Chapter 3: Human Resources Management and Technology
Strategic Importance of Technology in HRM
· HR Technology — used to attract, hire, retain and maintain talent, support workforce administration, and optimize workforce management. .
· Used by different HRIS, various stakeholders and accessed in different ways.
· Strong strategic relationship between HR and technology allows HR objectives:
· Strategic alignment with business objectives
· Business intelligence— users receive relevant data
· Effectiveness and efficiency— reduces lead times, costs, and service levels.
· Technology changed traditional HR:
· Decreased transactional activities
· Proactive HR professionals use it to improve design and delivery of services.
· Reduces administrative and compliance activities through automation.
· Increased client/customer focus
· Providing meaningful, useful, and accurate information to customers.
· Technology provides responsiveness, flexibility, and access to information 24/7. 
· HR & IT:
· Must understand and respect each other to work effectively
· Knowledge on different HR systems, etc.
· Increased delivery of strategic services

Figure 1 Seven-Key Competencies
Human Resources Information Systems [HRIS]
· Integrated system that gathers, stores, and analyzes information regarding an organization’s human resources.
· Major components:
· HR Administration — employee name, address, phone number, department code, location, start date, titles etc. 
· Recruitment and applicant tracking — 
· Time and attendance
· Training and development/knowledge management
· Pension administration
· Employment equity
· Performance evaluation
· Compensation and benefits administration
· Organization management
· Health and safety
· Labour relations
· Payroll interface
· Key functions:
· Creates and maintains employee records 
· Legal compliance
· Forecasts and helps to plan HR requirements
· Talent/knowledge management
· Strategic alignment
· Enhances decision making

[image: ]
· Selection/Implementation of an HRIS
· Phase 1: Adoption — Need Determinition
· Needs analysis based on company background, management, technical, HR, and cost considerations.
· Phase 2: Implementation
· Privacy and security considerations
· Phase 3: Integration
· Train the users on the system
· Stakeholders should use the system to reap benefits based on the needs analysis.
· People must be comfortable with the change.
Electronic HR
· Technology enabling HR professionals improving HR service delivery through integration of an organization’s HR strategies, processes, and human capital.
· Using intranet network and web technologies for internal information sharing.
E-HR and Web-Based Self-Service Trends
· ESS: Employee Self-Service
· Employees can access and manage personal information directly.
· Portals used to facilitate ESS
· Reduces HR operational costs, enhances services 
· Basic administrative/transactional HR activities are shifted to employees 
· IVR: Interactive Voice Response 
· Telephone technology used to interact with a databse to acquire information from or to enter data in the database. 
· MSS: Management Self-Service
· Managers can access information on themselves and employees and can process HR-related paperwork pertaining to staff. 
· Reduces process steps, increases employee satisfaction and strategic opportunities for HR
Brief History of HR Technology Evolution
Stage 1: Paper-Based Systems
[bookmark: _GoBack]Stage 2: Early Personal Computer Technology
Stage 3: Electronic Database Systems
Stage 4: Web-Based Technology
HR Technology Strategy
· A plan that increases effectiveness of HR programs, processes, and service delivery by shortening cycle times, increasing customer service levels, reducing costs, and adding new service capabilities. 
Trends In HR Technology
· Major technology trends influencing HR management’s future:
· Increased use of portals and intranets and a greater focus on virtual technology
· Greater access to technology
· Continued optimization of current systems
· Enhanced focus on workforce analytics
· Increased focus on reducing costs
· Increased use of standards for data exchange and processes
· Contingency planning
· Heightened awareness of HR data privacy
· Enhanced focus on workforce analytics
· Continued use of outsourcing of non-core HR related work 
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