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Article Discussion Questions
The questions below are designed to guide your reading of each article listed below.

1. What is the basic theme of the article? Try to state it in just one sentence.

2. Did the article present a good support base? Theoretical framework?

3. Do you need additional information areas to evaluate the article findings/conclusions?

4. Summarize the findings/conclusions. Were the findings substantively important?

5. What additional questions are suggested by the article's conclusions?
Chapter 1: Evolution of Human Resource Management and Human Resource Information Systems: The Role of Information Technology



Human Resource Information Systems (HRIS) and Technology Trust
Susan K. Lippert and Paul Michael Swiercz
Journal of Information Science, 31(5), 340-353.

Abstract

Scholars in many disciplines have considered the antecedents and consequences of various forms of trust. This paper generates 11 propositions exploring the relationship between Human Resource Information Systems (HRIS) and the trust an individual places in the inanimate technology (technology trust) and models the effect of those relationships on HRIS implementation success. Specifically, organizational, technological, and user factors are considered and modeled to generate a set of testable propositions that can subsequently be investigated in various organizational settings. Eleven propositions are offered suggesting that organizational trust, pooled interdependence, organizational community, organizational culture, technology adoption, technology utility, technology usability, socialization, sensitivity to privacy, and predisposition to trust influence an individual’s level of trust in the HRIS technology (technology trust) and ultimately the success of an HRIS implementation process. A summary of the relationships between the key constructs in the model and recommendations for future research are provided.

Human Resources Information Systems in Texas City Governments: Scope and Perception of its Effectiveness
Christopher G. Reddick
Public Personnel Management, Winter 2009; vol. 38, 4: pp. 19-34.

Abstract

This study examines human resources information systems (HRIS) in city governments. This article presents the results of a survey of human resources directors (HRD) in Texas Cities in the United States. City governments were chosen to provide a case study of the scope of information and services provided by information technology (IT), especially Web-based self-service, in the human resources (HR) function. HRDs were also asked opinions on the effectiveness of HRIS for their city government. A key finding of this study is that the scope of HRIS is broad with almost 30% of employees contacting HR through email and the Web. However, Web-based self-services offered by HR are mostly providing information, with much less supplying online services. In terms of the perception of HRIS by HRDs, operational impacts such as reducing the labor force or lowering HR operating cost are less important. However, relational and transformational aspects such as increasing customer service, improving the quality of services, and retaining knowledge are important to HRDs. The most critical success factor of HRIS was improved data accuracy and the number one barrier was inadequate funding for HRIS.

Chapter 2: Database Concepts and Applications in Human Resource Information Systems

A Relational Database Primer
Robert G. Brookshire
Social Science Computer Review, July 1993; vol. 11, 2: pp. 197-213.

Abstract

For most social scientists, data come in a rectangular form similar to a spreadsheet, where columns represent variables and rows are observations. For a few years now, however, a more complex view of data has been evolving in the fields of computer science and management information systems. The purposes of this paper are to introduce this relational view of data to social scientists and to argue that this way of looking at data can be much more powerful than the traditional view. The first part of the paper introduces the terminology and concepts of the relational model. This is followed by a discussion of relational operators, normalization, and the entity-relationship diagramâ€”a technique used to visualize a relational database. The paper then illustrates these concepts with crime and justice data from the Bureau of Justice Statistics.

Chapter 3: Systems Considerations in the Design of a Human Resource Information System: Planning for Implementation
Managing Data for the New Global Workforce
Bonnie Tichman
Compensation & Benefits Review, 37(5), 53-57.

Abstract

More organizations are entering the global marketplace and are now faced with managing a global workforce. Confronted with the disparate HR systems and processes typically used across international offices, it can be hard for companies to pull together even the most basic information about employees. This prevents them from leveraging their global workforce, a powerful strategic business asset. Two of the keys to solving this problem are data consolidation and the adoption of processes that will allow organizations to make the best use of this data while delivering HR services effectively and efficiently. Conceptually, these steps may seem simple, but many organizations find that implementing the technologies and structures to meet these goals on a global scale can quickly become complicated. As a result, companies are turning to business process outsourcing to provide the tools and expertise needed. This in turn allows the HR department to manage more strategic processes and become a partner to other parts of the organization, developing workforce strategies that align with corporate strategies to move the business forward.

Chapter 4: The Systems Development Life Cycle and HRIS Needs Analysis

The Relevance of Organizational Culture to the Implementation of Human Resources Information Systems
Celia T. Romm, Nava Pliskin, and Yaakov Weber
Asia Pacific Journal of Human Resources, 33(2), 63-80.

Abstract

Human resource information systems are application systems that collect data and produce information about the workforce of an organization to facilitate personnel control, planning, development, and forecasting. In this article we study the linkage between organizational culture and human resource information systems. We describe the implementation history of four human resource information systems, and show bow cultural considerations are relevant to the implementation process. In the discussion that follows we suggest that human resource information systems vary along the 'cultural relevance spectrum'. The higher the cultural relevance, the more risky is the implementation, because of the increased potential for cultural incompatibility between the system being implemented and the culture of the implementing organization. In conclusion we offer practical advice to organizations contemplating the implementation of human resource information system.

The Adoption and Diffusion of Human Resources Information Systems in Singapore
Thompson S.H. Teo, Ghee Soon Lim, & Sherin Ann Fedric
Asia Pacific Journal of Human Resources, April 2007; vol. 45, 1: pp. 44-62.

Abstract

This study examines the relationship between innovation, organizational and environmental characteristics, and the adoption of HRIS. Discriminant analysis of the data reveals that departmental relative advantage, compatibility, top management support, organization size and HRIS expertise are positively related to the adoption of HRIS. The study also examines if there is a relationship between the extent of HRIS adoption (measured by the number of workstations used for HRM and the total number of HRIS applications) and innovation, organizational and environmental variables. The results indicate that organization size has a significant relationship with the extent of HRIS adoption. Top management support is only significant in the regression with total number of HRIS applications as the dependent variable, while competition is only significant in the regression with number of workstations as the dependent variable. Implications of the results are discussed.

Chapter 5: System Design and Acquisition

Repairing ERP: Producing Social Order to Create a Working Information System
Erica L. Wagner and Sue Newell
The Journal of Applied Behavioral Science, 42(1), 40-57.

Abstract

Enterprise resource planning (ERP) software is used to enable organizational change. The challenges of implementing these integrated software products have recently dominated academic and practitioner literatures. Given that it is difficult for organizations to stop such projects once started, the authors' approach is to focus on how to make troubled ERP projects work. A narrative methodology is adopted to analyze a strategic initiative between a university that partnered with an ERP vendor seeking entrance into the higher education market. Through the lens of social ordering, the authors argue against the idea that consensus must be sought in instances of conflict if success is to be realized. Rather, the important thing appears to be coordinating action that will allow goals to be achieved, even if this involves compromise. Such compromise depends on reciprocity to produce order and does not expect a shared aim as long as a solution can be negotiated.

A Knowledge-based View of Agenda-formation in the Development of Human Resource Information Systems
Carole Tansley and Sue Newell
Management Learning, February 2007; vol. 38, 1: pp. 95-119.

Abstract

Human resource information systems (HRIS) can potentially transform human resourcing tasks, but conflicts between HR and IS managers can hinder HRIS design and implementation projects. The ethnographic narrative in this article presents an HR and an IS project manager initially conflicting during the ‘agenda formation’ stage of an HRIS project in a transnational organization because they took different perspectives (as evidenced by their use of different heuristic and generative metaphors), thus constraining progress. However, from politically oriented public and private rhetorical activities, new knowledge emerged following an ‘epiphany of knowing’ experienced by the HR manager and progress was made. It is suggested that in managers' rhetorical activities both generative and heuristic metaphors can aid ‘relational knowing’, which is an important precursor to situated learning. However, care must be taken to recognize the political aspects of such processes and the potential hegemony of different knowledge disciplines in IS project development work.

Implementation of an HRIMS at the Personnel Board of Jefferson County, Alabama: A Case Study in Process Reengineering
Roger McCullough and Ronald R. Sims
Public Personnel Management, Winter 2012; vol. 41, 4: pp. 685-703.

Abstract

This paper presents a case study of how a human resource information management system (HRIMS) was implemented in a civil service agency. The paper first describes the five-phases of the business reengineering process used to implement the HRIMS. It concludes with lessons learned for implementing an HRIMS in public sector organizations.

Chapter 6: Project Management and Human Resource Management Advice for Human Resource Information Systems Implementation

The Use of Technology in the Digital Workplace: A Framework for Human Resource Development
Peter A. Bolstorff
Advances in Developing Human Resources, 4(4), 533-549.

Abstract

The problem and the solution. Billions of dollars have been spent on technology for the purpose of improving business productivity. The “spend” includes technology applications for enterprise resource planning systems, business-to-business and business-to-consumer e-business solutions, e-marketplaces, advanced planning systems, warehouse management systems, scan-based trading, and online catalogs. The problem for business is that the return on investment (ROI) for technology is unpredictable and frequently impedes improved business performance for a period of time; costs go up, service goes down, and inventory gets out of control. The problem for many human resource development (HRD) professionals is that their role in the implementation of technology is either nonexistent or limited to only organizing the software-training schedule. The opportunity for both improved technology ROI and getting HRD to play a larger role in overall performance improvement requires business teams and HRD professionals to gain a deeper understanding of supply-chain processes. This chapter presents a supply-chain framework that has had helped improve business performance and directly supports technology ROI.

Project Management in Real Time: A Service-Learning Project
Erik Larson and John A. Drexler, Jr
Journal of Management Education, August 2010; vol. 34, 4: pp. 551-573

Abstract

This article describes a service-learning assignment for a project management course. It is designed to facilitate hands-on student learning of both the technical and the interpersonal aspects of project management, and it involves student engagement with real customers and real stakeholders in the creation of real events with real outcomes. As such, it helps students internalize project management principles and value project management tools. Student teams design and implement plans for events intended to result in significant contributions in support of various charitable organizations. They create the planning and execution documents required of project management teams. The article describes the assignment and its results and discusses some cautions and alternatives.

Chapter 7: HR Metrics and Workforce Analytics

Creating Standardized Metrics and Benchmarking for Health, Absence and Productivity Management Programs: The EMPAQ Initiative
James A. Curcio
Compensation & Benefits Review, 42(2), 109-126.

Abstract

Prudent feedback from employer surveys has indicated that standardized metrics and integrated decision-support tools are essential for identifying opportunities to improve programs and reinforce a culture of health and productivity. This article reports on an innovative, nationally standardized metric and benchmarking initiative that provides employers with practical workplace tools and solutions to evaluate the effectiveness of their company’s health, absence and productivity management programs, including workers’ compensation, family and medical leave, disability, incidental absence, employee assistance programs and group health. The initiative, titled EMPAQ (Employer Measures of Productivity, Absence and Quality), was created in 2001 by the National Business Group on Health’s Council on Employee Health and Productivity (CEHP). EMPAQ was successfully launched and implemented by many major companies nationwide in 2003. EMPAQ data collection, analysis and reporting are performed through a partnership with the University of Michigan Health Management Research Center (UM-HMRC). To date, more than 1,600 employers from 21 U.S. industry sectors have submitted more than 30,000 standardized data sets, including industry-level detail and demographic data, for benefit program benchmarking and analysis. The development of EMPAQ standardized metrics has helped employers bring data to life and served as an industry-wide tool for change in how benefit programs are designed, delivered and measured.

Current Developments in HRM in Australian Organisations
Cathy Sheehan, Peter Holland, & Helen De Cieri
Asia Pacific Journal of Human Resources, 44(2), 132-152.

Abstract

The aim of this paper is to report on current developments in the area of human resource management (HRM) in Australia. The study analyses 1372 on-line responses to a survey of Australian Human Resources Institute (AHRI) members. Results of the research indicate that although human resources (HR) has strengthened its strategic positioning, HR professionals face several challenges including: the potential narrowing of their career base; the need for improved HRM metrics; and a broader commitment to attraction and retention initiatives. Results also reveal that expectations of a more strategic business focus for HR are developing in the context of an industrial relations climate that has increased HR’s responsibility for employee relations in the workplace. In the face of these complex expectations, Australian HR professionals report positive reactions to the changes that have occurred within the HR function; they remain optimistic about their future and their capacity to manage the shifting ground that HRM occupies.

Chapter 8: Cost Justifying HRIS Investments

Improving the Return on Human Capital: New Metrics
Peter V. Le Blanc, Jude T. Rich, and Paul W. Mulvey
Compensation & Benefits Review, 32(1), 13-20

Abstract

Old means of measuring employee effectiveness and value are now outdated and incomplete. In contrast with the past, the knowledge worker is now the dominant source of value creation in an organization. Organizations must develop metrics that measure knowledge worker value. This article explains the use of the human capital approach, which calculates investments and returns on individuals to measure their impact and justify investments. The human capital approach aligns the human resource function with the business. A case study of one company's successful use of the human capital approach demonstrates the advantages of this perspective.

Embedding Human Capital Analysis in the Investment Process: A Human Resources Challenge
Carol Royal & Loretta O’Donnell
Asia Pacific Journal of Human Resources, 43(1), 117-136.

Abstract

Human capital analysis has implications beyond the field of human resource management. It is also essential to the work of securities analysts. This paper addresses the proposition that securities analysts, their clients, and their industry can benefit from using human capital analysis alongside financial analysis for the purposes of making more transparent investment recommendations. While qualitative research into human capital is currently not being systematically adopted by securities analysts, it can illuminate the working of an organisation in a way that primary financial data on its own cannot achieve. When assessing which organisations are sustainable, a truly complementary approach requires both qualitative human capital analysis and traditional, financial, quantitative analysis. In essence, an integrated approach is needed for the purpose of making more transparent investment recommendations.

Chapter 9: Change Management: Implementation, Integration, and Maintenance of the Human Resource Information System 
Measuring Attitudes to HRIS Implementation: A Field Study to Inform Implementation Methodology
Elisabeth Wilson-Evered & Charmine E.J. Härtel
Asia Pacific Journal of Human Resources, 47(3), 374-384.

Abstract

Scientific research on employees during pre-implementation phases of human resource information systems (HRIS) is difficult for a number of reasons. First, the constraints of practitioner research in terms of sample sizes, compliance factors and difficulties with obtaining control or comparison groups discourage research initiatives. Second, project management methods that emphasize cost and time compliance often prohibit the types of delays that research can impose. This study attempts to use psychological research methods combined with project management techniques to inform HRIS implementation methodology. It provides a model of key determinants of successful information systems implementation that should be considered in future projects implementing information systems or other new technologies. This is a first attempt to discover effective implementation methodologies associated with HRIS in the pre-implementation phase.

The research showed that a critical component for the success of the implementation of Â new HRIS systems is to understand the staff groups’ particular needs, concerns and opinions. This study identified important factors associated with the implementation of new human resource information systems. From these findings we can see that the conditions that support successful implementation for HR staff differ from those for line managers. This information is important when designing implementation methodologies and change management strategies.

Issues and Concerns in the Implementation and Maintenance of HRIS
Sandeep K. Krishnan and Manjari Singh
Management and Labour Studies, November 2007; vol. 32, 4:pp. 522-540.

Abstract

This article looks at the issues and concerns faced by nine Indian organisations in implementing and managing Human Resource Information Systems (HRIS). The organisations are diverse in terms of size and sector that they belong. The critical success factors and weaknesses in various stages of implementing an HRIS are explored in this paper. The problems are rooted in mainly two factors. One is the fact that the HR department lacks knowledge about HRIS and hence is not able to clearly elucidate the requirements of the system. Poor need assessment is a continuation of this problem. Second is the lack of importance given to the HR department in the organisations.

The spectrum of cases covered shows the clear variation in terms of the success of implementation. In poorly managed implementations, the potential of HRIS has been under-utilised. Only a few modules have been implemented and at best HRIS's role is that of a centralised database. Very high dependence is placed on the vendors without having a clear idea about how to select vendors or a proper process or contract to ensure vendors' accountability. Another area of concern is that level of cooperation needed across various functions and divisions of the organisation for proper implementation of HRIS is also lacking. User satisfaction is low because there is minimal user involvement in the implementation project and the implemented package is not user-friendly

Chapter 10: Human Resources Administration and Human Resource Information Systems

Expanding HR's Global Potential: Shared Service Centers in Multi-Country Regions
Peter Horan and Philip Vernon
Compensation & Benefits Review, September 2003; vol. 35, 5: pp. 45-53.

Abstract

One way to dramatically improve the performance of the HR functionâ€”particularly for large, geographically dispersed organizations with multiple lines of businessâ€”is through shared services. Consolidating administrative and transactional processing activities within a dedicated ad-ministrative facility is not a new concept. Region-al shared services supporting finance, IT, travel and expatriate management exist throughout the world. But shared services for HR has mostly been limited to the larger, uniform countries, particularly the United States and the United Kingdom. This article argues that, when done correctly, shared services can deliver significant cost savings and result in better, more efficient services while freeing up resources for activities that enhance human capital. The article is based on research conducted around the world by Mercer Human Resource Consulting regarding HR shared service solutions in multicountry regions

Getting Personal with Employee Self-Service
Tod Loofbourrow
Compensation & Benefits Review, May 2001; vol. 33, 3: pp. 47-50.

Abstract

This article addresses the need for companies to educate their employees on the true value of their benefits, both monetary and service related, and on the policies and expectations of the organizations they work for. Doing so is not only costeffective but can actually help a great deal with employee retention. The best way to get relevant, personalized knowledge of this sort to employees, says the author, is by instituting Web-based HR communications, that is, by making reliable, up-to-date HR information accessible via the Internet, corporate portals and/or call centers. This article discusses the value added to the HR experience by sophisticated communications technology that empowers employees to make the most advantageous decisions. Employing a case study of the Wells Fargo/Norwest merger, the article also discusses how a Web-based HR knowledge base can help speed integration in corporate mergers. Finally, the impact of knowledgebase technology as we move into the future is addressed.

Outsourcing HRM Activities in Australian Organisations
Cathy Sheehan
Asia Pacific Journal of Human Resources, 47(2), 236-253

Abstract

Although human resource management (HRM) outsourcing is an international trend little has been written in the Australian literature about HRM outsourcing choices. The aims of the research are to determine first which HRM areas are most likely in Australia to be initiated using external consultants, second whether organisational size or sector impacts on the outsourcing decision and third the type of skills that HRM consultants bring into organisations. Results from an on-line survey generating 1372 responses identify training and development, recruitment and selection, and HRIS as the primary outsourced HRM areas. With respect to organisational determinants, larger organisations were more likely to use consultants; sector differences revealed higher recruitment and selection and performance-related pay outsourcing in the private sector, higher HRIS outsourcing in the public sector, and a focus on employee relations in the not-for-profit sector. There are no differences in the qualifications of HRM professionals and consultants but consultants are more likely to have broader business experiences.

Chapter 11: Talent Management

Human Resource Planning: Where Are We Now?
Robert L. Kane and Sue Stanton
Asia Pacific Journal of Human Resources, 29(2), 5-20

Abstract

Human Resource Planning is now seen by many as an important aspect of Human Resource Management. It holds out the promise of integrating the various HRM functions and of involving HRM practitioners more closely in the development and implementation of corporate level strategy and plans. This paper traces the development of the concept of Human Resource Planning and examines its use in North America, Britain and the Asia Pacific area. Based upon this review, situations in which complete, fully-integrated Human Resource Planning is likely to be feasible and practical are outlined For situations where this sophisticated approach is either inappropriate or is not supported within the organization, simpler HRP strategies are proposed

Talent Management as High Performance Work Practice: Emerging Strategic HRM Dimension
Sunita Chugh and Jyotsna Bhatnagar
Management and Labour Studies, August 2006; vol. 31, 3: pp. 228-253.

Abstract

This study attempts to explore the use of Strategic Human Resource Management (SHRM), as a context for talent management practices in high performing work organizations. Following a multiple case embedded research design, we have investigated how the Talent Management System has been successfully implemented at five high performing well known organizations in the National Capital Region of India. Literature review highlights some testable propositions which the literal replication from the case studies support. Mapping of the Talent Management System is attempted in the case studies. Core issues emerging in the caselets and the linkage with high performance work practices are discussed therein. Implications drawing on the nomonological domain of talent management in HR practice and research are further addressed, in the current study.

Chapter 12: Recruitment and Selection in an Internet Context


How Fortune 500 Companies Are Using Electronic Résumé Management Systems
William H. Baker, Kristen DeTienne and Karl L. Smart
Business Communication Quarterly, 61(3), 8-19.

Abstract

Scanning technology is now playing a major role in Human Resource Information Systems (HRIS). As new applications are received, many organizations scan the résumés into their databases and subsequently search key words to achieve a match between applicants' qualifications and job requirements. But typographical embellishments on some résumés cause scanning difficult ties. This research article reports the impact of electronic résumé-management systems in Fortune 500 companies and examines the implications of this technology, providing guidelines for producing scanner-friendly résumés.

A Model of Public Sector E-Recruitment Adoption in a Time of Hyper Technological Change
Jared J. Llorens
Review of Public Personnel Administration December 1, 2011 31: 410-423

Abstract

For the past two decades, governments at all levels have increasingly focused their human resources management efforts on developing effective e-recruitment and branding strategies in an environment of hyper technological change. For many public organizations, these efforts have centered on posting essential vacancy announcement information on their institutional employment web sites, but more technologically savvy organizations have rapidly begun to adopt multifaceted and innovative approaches to recruiting new employees through the use of Web 2.0 technologies and third-party e-recruitment networks. While there is a growing body of research documenting the increasing use of these new technologies in the public sector, this article seeks to add to the existing literature by proposing a typological framework of e-recruitment adoption and its impact, using the proposed framework to highlight the e-recruitment efforts of a select group of public employers and discussing the utilization of third-party e-recruitment technologies.

Unproctored Internet Test Verification: Using Adaptive Confirmation Testing
Guido Makransky and Cees. A. W. Glas
Organizational Research Methods, October 2011; vol. 14, 4: pp. 608-630.,

Abstract

Unproctored Internet testing (UIT) is commonly used in employment test administration. When the test is high stakes, the International Guidelines on Computer-Based and Internet-Delivered Testing recommend to follow up the results with a confirmation test in a controlled setting. This article proposes and compares two methods for detecting whether a test taker’s original UIT responses are consistent with the responses from a follow-up confirmation test. The first method is a fixed length adaptive confirmation test using the likelihood ratio (LR) test to evaluate cheating and the second method is a variable length adaptive confirmation test using an extension of the stochastic curtailed truncated sequential probability ratio test (SCTSPRT) to evaluate cheating. Simulation studies indicated that the adaptive confirmation test using the SCTSPRT was almost four times shorter while maintaining the same detection power. The study also demonstrated that cheating can have a detrimental effect on the validity of a selection procedure and illustrated that the use of a confirmation test can remedy the negative effect of cheating on validity.

Chapter 13: Training and Development: Issues and Human Resource Information Systems Applications
Intuitive Technologies Increase Employee Adoption of Human Resource Solutions
Daryl Ashley
Compensation & Benefits Review, 38(1), 62-68

Abstract

Human resource executives are faced with a mandate to improve service levels while reducing the administrative costs to provide those services. Given the increasing acceptance of Web-based solutions to address processes such as annual benefits enrollment, HR has clearly realized the impact that technology can have in addressing those challenges. However, companies are not able to realize the return on investment unless employees are using the solution. This article details the advantages of automated benefits administration, the importance of providing solutions and interfaces that engage employees for increased performance, the value in initiating a comprehensive communications plan, and how employee engagement can lead to adoption of solutions and ultimately increased cost efficiencies and return on investment for companies.

An Integrated Model of Training Evaluation and Effectiveness
Kaye Alvarez, Eduardo Salas, and Christina M. Garofano
Human Resource Development Review, December 2004; vol.3, 4:pp. 385-416.

Abstract

A decade of training evaluation and training effectiveness research was reviewed to construct an integrated model of training evaluation and effectiveness. This model integrates four prior evaluation models and results of 10 years of training effectiveness research. It is the first to be constructed using a set of strict criteria and to investigate the evaluation and effectiveness relationships with an evaluation measure proposed several years ago, post training attitudes. Evaluation measures found to be related to posttraining attitudes were cognitive learning, training performance, and transfer performance. Training effectiveness variables found to be related to posttraining attitudes were pretraining self-efficacy, experience, posttraining mastery orientation, learning principles, and post-training interventions. Overall, 10 training effectiveness variables were found to consistently influence training outcomes. Results also reveal that reaction measures and training motivation are two areas needing further development and research. These findings as well as other areas requiring research attention are discussed.

Chapter 14: Performance Management, Compensation, Benefits, Payroll, and the Human Resource Information System

Rethinking Online Benefits
Sidney H. Simon and William G. Mattle
Compensation & Benefits Review, 34(2), 80-84

Abstract

In the face of an economic downturn, the arguments for the adoption of online benefits solutions are considerable. Unless already deployed, implementing these solutions should appear high on every HR manager’s list of initiatives for 2002. Benefits and HR managers already recognize these solutions as timesaving. But these solutions also bring process efficiencies that lead to increased employee benefits knowledge and increased employee satisfaction with their total compensation package. To sell their company on an online benefits communication, enrollment and administration solution, benefits managers and HR executives need to leverage the significant savings these solutions ultimately can contribute to the organization. These savings become key selling points for gaining acceptance and support for Internet benefits among an organization’s senior management. With the proper return-on-investment discussion with your CFO, your HR organization can easily be administering benefits online in 2002.

Supporting Pay for Performance with the Right Technology
James Bowley and David A. Link
Compensation & Benefits Review, 37(5), 36-41

Abstract

Most pay-for-performance initiatives fail to deliver results. Close examination of failed initiatives by early adopters reveals several common causes. Foremost, HR departments are often burdened by traditional administrative challenges and therefore unable to find the necessary time to adequately execute a strategic initiative like pay for performance. Also, once companies deploy a pay-for-performance technology solution, they rarely follow through with the education and training necessary to ensure that managers understand the value of the initiative and how to use the technology properly. The technology solution itself can also be a roadblock to success if it does not integrate tightly with other critical HR applications and support a robust array of functionality. Without these three elementsâ€”strategic HR, management buy-in, and the right technology solutionâ€”pay for performance is unlikely to succeed and often leads to a series of negative consequences for HR and the entire organization.

Key Considerations in Automating Health and Welfare Benefits Administration
Valerie Gieseke
Compensation & Benefits Review, 37(6), 56-63

Abstract

The process of effectively implementing automated benefits administration can be much more complex than it appears on the surface for a number of reasons. The world of automated benefits administration has changed dramatically over the past ten years. This article discusses the beginnings and the current state of online benefits automation. Whether automating in house or using a third-party provider, finding the right software or provider is a critical success factor for both the implementation process and ongoing service delivery. Many common issues arise whether automating the process internally or using a third-party provider. Asking the right questions is crucial to avoiding many of these issues.

Rethinking Existing HR Technologies for New Gains in Employee Engagement and Benefits
Michael Custers
Compensation & Benefits Review, 44(6), 332-335.

Abstract

The economic recession has affected businesses and employees around the world. As pay rates continue to remain stagnant, many companies are looking for ways to provide greater total compensation through non-momentary benefits, such as flexible work schedules, trainings and additional vacation days. However, identifying opportunities to provide better benefits does not have to be a complex process. By rethinking how an organization leverages their existing HR technologies, HR executives can uncover opportunities to provide more robust total compensation

Online Benefits Management Systems: An HR Evolution
Jennifer Cambern
Compensation & Benefits Review, 38(4), 65-70

No Abstract

Tools for Automating Complex Compensation Programs: Automating the Compensation Planning Process Generates a Substantial Return on Investment
Ala Wright
Compensation & Benefits Review, 35(6), 53-61

Abstract

Managers need tools that assist them in administering increasingly complex compensation programs. Fortunately, certain web-based technologies can now minimize administration expenses while maximizing the effect on employee behavior. Tools that automate compensation planning, off-cycle compensation administration and importantly, persistent employee communication are gaining rapid acceptance. This article discusses the history of compensation planning and the factors that have led to the increasing complexity of the process. It then details the business case for automating compensation planning, including ROI considerations, decision support, compliance and data privacy issues and global compensation issues for multinationals. The importance of system flexibilityâ€”critical because business needs evolve over timeâ€”is also addressed. The article concludes with implementation tips for automated compensation planning systems and information on how to select a system that best meets the needs of any given organization.

Chapter 15: Human Resource Information Systems and International Human Resource Management

The Role of Societal Cultural Practices in Organizational Investment in Training: A Comparative Study in 21 Countries
Hilla Peretz, Zehava Rosenblat
Journal of Cross-Cultural Psychology, 42(5), 817-831

Abstract

The role of cultural practices on the level of organizational investment in training, with the added effect of key organizational background characteristics (size and technological level), was explored. Secondary analysis was conducted on the data of project GLOBE (Global Leadership and Organizational Effectiveness) and of CRANET (Cross-Country Human Resource Management Research), covering 5,991 organizations and 21 countries. Controlled for organization size and technology level, as well as economic strength (GNI), cultural practices such as low power distance, high future orientation, and high uncertainty avoidance explained increased investment in training, supporting the study hypotheses. Organizational characteristics were also related to investment in training: Larger size and high (vs. low) technology predicted increased investment. The two organizational background characteristics interacted with national values, so the above effects of uncertainty avoidance and future orientation were higher, respectively, for larger organizations and high-tech organizations. Implications are particularly relevant for diverse organizations, which encourage the employment of a diverse workforce, and for international organizations, which tend to emphasize a global organizational culture and standard organizational practices while underestimating local cultural values.

Expanding HR's Global Potential: Shared Service Centers in Multi-Country Regions
Peter Horan and Philip Vernon
Compensation & Benefits Review, 35(5), 45-53

Abstract

One way to dramatically improve the performance of the HR functionâ€”particularly for large, geographically dispersed organizations with multiple lines of businessâ€”is through shared services. Consolidating administrative and transactional processing activities within a dedicated administrative facility is not a new concept. Region-al shared services supporting finance, IT, travel and expatriate management exist throughout the world. But shared services for HR has mostly been limited to the larger, uniform countries, particularly the United States and the United Kingdom. This article argues that, when done correctly, shared services can deliver significant cost savings and result in better, more efficient services while freeing up resources for activities that enhance human capital. The article is based on research conducted around the world by Mercer Human Resource Consulting regarding HR shared service solutions in multi-country regions.

Chapter 16: HRIS Privacy and Security

Selection in the Information Age: The Impact of Privacy Concerns and Computer Experience on Applicant Reactions
Talya N. Bauer, Donald M. Truxillo, Jennifer S. Tucker, Vaunne Weathers, Marilena Bertolino, Berrin Erdogan, and Michael A. Campion
Journal of Management, October 2006; vol. 32, 5: pp. 601-621.

Abstract

The authors examined the influence of personal information privacy concerns and computer experience on applicants’ reactions to online screening procedures. Study 1 used a student sample simulating application for a fictitious management intern job with a state personnel agency (N = 117) and employed a longitudinal, laboratory-based design. Study 2 employed a field sample of actual applicants (N = 396) applying for jobs online. As predicted, procedural justice mediated the relationship between personal information privacy concerns and test-taking motivation, organizational attraction, and organizational intentions in the laboratory and field. Experience with computers moderated the relationship between procedural justice with test-taking motivation and organizational intentions in the field but not in the laboratory sample. Implications are discussed in terms of the importance of considering applicants’ personal information privacy concerns and testing experience when designing online recruitment and selection systems.

Response to Risk: Experts and End-User Perspectives on Email Security, and the Role of the Business Information Professional in Policy Development
Zoë Kelleher and Hazel Hall
Business Information Review, 22(1), 46-52

Abstract

This article describes how electronic mail (email) has developed from being a simple, efficient and cost-effective means of communicating short messages across computer networks into a broad platform on which are based a wide range of applications for which email was not intended. A study is reported which considers the main sources of email security risk and the creation and deployment of email security policies. It sets out the key email security elements needing to be addressed in terms of the supporting literature, where these issues were analyzed to assess user perceptions of email security risk. Two data sets were collected during 2003, involving: interview data from discussions with six email security experts from several companies; and survey data from a single case study company where the 285 highly-educated employees were regular users of email, and were supposed to practice their handling of email with reference to the company’s email security policy. The survey results indicated strong support for the view that email security was a major concern for companies, but low opinions were held concerning end-user knowledge of email security issues in the organizations with which they had contact. A major priority in reducing email security risk was seen to be the education of end-users in appropriate email handling practices. All participants were concerned about the occurrence of viruses and spam but tended to be undecided regarding whether or not interception was a real threat and it was generally felt that the low perceived threat of interception did not justify the cost and disruption involved in the introduction of encryption software. Considerable interest was expressed regarding the question of employee and employer rights when drafting email policies and these comments reflected the level of ambiguity in the existing legislation, where none of the people interviewed was aware of any guidelines to help a company protect its interests while upholding the privacy rights of its employees.

Chapter 17: The Future of Human Resource Information Systems: Emerging Trends in HRM and IT
Defining Cloud Computing in Business Perspective: A Review of Research
C. Madhavaiah, Irfan Bashir, and Syed Irfan Shafi
Vision: The Journal of Business Perspective, September 2012; vol. 16, 3: pp. 163-73.

Abstract

Cloud computing is an emerging innovative IT-based business model which is attracting the attention of practitioners, for its potentiality of industry adoption, as well as of academicians, for research undertaking in different dimensions. Despite having a number of business benefits and research scope, there is no universally accepted comprehensive, conceptual definition for cloud computing. Though different experts and academicians have given different definitions to cloud computing, none of them have identified all the key characteristics of cloud computing.

The purpose of the present article is to analyze the various definitions of cloud computing proposed by different researchers and practitioners, using content analysis methodology, and establish areas of ‘agreement’ and to construct such a ‘general’ definition of cloud computing in business perspective. This article is divided into three sections. In the first section, content analysis methodology used on cloud computing definitions is presented. The second section highlights the key words in 36 definitions of cloud computing and tabulates the definitions through a categorization of ‘substantive terms’. The last section discusses the results of research methodology followed by conclusion and limitations.

Digital Workplaces: Vision and Reality
Martin White
Business Information Review, December 2012; vol. 29, 4: pp. 205-214.

Abstract

Whilst organizations accept that effective information management (IM) is now crucial to information/knowledge worker productivity and organizational performance, the continued dramatic growth in information volumes has not been accompanied by increased information management capability. This is the case for both data and unstructured information. At the same time the consumerization of technology, growth in social media, and expectations of the work environment are resulting in pressure on IT and IM functions to deliver information and information tools via multiple channels/devices and simple interfaces. This article charts the evolution of views on the digital workplace and the drivers that now render this an essential strategic direction for organizations. The desirable features of the digital workplace can be achieved now through integration of four technologies â€“ mobile; big data; cloud computing and search-based applications â€“ and with a focus on developing for the mobile environment. Providing this environment could transform the way in which work is accomplished both in terms of individual and organizational productivity and competitiveness. Understanding organizations through an ethnological and cultural perspective will be essential to the design and management of this transformation.

Web 2.0 and Business: A Pointer to the Intranets of the Future?
Luke Tredinnick
Business Information Review, December 2006; vol. 23, 4: pp. 228-234.

Abstract

Explores the application of Web 2.0 technologies to business intranets, and their potential use in managing and developing business information and knowledge assets. Considers how Web 2.0 approaches on the public web are subtly reshaping the relationship between users and information. Argues that Web 2.0 is not a technological innovation, but is changing the understanding of the status of information, knowledge and the role of the user in information applications. Suggests that, as information proliferates, control is being gradually ceded to users, opening up the possibility of a new, more democratic, and more evaluative phase in the exploitation of information within organizations.
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