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Preface

Aim of This Book

In 1998, ahighly innovativefilm, Antz, directed by Eric Darnell and Tim Johnson,
was released. In the first scene of the movie, Ant Z 4195 istalking to his
psychoanalyst and saying:

“...and my job, don’t get me started on, causeit really annoys me...| feel
physically inadequate, I, I, my whole life I’ ve never been able to lift 10
times my own body weight and when you get down to it, handling dirt
is...yuck, you know is not my idea of a rewarding career. It's this whole
gung-ho super-organism thing that I, I, you know | can’'t get, | try but |
can't get it. | mean you know, what isit, I’m supposed to do everything
for the colony, and what about my needs, what about me? | mean | gotta
believe there’'s someplace out there that’s better than this! Otherwisel’d
just curl up in alarva position and weep! The whole system out there just
makes me feel...insignificant!”

Z 4195isstriving to reconcile hisown individuality with the communal work
of the ant colony. Our unhappy and depressed ant isworking for atraditional
hierarchical organization, where people are not treated as val uabl e assets and
I'T systemsare not yet implemented. Even worse, heis currently working for
an organization that may have neither examined peopl e management prac-
tices, nor made areal connection between people and organizational perfor-
mance. Whilethisbehavior isstill prevaent in many of today’scompanies, we
are presenting abook about e-HRM, about how IT is changing traditional
HRM functions, about how e-HRM practices areimplemented. Could thisbe
aparadox?We hope so, because as Junipier (1996) pointed out: “ Paradox is
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an excellent creativity facilitator; it deliversaseismicjolt to dominant ideas,
themselvesthe most efficient suppressor of original thinking” (p. 19). Weneed
creativefacilitatorsto develop the new e-HRM landscape.

The above presents one of our oldest concerns about managing people: Most
organizationsarefar from considering people astheir most important asset.
They are also far from applying common sense practices such asthoseto be
found in Pfeffer’sbook, The Human Equation (Harvard Business School
Press, 1996). These organizations are now entering the knowledge era, using
I'T solutionsto solvetheir old HRM problemsin one out of 10 cases, andinan
uncreativeway. Thosein theworld of HRM are being accused of livinginan
ivory tower, managing the human side of their organizationsin waysthat lack
relevanceinthe new information era. Theimpetusfor the HRM change comes
from recognition of recent developmentsinthe HRM profession and areal-
ization that current practices do not reflect those changes, especially those
concerning I T strategies. The problem often resultsin policies, practices, and
strategiesthat may be outdated.

Organizationsare progressively incorporating I TCsinto their processes, using
different toolsand solutions. Thesetoolsare applied in awide variety of ways
(i.e., manufacturing resource planning, office automation, computer-supported
cooperativework, distributed teams, supply chain, enterprise-wide resource
planning, or virtual integration). Theentry into service of thefirst high-capac-
ity transatlantic cable in 1956 and thelaunch of Sputnik in 1957 marked the
beginnings of the eraof global information exchange. In 1956, for the first
timein history, the number of white-collar workers exceeded that of blue-
collar workers (Naishitt, 1984).

The factor we would stressin thisgrowth in TICsisnot theincreasein the
amount, capacity, or inter-connectivity of technology in organizations. The
strategic key liesin the organization’ s ability to integrate these technol ogies
into their current business processes, and also in their ability to reorganize the
said processes (Orlikowski, 1999, p. 3). And thisis what thisbook is all
about.

Content of This Book

e-HRM: Managing Knowledge People respondsto the challenge of docu-
menting recognizable, innovative, and creative approachesto e-HRM. Itsaim
isto define and carry forward the debate in acomplex and versatile matter.



Future research will continue the process of clarifying and documenting the
evolution of eeHRM. In the meantime, however, human resources manage-
ment researchers, faculty, practitioners, and consultants may find the ideas
and experiences offered in thisbook genuinely hel pful and illuminating.

Thisbook is presented in four sections— thefirst intended to be more gen-
era in nature, thefollowing three devoted to specific aspects of theHRM field
inthe new information era. Section |, The Cutting-Edge in HRM, presentsan
overview of how ITCsare modifying general HRM processes and functions.
Thisistheaim of thefirst three contributions.

Inthefirst chapter, Web-Based Organizing in Traditional Brick-and-Mor-
tar Companies: The Impact on HR, Jaap Paauwe, Elaine Farndale, and
Roger Williams, based mostly on their personal experience, focuson how old
economy organizations are devel oping new business models. These models
are changing both customers' and suppliers’ relationshipswith the organiza-
tion and, of course, e-commerce strategy asawhole. With these new models
being implemented, the potential implicationsfor HRM need to be explored.
The effects of Web-based organizing in HRM, including workers' selection,
training and devel opment, learning, trust-building within an organi zation, and
knowledge sharing, among others, are discussed. One relevant conclusion of
their anadysisisthat “internal improvements, necessary for the successful trans-
ference of businessto the Internet, will enablethe HR function to justify its
existenceinfinancial terms.”

Scott A. Davisand Robert F. Calderdn, intheir chapter Integrating Handheld
Computer Technology into HR Research and Practice, present potential
applications of handheld computersfor HR practice and research. They an-
ticipate major improvements and widespread implementation of wireless net-
workswith resulting implicationsfor worker mobility, availability, and com-
munication. Thesefactorswill impact work planning, schedules, conducting
meetings, organizational data sharing, and an optimum balance between work
and life. Their model, which integratesempirical research and practical
knowledge, will be useful for those researchers and practitioners eager
to explore handheld computer technology applied to strategic HR plan-
ning and management.

Mousumi Bhattacharyaand Christopher L. Huntley’s chapter, Social Net-
work Mapping Software: New Frontiers in HRM, discussthe connections
between social network mapping software and the effectiveness of HRM pro-
grams. Their study is based upon research into social networks and the ef-
fects of these networks on both business processes and HRM. The authors
clearly show the uses of information on social networksin HRM processes



and what informationisgenerated by socia network mapping software (SNMYS).
They classify the functionality offered by SNM Sin the categories of data
collection, descriptive modeling, and decision support. They a so discuss how
each of these functions providesinformation relevant to different HRM func-
tions.

Section |1, Redesigning HR Administrative Processes, explains how some
HRM functions, such as e-recruitment and devel oping appropriate systems
for employeerelationships, are being implemented in the knowledge era.

Ashiring qualified employeesisacritical organizational decisionintheknowl-
edge-based economy, In Lee, in hischapter E-Recruiting: Categories and
Analysis of Fortune 100 Career Web Sites, analyzes the corporate career
Web sites of the Fortune 100 companies. Heidentifies 33 attributesthat char-
acterize corporate career Web sites and groups them into four major areas:
recruiting methods, job search tools, job application tools, and information on
organizational attributes. Knowing how other organizations are using Web
sitesto recruit their human capital isafirst step towardsfinding breakthrough
ideasfor one’s own organi zation.

In the next chapter, Employee Self-Service HR Portal Case Study: Access,
Content, & Application, Andrew Stein and Paul Hawking examine the de-
velopment of the human resources (HR) ESS portal. Without any doubt, the
added value in this chapter consists of the case studies of three Australian
organizations that have implemented an ESS portal. The authors show the
information and processfocus of these organizations’' ESS portals, which are
used to place the organizationsinto Brosche's (2002) portal development
model.

Focusing on the devel opment of human resources, Constant D. Beugré' schap-
ter, Human Resource Portals and the Protean Career: A Three-Factor
Model, developsathree-point model (individual attributes, characteristics of
the human resource portals, and organizational factors) to describe thefac-
torsin the effective use of Web-based human resource services. Onthebasis
of thismodel, he arguesthat the effective use of Web-based human resource
services playsanimportant role in the management of the protean career.
Asorganizations have started to recogni ze e-learning as having the power to
transform the performance, knowledge, and skillslandscape (Gunasekaran,
McNeil, & Shaul, 2002, p. 44), Section |11, E-Learning Strategies, concen-
trateson the e-training and e-learning world.

PamelaD. Sherer and Timothy Shea, in their chapter Keeping Up with the
Corporate University: Resources for HRM Faculty and Practitioners, dis-



Xi

cuss the major factors that influence the growth and role of the corporate
university within organizations: in terms of strategy and human resources,
knowledge management, and technology and e-learning. They asoincludein
their chapter an annotated compendium of key resourcesin each of these
areas, especially Internet resources. These resources are agood starting point
to begin digging deeper into thisrapidly changing subject.

E-Learning Strategies of Italian Companies, achapter by AnnaComacchio
and Annachiara Scapolan, isdevoted to the empirical study of country-spe-
cific e-learning model s, focusing on the e-learning experience of Italian com-
paniesin the pharmaceutical and banking industries. How are companiesimple-
menting e-learning? How arethey analyzing the most important features of the
e-learning strategies: users, contents, infrastructure, and service and support?
Thetwo cases presented will help the reader to answer these questions,

Section |V, Managing IT and Organizational Changes, discusses the pro-
cessesfor achieving successwhenimplementing I T solutionswithin organiza-
tions.

In the chapter, Is Organizational e-Democracy Inevitable? The Impact of
Information Technologies on Communication Effectiveness, Bernadette
M. Watson, Gavin M. Schwarz, and Elizabeth Jones consider therelation-

ships between social identity and e-democracy. They also discusstheinevita-

bility of organizational e-democracy in organizations pursuing information tech-

nology changes. They investigate perceptions of changesin effective commu-

nication during theimplementation of organizational changeinahospita. Their

findingsare discussed interms of theimplicationsthat arisefor HR practitio-

ners.

Finally, Joseph Logan, in hischapter Managing and Practicing OD in an IT
Environment: A Structured Approach to Developing IT Project Teams,
outlinesaframework for improving successin | T projects by leveraging the
organi zation development (OD) practitioner’sexpertisein fostering coopera-
tion and learning inteams. In the author’sopinion, failuresin I T projectsare
caused by alack of integration of OD and I T.

In summary, thisbook’s content sets out to highlight the trendsin theory and
practicewhich arelikely to influence human resource management practices
inthelT era, to examineinnovative e-HR strategiesfrom avariety of empiri-
cal and theory-based perspectives, to provideinsightful analysis, and to pro-
mote the discovery and dissemination of innovative theories and best prac-
tices. But there areimportant strategic HRM issues missing, such as, for ex-
ample: e-work and teleworking, the devel opment of new industrial relations
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models, managing the e-workforcein multinational organizations, e-ethics, or
managing valuesand I T. Of course, somecritical reflectionson competencies
and abilities should have been considered (i.e., IT competenciesfor an HR
manager, e-leadership and e-team skills, e-facilitation and e-coaching, e-trust,
or e-creativity — developing skills of creative application of IT on organiza-
tions). So, thereisstill alot work to do!

The Book’s Audience

e-HRM: Managing Knowledge People presentsinsights gained by leading
professionalsfrom the practice, research, and consulting side of thee-HRM
field. Thisbook should be useful to avariety of constituencieswho areinter-
ested in the interrel ati onshi ps between human resources management and I T,
including managerswho treat their personnel asakey factor for organizational
success, leaderswishing to devel op the human side of their organizations, IT
experts, human resources managers, researchers, consultants, and practitio-
ners. Each audience may have different levelsof interest in the theoretical
concepts, practical experiences, and empirical data presented in this book.
Asweare exploring an evolving discipline, we assumethat any of these read-
erswill begin, but not complete, an exploration of the e-HRM new world.
Enjoy thereading and enjoy thelearning!
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