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ABSTRACT 

The Human capital is one of the most important assets in production of goods and services due to the 

fact that it creates and bears the role of developing abilities within the organization. Human resources 

are thus special and strategic assets that are critical in the achievement of sustained competitive 

advantage in the firm. In the recent past, the development in ICT has transformed almost every 

functional unit of organisational management thus positioning itself as one of the major revolutionary 

phenomena that has redefined the new approaches to organisational management.  The use of 

Information Technology is increasingly being embraced by many organizations to catalyse the human 

resource functions aimed at boosting productivity. This paper focused on the revolutionary impact of 

the advancement of information communication technology (ICT) on the HRM function. A number of 

theories that explain the significance of human resources in performance of the firm were discussed in 

this paper namely; Signalling Theory, Equity Theory and Reinforcement Theory. Several arguments 

on the role of information technology on the HRM performance by different scholars were analysed 

from secondary sources and general recommendations on ICT and HRM were made.  The 

advancement of information technology and evolvement of e-HRM in organizations have become 

sources of competitiveness especially in the area of cost reduction and improvement in production and 

general output. In conclusion, organizations are encouraged to embrace information technology as a 

springboard in the management of human resources for enhanced efficiency and competitiveness.  

Keywords: Information Technology, e-HRM, performance management 

 

INTRODUCTION 

Human Resource Management today, is interested in effective exploitation and utilization of 

technology as lead into achieving its primary role. Since the internet emerged, there is evidently a new 

era of Human Resource revolution otherwise known as E-HRM which has significantly and in a most 

dramatic way reengineered the Human Resource practices and processes that operate in a highly 

competitive market (Gürol 2010).  Human Resource Management has undergone tremendous changes 

in not only the function itself but also the pressure that Human Resource departments face while 

working towards changing past traditions and practices to create innovations within organizations. 

This calls for change of strategy by Human Resource managers’ thus enhancing cost-effectiveness 

and becoming customer- oriented (Snell, Stuebner & Lepak 2012). 

According to Sleezer et. al., (2002), information communication technology comprises of a range of 

both hardware and software services that are used in the collection, storage, retrieval and transmission 

of data. Dated back in 1940’s, information communication technology has been perfected and 

developed into a crucial tool of use embraced in many spheres of businesses such as banks, hospitals, 

supermarkets, hotels, airlines, factories and Government institutions among others.  Laudon (2005) 

explains that information technology and human resources are the heartbeat of any business 

enterprise. 

Information Technology plays a significant role as it acts like a catalyzer for Human resource 

management by boosting the potential of objective achievement.  It speeds up complex issues in 

human resources management besides other relevant human resource practices issues. Lawler (2003) 

alludes to the fact that information technology has positively influenced operations of many 
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organizations especially in the area of human resources function. Due to numerous differences as 

found in the market environment of organizations, technological innovations have been developed 

with time hence progressively improving competencies of HR professionals within operational areas 

of the organizations (sparrow, et al 2004). HR departments have advanced in such a way that they 

have been able to meet the needs of stakeholders besides satisfying organizational needs by basically 

shifting the way that HR professionals solve institutional challenges (Sparrow et.al., 2004).  

 

Statement of the Problem 

In the last 10 years, courtesy of the innovations created by use of IT (Schuler, 2005), a transition of 

employees, who are now becoming more precious human capital, has been witnessed. The application 

of advanced technology in organizations has inspired and enhanced many significant adjustments in 

the corporate world. Without high quality HRM in a firm, the organization will hardly make any 

improvement on their performance thus there is need to promote use of ICT. Since enterprises pursue 

profits, they are pressurized to deliver new products and communicate with the market besides 

becoming a leader who can influence the market by having a good share of it. Many organizations are 

experiencing high employee turnover which has a bearing on organizational   structure and 

management pattern change (Beer 1997). Therefore there is need to change the approach in the HRM 

so that the business strategy adopted and formulated corresponds with the strategy aimed at improving 

service delivery and performance at large (Armstrong 2009). 

Needless to say, in today’s competitive environment, organizations are faced with difficulties for 

survival, a situation that has compelled them to improve their mode of operation in terms of 

productivity, efficiency and effectiveness in an endeavour to remain afloat.  To achieve this, many of 

the organizations have embraced the use of ICT to facilitate and enhance the function of HRM all 

geared towards increased performance. Thus HRM is a critical component to the success of the 

organization.  It is clear that technology and HRM have continued influencing one another to a great 

extent over time. This paper therefore sought to document some of the revolutionary effects of the 

advancement of information communication technology (ICT) on the HRM function.  

 

METHODOLOGY 

This paper is mainly a desk review on how Information Communication Technology has played a 

significant role in transforming Human Resource Management. Literature relating to Human 

Resource Management and its advancement as a result of embraced new technology were reviewed, 

analysed from secondary sources, research publications and reports. The common emerging patterns 

were collaborated and conclusions made.  

 

THEORIES DISCUSSED 

Signalling Theory 

The theory seeks to reduce mismatch of information between two parties (Spence, 2002). Labour 

markets have for a long period demonstrated how an applicant of a job might engage in a behaviour 

that reduces asymmetry of information hence hampering the selection team’s ability (Spence, 2003). 

The author illustrates how highly qualified job candidates distinguishes themselves from those that 

may be having low qualifications.  

Signalling theory has been used in the past to explain the effect of asymmetric information in different 

contexts. In a study on corporate governance, CEOs can signal the quality of the firm’s potential to 

investors through the financial statements (Zhang & Wiersema, 2009). The application of signalling 

theory has become popular in the management literature in recent years since scholars have expanded 

the range of potential signals and the contexts in which signalling occurs.  

The Equity Theory 

This theory fronted by Adams (1965), was derived from equity principles after making observations 

on how people make social comparisons based on their remuneration. It hence indicates that an 

employee will compare his/her work inputs: pay ratio with that of referents’. The equity theory then 

argues that if the employee perceives inequity, he/she will act to correct that inequity, which may be 

in terms of lower productivity; reduced quality; increased absenteeism; and voluntary resignation 

(Adams, ibid.).  
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The main motivational forces of the Equity theory are the ‘income: outcome’ ratio; over-

compensation; and under-compensation in terms of reward ratio, and the effort: besides reward ratio 

and profits. Therefore the designing of any compensation and reward system should take these ratios 

into account for an incentive scheme to be effective. Equity theory stresses on the importance of 

relative wages. This might refer to wages of some employees relative to others, or of managers 

relative to other professionals. Therefore, the theoretical implication of this study is that individual 

PRP systems inevitably change the distribution of wages within a profession, which may raise 

inequity issues leading to some degree of de-motivation for those who perceive the new distribution 

as unjust.  

This theory explains only one aspect of the processes of motivation and job satisfaction. It also 

emphasizes on the need for such systems to be perceived as fair and equitable. In other words, the 

reward should be clearly related to effort or level of responsibility and people should not receive less 

money than they deserve compared to their fellow staff. Jaques (ibid.) calls this the ‘felt-fair’ 

principle.  

Reinforcement Theory 

Reinforcement theory, as developed by Hull (1951), suggests that successes in achieving goals and 

rewards act as positive incentives and reinforce the successful behaviour, which is repeated the next 

time a similar need emerges (Daniels, 1989). The implication of reinforcement theory in the role of 

motivation in managing and rewarding performance is that the more powerful, obvious and frequent 

the reinforcement, the more likely it is that the behaviour will be repeated until, eventually, it can 

become a more or less unconscious reaction to an event. Conversely, failures or punishments provide 

negative reinforcements, suggesting that it is necessary to seek alternative means of achieving goals. 

This process has been called the ‘law of effect’ (Armstrong, op. cit.).  

The degree to which experience shapes future behaviour does, of course, depend on two main factors. 

First, is the extent to which individuals correctly perceive the connection between behaviour and its 

outcome. Secondly, on the extent to which they are able to recognize the resemblance between the 

previous situation and the one that now confronts them. Perceptive ability varies between people, so 

does the ability to identify a correlation between events. For these reasons, some people are better off 

at learning from experience than others; just as some people are more easily motivated than others.  

 

EMPIRICAL LITERATURE REVIEW  

 

Performance Management 

Employee performance management is one of major causes of managers’ worries; the bigger the 

scope of the firm, the more serious the worries. Complications related to goal setting, performance 

planning, performance tracking, employee appraisal, evaluation and feedback make performance 

management process easier to visualize and talk about than to actually implement (Evans 2001).  

However, the appearance of technology in this field shows some light at the end of the tunnel. How 

exactly does technology help streamline this heavily administrative process? Electronic or web-based 

performance management simply refers to performance management activities under a conscious and 

directed support of technological tools. It is different from computer-based systems which serve the 

same purpose. Though such systems attempt to automate paper form procedures, it, in fact, has not 

revolutionized the whole process or eliminated the challenges of traditional forms (Ensher, Nielson & 

Grant-Vallone 2002). Not until Web-technology-based channels become the key facilitators 

improving the measurement and developing employees’ performance within organizations to benefit 

HR professionals, line managers and employees.  

E-performance management increases the efficiency and consistency of the whole process. Specific 

tracking software can help to monitor and track employees’ routine jobs. Such information will be 

available in the internal network system and accessible to both employees and managers. Even 

performance appraisal and feedback are in computerized forms to save time and simplify the process 

(Cardy & Miller 2005). Employees are now able to easily track their performance progress from a 

real-time performance data and receive fast and adequate evaluations from managers via useful tools 

such as 360-degree Feedback. Line managers use E-performance management tools to compose better 

quality appraisals as frequent as required to communicate their employees’ performances.  
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Bondarouk and Looise, (2009) proposed three types of E-performance management: the operational, 

relational and transformational one. In the operational form, technology only supports the 

administrative process, for example, offering managers online forms to fill out after the performance 

planning and appraisal. The relational type deals with daily communicative processes between 

managers and employees. A typical illustration is the use of 360 – degree feedback tool to 

communicate performance data across the organization. Finally, the transformational type aims at a 

more strategic approach in a wider context. In other words, E-performance system is a key facilitator 

for HR practitioner to develop an organization’s unique human component by exploring and analysing 

individual as well as group work and competencies.  

However, regardless of successful stories, many companies face failures and challenges when 

implementing E-performance management systems. Robb (2004) noted one of the main causes of 

failure is the cultural acceptance of employees and managers to the system. The full cooperation of 

managers of all levels is another factor affecting the success of the process. Line managers need to 

continuously provide evaluations, feedback and coaching to their employees, proactively engaging in 

the whole appraisal process and the implementation of E-performance management plan (MacMillan 

2004). 

Helmick (2004) added that however perfect the E-performance management system is, it can never 

replace a human communication; in other words, after all, it is the manager who addresses individual 

trends, reinforces positive behaviours and coaches employees to change behaviours that are inhibiting 

goal achievement.   

The human resources are mainly responsible for the success of any business enterprises. HRM helps 

human resources of an organization in performing process that leads to integration of overall 

organizational strategy.  Competitive advantage can be attained by applying strategic approach to 

human resources and thus getting benefit from the abilities of people (Armstrong 2008). 

Today in every organization, the use of information technology and information systems is discussed 

and the usefulness or necessity of using a computer is applauded all over as an essential tool in human 

resource management performance.  Technology is seen more important in performance as a cost 

effective way than the traditional methods that lacked the steam of efficiency.  Information 

technology enables managers to communicate more and better with the organization, the environment 

and to each other.  The application of information technology enhances decision making, increases the 

speed of decision making, increases the speed of identifying the issues, reduces the height of 

organizational pyramid, improves coordination and increases professional staff (Mehrinezhad, 2002).   

 

Recruitment and Selection 

One of the most typical applications of E-HRM is that of recruitment or E-recruitment. The traditional 

recruiting process consists of the following iterative phases: identification of hiring needs; submission 

of job requisition and approval; job posting, submission of job applications; screening of 

resume/application; interviewing; pre-process redesign, employment screening; and job offer and 

employment contract. It is a step-by-step sequential process which is labour – intensive and time – 

consuming (Lee 2005). Recruitment refers to practices and activities carried on by the organization 

that utilizes a variety of electronic means to fill open positions effectively and efficiently (Lee 2005). 

Traditional recruitment and selection processes require extensive face-to-face communication with 

recruitment agencies and potential candidates (Cohen 2001). Even with the assistance of computers, 

improvement in efficiency has not been considerable because computer applications automate internal 

processes rather than the rationalization of the process.  

The internet marks a new stage in recruitment processes, moving it to a higher level- E-recruitment or 

online recruitment. The tempting idea of easily accessing to job information and applicant databases 

anytime – any place satisfies both job seekers and recruiters. While traditional recruitment practices 

are seen as sequential batch process, the new method is considered as a continuous and online process 

where some activities can be performed concurrently. With E-HRM, organizations can turn into a 

global recruitment hub for both external and internal applicants who now find it easier to attain 

information about available positions. Cohen (2001: 59) also argues that E-HRM creates the 

mechanism for enterprise-wide yet customer-specific and user-friendly recruitment and staffing. 

Many multinational corporations continue to appreciate the benefits of online recruitment, which 

include time, cost saving and quality of candidate pool.  
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Furthermore, recently, more and more large companies such as Walt Disney or Cisco in the United 

States of America are using E-recruiting as a weapon to establish and promote the so-called brand 

identities (Ulrich, 2001). Unique information about the firm’s brand identity and core values is 

available on the company’s website which allows applicants to review and determine if their personal 

goals and values fit with the culture of the organization. These systems help organizations to evaluate 

the effectiveness of the recruitment process and validate assessment techniques (Stone et al., 2009). 

However, technology only affects a few sections like resume scanning, online testing and assessment; 

it is HR professionals who make the final decision. It is critical to take privacy and security concerns 

into account when employing the online assessments. 

 

Compensation/Rewards 

Compensation policies are one of the strongest weapons to attract and retain competent employees 

especially in the fierce war of talent. A good compensation system, helps the organization to achieve 

its strategic objective by having a positive impact on employees’ loyalty, commitment and 

performance. Wright and Dyer (2000) argued that most traditional compensation systems in 

organizations are rigid, time consuming and ineffective processes and partly reflect the bureaucracy 

within HR. Traditional methods of rewarding and compensation are usually based on paying for the 

job which mainly focuses on the job rather than on the performance. It fails to recognize talents and 

motivate them to gain higher performance standards (Manjunath and Rajesh, 2008). Compensation 

and rewards can be managed more effectively and with considerably less effort when using e-HRM 

and more specifically E-compensation. E-compensation tools refer to web-based software tools which 

enable an organization to do a full package of rewarding tasks ranging from gathering, storing, 

manipulating to analysing, utilizing and distributing compensation data and information (Dulebohn 

and Marler, 2005). 

To survive in a dynamic and competitive market, companies find themselves in an urgent need to 

enhance the practice of designing and administering compensation programs. Leveraging technology 

may help them to achieve such goals with less effort. Fast, compensation data and information are 

now available online and easy to access anytime from anywhere. Such round the clock availability of 

essential compensation information has been appreciated by line managers and employees as well as 

HR managers who now believe that the part of the burden to answer all kinds of compensation related 

calls is relieved from their shoulders. Secondly, E-compensation tools can rationalize troublesome 

bureaucratic tasks by introducing work flow functionality and real-time information processing 

(Dulebohn and Marler, 2005). 

Ensher et al., (2002) argued that E-HRM can be used not only to inform and implement salary 

policies, but also, more importantly, to tailor rewards and compensation to individual employees’ 

needs. Employees can make their own decisions regarding choices of benefits or rewards to suit their 

individual needs. Similarly, with compensation, employees can select their own compensation 

packages. For instance, for those who value more time off, a four – day working week with a lower 

salary may be a good option. Another may choose to have a hospital plan instead of full medical aid 

coverage (Wright and Dyer, 2000). E-HRM has enabled employees to electronically select preferred 

benefits and rewards, hence reduced the amount of HR administrative workload to implement these 

choices. Wright and Dyer (2002) concludes that in an attempt to win the global war for talent, firms 

rely on technology to create tailored compensation systems that generate a bigger bang with 

individual employees. 

 

Training and Development 

The most beneficial use of E-HRM lies in the training and development of employees. E-Learning has 

been described by Strohmier (2007) as activities that are focused on learning and are supported by 

information and communication technologies. Training can be done through a company’s intranet or 

through internet, using a variety of multimedia such as audio, video conferencing and links to 

resources which offers a solution to remote learning.  

The advantages of this process are quite noticeable. First, its flexibility, one of characteristics 

appreciated by most employees allows learners to choose the time and place of study no matter when 

or where they are as long as they have internet connection. The flexibility in methods and content of 

courses also improve the quality and effectiveness of learning. Second, cost reductions (administrative 
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costs, travel expenses, opportunity costs, and instructional costs) can be achieved in many ways, 

which promotes this training method among worldwide organizations.  

Finally, this is a strategy of talent attraction and retention because companies understand that one of 

employees’ needs is to enhance knowledge and improve their competencies through self-study to 

climb the career ladder higher (Carrig, 1997). Companies such as International Business Machines 

(IBM) Limited is famous for its E-learning programs which have been carefully designed to fit the 

demands and expectations of their employees. Employees are interested in building communication 

and negotiation skills. They can easily access the internal website to enrol in related E-courses. The 

evaluation and assessment of the attendants are available online as well. E-learning sessions simply 

provide what they need most. Interestingly, it is a push, rather than pull approach to training. The firm 

will not wait for one to realize any deficiency of skills or outdated knowledge. Instead, it takes 

initiatives to push the training to you, which, in turn, forces you to update your own learning profile 

(Wright & Dyer, 2000). 

In automating training and development processes and material, the efficiency and effectiveness of 

training is increased. However, the effectiveness of such programs will also depend on the national 

and cultural context in which E-learning is adopted. Training and development is an important 

expenditure area for most organizations.  As the need for training and development increases, 

companies have found that technology and the internet provide a lower cost solution in the guise of 

on-line training or e-learning (Bahrami and Evans, 1997). In addition, a student’s curriculum can be 

customized to meet his or her needs (Cesare and Therton, 2013). 

 

CONCLUSION AND RECOMMENDATION 

HRM is basically the managing of human resources of the organization in a proper and appropriate 

way for the success of the organization and entails selection, recruitment, development, performance 

management strategies (Armstrong 2008). This paper focused on the revolutionary impact of the 

advancement of information communication technology (ICT) on the HRM function. Human 

Resource Information systems can be integrated in such a way that they can store data that by analysis 

enhances objective decision making on matters touching on the HRM functions which may include; 

employee demographic, application requirements, personal and organisational planning.  ICT has 

significantly reduced direct and indirect costs of HRM function. These may include the cost of 

communication between the organisation and its employees, data acquiring and processing. Currently 

a huge number of organisation have created e-section and recruitment systems that have proved to be 

much more cheap and efficient as opposed to the manual approach.  

The automation of information through computer-aided usage has helped in reducing the amount of 

routine work that is done thus providing more opportunities for individuals to think and use their 

absolute capacities cognitively.   Additionally, Human resource management puts emphasis on 

knowledge sharing which has evolved and significantly contributed to good performance. The 

adoption of ICT has ensured increased enterprise efficiency through effective use of resources 

available particularly the human resources of the firm, it has boosted performance resulting into better 

market competition and enhanced innovation activities. The advancement of information technology 

and the general shift to e-HRM has become the desire for many organizations. The embracing of 

technology has not only yielded significant output but largely enabled organizations to gain 

competitive advantage. This paper therefore recommends that organisational management should be 

willing to invest and integrate ICT into their HRM function and practices as it is a package of benefits 

geared towards achievement of organizational objectives. 
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