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[bookmark: _Toc8032460]1. Introduction

An ongoing change in the economic environment, featured by phenomena as per the globalization and free trade markets, fluctuating investor and customer demands, continuous-increasing rivalry in product-market, has turned the benchmark for the most organizations (Becker and Gerhart, 1996). To be ahead, they ought to constantly advance their performance as per lowering costs, developing new products and methods whilst improving productivity, quality, and speed up to the market (Becker and Gerhart, 1996). Nevertheless, human resource management (HRM) purpose in the organization has added growing strategic prominence. In this portfolio, we will discuss more of the theoretical stance of HRM in the organisation, as a matter of fact, effective HRM is significant as per to be able to meet the market demands via well- qualified employees at all periods (Mishra and Akman, 2010). Respectively, rapid advancement in technology plays a vital role in HRM function within an organization. HRM and technology have a wide range of influences across each other (Mishra and Akman, 2010). Therefore, this portfolio part (I) will research on HRM theory and uses of information technology (IT) tools in this department within the organization also, investigate the impacts and significance that delivers support in HRM. Following with the discussion on research studies, in part (II) that of which one will be chosen from mentioned literatures.  

[bookmark: _Toc8032461]2. Human Resource Management (HRM)

People in organizations who establish strategies and goals, project work system and generate wealth by manufacturing goods and services are those who become human capital. ‘Human capital’ in management terms, refers to the attributes that people fetch to the organization either it is aptitude, intelligence, commitment, manoeuvre knowledge and skills and ability to learn (Bratton and Gold, 2017). 
Every organization work to accomplish success and defeat the complications and crises from all departments of the organization, so as human resource management. Hence, human resource management is a very important functional department in the organization due to the fact it deals with the most effective creation and added resources of the organization’s elements, sensitive to changes of the internal and external environment (Shobaki et al. 2016). With the shift in the ground of HRM, it has widened the focus of HR research from the micro-logical study to added strategic or macro outlook. 
[bookmark: _Toc8032462]2.1 Strategic Human Resource Management (SHRM)

The very basic assertion underlying Strategic Human Resource Management (SHRM) is where organizations accepting a specific strategy that entail HR practices and that are different from those which in result organizations adopting different strategies. Whilst, the researcher has found SHRM area has illustrated the significance of effectively managing the HR of organizations and has three approaches of theoretical perspectives i.e. Universalistic, Configurational and Contingency perspectives (Delery and Doty, 1996). 
Likewise, as SHRM perspective combines macro level notions and theories to analyse the impact of specific systems of HR activities on organizational level performance results. The previous study used a cluster analysis technique to which recognizes two types of HR systems, named “control” and “commitment” systems. Later it was broadly categorised by the researcher based on their functions and attributes labelled as “cost reducer” and “commitment maximisers” (Arthur, 1994).   
Accordingly, HRM is the department in which main work is around the individual staff from the period of searching in the labour market to the end of its relation to the organization by resignation, retirement or discontinuing of the services. And researchers suggest the activity of HRM is beyond even after the end of the relationship of the individual and the organization that restoration for occupations in other organizations (Shobaki et al., 2016). 
Nevertheless, the effect of human resource management policies and practices on organization performance is a critical topic in the area of HRM. So, the work contains the uses of High -Performance Work Practices, such includes complete employee recruitment and selection procedures, performance management system and incentive reward, wide-ranging employee connection and training which can as a result improve the skills, knowledge, and abilities of organization’s current and future employees, raise their motivation, decrease shirking and increase retention of quality workers as well as encourage the nonperformers to give up on organization (Huselid, 1995). It was presumed that more effective systems of HRM practices will simultaneously achieve the potential for synergies among those practices and support to implement an organization’s competitive strategy which is the foundation of sustained competitive advantage (Huselid, 1995).  
Initially, the ‘human resource management’ term became common and started to replace ‘personal management’ that described as formally organized activities particularly dealt with managing workforces. Subsequently, the essence of contemporary HRM resulted. The following definition somehow deliver its definition:
“Human resource management (HRM) is a strategic approach to managing employment relations which emphasizes that leveraging people’s capabilities and commitment is critical to achieving sustainable competitive advantage or superior public services. This is accomplished through a distinctive set of integrated employment policies, programmes and practices, embedded in an organizational and societal context” (Bratton & Gold, 2017).

To add, HRM is a body of knowledge and a combination of practices and conventional literature identifies three major subdomains of knowledge- micro, strategic and international. The major subdomain is micro HRM which is concerned with managing individual workers and small groups of workers. The various functions performed by the HR department and the different roles HR professionals serve in modern organizations depends on the size of the organization. 
Figure 2.1 illustrates that HRM is not just multidimensional activity but also multidirectional. This HRM functions model is also useful that serves as an instructional device that enables the user to identify and connect a specific part of HRM within a consistent, overall framework.



Figure 2.1: Human Resource Management Functions (Bratton & Gold, 2017).


Similarly, figure 2.2 is widely acknowledged, the ‘Harvard model’ of the HRM which is mentioned, has six basic components including the last sixth which is the feedback loop through where the outputs stream directly into the organization and to the stakeholders.
Figure 2.2: The Harvard model of HRM (Bratton & Gold, 2017).

[bookmark: _Toc8032463]3. Information Technology (IT)

By means of information technology (IT) in human resource, amenities have become a significant strategy to achieve competitive advantage for organizations. IT is anticipated to provide the HR function with the opportunity to generate and develop a new route for contributing to organizational effectiveness (Erdoğmuş and Esen, 2011). Thus, it has occupied several aspects of administrative work in a business organization. Databases have become a contemporary organization’s requirements, without it, the organization cannot endure operating (Shobaki et al., 2016). 
By the arrival of the Internet, came the evolution of information technology. It is mentioned, researchers indicated the use of contemporary technologies in business organizations has reflected in the trends of work and productivity (Shobaki et al., 2016). IT is defined as- computers as well as related digital communication technology, has the large power to decrease the costs of communications, coordination and process of information (Shobaki et al., 2016).
It is not surprising that the huge reduction in computing and communication price has generated a substantial restructuring of the economy. However, most contemporary industries are being importantly affected by computerization and consequently, information technology is best described not as a traditional capital investment but as a “general purpose technology” (Brynjolfsson and Hitt, 2000). In the early days of general-purpose technology such as the steam engine, telegraph and electric motor exemplify an arrangement of reciprocal innovations that ultimately lead to dramatic productivity improvements. To name some integral were purely technological, such as “wireless” by Marconi (Brynjolfsson and Hitt, 2000). 
Nonetheless, the most productive interesting development was organizational innovations. To add, various in the past century’s most popular and successful organizational practices mirror the historically high cost of information processing (Brynjolfsson and Hitt, 2000). For instance, hierarchical organizational structures who can reduce communications costs as they minimize the number of communication associations that required to link multiple economic actors as compared with decentralized organizational structures. And it has been showed how changes in information technology capabilities and costs lead to a cluster of fluctuations in work organization and in its business strategy that raise the demand for expertise (Brynjolfsson and Hitt, 2000).  
It is suggested that the practices of organizations are especially critical for the effective execution and utilization of advanced information technology (Arthur, 1994). In addition, the information systems field of study has implicated in action to discuss the paradigms and the stance of information systems research which constitutes a scientific area (Orlikowski and Baroudi, 1991). And HRM is one of the departments in an organization that mostly usage management information systems (MIS) (Karikari, Boateng and Ocansey, 2015). Further to this, the heart of information systems research concerned with studying the communication of information technology and individuals at both micro and macro heights of investigation which then is referred to as “behavioural information systems research” (Orlikowski and Baroudi, 1991). 
[bookmark: _Toc8032464]3.1 Behavioural Information Systems

[bookmark: _Hlk7481412]Various behavioural information systems study that is conducted currently are concerned with the ongoing existing relationship between IT, humans and organizations for instance, how, over the period, expertise positively introduces information technology into organizations. Nonetheless, several types of research have been attended into the results of computerization on job aptitudes and employment levels (Orlikowski and Baroudi, 1991). And such investigation examined the suggestions in individual, group, societal and organizational of wide-ranging use of IT. These all concerned with the aspect of social progressions surrounding the inauguration, formation, usage or not to the usage of IT (Orlikowski and Baroudi, 1991). 
In relation to that, indeed, it is a major aim of information systems research is to influence information systems application i.e. the conclusions of such research are projected to convey and advance the development and usage of information systems in organizations. And the outline and usage of information technology in organizations, however, is certainly found to be deep-rooted in social backgrounds, manifest by locality, time, culture and politics (Orlikowski and Baroudi, 1991).        
   
[bookmark: _Toc8032465]3. 2 Knowledge Management (KM)

The emergence of knowledge management (KM) has a distinct field in the study of organizations. If able to implement KM practices effectively in the organizations can perform logically to assist their competitive advantage by cultivating their knowledge resources (Lopez, Peon and Ordas, 2009). Currently, it has seen to have many researchers associated KM with the development of information and communication technologies. Those development are attributed by their capability to influence the traditional way of understanding specific organizational phenomena and behaviours. Also, affect how organizations tackle the challenges fetch by the knowledge society (Lopez, Peon and Ordas, 2009).  
In general, it deals with how to great leverage knowledge internally in the organization as well as externally to the stakeholders and customers. KM integrates many notions from various disciplines including information technology and human resources management (Liebowitz, 2001). Accordingly, information is modelled data and knowledge is the ability to perform. So, the knowledge takes various forms such as tacit knowledge is subconsciously automatic done without almost thinking whereas, explicit knowledge is more obvious and easily documented (Liebowitz, 2001). Usually, several organizations will need to use a dual strategy to share and uncover such knowledge. 
As it is said “knowledge is power” whilst, Liebowitz (2001) agrees there is a fresh slogan that broadens mentioned concept as “sharing knowledge is power”. And top organizations have recognized that their people are their competitive advantage- intellectual capital in the organization (Liebowitz, 2001). 
 
 

[bookmark: _Toc8032466] 4. Relevance of Information Technology usage in HRM

It is obvious, to a certain extent and common sense that information technology impacts positively in the organizations. The procedures of knowledge management determine the benefits derived from IT-based information systems. But, if applied logically, developing an information and knowledge strategy before developing an IT strategy is the key. 
In that case, tools (for instance; Information and communication technology (ICT)) that expand information across the whole organization helps distribute creativity and decision- making power (Lopez, Peon and Ordas, 2009). Whilst, it accelerates the decision- making that helps organization accomplish certain knowledge which ensures the accountability and commitment from their employees. Through e- HRM, anticipation and novelty levels of technology readiness have a significant positive outcome on perceived usefulness and help of its usage (Erdoğmuş and Esen, 2011).
Consequently, it will make them feel they have a significant role and are involved in the organizations’ success. Vertical communication in such stimulates the exchange of information within employees and foster the positive development of group work (Lopez, Peon and Ordas, 2009).
In relation to that, researcher has found the tool Computer- Aided Software Engineering (CASE) has significant associations for the partition of labour and relations of reliance across project group members (Orlikowski and Baroudi, 1991).  However, in some organizations national culture impacts on information technology usage as well as rooted organizational attributes and practice of IT. The studies conducted in the case of Turkish organizations, confirms almost all of the HR departments operate with at least a few methods of computerized human resource information system (HRIS) (Mishra and Akman, 2010).
Human resource management (HRM) tasks in all sectors use more frequently spreadsheet tools, word processing, data-based management system (DBMS) and the Internet. But then, the study also revealed that most private sector organizations use more IT than the other sectors in recruiting tasks (Mishra and Akman, 2010). 
Whereas, types of IT tools used vary in relation to maintenance and development functions. Hence, in HR, information technology in all sectors are quite equally used for training and development area i.e. ICT (Mishra and Akman, 2010). Within e- HRM, researcher have identified three types namely: operational e-HRM, transformational e-HRM and relational e-HRM (Poisat and Mey, 2017). Firstly, functions include such as payroll, record maintenance, employees data management. Secondly, looks on the strategic activities i.e. organizational change processes, strategic knowledge management, strategic re-orientation and strategic competence management. And lastly, focus on a support such as mutual relationship among HR section and other sections across the organization and externally i.e. e-learning, e-recruitment and e-performance (Poisat and Mey, 2017). 
Likewise, current technologies such as e-learning, multimedia, distance learning as such are designed to make use of organizations practice in IT, additional for employee turnover, performance assessment and absenteeism breakdown tasks. Furthermore, IT provides some useful support across HR management and planning accordingly (Mishra and Akman, 2010). 
Moreover, HR information system is a unified system that helps to combine, store and evaluate the information of organization’s HR that consist of computer functions, database, software and hardware which are then required to gather, record, store, maintain, deliver, provide and manipulate data. It also provides to quest the needs of organizational training, selection, evaluate the effectiveness of such programs (Karikari, Boateng and Ocansey, 2015).   

[bookmark: _Toc8032467]4.1 E-Human Resource Management

Last few decades with ongoing “electronization” of realistic human resource management has been a major factor in the emergence of the notion and term of “e-HRM” or “electronic HRM” (Strohmeier, 2012). As there is no general accepted definition, it can be illustrated as the planning, operation, provision, implementation and, the function of information technology for both networking and supporting at least few in shared HR tasks performance (Strohmeier, 2012).  Mishra and Akman (2010) states it was forecasted PC will evolve as the core tool for all HR experts. And emergent of virtual HR is due to enhancing the edification of IT as well as growing external organisational options. 
However, e-HRM usage is interchangeable with virtual HRM, HR intranet, computer-based HRM Systems, web-based HRM and HR portals can be closely defined as the administrative support of the HR activities in organizations by using internet technology (Erdoğmuş and Esen, 2011). Another definition as a means of executing HR strategies, practices and policies with complete usage of the web- technology- based networks. And, lastly defined as utilizing computer systems, telecommunications network and interactive electronic media to fulfil HR activities (Erdoğmuş and Esen, 2011). 
Nevertheless, it is in no doubt that the acceptance of the use of such HRM information technology and practices have been a fresh and significant study field. So, elements of technology usage have been examined to forecast and explain final-user acceptance and adoption of IT and IT Systems (Erdoğmuş and Esen, 2011). There has been a study conducted based on Technology Acceptance Model (TAM) and found a positive attitude towards using e-HRM systems. And to do so, they used the foundation of Theory of Planned Behaviour (TPB) model. The below figure 4.1 demonstrate the model:Figure 4.1: Theory of Planned Behaviour (TPB) (Yusliza and Ramayah, 2011)   



TPB model has shown it sheds the light on to predict numerous of intentions and behaviours in real- time situation (Yusliza and Ramayah, 2011).   
And, that goes hand- in- hand with technology readiness as previous insights showed that persons have various characteristics and personality across using technology. It is mentioned that technology readiness has an influence on the acceptance of information technology and systems. 
 OPTIMISM- A positive acceptance regarding technology to develop control, flexibility and efficiency.
DISCOMFORT- A necessity for control and a feeling of being overwhelmed. 
INNOVATIVENESS- A impulse to be the first one using a new technology.
INSECURITY- Allocating technology for security and privacy justifications. 
TECHNOLOGY READINESS INDEX (TRI) 
Figure 4.2: Technology Readiness Index (TRI) (Erdoğmuş and Esen, 2011)




To measure the level of readiness to use technology, the Technology Readiness Index (TRI) was developed by Parasuraman. The TRI has four types separated on basis of personality traits as shown above in figure 4.2; innovativeness, optimism, insecurity and discomfort (Erdoğmuş and Esen, 2011).
Nevertheless, to investigate some insight for the usage of e-HRM activities, the study conducted in the Gaza Strip found that E-Recruitment took the 1st place in relation to its impact on organizational performance, and E- Selecting respectively followed by E- Training, E- Development and E- Compensation (Shobaki et al., 2016). It is because current e- recruitment systems enables almost prompt communication with applicants, submission of applications and continuity can happen in real- time. Mostly, straight to the e- recruitment database which is positioned internally in an organization. Due to the advancement of the technology, such systems are frequently connected to external online job and résumé database which is available on the basis of 24/7 (Holm,2009).
Similarly, in the case of Ford Motor, the study investigated the use of e-HRM functions using Web technology and found trends of e-HRM is nearly linked with the company’s operation and orientation in globalization (Shobaki et al., 2016). 
Therefore, the managers in the organizations and the benefits of E- HRM are in parallel with the organization’s goals. Such benefits are; process consistency, data transparency, effectiveness and easy to use tools which hold the significance of IT.  



  
 
    







[bookmark: _Toc8032468]PART II
[bookmark: _Toc8032469]5. Discussion of Research Studies

The core significance of the research is to view as the path to answer the questions, solve problems whilst develop considerate knowledge that is seldom stepped back and focused explicitly (Denzin, 2017). As research is seen as a systematic, organized and logical procedure of enquiry investigation using empirical information i.e. data to answer those questions/ test hypotheses (Punch, 2013). Below given figure 5.1 shown is the snippet of research:Figure 5.1: Basic Model of Research (Punch, 2013). 

  
Prior to research, methods to carry out it ought to be distinguished. The methodology represents the major ways for the researcher to act on the surrounded environment that lead to various features of reality. As the researcher shifts from theories to the selection of research methods, the process named research activity emerges (Denzin, 2017). 
Nevertheless, the philosophical proportions of social sciences are addressed by research paradigms. These paradigms are sets of essential beliefs and assumptions by way of the world is anticipated (Wahyuni, 2012). To shed the light on, it is crucial to have graphical positioning for the research paradigms as it helps the researcher to be crystal clear and structure the philosophical ground of it and research approach (Aliyu et al., 2015). The given below figure 5.2 demonstrates the positioning of the research paradigm. 
[image: ] Figure 5.2: Positioning of Research Paradigms (Aliyu et al., 2015).


Whilst, philosophical practices hold implicit in most of the research as they influence the background of research. Accordingly, there are two main philosophical magnitudes i.e. ontology and epistemology. They correlate to the nature of knowledge and development of that information respectively (Wahyuni, 2012). 
Ontology is the sight of how individual observes a realism. To add, epistemology is the assumption on the mode to develop, comprehend and practice the knowledge that are regarded to be adequate and accurate (Wahyuni, 2012). Correspondingly, with these two dimensions that influence the methods of study reality are axiology and methodology. It relates with ethics, surrounding the roles of morals within the subject studied and the researcher’s viewpoint hence, it refers to an approach for carrying out a study procedure in relation to paradigms (Wahyuni, 2012). Following that, in this part of the portfolio, we will discuss the chosen literature and that of the researcher’s stand in that subject studied. 
Subsequently, the discussion of research study by Erdoğmuş and Esen (2011) An investigation of the effects of technology readiness on technology acceptance in e-HRM is chosen. The researchers studied the theories of the information and communication technologies within human resourse management and its function. Specially focused on e-HRM and its effectiveness in the organizational performance, narrowing it down (deductive method) to the private sectors companies in the context of Turkey. It is viewed by the researchers that e-HRM is gaining significance and procedures is increasing across the organizations. But assumed that research in e-HRM is relatively less in its applications and outcomes for organizations and individuals. 
To investigate this assumption, the researchers investigated the previous studies HRM information technology and systems followed by the notion of “technology readiness” on “technology acceptance” and its effects on HR employees. And, comprehending basis on two theories; Davis’s Technology Acceptance Model (TAM) and Technology Readiness Index (TRI) by Parasuraman. Prior to this, the researchers considered the ground theory in such field by Fishbein and Ajzen’s Theory of Reasoned Action (TRA) but perceived TAM model is the most accepted which was endorsed from TRA. 
The researchers quest for the user’s subjective anticipation in the usage of information technology. The logic in choosing TAM for researcher’s study was because it has been examined empirically and aided via applications, validations and repetitions previously. To investigate such beliefs, the researchers found TAM is the utmost effective, cheap and vigorous framework for forecasting user’s acceptance particularly in the context of IS. As it is cheaper and robust, researchers agreed its forecasting ability makes it ease to implement to other various situations. 
Moreover, previous studies were studied by the researchers in relation to TRI which found to be stated, individual have several attitudes and personalities in the usage of technology. Whilst, doing so, researchers found the major basis of personality characters which are explicit. The researchers observed that Turkey have large scale organizations comparatively established HRM systems and learnt the intention to further usage of IT in HRM. In relation to make the best way of investigation about this aim, researchers studied the knowledge formulating research model. Hence, constructed was built on the other two theories to test the impact on two perception usefulness and ease where hypotheses were outlined.
The studied research design consisted of an individual that makes HR decisions about HRM. Such HR decision makers included directors (30.8%), managers (40%) and expert (29.2%) were the sample size of the participants. Researchers collected data by obtaining questionnaire (positivism) via survey instruments i.e. TRI and TAM. On the other hand, researchers divided the scale of 36 items into four dimensions for readiness and, 13 items into three factors for acceptance. Each measure was self- evaluated and had used Likert five- point responses. Whilst, the introduction letter was included and explained in each questionnaire (quantitative research) consisting aim of the survey, affirmation of anonymity and confidentiality of respondents and voluntary nature of the respondent contribution.  Out of 500 participants, only 65 responded back via email and post. Afterward, researchers enquired further to identify the fundamental structure of several methods, a sequences of factors study were conducted. To illustrate, to examine the factor structure of TRI positive factor investigation was carried out. Then, came to the light that factor structure that was carried out to be different from the earliest structure of four factor. Consequently, 15 items were removed from the TRI resulted in again carrying out (reconstructed) another factor analysis. 
Hence, the proposed hypothesis was tested as item reliability scores of scales have great reliability i.e. greater than accepted level. Researchers’ findings of correlation enquiry between ease of usage and optimism, usefulness and optimism, innovativeness and ease of usage, usefulness and innovativeness were found to be positive and great as they were anticipated. However, usefulness and discomfort, ease of usage and discomfort came out to be unpredictably positive. Likewise, the judgement across ease of usage of IT and other variables were found to be unexpectedly changed from a former investigation that were undertaken. Further, to test the proposed hypothesis, researchers determined to construct a structural equation model of the impact of the technology readiness factors across technology acceptance.        

To conclude, the current workplace is increasingly changing and the analysis of labour market changes significantly between developed countries. Throughout the years’ changes have been familiarized in different economic and political settings. And has been either opposite or recognized by workers or either managers in several ways and levels. Such diversification has made human resourse management (HRM) and its different foundation theories to be more significant to understand. Thus, as a significant management function, HRM plays a vital role in bringing and designing the changes that has enabled in the rise to the flexibility of the labour market. 
Saying that, it is to remind that the most important implication is the follow-on in the selection of HR systems that have an economically substantial effect on organizational performance. To demonstrate, mostly HR functions are considered as cost focuses but rather other fundamentals of HR systems creates value as strategic infrastructure to organizations. Investments in high performance work practices reflects in the betterment of organization performance i.e. a smaller number of employee turnover, high productivity along with organization financial effectiveness. 
Correspondingly, the progression of information technology has landed in the emergence of e-HRM which is used as an alteration to accomplish transactional or organizational tasks efficiently and replacing the traditional way (i.e. manually). Employees and managers can use sophisticated e-HRM function for self- service choices to diminish the administrative workload. As this portfolio mentioned about the e-recruitment, it is dependent on a wide spectrum of information and communication technologies that is accessible to organizations by the overall public because technology plays a broader social part and could affect individual and even organization. Nevertheless, it helps organizations to know how far they have progressed in positioning and organizing such tasks across internal and external stance. 
Advanced e-HRM as it seems, contemporary industries and organizations are taking steps for the application of IT where it is most suitable and in a key area for point of difference. It appeared to be that the organizations have some sort of electronic management usage or computerized management information systems but requires providing support of financial capital and even essentially of human capital which is the end user.  As per the above literatures studies, it investigated the level and relative impact of IT usage on various HRM functionality in different areas of organizations and sounded to be significant in planning and managing tasks. Similarly, having IT abilities has a direct and significant effect on the courses of knowledge management i.e. knowledge creation, knowledge relocation and knowledge depository and categorisation. Whilst, also indirect influencing in the improvement on developing and extending of further knowledge on organisational structures.  
In addition, it is suggested an investigation of the impact of IT should conduct more empirical studies on furthermore HR functions with the spectrum of organizations to achieve comprehensive evaluation.  
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