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1. Introduction

The advent of information technology (IT) and
information systems, together with Internet
technology, has inspired many changes in to-
day’s business world (Xu, 2000; Xu et al., 2006).
From basic business procedures, routine tasks
and business functions, to management styles
and business models, the changes can be seen
almost everywhere. The impact of IT on today’s
business is obvious in at least two categories: (1)
the improvement of business in efficiency, effec-
tiveness and productivity; (2) the transition of
business in the way people create, organize,
manage and operate an enterprise. This study
shows how information systems and IT are
being used in human resource management
(HRM) domains through an implementation
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case in a Chinese enterprise. The experiences
and lessons learned from this case reveal several
common problems in developing information
systems in the HRM domain.

HRM practices have a long history. Before
the mid-1980s, most practices had focused on
the low level, routine tasks such as recruiting,
record-keeping, rewards and wages (Storey,
1992). 1t is believed that Fombrun et al. (1984)
pioneered the development of the concept of
strategic HRM and started linking HRM func-
tions with the organizational overall strategy.
Strategic HRM mainly focuses on activities
involving HR planning and HR policies such as
internal career opportunities, training systems,
performance appraisals, profit-sharing plans,
employment security, voice mechanisms, parti-
cipation in decision-making, and the degree to
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which jobs are defined (Osterman, 1987; Son-
nenfeld & Peiperl, 1988; Storey, 1992). Strategic
HRM perceives people as critical organizational
investments, strategic resources and competitive
advantages which determine the success and
failure of an organization (Barney, 1991; Ulrich,
1997; Pfeffer, 1998; Becker et al., 2001). There-
fore, HRM has gone through the transition
from task-oriented HRM to people-oriented
strategic HRM. As one of the driving factors
that help today’s business transit, IT inevitably
should play an important role in the HRM
domain (Straus et al., 1998).

Information systems have been applied to
HRM for decades. However, the way of using
information systems and the way of processing
information for HRM have evolved, and dra-
matically improved, over the last decade. This is
mainly due to the advent of Internet technology
and the emerging concept of business intelli-
gence. In the mid-1990s, the Internet cracked
into business operations and the concept of
e-business was born. Using Internet technology
or IT in general to run business functions,
including HRM, is widely accepted as electronic
business (e-business). Correspondingly, using I'T
in HRM is called e-HRM. Dave Ulrich (2000) is
one of many early e-HRM advocates. Straus
et al. (1998) researched several impacts of Inter-
net technologies on managing human resources
and concluded that the ‘advances in communi-
cation technologies and organizational form
suggest the re-evaluation of traditional person-
nel practices’. Although the literature has ex-
plored the opportunities provided by IT to
dramatically transform organizations and to
help organizations in gaining competitive ad-
vantages (Culnan & Markus, 1987, Huber,
1990), Powell and Dent-Micallef (1997) argued
that IT alone has not produced competitive
advantages, but using IT to leverage intangible,
complementary human and business resources
has helped organizations gain competitive ad-
vantages. The proper application of IT in HRM
has been proved to be a successful way of
running today’s business.

In Section 2, we discuss the current status of
e-HRM in China and some existing problems in
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developing HRM systems. Section 3 provides a
detailed analysis of e-HRM development pro-
cesses and an implementation model by using a
Chinese enterprise case. We further analyze the
future trends of e-HRM development in China
and recommend some solutions in Section 4.
Section 5 concludes the study by addressing
some problems in e-HRM development for
further consideration.

2. The current status of e-HRM and existing
problems in China

2.1. The current status

Using the customer database of www.chinahr.-
com, www.ehrdu.com has done research on the
current situation of Chinese enterprise’s e-HRM
over the past six months. This research collected
2005 questionnaires from various enterprises in
China, 1775 of which were valid. Among all the
enterprises surveyed, Chinese domestic enter-
prises accounted for 78.37% and foreign in-
vested companies took up the remaining
21.63%.

The research showed that even though most
enterprises in China take a positive attitude
towards e-HRM using computers, networking,
business intelligence and Internet technology,
they are just taking the first step in revolutioniz-
ing HRM with IT. Over 70% of them have not
introduced any HRM systems. Most HR man-
agers do not possess sufficient knowledge in IT
and information systems to help them in using e-
HRM systems. The study showed that over half
of the HR managers surveyed have a mediocre
ability in applying IT, among whom those from
enterprises without use of HRM systems per-
form worse in applying IT (58% answered levels
of ‘poor’ and ‘very poor’, which means that they
are just able to use office software and to get
information from the Internet). 55% of the
managers from enterprises that have used
HRM systems, however, have above-average
ability in applying IT.

Another result from this study showed the
levels of communication and cooperation
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between the IT department and the HR depart-
ment. Enterprises preparing to use HRM sys-
tems are facing more problems of cooperation
between IT and HR departments than those
that have adopted HRM systems. Our case
study shows that it is quite common that two
departments play buck-passing to relieve them-
selves of responsibilities. In general, most enter-
prises face a certain level of problems in
communications and cooperation between the
IT department and the HR department.

The results also showed that 71% of enter-
prises have not used HRM systems. Most of
them are enterprises with a size of less than 500
employees and enterprises of this type are in
more urgent need of using HRM systems. The
research showed that 55% of the enterprises
have used HRM systems for less than two years
while those who have used it for over two years
only account for 29%. Thus Chinese enter-
prises’ efforts in revolutionizing HRM with IT
did not start until two years ago.

In addition, 18% of enterprises that have used
HRM systems need to change their systems.
Reasons for doing so include (1) the original
function is too simple and they hope to use an
integrated HRM solution for coordination; (2)
improvements and changes are needed in HR
procedures; (3) the system is unstable and slow.
Among enterprises that need to change the
system, over half of them choose to develop
new systems on their own.

It is estimated that HR functions used most
frequently by enterprises are in the order of HR
information management (71%), wages and sal-
aries (68.2%), reports (62.2%), attendance re-
cords (59.5%), recruitment (56%) and welfare
(53.8%). Therefore, we can conclude that the
functions most needed by Chinese enterprises are
probably those at operational level rather than
at managerial level. Over the next two years,
functions used by enterprises in an in-depth
fashion will be the employee/manager self-
support service, performance management, HR
planning, as well as training and development.

In today’s HRM systems market of mainland
China, no prominent HRM systems suppliers or
brands have emerged. In terms of market share,
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no one has more than 10%. Enterprises that
develop their own systems take up a share as big
as 38.2%, and other unnamed brands account
for another 24.3%. HRM systems products
manufactured by Chinese enterprise resource
planning (ERP) enterprises have not fully
grown. HRM systems manufactured by foreign
ERP enterprises are restrained in market share
due to factors such as price and localization.
Professional HRM systems suppliers in China
are still in their infancy and most of them are still
able to establish complete HRM systems solu-
tions and remain generic software developers.

2.2. Existing problems

Several major problems exist in today’s Chinese
enterprises that may hamper the process of
adopting e-HRM. We summarize them in the
following four categories.

1. There is a misperception of e-HRM from
top management. Many VIPs regard HRM
as a kind of unavoidable cost instead of
realizing the importance of HRM for the
development of enterprises; nor do they
have sufficient understanding of in-depth
questions such as how to carry out
e-HRM, what problems they may encounter
in this process and what value it may bring to
the enterprise. In addition, they have various
misunderstandings about e-HRM. For ex-
ample, some hope to immediately improve
the enterprise’s HRM by e-HRM; some
assert that e-HRM has few visible effects
without evaluating its performance; others
do not consider the cost—benefit ratio and
return on investment, blindly run after fash-
ion or pursue return without making an
investment. Low-level employees usually do
not welcome e-HRM. This is mainly because
they do not know what this new system is
about, or they do not have the knowledge of
using computer information systems, or they
fear losing their jobs due to the introduction
of e-HRM.

2. There is an unbalanced development in
enterprises’ digitization which predeter-
mines whether e-HRM can be carried out

(© 2006 The Authors. Journal Compilation © 2006 Blackwell Publishing Ltd.



successfully. Many enterprises either spend
too much on e-HRM development or repeat
what they already have and waste money.
When undertaking e-HRM, enterprises
should carefully evaluate what they have
already developed, e.g. the computer sys-
tems, network systems, and other business
applications such as accounting and fi-
nance, sales and marketing, manufacturing,
and HRM. When choosing e-HRM sys-
tems, enterprises should choose those which
fit their current organization and satisfy
their organizational demands.

3. HRM systems or e-HRM in Chinese enter-
prises are still in their infancy stage. There
are three important parts in e-HRM devel-
opment: (1) electronic data management,
which refers to saving various kinds of HR
information as electronic data to facilitate
enquiry at any time, also called ‘disuse of
paper’ or ‘digitalization’; (2) procedural
management, which refers to determining
those procedures that have been tested and
verified, making them standard operational
procedures, and using software modules to
implement them on computer systems; (3)
strategic management, which refers to a
process in which electronic data are pro-
cessed in a scientific way using mathemati-
cal models, information management
models and computer simulation models to
optimize, control and strategically analyze
the enterprise’s HRM whereby it plays a
supportive role in management and deci-
sion-making. At present, the strategic func-
tions of e-HRM software such as HR
planning, personnel professional develop-
ment planning and core capability manage-
ment are still not being emphasized in many
Chinese enterprises.

4. There is a lack of competent staff. In the
e-HRM development process, HRM
knowledge must be organically integrated
with IT. However, most enterprises do not
have sufficient staff that possess both HRM
and IT knowledge. Those who are experts in
HRM have little knowledge about IT tech-
niques and those who know IT do not know
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HRM well, have little managerial experi-
ence and do not have adequate knowledge
about the needs of HR businesses. These
factors prevent them from applying IT to
the HRM domain in a proper and effective
manner.

Meanwhile, many managers are not ready to
enter the information age. They are short of
decent skills in computer operation, Internet ap-
plications and information systems usage. There-
fore, e-HRM has become a burden for them.

3. A case study of an enterprise e-HRM system
in China

3.1. Brief introduction to Plant A

With a history of nearly 70 years, Plant A is a
large state-owned enterprise in China. It is one
of the top 500 industrial enterprises in China,
and is the major researching and manufacturing
center of electronic track towing equipment in
China. Plant A primarily researches, manufac-
tures and sells high-speed electronic locomo-
tives, metro trains, light-rail trains and electric
rail trains, with an annual output of 300 main-
line electric locomotives. Plant A owns the
biggest workshop for final assembly of electric
locomotives and modernized manufacturing
centers of locomotive veering shelves, high-
power electric towing machinery, towing and
electric transformers, and resin grit foundry
production lines. It owns large quantities of
advanced equipment such as high-precision nu-
merically controlled processing centers, robot
welders, and numerically controlled cutting,
punching, folding and pressing machine tools.
Plant A currently has over 10,000 employees,
and nearly 3000 of these are engaged in research
and development. In 2001, Plant A reached
annual revenues of 1.56 billion RMB Yuan. Its
assets total 1.78 billion RMB Yuan.

3.2. The overall demand of Plant A for an
e-HRM system

The strategic transformation and rapid develop-
ment in Plant A caused a managerial revolution
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in many aspects. Changes are mainly seen in two
areas: talented people and institutions. Starting
from innovation and revolution in HRM, and
further infiltrating into marketing, financing,
manufacturing and researching, Plant A has
found the best way to gain an upper hand in
competition via managerial innovation. Facing
the situation of Plant A, an HRM consulting
team has decided that its consulting objective is
‘regrouping HR to improve performance’. In
early January of 2002, after a systematic inves-
tigation and a lengthy communication with
Plant A, the consulting team figured out that an
e-HRM system for Plant A has the following
specific demands.

1. The system must normalize the HRM sys-
tem and make HRM more intelligent, net-
worked and knowledge-driven, using
e-HRM to make the enterprise’s HRM
dynamically controllable, which includes
overall control, dynamic control and proper
personnel-position matching.

2. The e-HRM system must cover all aspects
of HRM. It should achieve the automation
of HRM operations, the normalization of
HRM procedures and the systematization
of the management, making the e-HRM
system become a platform for an informa-
tional and professional enterprise’s HRM.
The HRM department should become an
organic entity to make communication
smooth and feedback prompt. The overall
efficiency may also be increased for the
e-HRM system to lead to a decrease in
operational complexity.

3. The system must update old concepts via
the execution of the e-HRM program and
build up a proper enterprise culture. The
enterprise culture includes giving employees
who contribute the most the economic ben-
efits they deserve, and then fulfilling the
principle of getting paid according to con-
tribution.

4. It must perfect the management system and
form a specific set of rules and regulations,
contracts of labor and other related regula-
tions (security and privacy policies, atten-
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dance records etc.) via execution of the
e-HRM program.

The e-HRM system should be as advanced,
complete, practical, efficient, flexible, open
and automatic as possible. It should also be
easy to operate, maintain and expand,
be fault-tolerant, be safe and reliable and
be able to handle and coordinate different
events at the same time. It should have a
strict multiple-user authorization manage-
ment and functions such as database visit-
ing, data copying, operation and visiting log
records and system restoration. It must also
ensure the safety of Web communication.
The e-HRM system should be developed by
using mainstream instruments. It should be
ensured that it is open, flexible and stable.
The system should be based on the brow-
ser/server structure, using a uniform plat-
form with a simple and friendly interface.
The database should be structured properly,
be easy to maintain and be safe (using
databases such as MS SQL DB2 or Oracle).
It should be able to provide the function of
pigeonholing both past and current data,
and powerful enough to achieve rapid re-
mote data access and data maintenance. At
the same time, the system should have a
qualified data interface and be compatible
with various kinds of databases. The inter-
face should allow the HRM system to seam-
lessly connect to the ERP system, financial
system, office automation system and atten-
dance records system, and to conveniently
transmit historical data, such as Excel docu-
ments, into the database. It should guaran-
tee the smooth data flow in the system
(changes to the data in the attendance
records system, for instance, may automati-
cally influence the calculation of wages and
salaries). Any data or any changes made to
the data in one location should be shared
among all other locations.

The e-HRM system should also have a
function of user-defined enquiry that is
powerful and flexible enough to generate
analytical reports automatically. The re-
ports with real and precise HR figures
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should then be used by top-level managers
in decision-making processes.

8. The e-HRM system should take full advan-
tage of the Web environment available at
Plant A. It should support coordination
among multiple regional facilities and mul-
tiple sub-companies distributed in different

regions. The database model is a centralized 3.

database with distributed segmented data-
bases in different locations. The headquar-
ters have the authority to assign access
rights and update authority to regional
users and the regional users have the right
to use and maintain their own data.

3.3. Problems to be solved

In early January 2002, the consulting team from
company S came to Plant A to start the pre-
liminary diagnosis. 140 questionnaires were sent
out and collected, 75 interviews were done and
more than 200 files were researched. Based on
the information collected, the consulting team
finished a detailed report that called for atten-
tion to the following problems.

1. There is failure to consider HRM at a
strategic level and failure to provide a
clear-cut goal in HRM. The report showed
that HRM in Plant A has not been uplifted
to the level of strategic management. This
means that Plant A does not have any
strategic plan in HRM that guides long-

term HRM objectives and operations. As 5.

we know, one of the main goals of HRM is
to help the enterprise to achieve its overall
management goal from various levels in the
enterprise. HRM intends to provide services
for three entities: (1) enterprise service, to
meet the demands of the enterprise; (2)
personal service, to meet the demands of
the staff; (3) social service, to meet the
demands from the external environment
(government, communities etc.).

2. The HRM model is outdated. Plant A does
not have an HRM department per se. The
HRM function is embedded in the depart-
ment of administrative and personnel af-
fairs and has been done at a very low level.
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This department typically deals with daily
routines such as personnel record-keeping
and employee profile management. It does
not take any part in any decision-making
process. Human resource is not taken into
account as a strategic resource for the
enterprise.

The stimulation system is not satisfactory
and leads to a high employee turnover rate.
In recent years, Plant A has had an un-
usually high employee turnover rate. It was
estimated that in the year 2000 alone Plant
A has held over 20 recruiting job fairs
because of the large number of competent
employees quitting their jobs. The direct
cost of recruiting was estimated at over
500,000 RMB Yuan. The increase in labor
cost, high turnover rate, and disputes be-
tween employers and employees have cost
Plant A significantly. Defects in the stimula-
tion system are to blame for all these.

There is a lack of in-depth job analysis and
no standard for job design and job respon-
sibility. For over 16 years, Plant A has not
undertaken a complete job analysis and has
not set up standardized specifications for all
positions. Among the employees surveyed,
about 30% were not clear about their speci-
fied responsibilities and not satisfied with
their work; 51.35% complained that they
did not have documented specifications that
helped them with their jobs.

There is a lack of well-defined standards in
recruiting and well-planned professional
training. Since a complete job analysis has
not been done for over 16 years, job specifi-
cations are not clear, which in turn leads to
a poor standard in recruiting. Employees at
different levels tend to be under-qualified.
The new recruits bring difficulty in future
training. Poorly prepared staff further cause
unsatisfactory job fulfillment and com-
plaints against promotion and wages. On
the other hand, lack of well-planned profes-
sional training also causes problems. Many
employees are not clear about their profes-
sional development. 74.05% of the staff
surveyed complained about insufficient

Expert Systems, November 2006, Vol. 23, No. 5 361



in-service training to do their jobs, although
Plant A has made great investments in
training and continuous education.

6. Most employees do not accept the wage
standards and the performance assessment.
69.19% believed that they were underpaid.
Only 49.19% believed that their wage level
is compatible with others in the same indus-
try. Plant A’s current wage distribution and
wage standards have flaws. For example,
the same positions have different wages and
different positions might have the same
wage. When people are removed from their
managerial position, they still get the same
wage. This has resulted in the spread of a
malcontented mentality among the staff.
Plant A has adopted a system of assessing
performance for over a year. 59.46% of the
employees surveyed believed the current
system has defects in fairness while 57.84%
observed that Plant A has not taken any
corresponding action after the assessment.

7. There is a lack of communication inside the
enterprise and the staff identify only weakly
with the enterprise. Communications are
difficult between levels and within each level
in the organization that cause misunder-
standing among employees. The stress
placed on the shoulders of employees is hard
to remove in a timely manner. 67.56% of the
employees complained that stress from work
has had a negative impact on their personal
lives, but no effective measures have been
taken to manage it. There is no relaxing
environment for subordinates to convey
comments to their superiors. There is no
mechanism for exchanging ideas. The survey
showed that 67.57% of the staff believed
that communication channels provided by
the plant are insufficient. The survey showed
that 60.54% of the staff complained that the
plant did not acknowledge their good per-
formance, while 59.46% complained that
the plant did not pay enough attention to
their work. A lack of communication under-
mines the morale of the staff and its team
spirit and is bad for cultivating a sense of
identification among them.
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8. Problems with the HRM system make it
unable to meet the demands. The HRM
system used by Plant A is slow and unstable.
Much useful information cannot be input into
the system. It is also defective in its enquiry
functions and has no analytical function.

3.4. Solutions

After a complete investigation and analysis, the
consulting team and Plant A were ready to find
some solutions for the plant’s HRM. Table 1
summarizes the problems to be solved and the
corresponding solutions.

3.5. The implementation

In March 2002, in line with the solution to Plant
A’s HRM, the consulting team began to imple-
ment the e-HRM system.

3.5.1. The general criteria

1. Put forward the managerial principle to
enable the managers to grasp the essence of
HRM.

2. Carry out goal management to scout and
control the whole process and enable each
department/each position to reach its set goal.

3. Optimize managerial procedures to ensure
the shortest procedure, the strongest func-
tions, the lowest cost and simplicity of
operation. This also makes each job go
smoothly according to the procedures.

4. Regulations should be clear, reasonable,
scientific and applicable and ensure normal-
ized HRM.

5. Develop software modules out of normal-
ized managerial procedures.

3.5.2. What needs to be done? Table 2 lists the
tasks to be done, their goals and the correspond-
ing software modules.

3.5.3. Implementation model

Stepl HRM
e HR diagnosis
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Table 1:

Summary of HRM problems and their solutions

Number Current problems with Plant A’s HRM Solutions and integration strategies
1 Failure to strategically attach enough Start HRM planning
importance to HRM
2 The organizational structure does not Adjust the organizational structure and draw a
illuminate the importance of human resources  clear line between responsibilities of different
departments
3 The mechanism is defective and the personnel is  Assure fairness — make wage and welfare
itinerant policy, promotion policy, long-term
stimulation plan and personnel handbook
4 Lack of job analysis and clear line of Start job analysis and normalization
responsibility
5 Imbalance between hiring and cultivating Start professional planning of the staff, human
talent resource investment; establish recruitment
system and training system
6 Performance assessment has no real effect Establish performance management system
and assessment of talent
7 Inadequate communication of ideas and a lack Increase communications between employees
of the staff’s identification with the enterprise ~ and the management; build and refine the
enterprise’s own culture
8 No established e-HRM system Establish e-HRM system

e Design medium and long-term strategic
system for HRM
e Assess and design wage and stimulation

system

e Stipulate functions for top officials of the
enterprise

e Design talent recruitment and selection
process

Design performance assessment system
Direct job duty arrangements and job
analysis

e  Provide an HRM policy system

Step 2 Organizational transformation and
structural regrouping

Diagnose organizational behavior
Solve disputes between organizational
structures and the enterprise’s developing
strategies
Set up an authority distribution system
Optimize organizational structures and
managerial procedures

e Organize cultural construction and forge
organizational concepts

e  Establish academic organizations

Step 3 Enterprise and course

designs

training
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e  Analyze on training needs and design train-
ing courses
Share cases interactively
Design an in-enterprise training system and
procedures

e Establish a sophisticated training assess-
ment system

Step 4 Provide user instructions and collect
feedback for future maintenance

Plant A completed the construction of the
e-HRM system by the end of 2002. The
system has been running well.

3.5.4. Value analysis

Value 1 The e-HRM system makes it easier for
Plant A to strengthen its internal cooperation.
Along with the principle of new hired loyalty, a
noteworthy phenomenon is that the relationship
between the staff and managers as well as that
between managers and the teams are gradually
becoming the crucial factor in determining
whether they are willing to stay in the team.
Where there is harmonious management be-
tween the staff and the team, they prefer staying
in the team to accepting offers from elsewhere.

Expert Systems, November 2006, Vol. 23, No. 5 363



poon “A3a3e13s s,os11dI0Jud oY Yum
s[eo3 [euostad J1oy) Jurpuiq Aq ouruiojrod

sIoSeUBW YOIYM UI $S001d © os[e s1 1]
*$901Nn0831 $,9sLIdIgud o) Suisn pue Fuiziue3io

Wo)SAS §,0SLId 101U 9} UAAD pUB dUBWIOJIdd ‘Furuuerd £q suoneidadxa s1owoIsnd
judwSeURW 1oy} Suraoxdwr ‘renuajod s jouuosiod Y} [[y[nJ 03 puk [eoF renoned € aadryor JjudweURW
QourwIo)dd Ay} Surdsul 1B swIe JUSWAFBURW UBWLIOJId 0 $s2001d ® ST JuoWASBUBW OUBWLIOJIOJ  doukuniofiad jjers 9
%L Aq oner uonezinn
M H Y3 9searoul Aew Y H ul Judwdo[oadp S[e03 s,0s11d121Ud oY) JAJIYIE
pue Sururen) poos y ‘1goudq [eIN}nd 0} WAY) JQRUD JBY) SANI[Iqe pue sanienb ured
WRISAS  puR OIUOU0I9 Judtedde Uk sey 1] “Popadu S[[IfS 0} PUE ‘S[ROS PUL SAINP ‘SUOISSIWL 13} AUYIP O}
JjudwSRURW uonedUNWWOd puk sarnpadoxd jeuonerado  jyels oy sdjoy 1 -2ouepms rodoid Aq pasordur dH
JuswdoaAap U} Joisewr wayy Surday ‘Aoudroyje Suryiom S1opninje pue padojaaap are S[[Iys ‘parinboe Jo juowdoraaap
pue Sururery, s Jouuosiad oy Surroxduwur je swre Surures], ST 93PI[Mouy Yorym ur ssa001d © st Jururer], pue Sururery, S
renuajod 1oy axdsur 03 9[qrssod
Se onuw se sqol pue sa1epIpuLd udIM1dq
BJEP JAT}ORIIUI SUIJOJ[[0D ‘S]00) FULINSBIW
J0 sad£y snorrea asn A3y, "sAem pagrenb
Y H 2ziundo pue pagnuenb Jo SLIOS © UI S}INIOAT JO SPULY
0] pu® JJels d) B[S 0) ‘ABM JATJIJJJO [T 10 YI[eaY PUB SIUSWIAIYIL ‘AJ[IqL “YIoM
WAISAS ue ur Y H 2zinn pue dojoadp o3 asudiojud paey ‘Kyjeiow jo sanirenb orseq oy ssosse Judre)
Anrenbjuorel  oyy Surdjoy je wire juare) jo Aypenb oyl 10J S350, pue aInseaw judfe) jo Ayyenb oy 10J $1S9 L, Jo uonenyeaqg %
saokordwo
Suuy ur swn Jo 107 € 9sudIoiua 9yl 31509
Kew 31 ‘Aem pauyal ss9[ & ur auo( “Judwdo[aadp
JUQWIINIOAT UT SSIIONS JO dJBI AY) AskaIdUl Y H JO dals [BIONIO JSOW A1) ST SIY ], “SIAIOUBIBA
pue jude) Jo KourIouni Ayl Jo 3s0d a3ny Ay} qofl 10y syueordde payienb 1oy Suryoreas
WRISAS  SBAIOIP SN} PUR JUI[B) d[qeIns puy astrdiojud ‘asurdrorua ay3 103 saakojdws renuajod SIMI0A1
JUOUNINIONY oyl d[9Y [[IM JUSWIINIIAI JO WIISAS dYNUIIS Y 3ur3090s 1 swIe [Quu0sIdd JO JUIUININIY JO uor309[es ¢
SJUSWUOIIAUI PUB SUORIPUOD
wo)sAs  [puuostad oy jo Suruue(d 193180 puk FUYOAYD  FURYIOM PuUe ‘sjuawdInbar sy ‘qol yoea jo LAinp
JuoWoS BURW ‘UONBUIILIDNAP dFem ‘Fururen) ay) 10 Aem  og10ads oy} sapn[oul yorym ‘UONBULIOJUT PAJB[T
sisAjeue  oy) Suraed pue qol uaAI3 e Jo Ajiqisuodsar pue -qol jo spury snowrea uizAjeue pue Jurod[[od S3sA[eue pue
qoljuddiaiuy  AInp ‘woIssIw oY) SUruyap je swre sisk[eue qof A[Teonewa)sAs Jo poylau & SI SIsA[eue qof u3rsop uonIsoq 4
woy) Jurndow
S[EOS SNOLIBA SIT QAIYOR Jo Aiqrssod ay3 pue A H JO Spasu 2y}
03 pue Sutuue[d Y H pue judwdopadp Surugopar pue Jursodwodap Jo ssad01d ay) 01
WRISAS [100uWs S,asLIdI9)Ud A1) AINSUD 0} 9,¢  SIQJAI YoIym ‘Furuueld JAYH I JO SISeq ) ST
Suruueld YH 1SB9[ 1B AQ pasiel oq jsnwi djel uonezinn JYH uonnadwod jo A391ens [[BI9A0 S,3s11dI1ojud oy I, Suruueld YH I
sanpout W H-2 SIPODH auop aq o1 1Yy SYSD I L2GUINN
§[NpouUt 21DMIJ0S Yy} pup S|po3 ‘SYSVI Y] T IqeL

(© 2006 The Authors. Journal Compilation © 2006 Blackwell Publishing Ltd.

364 Expert Systems, November 2006, Vol. 23, No. 5



w9)SAS
JuowaseurUl
UONBWLIOJUL JJBIS

W)SAS
JuowaSrURU
Korod

W9)SAS
JuowdeurW
uondo }o031§

Wo)SAS
juswageur

£11In09g

WIO)SAS
JuowdeurW

QTBJOM.

Wo)SAS
Jjuswageur

agem

SOJIAIAS FUTISBIIO]

U H 3uroyjo pue sastidioiud 10§ sueyd

o1391ens Surmerp ‘Aem Aseo pue yomb e ur
SUn{RW-uoISIAP 10 parmbar uonewIojuI YIIM
s1o3euew oy} Surpraold ‘so[y Y H Suridwod

ur KOUQIOYJO A} SUISLAIOUI JB SWIE WIISKS JYH-
soindsip

Y H 9[qePIOAR SUIONPAT PUL JUdWAFLURW

poo3 Jururejurews ‘euuostad Ay} pue ostrdiojuo
JY) JO $1S219)UI oY) SUIPILNFJes “I0IARYQ JO
opIms Jea[d € Y Jjels ay3 Surpraoid ‘spoyjowr
JUQWASRUBW PUB SBIPI ssaulsnq §,osL1d1o1uo
o) Sunednuwourd je swre Lorjod YH

19139q wirojrad sastdiojud yno

PALLIED 91B SpIemal uondo }003s a1oym Jey)
MOUS PBOIQE PUB BUIYD) UI S}[NSAT YOIBISIY
-ouewroyrad s asurdiayus oy Suraoxduwr

pue 918T01INS JO 1509 Y} FuroNpar djeIorms
PUE UOISSIUIWOD Ud9mM19q sandsip oy}
SurAjosa1 9[qissod sk yonuw se SIp[oyaIRyS Y}
pue 9s11dI01ud 93 JO $1$219)UI AU} 0} AINGLIIUOD
WY} SUR{eW puk SI9FeULW Y] JO JOIARYIQ
onstunjroddo ay3 Suronpar A[QANDIYYS sy

pue ‘s)sa1djur s 2s11dI01Ud AU YIm ‘srofeurua
[249]-d0) a3 Jo asoyy Aprenonaed ‘Jyels

A1} JO S1SAIUI A} SUIPUI] ‘WI)SAS SUTUTRIISAT
pue Sunenungs widl-3uof & Surysiqelso

e swre ued Surpremar uondo y001
Juowdo[aAap s,os11d121ud A1) 10

Aem 9[QBIOAR]J B UI UONORJSTIES [BIIS0[0TdAsd
PUE OIWOU0ID JO [duuosiad oY) SuLnsua snyj}
pue Kem 9[qeuOSLaI puk [enba ‘oAn0alqo ue

ur 9s1IdIaud ) 03 INQLIIU0d oym [duuostad
SurAedar je ‘[ouuosiad o) Suowe UONNQLIISIP
dY) PUB UONB[NWINIIE UMO S} UOIMIAQ

1goad s asudiojus oy3 SunnquIsIp uo dueeq B
SUDLIS J& SWIE JUSWOFBUBL AIBJ[OM PUB T8 A\
%€ £q 91e1 UOTYBZI[NN

M H Y3 9sBaIOUl ABW JUdWAFRUBW ddUBWLIOLIdd

(s110dar N H pue sisA[eue

Y H SE Yons) uoneznewIojul Y H pue sirejje
[ouuosIad Jo s9[y sapn[oul I “SUr{RW-UOISIOIP
Y H 10J A1BSSo0ou uoneurIojur surpraoxd
WOJSAS PIIBIZAUI JO PULY B SI WAISAS Y H-O
Korjod

uonNOSAI JOIPUOD pue SIYSLI [ouuosiad pue
‘Korfod moneuruIa) 0enU00 pue Kjeudd ‘Korjod
Kyayes ‘Korjod uonowoid ‘Aorjod Furyrom

Aqrep ‘Ao1jod juowadeuew pue judwioidwd

AU} sopnjoul Afurewr JJ “Jjels s} Jo Juawdseuru
s.asurdIojuo a3 jo syoadse [e sjoedwr Aorjod Y H
sosudigue [euonipen

pue sostidiayua yo9)-y31y ‘sasurdiojud

parstun Apprqnd ‘sastrdioyus paysiy Aporqnd
:59d£1 Inoj A[jeIouds are o109y I "sosudiaiuo

) Jo sarmed) reuonerddo pue sadKy ssoursnq
AU yum prodde ysnw ueld Jurpremas uondo
N001§ “sAem JuaIrdpyip ur uerd siyy no A1red
21n1on1s dIysIoumo Jo spunoigyoeq JUdIJJIp
i sasudigyug -uerd uondo yo03s pue

ue[d wnuojerow yo03s ‘ueld [enuargjard yo01s
‘ueld SurpIemaI YO0Is SOPN[OUT A[UTRW 1] "SWLIOJ
snorrea saye) ue[d Suipremar uondo 001§
‘SNUOQ [BNUUE PUB 93BM PIXY JO SIIOUAYIP
U3 dn oyew 03 pasn AINseIW FurB[NWNS
w9)-3uof © st ue[d Surpremar uondo y001S
SSouINJME[ puk AWouo09? ‘uonnadwod
‘wonemuns jo sodourid sajerdojur

os[e 1] ‘[ouuosiad oy pue astdiauo oy}

JO $1S2193UI A1) Y10q JUNOIIE OJUI FuIye) 93.)S
Surdooaap syt Suump A301e13s Aed s asudiojud
o) 03 Surp1029k Aed Jo woysAs pajeonsiydos

B PUE SO5BM JO WIISAS 9[qRUOSLAI PUB dYIJUIDS
® dn Sunjos 01 pajedIPap sanseaw pue sarod
JY} 0] SI9JOI JUAWOTBUBL dIBJ[OM PUB T8
soourwrojrod Suraroxdwr pue sennp Iy}

Uo JJe1s oy} YIIm )BIIUNWWOD A[SNONUIU0D

WIISAS JYH-

juowdoroaap
Korod yH

uerd
uone[nws Jude)
JOTUdS WId)-3U0|

juowageurW
JIejjom pue a8ep

01

6

Expert Systems, November 2006, Vol. 23, No. 5 365

(© 2006 The Authors. Journal Compilation © 2006 Blackwell Publishing Ltd.



From a daily perspective, the personnel mainly
deal with the teams they belong to rather than the
enterprise. Strengthening communications be-
tween the personnel and their supervisors adds to
the sense of their belonging to the enterprise.

The e-HRM system provides a platform for
prompt communication, and makes a seamless
cooperation relationship among the personnel
come true through management, electronic mag-
azines and e-mails. It also makes it easier for the
decision-makers to learn the expectations of the
grass-roots personnel. The system’s personnel
self-help terminals and managers’ self-help term-
inals provide horizontal and vertical communica-
tion tools.

Value 2 The e-HRM system paves the way for
the enrichment of an enterprise culture and a
healthy development of Plant A. The enterprise
culture of Plant A comes with the enterprise itself.
It is based on the dominating fundamental values,
consisting of its exterior expressions such as
personnel behavior, management style and man-
agement policy. Figure 1 depicts the formation
and enrichment of the enterprise culture.

Three stages are used to build Plant A’s en-
terprise culture. (1) In the growing stage, the
management culture turns into a staff culture. A
common willingness leads to a power of solidar-
ity. The staff is united together. Clear-cut goals
give the personnel new dynamics to make con-
tributions. (2) In the prospering stage, diverse
culture prospers at the grass-roots level that not
only accords with the characteristics of different
sectors and regions but also maintains its own
flexibility and creativity. Introduction of an ex-
ternal culture also helps to enrich the enterprise’s
own culture. (3) The declining stage starts with a
partial weakness and grows into an overall loose-
ness. It is shown by a decline in market share and
decline in profit. The enterprise has to set out to
establish a new culture.

By applying the e-HRM system and introduc-
ing the HRM consultation service, Plant A
further carries out its enterprise culture and works
on a unitary value. The e-HRM system has
helped Plant A establish a new working approach
of creative thinking, circumventing traditions and

366 Expert Systems, November 2006, Vol. 23, No. 5

Core personnel:

One or several senior managers make and try to
carry out creative operational ideas or strategies
when the enterprise is in its infancy.

Operational behavior:

The staff carries out each business according to
the operational ideas and strategies.

Operational outcome:

Achieve enduring successes in the operation
using various means.

Enterprise culture:

Enterprise culture gives birth to a common value,
characteristic management style and behavior
patterns.

Figure 1:  The formation and enrichment of the
enterprise culture.

seeking innovation and a new system of rewards
and stimulation.

Value 3 The e-HRM system brings down Plant
A’s management costs and raises its productivity.
The great functions of an e-HRM system in
procedure control and quantified management
can be used to ensure that HRM follows a pattern
of ‘people first’ in real terms. Networking com-
puters is an effective means to achieve procedure
control. For example, software is used to com-
plete the whole process of a recruitment plan,
from drawing the plan, choosing the recruiting
channel, and setting it into motion by selecting
applicants, giving interviews and undertaking
assessments, to making decisions and calculating
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costs. From an information management per-
spective, the e-HRM system collects, processes,
analyzes and disseminates information for the
whole enterprise. Compared to manual work, it
makes the procedure more normative, more ef-
fective and more accurate. Plant A’s increase in
efficiency after the application of the e-HRM
system is mainly reflected in the following aspects.

1. It takes less time to make replies. Decision-
makers, front-line managers, HRM man-
agers and the personnel from other depart-
ments are able to consult with each other
and make prompt replies.

2. Traveling cost is reduced. Recruitment,
training and assessments are all done online
which eliminates a huge amount of traveling
cost.

3. It takes less time for decisions to be put into
action. HRM resolutions can be made and
passed on the spot and put into practice
immediately.

4. Since there are personnel self-help service
platforms, most of the trivial personnel
affairs can be processed online.

5. A well-defined job description provides help
in fulfilling various jobs.

6. The establishment of an assessment system
and rewards system relieves the employees
of their worries, which is conducive to add-
ing to their enthusiasm in work.

7. Using software to process huge amounts of
daily management routines saves a lot of
overlapping labor.

4. The future trends of e-HRM in China

There are four areas that appear to be popular
in China for future e-HRM development.

4.1. Digitization

We are in a digital society or information age
today. Computers, networks, the Internet, IT,
information management, business intelligence
and many more of this type of terminology have
become common knowledge to the public. And
over the last decade, people have experienced a

(© 2006 The Authors. Journal Compilation © 2006 Blackwell Publishing Ltd.

lot of e-terms such as e-commerce, e-business,
e-government, e-manufacturing, e-procure-
ment, e-learning and e-HRM. It is true that
more and more organizations or enterprises
have started using IT to run their businesses.
China is one of the fastest growing countries in
the world, and digitization has been a major
topic in most Chinese enterprises (Wang & Xu,
2005; Guo et al., 2006; Zhang et al., 20006).

The first step of an e-HRM strategy is office
digitalization. It uses computer technology
to handle office work which mainly includes
the making, transporting and stocking of
documents and materials. Office automation is
spreading more and more widely, paving the
way for e-HRM development. A computer-
network-connected environment is highly
needed by e-HRM.

4.2. More information systems to be developed
and used

Various types of information systems provide a
means of collecting, processing, storing, analyz-
ing and applying information to meet various
demands from enterprises. By using information
systems, we can optimize the current managerial
and organizational structures and adjust man-
agerial mechanisms. The coordination between
different departments can be strengthened
through information systems. Efficiency and
effectiveness will be improved for decision-mak-
ing processes since the required information can
be provided to decision-makers in a more timely
manner and more accurately.

Information systems in e-HRM can help us
achieve an integrated management covering
various aspects such as personnel affairs, wages,
statistics, report forms, documents, securities,
contracts and authority approval. They provide
a seamless connection between different busi-
ness departments, avoid duplicate data collec-
tion and ensure consistency and accuracy of
data. They provide valuable information in a
comprehensive, accurate and prompt way, fully
and effectively satisfying the needs of HRM
activities.
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4.3. e-HRM becomes a solution for HRM

IT infrastructure is upgraded year after year.
Hardware platforms have experienced different
forms over the past several decades, from in-
dependent computers and networked computers
to the client/server architecture and the Inter-
net. Most enterprises today have started using
the Internet in their business operations, ranging
from the most fundamental Internet service such
as getting business information and news and
providing enterprise information, to more ad-
vanced applications such as online transactions
and online services. The concept of e-HRM was
born in such a business environment.

e-HRM promotes the comprehensive develop-
ment of HRM and emphasizes an organic bind-
ing of informatization with HR development. Its
functions include HR development; talent fore-
casting; decision-making support by providing
precise HR data and analytical reports to
decision-makers; performance assessment; and
online recruitment and professional training.

4.4. More qualified e-HRM users are needed

The HRM personnel are the main body of HRM
informatization and a qualified and professional
HRM team is a guarantee of its success. The
high quality of HRM personnel means that the
HRM personnel must possess the most current
and advanced knowledge. They must build and
strengthen information awareness, learn the in-
formation management concept, and gain the
skills in using information systems, Internet
technology and applications. They also need to
know the new content and the new requirement
of HRM in today’s information age. Instead of
only doing daily routines, e-HRM needs to
provide information and analysis of HR data at
a strategic level of the enterprise and help top
management make decisions for the whole en-
terprise. Such an intelligent system requires in-
telligent users. It is the key of successful e-HRM.

5. Conclusion

The advent of the knowledge economy and
widespread application of computer technology
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and the Internet require today’s enterprise man-
agement to be digitized. This digitization in turn
requires HRM to be changed. e-HRM is born in
such an environment. Through the analysis of
the current status of HRM in Chinese enter-
prises and through a case study, we show why
e-HRM is needed and how e-HRM is devel-
oped. We hope the experiences and the lessons
we learned in this case will help people in
developing their own e-HRM systems.

e-HRM in China is still in its infancy. Many
enterprises, particularly small and medium-sized
ones, have not accepted the concept of informa-
tization and have not undertaken any sort of
construction of it. On the other hand, some
large enterprises set out blindly to develop their
e-HRM systems without really knowing what
e-HRM is and how to develop it. They just
follow the fashion which only backfires on them.
This study has shown how to prepare the en-
terprises themselves to start an e-HRM project
and do it successfully.
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