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ABSTRACT 

No organization seems to have the required number of qualified, skilled and knowledge employees to 

effect its dreams. This is because the available resources of the organization to a great extent determine 

the level of organizational workforce and productive capacity. In pursuance of this, the Human Resource 

Department has embarked on the training and development of its workforce as an important function. 

This is necessary because, the Human Resource is required and expected to perform more strategic 

functions in the organization. However, these have been affected by the volume of routine administrative 

duties performed by the Human Resource Managers. Hence, the perceived influence of modern 

technology in the performance of Human Resource Management functions in organizations in a changing 

economy and for global competitiveness. It was in this respect that this study carefully examined the 

challenges faced by organisations in this competitive economy and the roles of modern technology in 

supporting and elevating the plights of these organizations in these directions and in achieving 

competitive advantage when adequately and efficiently applied. It was recommended that the Human 

Resource Department should dedicate more attentions and efforts to the education and training of 

employees in the areas and application of Human Resource related technologies; management should 

ensure that the type of technology introduced should be adequate for the organization functions, for 

effective realisation of its objectives; management should be proactive enough to update its technologies 

to achieve competitive  advantage; and the Human Resources Development Managers and practitioners 

should be carefully and adequately selected, since the success of initiated programmes depends largely on 

their quality and knowledge in the areas required. 

Keywords: Technology, Human Resource, Human Resource Management, Human Resource 

Management Functions  

 

INTRODUCTION 
Human Resource (HR) management as an area of study according to Raymond, John, Barry and Patrick 

(2009) are the policies, practices, and systems that influence employees' behaviours, attitudes and 

performance. Also, as it is concern with the direction of organizational systems to ensure that human 

talent is used effectively and efficiently to accomplish organizational goals (Robert and John, 2006), is 

undergoing serious changes. In as much as these changes which are basically human and operational in 

nature continue to change, the laws and demands of the organization also change. These have therefore 

prompted the need that Human Resource management functions must continue to change and develop 

into different forms for the organization to get competitive advantage. 

Thus, the Human Resource Management (HRM) roles in organizations all over the world have gained 

much attention and relevance in their operations and existence. This is necessary as the effective and 

efficient use of Human Resource Management will make it possible for organizations to meet the market 

demands; having in place the required number of qualified and skilful staff. Ulrich (2002) has stated that 
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Human Resources (HR) has to take on more strategic roles, moving away from its focus on exclusively 

people and talent to helping line management building capabilities to grow the business. 

This is attained in consideration to the extent at which technology which describes how an organization 

transfers its inputs into outputs (Stephen and Timothy, 2007), has been used in Human Resource 

Management in recent times. Hence, technology and Human Resource Management has much influence 

on each other. Human Resource Managers should be proactive enough to be able to adopt an applicable 

technology that enforces innovation and development in the Human Resource functions, and remain 

supportive to organisational workforce. These technological advances are being encouraged mainly by the 

demands from Human Resource managers because of its positive effect on the internal operations of the 

organizations expressed in the speed, effectiveness and elimination of unnecessary work and cost. 

Therefore, the development and implementation of these specific organisational strategies (technological 

advances) must be based on the areas of strength in an organization that forms the foundation for creating 

a competitive advantage for an organization. These areas of strength are the unique capabilities that create 

high value and differentiate an organization from its competitors and are referred to as "Core 

Competencies" (Robert and John, 2006). It is on this note that organisations' Human Resources capacity 

and practices described as the adequate number of qualified, knowledgeable and skilful personnel that are 

available and used by the Human Resource manager to effect organization objectives (Raymond, John, 

Barry and Patrick, 2009), has proven to differentiate organisations from each other and as a major 

determinant of their competitive advantage. Organizations have successfully made Human Resources 

their core competency by attracting and retaining employees with required professional and technical 

capabilities, investing in the training and development of those employees, and compensating them in 

ways that retain and keep them competitive with their counterparts in other organizations (Robert and 

John, 2006). The emphasis is on developing a technologically knowledge and skilfully based Human 

Resources that can give organizations a competitive advantage as they grow to face stiff Human Resource 

challenges. 

Objective of the Study 

The objective of this study is to investigate the techno-Human Resource Management practices. 

Significance of the Study 
This study on Techno-Human Resource Management practices is expected to contribute meaningfully to 

the field of Human Resource Management in suggesting suitable technological strategies for improving 

Human Resource Management practices in organizations. The findings from this study are expected to be 

much useful, both for management practitioners as well as academicians as follows: 

1.  The study offers a conceptual review that provides researchers and academicians to explore the 

factors that are significance in effective human   resource management in organizations. 

2.   The study highlights the importance of some technological techniques   such   as ICT, information 

system software and application software on identified      human resource management functions. 

3. To the Human Resource professionals, it may remind them of their    responsibilities of providing a 

conducive working environment for the employees so that they may be more effective and efficient in 

the discharge of their duties for competitive advantage. 

4. Researchers that are interested in Human Resource Management may find this study useful. They may 

be enlightened on the effect of technology on human Resource management functions in 

organizations. 

 

Conceptual Review 

Human Resource Management Challenges 
The organizations and their human resources managers have presently found themselves in a more 

competitive and challenging environment. A strong force that is affecting the management of human 

resource in all organizations; expressed in the areas of recruitment, selection, training, compensation, 

global competitive pressures, etc. Robert and John (2006) have stated that significant changes in 

economic forces and rapid growth in technology have changed how people work. They added that 

changing demographics in the work force are significantly affecting human resource management, 
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particularly with the increase in the diversity of employees and the aging of the workforce in most 

environments. All of these are combining to put more cost pressures on organizations, they emphasized. 

This has thus led to the act of restructuring in most organizations as experience today. 

However, Robert and John (2006), has postulated the following as some of the human resource 

management challenges. 

1. Globalisation of business: The internationalization of businesses has grown at a rapid rate. Hence 

many organizations today receive a good portion of their sales and profits from other countries. Thus, the 

globalization of business has shifted from only trade and investment to the integration of global 

operations, management, and strategic alliances which has significantly affected the management of 

human resources. Some of the global challenges of human resource management and international 

management professionals are expressed in global security and terrorism. Therefore, organizations around 

the world have to develop security and terror response plans; which Human Resource management must 

respond to as part of their transnational responsibilities. 

2. Economic and Technological Changes: Several economic and technological changes have altered 

several occupational and employment patterns in most organizations.  These changes are expressed in the 

following areas: 

(a) Occupational shifts – A major change in the economic operation of most    organizations is the shift 

of job from manufacturing and agriculture to service   and communications. Unfortunately most 

Nigerian organizations are presently involved in services and communication activities than before, 

and is likely to continue because of the shift in our economic demand.  This is because, most of the 

fastest-growing occupations are related to information technology and health care. The information 

technology jobs are expressed in such areas as databases, systems designs and analysis, and desktop 

publishing; while the demand for health-care jobs are on the increase because of the aging population 

and increase in maternity rate. 

(b)  Workforce Availability and Quality Concerns – Many organisations because of their peculiarities and 

environments faces serious workforce shortages that exist due to inadequate supply of workers with 

the required skills and competences needed to perform the available jobs. This in all circumstances 

may not be that there are too few people, but that there may be too few people with the required skills 

and competences to do the available jobs. This has been one of the reasons   for international 

outsourcing and introduction of other result oriented techniques for doing the jobs. 

(c)  Growth in Contingent Workforce – Organizations that are in most cases faced with some critical 

organizational problems arising from certain internal and external factors may result to the use of 

contingent workers in the execution of their jobs. These contingent workers are otherwise called 

temporary workers, independent contractors, leased employees and part-timers. Many organizations 

therefore prefer to operate with a core group of regular employees who have critical skills and then 

expand and shrink the workforce through the use of contingent workers. 

     Some of the reasons for most organizations to use contingent workers are - they are mostly paid less, 

they receive fewer benefits than the regular workers, it also reduces legal liabilities for employers 

arising from staff selection, discrimination, benefits, discipline and terminations. 

 (d) Technological Shift and the Internet – The increase growth in information technology and the use of 

internet has piloted the changes experienced in jobs and organizations all over the world. Hence, 

globalization and economic shifts has been facilitated by technological changes, with the use of 

internet as the major driver. Therefore, technology as used in-here is described as the effective and 

efficient application of modern techniques and approaches to transform input into output. 

In spite of the numerous challenges faced in the use of technological equipment, the human resource 

managers have successfully used technology to reduce stress at the workplace, increase in weekly hours 

worked and establish e-learning programmes for easy training of employees. These and many other 

approaches are how technological advances and internet are changing how human resource management 

functions are performed; and how it becomes a challenge where and when the organization cannot meet 

up the requirements of these technological applicability. 
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3. Workforce Demographics and Diversity: Significantly, our organizational workforce are changing 

more than before to adapt to current demands. This has made the organizational workforce to include both 

women, youths and the average age members of the society. As a result of this demographic shift, human 

resource management in the organizations has to adapt an all inclusive labour force to meet the current 

economic demands. 

These demographics and diversity shifts are demonstrated in the following areas: 

(a) Ethnic Diversity – Ethnic members accounts for a growing number of the     organizational workforce 

taking into consideration the ethnic diversity of our society. This ethnic diversity has also created 

much cultural diversity in our organizational settings. Hence the fair consideration and 

accommodation of all these groups with their diverse beliefs and practices has become a major 

concern to Human Resource managers. 

(b) Women in the workforce – The enforcement of the affirmative regulations in our society has made 

the inclusion of eligible women in the organization workforce mandatory. Many of these women are 

married and have spouses who are also employed. To balance the demand of these families and work 

has been a serious challenge to the families and organizations. The  organizations  in  order to attract 

and  retain  productive employees has to respond to these family and work concern proactively and 

fairly; using flexible work hours, adequate job sharing, the establishment of child-care referral 

services or on-site child-care facilities, flexible leave programmes etc. 

(c)  Aging Workforce – In most organizations, a good percentage of their workforce is aging. So that 

most of these organizations will be experiencing employees retiring, changing to part-time and 

sometimes changing their employment to other organizations that may require their age and 

experience services. This shift that carries along with its talents, skills and experience is a growing 

challenge facing Human Resource Management in most organizations. 

4. Organisational Cost Pressure and Restructuring: A more important challenge facing organizations 

and human resource managers is to exist and operate in a cost-less way, which is express in their looking 

for ways to reduce their costs in all forms including; financial, operational, equipment, labour etc. The 

quest for adequate international competitiveness and costless operations has made many organizations to 

think of adequate and efficient alternative ways and methods of operations that will make them to remain 

competitive in the global market. These has been influenced and encouraged by the introduction of 

information technology in the operation of organizations. 

Also, some organizations have adopted the restructuring, merger and acquisition strategy to reduce 

several cost and remain competitive. To properly effect these, and in order to improve productivity, 

quality and service while reducing costs, many organizations are re-designing their jobs; taking into 

consideration how the workforce will be affected and its consequences on the organization. This has 

resulted to a challenge faced by human resource management. 

In addressing these challenges faced by organizations, it is necessary for human resource management to 

change the roles it plays and techniques used to remain successful in the economy. Hence, the 

introduction of technology in Human Resource (HR) management practices/functions for a competitive 

advantage. 

 

Human Resource Management Functions (HRMFs)/Practices 
There are several functions performed by Human Resource professionals in the Human Resource 

Department of an organization to make possible the realization of the organisation's objectives. These 

functions are interlinked and performed so that the personnel and job relationships that exist in an 

organization cannot be undermined. However, these functions may be performed by different categories 

of personnels in different organizations taking into consideration the nature and capabilities of their 

human resources. The most visible of these functions that also makes possible the performance of the 

other perceived ones are: 

1. Human Resource Management Job Analysis, Descriptions and Design Functions: 

Since Human Resource Management involves both the selection of which options to use and the activities 

involved with using those options (Raymond, John, Barry and Patrick, 2009), to produce a marketable 
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product and services; requires that the organization must perform a number of tasks well analysed, 

described and designed. This is necessary to enable the organization operate efficiently and to get the best 

fit employees to do the job well. This therefore involves the activities of: 

(a) Job Analysis - Job analysis as posited by Robert and John (2006), is the    systematic way of gathering 

and analyzing information about the content, context, and human requirement of jobs. Raymond, John, 

Barry and Patrick (2009) also stated that job analysis is the process of getting detailed information about 

jobs. Therefore, the choice to use the task-based or competency based approach   to   job analysis as a 

function of human resource management is usually affected by the nature of jobs and how the work is 

changing. 

(b) Job Description - After the jobs has been carefully studied and analysed, the job analysts then draws 

up the job description and job specifications. These identifies the tasks, duties and responsibilities in jobs 

and the capabilities needed for people to perform job well (Robert and John, 2006). This is further sent for 

management approval before it is implemented by the managers and supervisors at the different levels of 

operation in the organization. 

(c) Job Design - When the job descriptions and specifications have been completed and approved by 

management, it is then the function of the human resource department to distribute them to the managers 

and supervisors for implementation in their respective departments or sections. On receipt of these, the 

managers and supervisors in turn reviews it with the appropriate employees to ensure understanding and 

agreement on the content that will be linked to the performance appraisal, as well as other human resource 

functions. Hence job design is described as the process or act of dividing up organizations work as 

described and specified into jobs in order to utilize the available employees’ capabilities effectively 

(Robert and John 2006). 

2. Human Resource Management Administrative Functions: 

The administrative functions of human resource management has gone beyond the primary activities of 

processing and record keeping to include the principal functions of planning, organizing, directing, 

coordinating, reporting and budgeting for the required number of employees the organization will need in 

order to meet its objectives. This function performed by the Human Resource Department has to a great 

extent helped the organization to handle its needs for hiring, training and reassigning employees for 

effectiveness and avoidance of unnecessary waste. 

3. Human Resource Management Personnel Functions: 

The personnel function of human resource management includes the recruitment and selection of the best 

fit for the organization, training and development of the workforce for effectiveness, appraisal and 

compensation to employees for enhance performance and performance management; to ensure that 

employee's activities and outputs match the organisation's goals. 

4. Human Resource Management Employee Relation Functions: 

The employee relation function of human resource management that takes into consideration employee 

rights and privacy, human resource policies, and union and management relations is an important role to 

ensure that both managers and employees know what is expected of them in the execution of their duties 

for organizational harmony and achievement of organizational goal. 

5. Human Resource Management Health, Safety and Security Functions: 

The function of human resource managers in ensuring the physical and mental health and safety of 

employees in the workplace is an important one. The terms health, safety, and security are closely related. 

Hence, health as used in-here refers to a general state of physical, mental, and emotional well-being. 

While safety is used to refer to a condition in which the physical well-being of people is protected; and 

security refers to the act or process of protecting employees and organizational facilities (Robert and 

John, 2006). 

The occupational safety and Health Act of 1970 as stated in the work of Robert and John (2006), has 

emphasized that it is the responsibility of organizations to be more responsive to the issues of Health, 

Safety and Security at workplaces to reduce work related illnesses, accidents and injuries. 
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Technological Change/Impact on Human Resource Management Functions/Practices 
All organisation's existence and operations depends and succeed largely on the type and nature of 

communication in place. Hence, communication is the force that binds different organizational elements, 

coordinates organizational and individual activities and makes people to work together for the 

achievement of organizational and individual objectives. An important function of Human Resource (HR) 

professional in an organization is to pass on new operational ideas and techniques to the workforce 

through an effective and efficient communication system (Mei, Lee and Al-Hawomdeh, 2004). 

This has been enhanced by the use of modern information technology (computer technology) to transmit 

information to the employees order than the usual face-to-face interaction. This shift has made popular the 

use of internet, intranets, information systems and human resources information systems more popular in 

most organizations today. The use of internet which has been described by Graham, Spinardi and William 

(1996) as a communication innovation focusing on the harmonizing of practices within the community of 

firms linked by electronic means; and intranets designed to serve the internal informational needs of an 

organisation; using web concepts and tools (Turban, Mclean and Wetherbe, 2002); has provided 

organizations with several opportunities such as overcoming geographical and cost barriers to new 

markets, improving services to customers, access to worldwide communication, streamlining internal 

processes, restructuring relationships, sharing of scarce information and enabling applications (Ban, 

Mclean and Wetherbe, 2002). 

Over the years organizations have developed and used information systems to ease the use of large 

quantity of employee data, and made it easily stored on personal computers and manipulated with the use 

of user-friendly statistical software. The much need for an effective and efficient performance of these 

functions has prompted the use of a Human Resource Management System (HRMS), explained by Robert 

and John (2006) as an integrated system providing information used by human resource management in 

decision making. 

In a related view, Raymond, John, Barry and Patrick (2009) stated that human resource information 

system (HRIS) is a computer  system   used   to   acquire,   store,   manipulate,   analyses, retrieve and 

distribute information related to an organisation's human resources. While Turck (2000) in a view to 

broaden this understanding opined that Human Resource Management Information System (HRMIS) is a 

systematic procedure for collecting, storing, maintaining, retrieving and validating the data needed   by   

an   organization   for  its   human   resources,   personnel activities and organization unit characteristics. 

Therefore, the use of human resource management systems (HRMSs) has enhanced the effective and 

efficient use of employees data and organizational activities. Making needed information available has 

helped management in their human resources planning and managerial decision making to be based 

principally on reliable information rather than relying on managerial perceptions. Human resource 

management system (HRMS) does not only make the accessibility of information, but also guide the 

users of these information through all the steps of the transactions (Robert and John, 2006). 

These new development in computer related technology have impacted greatly on the use of information 

for managing human resources (Raymond, John, Barry and Patrick, 2009) and is also transforming the 

various roles of human resource management (Robert and John, 2006) in the following areas: 

1. Organization Resources Planning Practices: The effective and efficient use computer related 

technology(electronic human resource management [E-HRM]) described by Raymond, John, Barry and 

Patrick (2009) as the process  and transmission of digitalized human resource information, especially 

using computer networking and the internet, is used to manage the internal and external resources 

including tangible assets, financial resources, materials and also to estimate the future human resources 

management need of an organization by analyzing current job occupation, turnover, transfers, promotions 

and retirement, as well as the related skills level (Werner, 2003). 

2. Administrative Practices: The effect of technology has been so felt in the administrative activities of 

human resource management to the extent that most of the human resource activities are becoming 

available electronically, and been done on the internet to improve the administration efficiency of the 

organization and the responsiveness of human resource department to employees and management needs 
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(Robert and John, 2006). Thus, the much application of computer related technology in all human 

resource activities expressed in employment, employee benefits enrollment, e-learning etc. 

3. Recruitment Practices: Currently, most employers have changed their efforts on job advertisements 

from print aids to online job advertising or a combination of the both. Thus, the use of computer related 

technology (E-Recruitment or web based tools) in facilitating recruitment process has been the latest 

trends in organizations. Hence, many organizations are using internet as a source of recruitment. Most 

popularly used of these web based tools are; Job Portals used by organisations to post their job vacancies 

and job specifications for interested candidates; Resume Scanners - used by organizations to screen and 

filter the submitted resumes through pre-defined criteria and requirements, such as skills, qualifications, 

experience etc. needed for the job; Applicant Tracking System (ATS) is a software that enables 

organizations to handle their recruitment needs electronically. Thus, provide a central location and 

database for an organisation's recruitment efforts. 

4. Selection Practices: Currently, most organizations has changed their traditional approaches and 

strategies of employee selection to the E-Selection. The E-Selection approach and strategy is the online 

preparation of procurement notices, shortlisting, request for and evaluation of proposals, automated 

workflow and E-Mail alerts regarding specific tasks adopted by organizations to meet the global human 

resource management competitive demands. This is facilitated using the computer related technology via 

the internet. 

5. Employee Appraisal Practices: The E-Appraisal system is a computer related technology used by 

human resource professionals to upload appraisal documents, online, easily evaluate the responds 

collected from the employees, and store appraisals information electronically. 

6. Training and Development Practices: The development and introduction of technology in human 

resource management practices has shifted the training and development approaches and techniques of 

most organizations from the traditional classroom methods to the E-Training and Development methods. 

With this, an employee's training and development needs are compared with the training and development 

options available in an organization more efficiently. Thus, providing the employees the access to getting 

customized training through interactive multimedia, the internet, teleconferencing, satellite broadcasts etc, 

and also access to timely training and development information through the internet without physically 

moving from one location to another. 

7. Organisation's Performance Support System Practices: The introduction of computer related 

technology in human resource management has made possible the use of electronic performance support 

system (EPSS), described as an integrated electronic environment that is available to and accessed easily 

by employees. It is prepared to-provide the employees with timely, up-to-date and individualized online 

information relating to their affairs and activities in the organization. It therefore helps an organization to 

reduce its cost of administration and increase efficiency. 

8. Employee Relation Practices: The application of related technological devices has made the 

interpretations and understanding of the laws and regulations pertaining to labour relations in the 

workplace easily accessed. This has greatly affected the extent to which employee representatives 

(unions), management and society within which the organization operates achieve their different goals. 

This is achievable as the laws and regulations expressed using the technological aids, sets limits on the 

union and management, structure and administration; and also the extend of interaction between the 

unions and management. 

9.  Health, Safety and Security Practices: Ensuring the physical and mental health, and safety of 

employees in a workplace is important and requires the prompt attention of both employees, employers 

and societies within which the organization exist to operate. Hence, the occupational safety and Health 

Act of 1970 has established the occupational safety and health administration, known as OSHA, to 

administer its provisions (Robert and John, 2006). 

The introduction of computer related technology has made it possible for this organization to open a 

website through which information geared toward making employers and employees more aware of 

safety and health considerations can be easily accessed. Thus, the occupational safety and health 
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administration (OSHA) regulations made accessible with this website technological aids, have contributed 

to the reductions in number of accidents and injuries in most cases in organizations. 

 

CONCLUSIONS 

It is therefore acknowledged that the increase application of technology in human resource management 

practices or functions has transformed the way human resource  (HR) performs its functions in 

organizations in recent times; and has thus enhanced organizational performance and productivity. It 

would also be concluded that the use of technology is pervasive in the organizations for human resource 

management (HRM) functions. However, the extent of application of technology in human resource 

management functions varies among organizations. This may be attributed to the differences between job 

requirements and the ability of the employees to perform the tasks. Beyond these, the adequate and 

efficient application of technology expressed in the use of computer related technology has helped 

management of organizations to become more administratively efficient and to deal with more strategic 

and long term human resource planning issues. The use of human resource management system (HRMS) 

technologies has affected greatly how human resource activities are performed; using bulletin boards, data 

access, employee self-service, extended linkages etc. It has thus shifted the kinds of skills needed for 

employees in organizations. 

The use of technologically based human resource management practices has helped managers to cope 

with the challenges of today's business environment through an efficient and integrated communication 

system between all the internal and external functions of the organization to ensure and enhance 

efficiency and productivity. 

 

RECOMMENDATIONS 
In furtherance of this discussion, it would be recommended that; 

1. The human resource departments should spend more attentions and efforts to the education and 

training of employees in the areas and application of human resource related technologies. 

2.       Management should ensure that the types of technology introduced should be adequate for the 

organization function; for effective realization of the objectives for applying the technologies in 

its human resource functions.  

3. Consequence upon the continuous advancement of information technology and evolvement of 

electronic human resource (E-HR) organizations, management should be proactive enough to 

update its technologies to achieve competitive advantage.  

4. Human resources development managers and practitioners should be carefully and adequately 

selected; since the success of initiated programmes depends largely on their quality and 

knowledge in the areas required. 
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