, kartihe beschikbaar.

Welke doelen kunnen met eeHRM wor den behaald?
Het succes van e-HRM middels een definitie vasagg een exercitie die menigeen heeft
uitgevoerd, maar tot op heden geen sluitend en tficerbaar begrip heeft opgeleverd. De literatuur
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toont aan dat er op twee manieren over succes kagtew gesproken in relatie tot e-HRM, namelijk
als succesvolle adoptie en het succesvol behatemo@af gestelde doelen. Wanneer de tweede
doelstelling is behaald kan in onze ogen pas gkepravorden van succesvol e-HRM. Dit strookt
tevens met verwachtingen uit de praktijk, gezi¢rons onderzoek is gebleken dahalen van de
vooraf vastgestelde doelstellingdrét vaakst wordt genoemd. Maar welke doelsteltingennen
organisaties met e-HRM nastreven en in hoevemedaie doelen reéel haalbaar?

Zoals gezegd heeft e-HRM traditioneel gezien doiergtelen: kostenbesparing, verbetering van HR-
dienstverlening en een strategische heroriéntatiede HR afdeling (Ruél et al., 2004), in de liteva
ook wel operationele, relationele en transformagiertonsequenties genoemd (Lepak & Snell, 1998)
(Tabel 1).

Empirisch onderzoek toont aan dat deze doelenaiktijfit ook daadwerkelijk worden behaald en zich
op verschillende wijzen manifesteren. Aangaandeatipeele doelen vonden we dat e-HRM geleid
heeft tot verbeterde effectiviteit van P&O-takeariRyotopoulou et al., 2007; Beulen, 2008),
verhoogde efficiéntie van administratieve takenddRek, 2009) en kostenbesparing (Buckley et al.,
2004). Op relationeel vlak vonden we een verbetdrgigstverlening vanuit de P&O-afdeling in de zin
dat er meer tijd gespendeerd werd aan het consnlt@n werknemers (Cronin et al., 2006) en de
kwaliteit en tijdigheid van dienstverlening verbete (Reddick, 2009). Verder vonden we dat niet
alleen relaties met de HR-medewerkers (Alleynd.e2@07), maar tevens relaties van werknemers
met het management positief werden beinvloed détRREl (Reddick, 2009). Wat transformationele
consequenties betreft zagen we dat P&O-professiaraaéen e-HRM implementatie meer tijd
spendeerden aan activiteiten die bijdroegen aategische organisatiedoelen (Gardner et al., 2003)
en er zodoende een strategische heroriéntatieevétiRdafdeling plaatsvond (Panayotopoulou et al.,
2007).

Kortom, gezien deze resultaten zijn de traditiotedbofde doelen zeker haalbaar. Het
praktijkonderzoek vertelt echter wel dat hoe hdgsrambitieniveau van een organisatie is, hoe lange
het duurt voordat de beoogde doelen zichtbaar wotdertom, een efficiéntieslag is eerder te
verwachten dan de strategische heroriéntatie vamlttdige P&O-afdeling. Daarnaast is een saillant
punt dat succesvolle adoptie niet automatischezdéh tot positieve resultaten maar dat een grote
verscheidenheid aan factoren in ogenschouw moetetshelr genomen alvorens deze resultaten
daadwerkelijk behaald kunnen worden.

Tabel 1: Met e-HRM beoogde en behaalde doelen

Doel Omschrijving Behaald in de vorm van:

Operationele doelen  Doelen van de organisatie die erop gericht zijndem - Verbeterde effectiviteit van P&O-taken
operationele effectiviteit te verbeteren. Deze mijet - Verbeterde efficiéntie van administratieve taken
name gericht op het verlichten van de administratie - Kostenbesparingen

last van de P&O-afdeling en kunnen tot uiting korirer
een verhoogde efficiéntie, verhoogde effectiviegsit
verlaging van de operationele kosten.

Relationele doelen Doelen van de organisatie die erop gericht zijn om - P&O-professionals die meer tijd spenderen aan het
relaties binnen de organisatie te verbeteren ea dez consulteren van medewerkers
relaties beter in te zetten. Daarnaast kan hedleop - Betere kwaliteit en tijdigheid van HR
gericht zijn om de verstandhouding tussen P&O en dienstverlening

externe relaties te verbeteren.

Transformationele Doelen van de organisatie die erop gericht zijndem - HR professionals die meer tijd spenderen aan
doelen doelstellingen en taken van de P&O-afdeling aan te activiteiten die bijdragen aan strategische
laten sluiten op — en onderdeel te maken van - de organisatiedoelen

organisatiestrategie. Er wordt ook gesproken oger e - Strategische heroriéntatie van de P&O-afdeling
strategische heroriéntatie van de afdeling P&O.
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Wat onder scheidt eeHRM van ander e infor matiesystemen?

Alvorens wordt ingegaan op de succesfactoren MdRIgtis het belangrijk om de uniciteit van e-
HRM ten opzichte van andere informatiesystemendlijkde krijgen. Dit heeft namelijk significante
implicaties voor de omvang van de gevonden facterebeantwoord tevens de vraag waarom e-
HRM-onderzoek apart wordt uitgevoerd van anderri@eozoek.

Ten eerste is een belangrijk onderscheid dat e-ldRMrganisatie in haar geheel raakt. In
tegenstelling tot bijvoorbeeld een ERP systeene;HiRkM ondersteunend voor alle werknemers van
de organisatie. Kortom, het heeft een groteik

Een tweede onderscheidend aspect isfdematiesoort Een e-HRM systeem ondersteunt in het
opslaan, bewerken en analyseren van gevoeligermslsinformatie. Wanneer de organisatie niet op
een veilige en vertrouwelijke manier omgaat metdaformatie kunnen medewerkers zich
geschonden in hun privacy voelen en vinden daneentijk behandeld worden. Dit kan verreikende
juridische gevolgen hebben. Tot slot verschilt eMHiR deimplicaties die het heeft. Waarbij andere
software voornamelijk wordt ingezet voor een kosemparend effect door hogere efficiéntie of
effectiviteit te behalen, kunnen organisaties R tevens ambitieuzere doelen nastreven: het
verbeteren van de P&O-dienstverlening en uiteijfidde strategische heroriéntatie van de gehele
P&O-afdeling. Zoals eerder beschreven wordt heéstaaoel ook wel transformationeel genoemd, in
die zin dat e-HRM een middel kan zijn om de HR hfdesignificant te transformeren om het
zodoende bij te laten dragen aan de strategisaget@rmijndoelstellingen van de organisatie. Dit ka
met e-HRM door a. de administratieve last te ved®mian en b. informatie op een zodanige wijze
bewerken, organiseren en presenteren dat hetisagmibijdraagt aan strategische besluitvorming met
betrekking tot het personeelsbeleid.

De succesfactoren voor eeHRM adoptie

Adoptie van e-HRM is hier gedefinieerd als “hetqa® van initiéren en implementeren van
informatietechnologie ten behoeve van het ondemstewan diverse medewerkers in het uitvoeren
van HR-taken(Strohmeier & Kabst, 2009. p. 484). Kortom, hetailrhier om welke factoren
bijdragen aan het succesvaol initiéren en implementgan e-HRM. Deze factoren zijn in te delen in
de categorieén:

e technologische factoren
e organisatorische factoren
« menselijke factoren

Een belangrijke organisatorische factor die we keldevonden imterne marketing van het systeefvel in
hoeverre het systeem binnen de organisatie gepitonadt. Cronin et al. (2006) beschrijven hoe bimeen
onderzochte organisatie het personeel werd klarges! voor e-HRM door middel van demonstraties,
nieuwsbrieven, handleidingen, trainingen en hestdlen van zogenaamde technologiepromotors dieste
van het personeel meenemen in de organisatieveragdBeze factor bleek van cruciaal belang bij de

uiteindelijke adoptie van het e-HRM systeem.

Verder is gebleken dat @eganisatiecultuuvoor de implementatie niet over het hoofd geziery mvorden.
Zowel de literatuur als de praktijk laten zien deganisaties met een cultuur die gedomineerd wawdt
technologievriendelijke normen, dus waarbij de mesl&ers positieve attitudes hebben ten aanzien van
technologie, eerder succesvolle adoptie bereikarodganisaties die deze normen niet bezitten. $tehiens
gebleken dat deze normen per sector verschillemo@en afzonderlijke studies dat de bankensectoleeeen
succesvolle adoptie bereikt dan andere sectoréma@Lujan et al., 2007; Strohmeier & Kabst, 2009t is

daarom belangrijk om voor een implementatie te legpaelke cultuur dominant is in een organisatie en
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vervolgens de juiste maatregelen te treffen. Dit lkfvoorbeeld door middel van
verandermanagementtechnieken waarmee de attitatiedevmedewerkers ten aanzien van e-HRM beinvloed

kunnen worden om zo een positief innovatieklimaatreéren.

Naast organisatiebrede factoren vonden we tevetsrén binnen de afdeling P&O die het verschil lemn
maken tussen een succesvolle en niet succesvalfgiadConfiguratie van P&Q(Strohmeier & Kabst, 2009),
ofwel de mate van aanwezigheid van een formele IAgé&0 en in hoeverre deze afdeling strategisch i
georiénteerd wordt tevens door alle respondenigego expert na, als succesfactor bevestigd. lijlet diis dat
wanneer een organisatie beschikt over een formgleliag P&O met formele processen, eenduidig bedeid
strategische focus, een succesvolle adoptie aatijlané. Organisatiebreed blijkt een strategesébcus ook
van belang. Zo vonden Voermans en van Veldhoved7R@at organisaties waarbij de medewerkers en
managers een voorkeur hadden voor een HR-profedsioaen strategische rol attitudes richting e-HRM
positiever waren, terwijl de voorkeur voor een HRfpssional in een dienstverlenende rol juist negfatieve
attitudes jegens e-HRM werd geassocieerd. Dit hamgtschijnlijk samen met het feit dat respondedien
waarde hechten aan dienstverlenend HR, de digitais van HR als een bedreiging voor deze dierigtvigg
zien. Anderzijds opent e-HRM juist deuren voortstgésch HR.

Ook interessant is het feit dd&O’s absorberende capacitaién aanzien van IT invloed heeft op de adoptie van
een systeem. Met IT-absorberende capaciteit wardagaciteit van medewerkers bedoeld om relevanrteig

te ontwikkelen, belangrijke externe sturingsinfotimée herkennen, juiste beslissingen te nemerifeatieve
werkprocessen en structuren ten aanzien van mpé&menteren (Cohen & Levinthal, 1990), kortom in
hoeverre de medewerkers in staat zijn uit e-HRMalen wat erin zit. Als de IT-absorberende cap#aitn

deze afdeling hoog is, is de kans op succesvotptavan e-HRM groter. Dit geldt echter alleen neer de
uiteindelijke verantwoordelijkheid over het HR-®ain tevens gedeeld wordt met de IT-afdeling (Olivajgin

& Florkowski, 2010). Ten aanzien van IT-absorberendpaciteit doen organisaties er goed aan omegétaird
personeel aan te trekken, personeel te scholegt igaibruik van e-HRM en hen bewust te maken van de

implicaties en het potentieel van deze technologie.

Tot slot zijn zowel de literatuur als de praktijgtrerover eens dat het implementatieproces geteidroeten
worden door eemerantwoordelijke vanuit de Afdeling P& ansley & Watson, 2000). Dit is echter niet dltij
zo geweest. Literatuur uit de jaren 70, '80 enlslé®0 laat zien dat dit initieel een aangelegedhveas voor
technische afdelingen. Met de jaren is duidelijivgeden dat verantwoordelijken van de afdeling P&D thest
de behoeften en eisen vanuit P&O in kaart kunnenden en gedurende het proces kunnen bewaken om

zodoende een bredere adoptie te realiseren.

130



Tabel 2: Succesfactoren voor adoptie van e-HRM

Factor

Interne marketing e-
HRM

Organisatiecultuur

Configuratie van P&O
afdeling

P&O’s IT-
absorberende
capaciteit

e-HRM project in
handen van P&O

Omschrijving

Promotie van e-HRM binnen de
organisatie

De mate waarin de normen, het
klimaat en de attitudes binnen de
organisatie positief staat ten
opzichte van nieuwe techniek.

Aanwezigheid van een formele
P&O afdeling met strategische
focus

Relatie

Wanneer e-HRM goed intern word
vermarkt dan wordt dit positief
geassocieerd met adoptie van e-
HRM

Een innovatieklimaat of
organisatiecultuur welke positieve
attitudes bevat jegens e-HRM wori
positief geassocieerd met adoptie
van e-HRM, mits de
verantwoordelijkheid over het
systeem onder andere bij de IT
afdeling ligt.

De aanwezigheid van een formele
P&O afdeling en een P&O afdeling
met strategische focus wordt
positief geassocieerd met adoptie
van e-HRM.

De capaciteit van medewerkers on Een hogere mate van IT-

relevante kennis te ontwikkelen,
belangrijke externe
sturingsinformatie te herkennen,
juiste beslissingen te nemen en
effectieve werkprocessen en
structuren ten aanzien van IT te
implementeren.

absorberende capaciteit wordt
positief geassocieerd met adoptie
van e-HRM, mits de
verantwoordelijkheid over het
systeem bij de IT afdeling ligt.

Het project dient geleid te worden Wanneer het e-HRM project geleic
door een verantwoordelijke van de worden door een verantwoordelijke

P&O-afdeling. Veelal zal dit een

van de P&O afdeling wordt dit

P&O manager betreffen gezien de positief geassocieerd met adoptie

brede kennis over de afdeling.

van e-HRM.

Factoren die bijdragen aan het behalen van beoogde doelstellingen
Het bereiken van strategisch HRM is een doelsteliie veel bedrijven nastreven, maar die vaak @k h

Maatregelen

7. Demonstraties over het nieuwe
systeem

8. Nieuwsbrieven met status
updates

9. Trainingen en handleidingen om
personen te leren werken met
systeem

10. Aanwijzen van één of
meerdere promotors van e-HRM

11. Bepaal welke cultuur
dominant is.

12. Wanneer het
innovatieklimaat niet positief is
ten aanzien van e-HRM kunnen
maatregelen worden getroffen
teneinde het klimaat positief te
beinvioeden, bijvoorbeeld door
middel van
verandermanagement.

13. Formaliseren P&O
afdeling.

14. Formele processen en
eenduidig beleid implementeren

15: P&O onderdeel maken
van bedrijfsstrategie

16. Absorberende capaciteit
kan bevorderd worden door
middel van trainingen om kennis
en kunde te bevorderen en
duidelijke interne communicatie
over de implicaties en het
potentieel van het systeem.

17. Wijs een
verantwoordelijke aan vanuit de
P&O afdeling. Bij voorkeur de
persoon met de meeste kennis en
vaardigheden op het gebied van
P&O die eveneens de capaciteit
bezig om mensen achter zich te
scharen (veelal manager).

moeilijkst te bewerkstelligen is. Met name omdanumatregelen die het bereiken van dit doel facditeniet

altijd duidelijk zijn, niet op een juiste wijze waen toegepast en niet voor elke organisatie to@gagijn. Ook

hierbij onderscheiden we in ons onderzoek techristbg, organisatorische en menselijke factorenvéfmen

we dat dekwaliteit van de inhoud van een e-HRM systpesitief samenhangt met strategische HRM

effectiviteit (Bondarouk et al., 2009). Wanneeramigaties dus de strategische bijdrage van HRM:wiill

vergroten, blijkt het van groot belang om de inhead het systeem goed af te stemmen op de behweiftedie

gebruikers. Dit lijkt een open deur, maar wordvéel organisaties, veelal vanwege budgettaire eaderiet

volledig toegepast.
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Een andere factor die bijdraagt aan strategischeff#Rtiviteit is hetype informatie dat wordt opgeslagen

dewijze waarop informatie wordt gebruikBall, 2001). Dit hangt mede samen met de eerdesm@ade IT-

absorberende capaciteit van de P&O afdeling, nsamvens afhankelijk van de mate waarin de HR &fdel

betrokken wordt bij strategisch beleid. Wanneerdmybeeld HR planning een integraal onderdeel weadtde

strategie van de organisatie, kunnen P&O-medewede@ifocus verschuiven van administratieve

werkzaamheden naar meer analytische werkzaamhégldiretter bijdragen aan de strategie.

Mocht een organisatie streven naar meer dienshamttHR dan dient onder andere overwogen te warden

hoeverre medewerkers Beuze hebben uit een HRM-systeefilRM of face-2-face. Wanneer medewerkers de

keus krijgen uit beide systemen, voelen zij zichder geschonden in hun privacy en zijn zij meereggn met

P&O-dienstverlening (Lukaszewski et al., 2008). Maine in geval van medische informatie stellen

medewerkers het op prijs om de situatie mondeliegaan P&O medewerker te bespreken.

Tabel 3: Succesfactoren voor te behalen doelsgghmmet e-HRM

Factor

Kwaliteit van e-HRM
inhoud

Type informatie dat
wordt opgeslagen en
wijze waarop deze
wordt gebruikt

Keuze HR systeem

L essonslearned

Omschrijving Relatie

In hoeverre de inhoud van het e-  Een hogere kwaliteit van e-HRM

HRM systeem overeenkomt met d wordt geassocieerd met het

behoeften van de gebruikers. bereiken van strategische HRM
doelen.

De mate waarin er informatie word Wanneer de IT-absorberende

opgeslagen en gebruikt voor capaciteit van medewerkers hoog

administratieve doeleinden of en de afdeling P&O betrokken

strategische doeleinden wordt bij strategievorming en —

(stuurinformatie) uitvoering dan is het behalen van
strategische HR effectiviteit
aannemelijker

De mate waarin medewerkers de Wanneer medewerkers de keus

keus hebben om gebruik te maker hebben uit verschillende HR

van e-HRM of face-2-face met eer systemen zullen zij zich minder

HR professional te kunnen geschonden voelen in hun privacy

interacteren. en de kwaliteit van HR
dienstverlening als hoger
beoordelen.

Maatregelen

10. Voorafgaand aan de
implementatie in kaart brengen
wat de behoeften en eisen van de
gebruikers zijn.

11. Vervolgens het systeem
zo goed mogelijk afstemmen op
behoeftes en eisen.

1.Maak van P&O een onderdel
van strategievorming en —
uitvoering.

2.0Onderwijs medewerkers over
wijze van informatiegebruik en
maak hen bewust van de
potentie van e-HRM.

12. Geef medewerkers de
keus uit HR systemen. Dit is met
name gewenst bij HR kwesties
die intensieve interactie vergen
of kwesties waarbij de privacy
van een medewerker in het
geding komt (bijvoorbeeld
medische kwesties).

Als we kijken naar de selectie van factoren diedueen zijn beschreven valt het belang van het
menselijk aspect op. Alhoewel dit aspect bij elkplementatie van een informatiesysteem in
ogenschouw moet worden genomen, is het nergensmvattend als bij een e-HRM-implementatie.
Niet verwonderlijk, wanneer u zich bedenkt dat eNHE&en organisatiebreed bereik heeft, de
informatiesoort veelal privacygevoelige personeétsmatie behelst en het kan bijJdragen aan de

complete verandering van de HR-afdeling. Wanndedigdratuur vanaf de jaren '70 in deze conclusie
wordt meegenomen valt op te maken dat wetenschapjpér door de jaren heen steeds meer bewust
zijn geworden van de menselijke succesfactor. Wearerste onderzoekers zich voornamelijk richtten
op technologie, lijkt dat tegenwoordig vrijwel gealmstakel meer te zijn voor het behalen van succes
met e-HRM.
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Voor zowel het succes van een adoptie als vodoéieilen van doelstellingen spelen de wijze waarop
wordt ingespeeld op de organisatiecultuur, deualtis en kennis van de werknemers dus een cruciale
rol. Echter blijft het de interactie tussen teclugidche, organisatorische en menselijke factoren di
uiteindelijk de doorslag geetft.

Over deauteurs

De auteur Ferry de Wit BSEde.wit@mitopics.ilis als afstudeerder vanuit Universiteit Twentebegiden aan
onafhankelijk IT-adviesbureau Mitopicanf/w.mitopics.n). In die hoedanigheid heeft hij onderzoek gedasar n
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Extra appendix C. e-HRM tool

-
info @mitopics.nl

T0182573 211
F 0182535 550

Hoofdvestiging Gouda
Stavorenweg 4
2803 PT Gouda

Vestiging Enschede

»
Uitleg adviestool voor adoptie en succes van e-HRM

N.B. Deze tool dient slechts als voorbeeld en is derhalve alleen bedoeld voor bepalen van de mate van succes
woor de adoptie van e-HRM. Het onderzoeken of uw organisatie beschikt over woldoende succesfactoren voor het
succeswol selecteren en implementeren van e-HRM, kunt u aanwagen bij Mitopics.

- In tabblad 'Vragen' krijgt u per waag drie antwoordmogelijkheden. Deze staan respectiewvelijk in de kolommen
D, F en H. Beantwoord de waag zo goed mogelijk en wil een 1' in de kolom rechts van het door u gekozen
antwoord.

- Na het inwllen van alle wragen, gaat nu naar tabblad 'Scores’

- Inrij 4 ziet u per consequentie ("doel") in hoeverre de mate waarin de succesfactoren aanwezig zijn in uw
organisatie. 100% betekent dat alle relevante factoren in de hoogst mogelijke mate aanwezig zijn. 0% betekent
dat geen van de relevante factoren aanwezig zijn in uw organisatie.

- Vanafrij 5 ziet u voor de consequenties ("doelen") waar u per factor ("oorzaak") nog acties op kunt
ondernemen.

Bij consequenties ("doelen") waar uw organisatie nog niet wldoende scoort (<50% van de totaal te behalen
score per consequentie/doel) worden tekens getoond. Een "M" betekent dat u deze factor ("oorzaak") moet
behouden en bewaken, een "A" betekent dat u op deze factor ("oorzaak") actie dient te ondernemen in de vorm
van maatregelen.

-De tabbladen 'Matrix' en ‘tussenmatrix' zijn slechts bedoeld als rekenbladen en dienen derhalve niet te worden
geraadpleegd voor het advies.
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Vul in de kolommen E, G of | uw antwoord in met een ‘1". U kunt per rij (per vraag) maar in één kolom een 1 neerzetten. Dit betekent dat u maar één
antwoord kan geven op een vraag. U herkent de plekken waar u een antwoord kunt geven aan de lichtgeel gearceerde cellen. Wanneer u alle vragen heeft

beantwoord, gaatu naar hettabblad Scores om te kijken naar de implicaties van uw antwoorden.

L

Vragen
e-HRM factoren die adoptie

beinvioeden

Hoe beoordeelt u de moderniteit van de IT-
infrastructuur binnen uw organisatie?

In hoeverre zijn er (computer)w erkplekken
beschikbaar voor de medew erkers? (in het bijzonder
voor w erknemers die voor hun dagelikse

w erkzaamheden geen computer ter beschikking
krijgen gesteld, maar dit w el met e-HRM nodig
hebben)

Hoe beoordeelt u de expertise van de medew erkers
op het gebied van HR-systemen?

-

N

w

4 Hoe beoordeelt u de capaciteit van de HR-afdeling
omeffectief te leren w erken met nieuw e M-
systemen, ofw el: haalt de afdeling eruit wat erin zit?

o

In hoeverre is er binnen de organisatie expertise op
het gebied van verandermanagement aanw ezig?

6 In hoeverre is het w erken georganiseerd volgens
‘het nieuw e w erken'?
7 Inhoeverre is er een formele HR-afdeling aanw ezig?|

©

In hoeverre is de HR afdeling strategisch
georienteerd?

©

Welke afdeling krijgt de eindverantw oordelijkheid en

aansprakelijkheid over het e-HRM systeem?

10 In hoeverre zijn de HR processen reeds in kaart
gebracht?

11 In hoeverre zijn de behoeften voor het systeem

vanuit de HR-afdeling in kaart gebracht?

12 Welke afdeling zal de leiding over het project krijgen?

13 In hoeverre zijn de doelen die u heeft met e-HRMin
kaart gebracht?

14 Hoe verloopt momenteel de samenw erking tussen de|
HR en de [T-afdeling?

15 In hoeverre is er een aantoonbare behoefte tot e-
HRM?

16 In hoeverre heeft u kunnen aantonen dat e-HRM
zichzelf zal terug verdienen?

17 In hoeverre hebben de HR-managers en IT-
managers dezelfde visie over e-HRM?

18 In hoeverre heeft u voldoende financiéle middelen tot;
uw beschikking om de beoogde doelen te behalen?

19 Hoe kenmerkt u de organisatiecultuur in termen van
technologievriendelijkheid?

20 Hoe kenmerkt u de ontvankelikheid van de HR-
afdeling ten aanzien van innovaties?

Antwoord-
mogelijkheid 1

Gedateerd

Niet beschikbaar

Geen tot w einig
ervaring

Laag

Niet aanw ezig

Niet

Niet

Niet

IT afdeling

Niet

Niet

Onduidelik w ie de
leiding heeft

Niet

Slecht

Niet

Niet

Niet

Niet - eris
onvoldoende budget
voor de beoogde
doelgroep van HR
pakketten o.b.v.
eerste indruk
benodigde
functionaliteit (low -,
mid- of high-end HR
pakketten)

Niet
technologievriendelijk

Laag

Antwoord-
mogelijkheid 2

Voldoet aan de eisen
van de huidige tijd

Niet voor iedereen
beschikbaar

Een groot deel van de
medew erkers heeft
enige ervaring met HR|
systemen

Gemiddeld

Gemiddeld aanw ezig

Enigszins

Enigszins - voor

enkele taken en
processen zijn
formele rollen

Enigszins

HR afdeling

Gedeeltelijk

Enigszins

Een andere afdeling
dan de HR afdeling

Enigszins

Redelijk

Enigszins

Enigszins

Enigszins

Enigszins

Enigszins
technologievriendelik

Gemiddeld

Antwoord-mogelijkheid 3

Geavanceerd /
toekomstbestendig

Voor iedereen voldoende
beschikbaar

Veel medew erkers hebben in
het verleden ervaring
opgedaan met één of

meerdere HR systemen

Hoog

Sterk aanw ezig

Volledig

Volledig

Volledig - de HR afdeling is in
staat omadvies te geven bij
het opstellen van het
strategisch organisatiebeleid
IT & HR afdeling in
samenspraak met elkaar

Volledig

Volledig - er zijn functionele
eisen gesteld, de huidige en
toekomstige [T-infrastructuur
is geschetst, de gew enste
management informatie is in
kaart gebracht, de eisen t.a.v.
de performance en
beschikbaarheid zijn duidelijk,
knel- en verbeterpunten t.a.v.
de huidige
informatievoorziening zijn
inzichtelijk gemaakt

De HR-afdeling

Volledig - de doelen zijn
bekend, zow el strategisch,
tactisch en operationeel (op

domeinen organisatie,
techniek, mensen) en zijn
concreet (S.MA.R.T.) gesteld

Goed

Volledig

Volledig - op basis van een
business case is inzichteljk
gemaakt hoe naast de
kw alitatieve voordelen e-HRM
zich terugverdient door
besparingen kw antitatief te
benoemen

Volledig

Volledig - er is voldoende
ruimte voor de beoogde
investeringsbehoefte en

ruimte voor nog te voorziene
posten die later in de selectie
pas fixed gesteld kunnen
worden

Volkomen
technologievriendelijk - men
staat open voor adoptie van

nieuw e innovatieve
technologién
Hoog - men staat positief
tegenover
procesoptimalisaties en
organisatorische
verbeterpunten

U dient nog een antwoord te geven
op deze vraag
Udient nog een antwoord te geven
op deze vraag

Udient nog een antwoord te geven
op deze vraag

U dient nog een antwoord te geven
op deze vraag

U dient nog een antwoord te geven
op deze vraag

Udient nog een antwoord te geven
op deze vraag
Udient nog een antwoord te geven
op deze vraag

U dient nog een antwoord te geven
op deze vraag

Udient nog een antwoord te geven
op deze vraag
Udient nog een antwoord te geven
op deze vraag
U dient nog een antwoord te geven
op deze vraag

U dient nog een antwoord te geven
op deze vraag
Udient nog een antwoord te geven
op deze vraag

Udient nog een antwoord te geven
op deze vraag
U dient nog een antwoord te geven
op deze vraag
U dient nog een antwoord te geven
op deze vraag

Udient nog een antwoord te geven
op deze vraag
Udient nog een antwoord te geven
op deze vraag

U dient nog een antwoord te geven
op deze vraag

U dient nog een antwoord te geven
op deze vraag
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Hoe beoordeelt u de IT-vaardigheden van HR
professionals?

Hoe beoordeelt u de IT-vaardigheden van
medew erkers?

Hoe beoordeelt u de PC-vaardigheden van
medew erkers?

Hoe beoordeelt u de PC-vaardigheden van
managers?

In hoeverre heeft u de beschikking over een
visionaire, ondersteunende en stimulerende
projectleider?

In hoeverre is/zijn er binnen de organisatie e-HRM
promotors aanw ezig?

Hoe beoordeelt u de mindset van medew erkers
richting e-HRM?

In hoeverre is er een voorkeur binnen de organisatie
voor een HR-professional in een strategische rol?

In hoeverre is er een voorkeur binnen de organisatie
voor een HR-professional in een
ondersteunende/administratieve rol?

Hoe beoordeelt u de overtuigingen ten aanzien van
het relatieve voordeel van het systeem?

In hoeverre is er binnen de organisatie w eerstand
vanuit het personeel tegen verandering?

In hoeverre heerst er binnen de organisatie angst
voor inbreuk op de privacy?

Hoe beoordeelt u het groepsmoreel binnen de
organisatie?

Hoe beoordeelt u de mate van w erkstress binnen de
organisatie?

Hoe beoordeelt u de mate van zelfverzekerdheid van|
de medew erkers tav hun eigen technologische
vaardigheden?

Hoe beoordeelt u de w erktevredenheid binnen de
organisatie?

Hoe beoordeelt u de perceptie van de medew erkers
ten aanzien van het HR personeel?

In hoeverre is het management toegew ijd aan het e-
HRM project?

In hoeverre zijn medew erkers toegew ijd aan het e-
HRM project?

In hoeverre is er prioriteit vanuit het top management
voor het implementeren van e-HRM?

Hoe beoordeelt u de toew ijding van het top
management richting de e-HRM strategie?

In hoeverre is de invioed van een vakbond op het

organisatiebeleid merkbaar?

Laag
Laag
Laag

Laag

Geen

Niet

Negatief

Geen voorkeur

Sterke voorkeur voor
ondersteunende/admi
nistratieve rol

Negatief
Sterk aanw ezig
Sterk aanw ezig

Zwak

Hoog

Laag

Laag

Negatief

Het management is
niet bereid om het e-
HRM project in
voldoende mate te
ondersteunen, te
financieren en te
faciliteren
Medew erkers zijn
onvoldoende bereid
om het e-HRM te
ondersteunen en uit
te dragen in de
organisatie

Lage prioriteit
Laag

Niet

Gemiddeld
Gemiddeld
Gemiddeld

Gemiddeld

Enigszins

Enigszins

Neutraal

Neutraal

Neutraal

Neutraal
Gemiddeld aanw ezig
Gemiddeld aanw ezig

Matig
Gemiddeld

Gemiddeld

Gemiddeld

Neutraal

Gemiddeld

Gemiddeld

Gemiddelde prioriteit
Gemiddeld

Enigszins

Hoog

Hoog

Hoog

Volledig

Sterk - op elke
afdeling/business unit is een
sponsor ta.v. e-HRM

Positieve houding tegenover
e-HRM

Sterke voorkeur

Geen voorkeur

Positief

Niet aanw ezig

Niet aanw ezig

Sterk

Laag

Hoog

Hoog

Positief

Het management is bereid om
het e-HRM project in
voldoende mate te
ondersteunen, te financieren
en te faciliteren

Medew erkers zijn voldoende
bereid om het e-HRM te
ondersteunen en uit te
dragen in de organisatie

Hoge prioriteit
Hoog

Sterk

Udient nog een antwoord te geven
op deze vraag
Udient nog een antwoord te geven
op deze vraag
Udient nog een antwoord te geven
op deze vraag
Udient nog een antwoord te geven
op deze vraag
Udient nog een antwoord te geven
op deze vraag

Udient nog een antwoord te geven
op deze vraag

Udient nog een antwoord te geven
op deze vraag
Udient nog een antwoord te geven
op deze vraag

Udient nog een antwoord te geven
op deze vraag

Udient nog een antwoord te geven
op deze vraag
Udient nog een antwoord te geven
op deze vraag
Udient nog een antwoord te geven
op deze vraag
Udient nog een antwoord te geven
op deze vraag
Udient nog een antwoord te geven
op deze vraag
Udient nog een antwoord te geven
op deze vraag

Udient nog een antwoord te geven
op deze vraag
Udient nog een antwoord te geven
op deze vraag
Udient nog een antwoord te geven
op deze vraag

Udient nog een antwoord te geven
op deze vraag

Udient nog een antwoord te geven
op deze vraag
Udient nog een antwoord te geven
op deze vraag
Udient nog een antwoord te geven
op deze vraag
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Vragen
e-HRM factoren die
consequenties beinvioeden

1 Hoe beoordeelt u de moderniteit van de IT-
infrastructuur binnen uw

U heeft nog niet alle
vragen beantwoord!

Behaalde score <

Gegeven antwoord ¥

Adoptie van E-HRM

*

Consequentie 3
Consequentie 4
Consequentie 5
Consequentie 6
Consequentie 7
Consequentie 8
Consequentie 9
Consequentie 10
Consequentie 11
Consequentie 12

~
2
2
@
]
g
g
2
2
Q
O

Consequentie 1

El
<
2
<
E]
<
2
<

>
<
s
<
>
<
s
<
<
B

<
E]
<
El
<

N

In hoeverre zin er (computer)w erkplekken
beschikbaar voor de medew erkers? (in het
bijzonder voor w erknemers die voor hun dagelikse
werkzaarheden geen computer ter beschikking
kriigen gesteld, maar dit w el met e-HRM nodig
hebben)

Hoe beoordeelt u de capaciteit van de HR-afdeling
omeffectief te leren werken met nieuw e IT-
systemen, ofwel: haalt de afdeling eruit w at erin
zit?

Inhoeverre is er binnen de organisatie expertise
op het gebied van verandermanagement

aanw ezig?

In hoeverre is het w erken georganiseerd volgens
“het nieuw e werken'?

In hoeverre is er een formele HR-afdeling

aanw ezig?

In hoeverre is de HR afdeling strategisch
georienteerd?

w

IS

@

o

~

Geen antwoord nog gegeven

Geen antwoord nog gegeven

Geen antwoord nog gegeven

Geen antwoord nog gegeven

Geen antwoord nog gegeven

Geen antwoord nog gegeven

Geen antwoord nog gegeven

8 Welke afdeling kriigt de eindverantw oordelikheid
en over het e-t

9 In hoeverre zjn de HR processen reeds in kaart

gebracht?

In hoeverre zin de behoeften voor het systeem

vanuit de HR-afdeling in kaart gebracht?

Welke afdeling zal de leiding over het project

kriigen?

In hoeverre zin de doelen die u heeft met e-HRM in

kaart gebracht?

Hoe verloopt momenteel de samenw erking tussen

de HR en de T-afdeling?

In hoeverre is er een aantoonbare behoefte tot e-

=
S

-
=

=
Iy

=
©

-
N

.
]

In hoeverre heeft u kunnen aantonen dat e-HRM
zichzelf zal terug verdienen?

In hoeverre hebben de HR-managers en IT-
managers dezelfde visie over e-HRM?

In hoeverre zin de HR processen reeds in kaart
gebracht?

In hoeverre heeft u voldoende financile middelen
tot uw beschikking om de beoogde doelen te
behalen?

Hoe kenmerkt u de organisatiecultuur in termen van
technologievriendelikheid?

Hoe kenmerkt u de ontvankelikheid van de HR-
afdeling ten aanzien van innovaties?

Hoe beoordeelt u de IT-vaardigheden van HR
professionals?

Hoe beoordeelt u de IT-vaardigheden van

medew erkers?

Hoe beoordeelt u de PC-vaardigheden van
medew erkers?

Hoe beoordeelt u de PC-vaardigheden van
managers?

In hoeverre heeft u de beschikking over een
visionaire, ondersteunende en stimulerende
projectieider?

In hoeverre is/zijn er binnen de organisatie e-HRM
promotors aanw ezig?

=
5

-
<]

.
®

=
°

N
S

N
N

N
R

N
]

N
R

»
2]

I
3

Geen antwoord nog gegeven

Geen antwoord nog gegeven

Geen antwoord nog gegeven

Geen antwoord nog gegeven

Geen antwoord nog gegeven

Geen antwoord nog gegeven

Geen antwoord nog gegeven

Geen antwoord nog gegeven

Geen antwoord nog gegeven

Geen antwoord nog gegeven

Geen antwoord nog gegeven

Geen antwoord nog gegeven

Geen antwoord nog gegeven

Geen antwoord nog gegeven

Geen antwoord nog gegeven

Geen antwoord nog gegeven

Geen antwoord nog gegeven

Geen antwoord nog gegeven

Geen antwoord nog gegeven

N
N

Hoe beoordeelt u de mindset van medew erkers
richting e-HRM?

Geen antwoord nog gegeven

N
]

In hoeverre is er een voorkeur binnen de
organisatie voor een HR-professional in een
strategische rof?

Geen antwoord nog gegeven

N
3

In hoeverre is er een voorkeur binnen de
organisatie voor een HR-professional in een
ondersteunende/administratieve rof?

Geen antwoord nog gegeven

w
8

Hoe beoordeelt u de overtuigingen ten aanzien van
het relatieve voordeel van het systeen?

Geen antwoord nog gegeven

w
@

In hoeverre is er binnen de organisatie w eerstand
vanuit het personeel tegen verandering?

Geen antwoord nog gegeven

32 In hoeverre heerst er binnen de organisatie angst
voor inbreuk op de privacy?

Geen antwoord nog gegeven

33 Hoe beoordeelt u het groepsmoreel binnen de
organisatie?

Geen antwoord nog gegeven

34 Hoe beoordeelt u de mate van w erkstress binnen
de organisatie?

Geen antwoord nog gegeven

35 Hoe beoordeelt u de mate van zelfverzekerdheid
van de medew erkers tav hun eigen
technologische vaardigheden?

Geen antwoord nog gegeven

36 Hoe beoordeelt u de w erktevredenheid binnen de
organisatie?

Geen antwoord nog gegeven

37 Hoe beoordeelt u de perceptie van de
medew erkers ten aanzien van het HR personeel?

Geen antwoord nog gegeven

38 In hoeverre is het management toegew iid aan het e
HRM project?

Geen antwoord nog gegeven

39 In hoeverre zin medew erkers toegew jd aan het e-
HRM project?

Geen antwoord nog gegeven

40 In hoeverre is er prioriteit vanuit het top
management voor het implementeren van e-HRV?

Geen antwoord nog gegeven

41 Hoe beoordeelt u de toew iiding van het top
richting de e-

Geen antwoord nog gegeven

42 In hoeverre is de invioed van een vakbond op het
organisatiebeleid merkbaar?

Geen antwoord nog gegeven

staat om te kijken in hoeverre uw organisatie de te behalen doelen haalbaar zijn, gegeven de beantwoording van wagen m.b.t.
succesfactoren.

Dit woorbeeld van de adviestool e-HRM bevat alleen de wagen en scoring voor adoptie van e-HRM. De wolledige tool kent nog een
i analyse en scoring op de mogelijke consequenties ("doelen") met een totaal aantal wagen van 60. Hiermee bent u in
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