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Abstract— Organizations are facing many challenges in 

present scenario like globalization and technological 

advances and the need to restructure human resource 

management. The present paper begins by stating the 

necessity of introducing information technology (IT) in the 

field of human resource management (HRM). Information 

technology plays a key role in human resource management. 

IT transforms the architecture of organizations, business 

processes and is increasingly integrated into human resource 

management. This paper also presents different applications 

of IT in the field of HRM. Further, a survey was conducted 

among 317 organizations in India. The results indicated that 

some applications of IT are independent of type of 

organizations while some are dependent. 
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I. INTRODUCTION 

With the growth of global competition, organizations are 

forced to innovate to survive. Technological advancement is 

one of the most influential driving forces for such 

innovation.  Information technology (IT) tools are 

fundamental for faster and more efficient processes in 

contemporary businesses. There are countless IT 

possibilities for human resource management (HRM) 

because all the HR processes can be supported by IT. The 

analysis and design of work, recruitment and selection, 

training, performance appraisal, and compensation and 

benefit issues can be streamlined by utilizing IT (Nenwani 

and Raj, 2013). The intervention and support of IT to HR 

functions is called electronic human resource management 

(e-HRM), which is rapidly increased in use in the last years 

(Parry and Tyson, 2011). It aims to transform HR functions 

by rendering them paperless, more flexible, and more 

resource-efficient. 

IT is used generally as HRIS in HRM. HRIS is an 

integrated system acquiring and storing data used to make 

analysis, make decisions in the field of HR (Hendrickson, 

2003). A contemporary HRIS is a dynamic data base about 

employees‘ performance and demographic information. 

HRIS provides information about employees‘ data, 

employment, application requirement, job characteristics, 

selection and staffing, procedures of employment, corporate 

structure, professional and individual improvement, 

education costs, performance appraisal, personnel planning, 

organizing ect. These data are used for many purposes 

simple or complex (Lippert and Swiercz, 2005). 

This paper discusses which types of applications of 

IT in HRM are used and their association with different 

types of businesses 

II. Literature Review 

‗e-learning is education or training courses delivered to 

remote locations via synchronous or asynchronous means of 

instruction, including written correspondence, text, graphics, 

audio or video tape, CD-ROM, online learning, 

videoconferencing interactive TV, facsimile, and the World 

Wide Web‘. The swift development of telecommunications 

has made e-learning possible and advantageous (Gonzalez et 

al., 2011).  

Flexibility is one of the major characteristics that 

differentiate e-learning from traditional learning. E-learning 

can be accessed from anywhere at any time. Learning can 

occur wherever technology is available. The opportunities 

that e-learning provides are substantial in cases in which it is 

difficult for learners to travel to a university or training 

centre due to poor infrastructure or roads. Moreover, the 

flexibility of e-learning helps organizations overcome 

conflicts that may arise between training and work time 

(Serlin, 2005).  According to Grensing-Pophal (2002), 

supported by e-learning, an HR department can make a 

multitude of courses available through the employee's 

desktop computer. Then the employee can select courses 

from a list at his or her convenience and at any time. Also, 

an employee can be credited after completing an online quiz 

at the end of each course. 

e-learning is less expensive than traditional 

training. Fore-learning, there is no need for organizations to 

book classrooms, hire trainers, or pay travelling expenses 

for their employees  Although e-learning is not restricted 

solely on learning via the Internet, online learning has 

.become the dominant form of e-learning. Unless such 

technological infrastructure is available, online e-learning 

cannot be achieved. Slow Internet connections can cause 

weak performance of video or sound or may result in long 

waits for downloads (Gonzalez et al., 2011). 

The internet first emerged as a recruiting tool in the 

mid-1990s and was hailed by the popular media as the 

driver behind a ―recruiting revolution‖ due to the benefits it 

could bring to recruiters (Boydell, 2002). It was predicted 

that the recruitment industries‘ ―future is on the net‖ 

(Edgeley, 1995) and that the internet had brought radical 

change to corporate recruiting (Cappelli, 2001). 

E-Recruitment, also known as Online recruitment 

is the use of technology or the web based tools to assist the 

recruitment process. Online recruitment and the use of new 

emerging technologies have many advantages for the 

modern recruiter. It makes the process of finding candidates 

and new business opportunities quicker, cheaper and more 

efficient. The internet has caused the largest change to the 

recruitment process in the past decade acting as a link 

between employers and job seekers. Technology has 

enabled corporate websites, suppliers and job seekers to 

become more sophisticated and interactive (Harris, 2006) 

HRIS help organizations to organize most of the 

HR planning functions including recruitment of employees 

in an organization. Recruitment and selection represents one 

of the core HR activities that need to be planned and 
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conducted in an efficient and effective manner for 

organizations to attain success (Menatallah, 2010).  

According to Stone et al. (2006), e-recruitment 

market is one of the vital aspects in the process of recruiting 

the talent. Internet has completely changed the role of the 

traditional recruiter. Earlier, cold calling and candidate 

networking were the only options available for identifying 

the new potential candidates. But now it is possible to search 

one desired resume out of thousands, placed on the websites. 

E-recruitment enhances the effectiveness of the recruitment 

process.  

Employees can perform some of their own HR 

activities by means of accessing HRIS. This is called self 

service HR. Self service applications can include 60 percent 

of all HR activities (Ulrich et al., 2008). As per Lippert and 

Swiercz (2005), employees who use self-services can easily 

update and verify personal information, have information 

about internal job vacancies, access corporate handbooks, 

and receive notices about training programs. Managers can 

analyze candidate profiles, construct salary models, view 

benefits programs and monitor absentee trends. Moreover, 

performance appraisal and career development can be 

managed. This also increases perceived quality of supplied 

HR services (Ulrich et al., 2008). 

Development in information and communication 

technologies created some new types of working such as 

teleworking and project based works. Teleworking as a 

concept changes the accepted geography of work. That 

means ―moving the work to workers instead of moving the 

workers to work‖. By means of IT tools efficient collection 

of people with similar interest and complementary skills, 

and their cooperation in short or long-term projects are 

possible. Teleworking offers significant advantages: higher 

productivity, lower absenteeism, more satisfaction and 

lower turnover rate (Baloh and Trkman, 2003). 

III. RESEARCH METHODOLOGY 

Both primary and secondary data are used in this 

paper. Secondary data is obtained from published literature 

and used to develop a theoretical framework. Primary data is 

obtained in the form of a questionnaire distributed to the HR 

personnel from different organizations. A total of 317 

responses are received and divided into large and small and 

medium size organizations and the data is processed using 

Microsoft Excel for statistical purpose. 

A. Data Analysis 

An attempt is made to know whether any 

significant association between the demographic variable 

that is type of organization and the applications of IT in HR 

in those organizations and formulated hypothesis as, 

H10: Type of organization will not have association with 

e–learning as one of applications of information 

technology in human resource management. 

H20: Type of organization will not have association with 

e–recruitment as one of applications of information 

technology in human resource management. 

H30:  Type of organization will not have association with 

Self service HR as one of applications of 

information technology in human resource 

management. 

H40: Type of organization will not have association with 

New types of jobs as one of applications of 

information technology in human resource 

management. 

Cross-tabulations are applied between type of 

organization and applications of IT in HR. The results are 

analyzed using chi-square statistical tool to examine the 

significant association, independence/dependence and 

goodness of fit among the variables.  

Table 1: Type of organization and e-learning 

 

S.No. 

Type of 

organization 

e-learning 
Total 

No Yes 

1 Large 
34 107 141 

24.1% 75.9% 100.0% 

2 
Small and 

Medium 

46 130 176 

26.1% 73.9% 100.0% 

 Total 
80 237 317 

25.2% 74.8% 100.0% 

χ
2
= .170

a
,    Df= 1,        P=0.680 

It is evident from the above cross-tabulation results 

that in the large organizations three-fourth of the 

respondents (75.9 per cent) observe e-learning as one of 

applications of IT in their HR management. About 73.9 per 

cent of the small and medium organizations practice e-

learning as one of the applications of IT. The cross-

tabulation results also revealed that ‗e-learning‘ (χ
2
=0.170, 

Df=1, P=0.680) has no significant association with type of 

organization.  

S.No. Sector 
Agriculture/Microfinance  

No Yes Total 

1 Large 
51 90 141 

36.2% 63.8% 100.0% 

2 
Small and 

Medium 

138 38 176 

78.4% 21.6% 100.0% 

 Total 
189 128 317 

59.6% 40.4% 100.0% 

Table 2: Type of organization and e-recruitment 

χ
2
=8.240,   Df=1, P=0.0 

It is noted from the above cross-tabulation results 

table that more than half of the (63.8 per cent) of the large 

organizations are involved in ‗e-recruitment‘. This is less 

than one-fourth in case of small and medium organizations 

(21.6 percent). The cross-tabulation results also noted that 

‗e-recruitment‘ (χ
2
=8.240, Df=1, P=0.004) has significant 

association with type of organization. 

Table 3: Type of organization and Self service HR 

S.No. Sector 

Child 

Care/Disabled/Women 

Empowerment Total 

No Yes 

1 Large 31 110 141 
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22.0% 78.0% 100.0% 

2 
Small and 

Medium 

92 84 176 

52.3% 47.7% 100.0% 

 Total 
123 194 317 

38.8% 61.2% 100.0% 

χ
2
=22.439,    Df =1,   P=0.000 

It is clear from the cross-tabulation table that more 

than three-fourth (78.0 per cent) large organizations have 

Self service HR as one of the applications of IT in their HR 

activities. Less than half of the (47.7 per cent) of the small 

and medium organizations observe self service HR in their 

organizations. The cross-tabulation results also reveal that 

‗Self service HR‘ (χ
2
=22.439, Df=1, P=0.000) has 

significant association with type of organization.  

Table 4: Type of organization and New types of Jobs 

S.No. Sector 

Disaster 

Management Total 

No Yes 

1 Manufacturing 
32 109 141 

22.7% 77.3% 100.0% 

2 Services 
45 131 176 

25.5% 74.5% 100.0% 

 Total 
77 240 317 

24.3% 75.7% 100.0% 

χ
2
=0.370,    Df =1,   P=0.543 

From the above cross-tabulation table, it is seen that more 

than three-fourth (77.3 per cent) of the large organizations 

observed to have new types of jobs created due to IT in their 

HR. Similarly, nearly three-fourth of the (74.5 per cent) of 

the small organizations observed new types of jobs. The 

cross-tabulation results also reveal that ‗New types of jobs‘ 

(χ
2
=0.370, Df=1, P=0.543) has no significant association 

with type of organization. 

Table 5:  Status of Hypotheses 

S.No. Variable Significance 

1 
Type of organization and e-

learning. 
Insignificant 

2 
Type of organization and e-

recruitment. 
Significant 

3 
Type of organization and Self 

service HR. 
Significant 

4 
Type of organization and New 

types of jobs. 
Insignificant 

IV. DISCUSSION 

The results indicate both the large and small and medium 

size organizations are using information technology in their 

human resource activities in the field of e-learning or e-

training. It means that e-learning application is independent 

of type of organization. Hence, the null hypothesis of ‗e-

learning‘ (H10) is accepted. 

It is evident from the results that e-recruitment of 

web-based recruitment is primarily practiced in large size 

organizations only. Perhaps the capacity of cost bearing for 

necessary infrastructure for this purpose is the reason for the 

difference in large and small and medium size organizations. 

This leads to the result that ‗e-recruitment‘ application is 

dependent on type of organization. It is also implicit that the 

activity is differentiated by different business groups. 

Hence, the null hypothesis of ‗e-recruitment‘ (H20) stands 

rejected.  

Self service HR is observed to be practiced largely 

in large size organizations only when compared to small and 

medium size organizations. The results indicate that ‗Self 

service HR‘ is dependent of type of organization. It is also 

implicit that the above application is differentiated by 

different business groups. Hence, the null hypothesis of 

‗Self service HR‘ (H30) is rejected.  

Creation of new types of jobs is one of the 

applications of information technology in human resource 

management. Both the large and small and medium size 

organizations are noted to have this application in their 

business. Hence, the results indicate that ‗New types of jobs‘ 

is independent of type of organization. It is also implicit that 

the ‗new types of jobs‘ application is not differentiated by 

different business groups. Hence, the null hypothesis of 

‗New types of jobs‘ (H40) is accepted.  

V. CONCLUSION 

To conclude, this paper illustrated the applications 

of information technology in human resource management 

in Indian organizations. It first discussed the importance of 

adaption of information technology in to human resource 

management. Then, the discussion centred on the different 

applications of information technology in HRM such as e-

learning, e-recruitment, self service HR and new types of 

jobs. It is clear from the results of this study that all the 

types of organizations participated in the study observed the 

e-learning application in same point of view. They are 

practicing this with the help of information technology 

introduced in their HR management. In case of e-

recruitment, it is the large organizations which are following 

web-based recruitment but not much in case of medium and 

small industries. Perhaps the capacity of cost bearing for 

necessary infrastructure for this purpose is the reason for the 

difference in large and small and medium size organizations. 

Similarly, self service HR is also observed primarily in large 

organizations only. Though this applications is observed in 

small and medium organizations, not significant when 

compared to large business. Irrespective of the size of 

organizations, new types of jobs are observed to be created 

because of introduction of information technology in human 

resource management like teleworking and web-based 

projects. 

There is no hesitation in saying that Adaptation of 

IT in HR functions has created new HR processes. This 

technology affects organizations and work relations in 

organizations by enabling to access information and to join 

people electronically. 
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