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INTRODUCTION
With thc‘ ecxistence of Digital 

Revolution and the rise of the Information 
.'\ge, the focus of the organsition an; 
changing from physical to intellectual. 'I'lie 
key aspects of the new economy are acces,'; 
to knowledge, skills and technology. 'I'o 
achieve a competitive advantage in the 
new economy, it is important that 
organisation focus on their intellectual 
assets, viz., people. An important 
emerging theme in the human resource 
management literature is the desire to 
address the dilemmas in workforce 
management. This is reflected in a shift 
away from the tendency to prescribe how 
to manage employees to an approach that 
takes a more contingent view of t.he 
human management practices considered 
suitable for particular organization. 'I'he 
key contingency affecting' a company’s 
workforce practices is its business 
strategy. Development of human 
resources in both public and private 
sector organizations has become critical in 
an increasingly laiowledge - based 
globalizing economy. (Analoui, 2007) In 
particular, human resource capacity 
building for public service delivery has 
been recognised by developed, transition, 
and developing economies under tbe 
notion of the new pubhc nianagenient’ 
reform.
HR ISSUES AND CHALLENGES IN 
INDIAN BANKING SECTOR

The introduction, during the 
period of economic downturn, it is a 
common practice to save money by 
reducing staff, which may create more 
problems, as per the magazine Hong 
K ong In d u stria list in its article on 
M anaging H um an Resources for an 
E con om ic D ow n tu rn , It is easy to view

employee as a commodity and like other 
inputs of a business, demand fluctuates 
with the economic cycle. However, 
employees are much more than just a 
commodity; they are literally the heart 
and .soul of any business, the essential 
ingredient of corporate competitiveness. 
Businesses focusing on the bottom line 
may have legitimate reasons to cut staff 
numbers; however staff retrenchment may 
also adversely impact on corporate 
competitiveness. The article further 
discusses that as the essential ingredient 
of any organization Human Resources 
(HR) requires prudent handling. During 
an economic downturn, HR policies would 
involve assessing whether or not to lay off 
staff, hunt for new talent as well as how to 
maintain morale.

Having looked at as to how HR 
managers should act during the period of 
recession, now it has to be examined as to 
how HR could contribute to use the 
opportunities and key challenges 
discussed in the sub-heading 4, above as a 
base for rising from ashes. Although 
volumes have been written on how to 
emerge from a slump from an economic 
perspective, very few have discussed the 
contribution of HR in this regard. The 
economic downturn presents important 
opportunities to strengthen HR 
management capabilities for companies 
with strong balance sheets and compelling 
business models, argues David Bartlett in 
his article on M anaging Huinaii 
R esources in a Global Downturn. He 
suggests the following;
V Utilizing slack time to engage 

employees in professional
development and technical training 
programs, which serve both to sharpen
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of the leadership potential of 
individuals who may eventually 
occupy executive positions in the
organization.

Hanks are setting up alternative 
P̂ delivery channels to contain operating 
Idosts like off-site ATMs, internet banking, 
itelebanking, outsourcing; Technology has 
become the key driver for enriching CRM 
gpnd reduction of operating costs. 
Ibeveloping foresight in anticipating 
I'changing risk - return relationships, 
Ejpricing bank’s products appropriately by 
fputting in place efficient asset - liability 
^management, and enhancing technical 
pskill.s to operate modern technology arc 
|i essential for banks to face the market 
|;challenges. The development of the Indian 
t banking system depends on the 
[>• development of its human resources and 
; its cliallcngcs; to study the present study 
‘ has been undertaken. The main objective 

oftlie study is to identify the emerging HR 
challenges for banks in developing 
countries, particularly India. Banks in the 
near future will have to address 
compensation issues, flexible work 
schedules, outsourcing and retaining 
talent. To face the challenge, banka 
require enhanced skills, new knowledge 
and behavioral adjustments of liuman 
resources.

According to the Hudson Report, 
(2008) the critical HR challenges are 
hiring right staff, retaining talent, cutting 
stall, staff development, salary inflation, 
external threats, etc. d’he other challenges

an 'h.iiu'iiij' '■'.orkiiu', roiuiit um,., iv 
skilliiu',. ciiuipi nsation etc. ('upmg wilh 
the mas.snc tccli iiology ado|>l,ioii 
lirogramme ch.'inp,!' management Iroiii 
e.niplo\'ee': as svell a.s customer'
perspectives. Some of the managenieiit 
concoriiH are
P Marketing HR Services 
> 1 luiiian a.ss(:t.s
'a- Man ■ Power planning' 
y 'I'ak'iit management
y New apiiroach to l’(‘ rformance 

iVla nagenient
i'' How HR can act as the corporate 

glue or organizational conscience? 
.Making the most of human capital 

>• (histomcrs - who are they, and what 
do they want?

y Towards a framework for continuous 
development and learning 

y  Challenges facing HR today
attracting, retaining and motivating 
talent

y  Implementing recruitment and 
resources-based strategies 

y Where HR fits in the modern ccnti^l 
hank? and

y  Managing people and linking with 
technology in banking ogierations 
needs to be prioritized.

REVIEW OF LITERATURE
The literature in the area HRM in 

Indian in Banking is enormous and the 
studies vary from simple case studies to 
different studies. Since it is difficult to 
review all the works carried out in the 
area of HRM in Banking Sector, this 
review is limited to only those studies 
which are relevant to the objectives of the 
present study. With this background, 
review of a few important works is made 
in the following paragraphs with two 
important objectives one. to obtain a 
clear idea about the theoretical framework 
and two, to identify the research gap that 
exists at present.

Wendy Helen Rennie (2003) in liis 
thesis entitled The R ole o f Human 
R esource M anagem ent and the 
Unm an R esource P rofession a l in the 
New E conom y studied the Personnel 
Management and HRM, the living 
strategy ami people-centered



rnanag(;inont., intellectual capital
characteristics of' new economy, tin- role of 
HR in the new economy and changes and 
shift in paradigm. Dr. P. Jyothi and Ms. V. 
Sree Jyothi (2009) in their research paper 
entitled HR Issues and Challenges in 
Indian B anking Sector have discussed 
the major challenges faced by the banks 
today is to protect the falling margins due 
to the iinjiact of competition and they have 
made an attempt to identify few HR 
challenges in the Indian Banking Context 
and suggested some of the mechanisms to 
handle them. Ashok Som (2007) in this 
article What drives adoption  o f  
innovative SHRM practices in Indian 
O rganisations? has discussed the crucial 
role of adoption of innovation in strategic 
human resource management and how it 
IS becoming increasingly prevalent in both 
business and academic literature. This 
article attempts to understand the 
adoption of innovative Strategic Human 
Resources practices (SHRM) practices in 
the Indian Context. It also studies the 
applicability, generalisabihty, accept­
ability and diffusion of practices,

Chundika Ariyawansa, (2009) in 
his article Banking on HUM to B ounce 
B ack  and Unleash O pportun ities 
under the New W orld O rder stated the 
key challenges for business, BRICSs 
(BraziJ, Russia, India and other key 
emerging economic players will continue 
to surprise global business, politicizing 
global business and protectism, poverty, 
inequality and the bottom-of-the-pyramid, 
competitive edge, strategic leadership, 
unconventional thinking, green approach 
(green factory) and the role of HR in 
general. Carina B, I'^riedmann, Dirk 
Holtbrugge and Jonas F, Puck (2008) in 
their Baser Discussion paper HRM in 
Foreign Firms in India: A R esou rce - 
Based View describe that currently, 
foreign firms in India face three major 
challenges in the field of (HRM): personnel 
recruitment, development and retention. 
They adapted the Resource-Based View of 
the firm (RBV) for HRM and tested with a 
sample of 80 foreign firms. With the 
findings they suggested that there is a 
close relationship between the

emiiloymcnl nl 11 KM instrumcnU'. ;',haj)cd 
according to the RBV and HRM efficiency; 
hence they he!)) foreign firms in India to 
positively affect the HRM challenge.

Dr Fradip N, Khandwalla (2007) 
in his paper Transform ational Human 
R esource M anagement for the 
Banking Sector; A Research Survey 
reported the reasonably good banking 
coverage, hut far behind China, four 
models of HRM, key HRM-Related 
Strengths, Weaknesses, Opportunities and 
Threats, dynamics CEO’s Model of 
revitalization of bank through HRM and 
HRM initiatives and innovations in Indian 
Banking. Dennis R Quitter (2000) in his 
article e-Learning A Panacea or a 
Culture Change studied the reasons for 
e-Learning, adopting the correct 
philosophy and I.>earmng Management 
and Best Practice. S Jeyavelu (2003) in his 
paper Virtual O rganization - The HR 
Challenges has described the emergence 
of the organizational virtual ness and 
changes the HR dimensions. This paper 
provides a model of HR challenges for 
organizations in different stages of virtual 
ness, characteristics of emerging 
organization forms and changing role of 
HR due to the changes bought about b3| 
the application ICT (Information 
Communication Technology) Stenf^ 
Strohmeier (2007) in his article Researeffl 
in e-HRM: R eview  and im plicatio:^  
has discussed some implications for futil 
research on electronic Human Resour? 
Management. (e-HRM)

Peter Fodor and Jozsef Poor (2Q| 
in their paper The Im pact o f 
E conom ic and F'inancial Crisis.; 
HRM and K now ledge -  M anager^ 
in Hungary and Slovakia -  Em piS 
Research 2008-2009 have studie^ 
knowledge management in the 
and economic global crisis. It highh^^ 
the limitations of research of 
related plans in HR. Mikaela 
(2008) in his paper C h a llen g^  
Human R esource Manageine:^ 
Personnel Interview  discussed 
Francisco Food Book with p6t| 
from human resources manag|
Forbe. Future Challenge-s and -.iS



fu ll  management, 
^performance appraisal. 
^  -Hall, Steve Moritz 
^per The Im pact o f e- 

Human Resource 
Sanction have described 

and Human Resource 
|0y'stem. (HRIS) Recent 

ja the technology have 
to create a real-time, 

self-service and 
iSfk environment.
2S OF THE STUDY
primary objective of the 

Idy is to examine the burning 
regard to the use and the role 

Into the Indian Banking Sector.
background, the following 

I'tentatively, the objectives of the

ifiderstand the role HRM into the 
ifo Banking Sector;
Iknow the IT innovative and HR 

ies into banks;
I®' examine the changes and 
IKallenges faced by HR in Indian 
[inks;
'p understand the concept of e-HRM;
‘o align and examine the factors 

ueucing the HR strategies and 
^ank  technologies towards employee 

Relations in India ; and 
To offer a few suggestions to improve 
the system to reap maximum benefits

from the changing technologie.s in 
HRM and Banking Sector.

SCOPE OF THE STUDY 
This study provides a guide to the HR in 
Bank and the IT innovation in HR in 
India, The present study also covers the 
future HRM in banks, Employee relations, 
issues, changes and challenges faced by 
HRM in the Indian Banks. It provides 
various aspects of SWOT analysis in 
Indian Banks from the HR context, Rdle 
of changing HR in Banks and and e-HRM. 
METHODOLOGY USED

This study uses the data from the 
available secondary sources on banks. The 
data have been mainly drawn from 
various magazines, journals, newspapers, 
articles, textbooks; reports on HRM and 
the data available on the banks from 
various sites including bank’s own sites. 
The study is descriptive and casual in 
nature.
LIMITATIONS OF THE STUDY

The present study has certain 
shortcomings which are enlisted as under;
> This paper examines only the HR in 

banks.
> This study is confined only to HRM in 

the Indian Banking Sector.
y The study is purely based on available 

secondary data.
y  No statistics tools are used for the 

analysis of the study and 
y  It concentrates only on the role of HR 

in banks and challenges faced by HR.
Table - 1:

SWOT Analysis o f  Indian Banks (In HR Context)
oigths

skilled personnel in middle and low levets in 
^dho tanks.
0Aggres.sion towards the development of the existing 

standard.?
Strong regulator!' impact by central bank to all 
tank.? for implementation

 ̂Pre.scnce of intellectual capital to face the change in 
—implementation with good quality 
Opportunities

 ̂Availability of fresh talent to strengthen the bank 
operations.
Increasing risk manage expertise.
Need significant connection among business, credit 
'k ri.sk management and information technology

Weaknesses

y Poor technology infrastructure
> Pre.sence of more number of smaller banks that 

would likely to be impacted adversely.
> Poor compensation system 
y Poor talent management.

Threats

Inability to meet additional capital 
requirements.
Huge investment in technologies.
Entrance of foreign banks to capture 
talent HR.
Increasing the cost of human capital.

<'U!ce Jagannath Mishra and Pankaj Kumar Kalawatia: Basel H: Challenges Ahead of the Indian Banking 
industry 2008 SWOT



SWOT . 1 n;i 1\',' i.-: mil lentc;, lumilicr 
■ ■( iii'iij'.U''’ '>1 1 ( 1  op|(nt t unit H'j; to prow in 
I he roni|)elit,)V(' direction. However, tlie 
week nesses and l.lireats are also serious 
and need attention immediately. While 
there is [iresence of intellectual cajiital, 
there is also a threat of increasing the cost 
of human capital. 1'alent management has 
been neglected over the years. The 
compensation systems need to be given a 
fresh look. Technology up gradation and 
interaction needs to he brought to 
international standards. The iiresence of 
competitions from fiublic and private 
.sphere proves to be a serious threat to 
[lerformance in hanks. Talent acquisition 
and retention of skilled workforce is 
posing as the biggest challenge. 
Suggestions in realigning Human 
Resource in the organization ; 
Positioning a HR policy

The quality of human assets 
present is the prevailing problem. Very 
little initiatives have been taken in the 
last few years in this crucial but 
significant area. As the demands on the 
hanking system are increasing and its 
priorities are refocused to create 
sustainability and iirofitability, it is time 
lo restructure and position the HR jiolicies 
in place. 7’his may bo acliieved by starting 
with a HR vision, HR goals and aligning 
these goals with the banks goals and 
vision. Involvement of the senior level HR 
personnel in formulation will benefit the 
jiroccss.
HR jilaiiniug

Human Resource Planning is a 
lirocoss by which the management of an 
organization determines its future human 
resources requirements and how the 
('xisting hunfan resource can be effectively 
utilized to fulfill these requirements. It is 
a system of matching the supply of 
existing people with opening or 
opportunities the organization expects 
over a given period of time. Banks have to 
suitably realign their existing human 
resources from surplus to deficit pockets 
and readjust staffing pattern in a 
computerized environment. Surplus staff 
needs to be relocated or reassigned in 
their job duties. Mobility of the staff is

reenm mrnded aiid this iiia\' he ''it taiiu'd 
negotiating with
organizational efficiency and productivity 
About 70% staff in each bank constituted 
clerical and subordinates staff institute o’fc 
many charges that the industry has faced 
over the years, essentially the role of thiM 
category of staff has remained unchanged 
<)oh re-designing and the rol^ 
restructuring is recommended at this level® 
in the banking system.
Talent M anagement

Human Resource undouhtedlyl 
plays the most important part m the! 
functioning of an organization. The tcrnil 
resource or huniaii resouree signified! 
potentials, abilities, capacities, and skillsl 
which can be developed through! 
continuous interaction in an:j 
organizational setting. The interactions,! 
inter - relationships and activities! 
performed all contribute in some, way orj 
the other to the development of liuinan| 
potential. Organizational productivity,: 
growth of companies and economic 
development are to a large extent, 
contingent upon the effective utilization of 
human capacities. Hence, it, is essential 
for an organizational to take stops for 
effective utilization of these resources. 
Banks have an exceUent pool of competent 
personnel in alJ the cadres. Such 
personnel need to be identified, nurtured 
and motivated through a systematic 
organizational plan to enable them to 
accept challenging roles early in the 
career.
T rain ing and D evelopm ent

Dynamic and growth-oriented 
organizations recognize training as an 
important aspect of the managerial 
function in a rapiifly changing economic 
and social environment. Training is a 
continuous and incessant learning process 
in human resource managerial and 
interpersonal skills, increase motivation, 
and improve the effectiveness of peopR 
employed in an organization. It also helps 
to achieve congruence between corporate 
and personal goals. As the strength of any 
organization lies in the strength of ds 
people, training is undoubtedly the most 
important part of organizational renewal



.,0U1K I-rocesb The Reserve Bank
‘‘ li-is established a number of epics
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V receptive and have augmented 
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.nuance Assessment

assess the contribution of 
.sy.stems and learning

• :ac!ure to the bottom line of the 
■i. hi- new generation banks are
p :-,rhn<.' upon competency assessment,
j ni.'iiicr- evaluation and skills rating. 

■Ti- 'radiiional banks may also reorient 
tJu..i.'i.lvcs in the above direction. 

“Transforming the mindset 
f These clianges are creating 
ch; Angc;:, as employees are made to 
i'ad.'.pt to changing conditions. There is 
r̂osistance to change from employees and 

Uht seller market mindset is yet to be 
[changed coupled wit.h fear of uncertainty 
laud control orientation. Acceptance of 
jjlnchnology is slow, !mt the utilization is 
hiot maximized. 
sFiicihg Competition

leading players in the industry 
on a series of strategic and 

I i n i t i a t i v e ' s  to sustain leadership.
initiatives include. Investing in 

technology as the backbone 
t •’ te®bre reliable service delivery, 

branch network and sales 
to mobilize low cost current and 

depositsi i implementing 
wide initiatives involving 

nnd technology to reduce 
" cost per transaction
^ : ^ t t h e steps in this direction.

M  efficiency
made the

competitive with
operational flexibility
interest rate and

foreign exchange.
has made it lonl.- r„„ .rr; •, ,,iiciencies in the

liu.smit.p.s. llciuc, hanks arc facing pricing 
]ires.surc squeeze on spending and 
pressure to give thrust on retail assets. 
Retaining Customer Loyalty

Customers are reacting to 
favorably to the value added offcrence. 
Customers have also become more 
demanding and their loyalties an' 
diffused. Kmployoe.s need to operal.e witli 
a more customer centric in their 
operations.
CHANGING ROLES OF HR

The roles of HR in an organization 
is changing dramatically with information 
technology flevelopment, turbulent 
environment., uncertain markets, 
changing norms of work, society 
interactions and globalization A Delphi 
study conducted by the Workforce 
identified six broad areas in MR where tlie 
greatest change will occur in the next 
decade as Work Place Flexibility, 
G lobal Business, W ork and Society, 
W ork Force Developm ent, D efinition 
o f  Jobs and Strategic Role o f HR. T\in 
most important changes that are likely to 
occur in the.se six areas were identified 
and those reflect the virtual ness of an 
organization are as follows:
> W orkplace Flexibility; Gollaborative 

Work in a Virtual 1 Office
> Global Business: Borderlc.ss 42 

Virtual Organization - 'Flic HR 
Challenges Business requires a Global 
Workforce

> W ork and Society: Working to Live, 
Not Living to Work

> W orkforce Developm ent: Constant 
Ix3arning in a Just-in-time Format

> Definition o f Jobs: dobs Get Bigger 
and Broader, and

> Strategic Role o f HR; Becoming 
Ijcaders, not. just Partners.

The role of the HR professional in 
these emerging g organizational forms i.s 
changing from the traditional select, train, 
evaluate and reward to a strategic value 
addition role through expanded skill set. 
Michigan University’s HR competency 
research in a survey of ten thousand 
individuals in 91 firms in 1988 found that 
the HR professionals had to demonstrate 
competencies in knowledge of business,



(l(-li\'cr\' of I I i\ practice,': and alnlity l.o 
managf' change. Moyl. import.ant.iy, t,lio 
ability to manage cliaiige was considered 
more imi^ortant than the other two 
combing. In a survey of five thousand 
participants in global fu'ms in 1992-93, it 
was found that the HR professionals 
needed to be more b nnwledgeable about 
line functions and be able to send clear 
messages about organizational goals and 
directions. 'Fhe relative amount of time 
spent on strategic issues escalated while 
the transactional focus of the leachng 
firms diminished.
The 1997-98 study with five thousand 
participants found two additional domains 
of HR competencies of the successful HR 
professional- culture management and 
credibility. (Reference: work by Ulrich and 
associates for all the three studies 
mentioned above) Dyer (1999) suinmanes 
the core skills of the new H R manager 
as
y  Ability to be a business partner with 

others in the organization;
’y Technical competence in the human 

resource (HR) function;
> Competence in Organization

Development (OD) technologies ;
> 'I'he ability to help an organization 

manage change effectively.

HR AND IT INNOVATIONS
Innovation is an important factor 

in two key ways for organizations: it plays 
a role both in radical developments and in 
smaller; continuous change has revealed a 
number of different techniques deployed 
by organizations to either select or 
promote innovations amongst their 
workforce Based on recent evidence, it is 
said that innovation activities are very 
important for organizations and that 
human resources polices must support 
innovations activities. (Searle and Ball, 
2003; 4) Innovation and Innovation and 
HRM seem to he closely connected with 
each other. In most of fhe literature on 
innovation and its management, there is 
considerable attention given to HRM 
issues.(Leedo and I^ooise, 2005; 108)
l./ioise and Van Reiinsdijk (2004) gives the 
concept of HRM innovation (l^ioise and

\'an Rmmsdijk, 20004, 284), Chung (1997) 
addresses specific tools and practices for 
the role of HR in promoting technological 
innovation and Sauer (1999) has revealed 
twelve so - called factor classes that were 
dominant in the IT literature as potential 
causes of failure if ignored (Bandarouk 
and L.ooico, 2005; 161 162). d’hocc three 
crucial points showing the important of 
human resources and management in the 
practical implementation of technological 
innovations in organization are 
represented in 'fable-2 below

f f  innovations explained 
theoretically, their reflections in the 
application related to HRM are 
interrogated with the research which is 
conducted by IT projects. The researches 
done showed tlie importance of human 
resources and management applications 
when transferring into a new system. In 
all the companies examined HRM support 
is taken to adapt the new system into 
organization and for the orientation of the 
human resource, 'fhe systems chosen for 
the companies aimed the best fit for the 
companies’ processes and better efficiency 
of the human resource.
EM PLOYEE RELATION IN BANKING

Change in the nature of banking 
clearly have a knock-on effect on employee 
relations (defined broadly to include 
industrial relation, communications, 
training, remuneration policy etc.) as bank 
move towards being more market driven 
organizations with a culture consistent 
with that, and with staff being regarded 
more as a resource than a cost (Wilkinson, 
1990).

'fhe banking sector has been 
characterized by apparently harmonious 
industrial relations and has not suffered 
from the British diseases of industrial 
action and demarcation issues associated 
witli parts of manufacturing industry, (e.g. 
Batstone, 1948) Banks have promoted 
unitarism (Fox, 1996) encouraging an 
ethos of teamwork, shared interest and 
loyalty, wanting commitment be3'ond the 
cash nexus. While banks are generally 
seen as having a passive approach to 
emploj''ee relations, paternalism did 
underpin the system and particularly



import
,i,5( waK t.)io fiyst.iMn nt i n l . c r n a l

„gnt between tlie major UK banks
poaching. The internal labour

1 ♦ created two categories of iiiarKC'-
rj'able 2. Managerial and Human Resources l’’actors for IT Innovation

motion supported bv an unwritten
e in p lo x T e s  caroiM' a n d  non c a r c i . i  '.vhirli 

e ( |u a le  Ui a m a le / f e n ia le  d n ' i d c

r "oiTorationaUsation of HR 
Practices for an IT 

Innovation

k;pw Organization and job design

"jiiiiinbmis of human resource

forms of communication 
and participation

Now forms of performance and 
reward

Tools and Practices for the Role of HR in 
Promoting Technological Innovation

Hu man-Centered technological plnlo.sophy 
High-level management individual
Worker involvement 

Pilot-level technological project.'- 

Re organization

Kmpowerment

M a n a g e r ia l  Practices  for 
IT I n novat ion

User nivolvemciil 
Management commilincnl 
Vale hase.s

Mutual u n cle r.s La n d i n g

Design quality 

Performance level
Project Management 
Resource adequacy
Situational .stability
Management process
Implementation process
Individual differences

Source: Adapted from Chung (1997), Sauer (1999) (from 
(2004).

e-HRM
The growing attention of 

companies on the factor knowledge is 
mainly driven by the evolution of 
information technology. Information 
system like epeople at Daimler Chrysler 
that network information enables 
tompanies to get a consistent concept for 
their knowledge management. E - Human 
[^sources Management (e-lIRM) offers 
)he opportunity to automated 
idministrative HR-work and to optimize 
falue creating HR-activities. Three levels 

development can be distinguished:
Ij, Web-presence HR 
I  Web-enabled HR and 

Web-energized HR
|r HRM is the plaianing, implementation 
|ld application of information technologji 

both networking and supporting at 
||st two individual or collective actors in 

shared performing of HR activities.
^  concept highlights several crucial 
^jccts of e-HRM. At the outset, e - HRM 

information technology in a

Ixioise iV Van Keinisdijk 2004), Ixioise and van Reini.sdijk

twofold manner: First, technology is 
necessary to connect usually spatially 
segregated actors and enable interactions 
between them irrespective of their 
working in the same room or on different 
continents, i.e. technology serves as a 
medium with the aim of connection and 
integration. Second, technology sujjports 
actors by partially -- and sometimes even 
completely -  substituting for them in 
executing HR activities. Hence, 
information technology serves additionally 
as a tool for task fulfillment. The planning 
aspect accentuates the systematic and 
anticijiated way of applying information 
technology. The shared performing of 
tasks through at least two actors point out 
that the sharing of HR activities is an 
additional feature and underlines the 
aspect of interaction and networking. The 
consideration of individual and collective 
actors takes into account that e-HRM is a 
multilevel phenomenon; besides individual 
actors, there are collective actors like 
groups, organizational units and even 
whole organizations that interact in order



1(1 |U'i l(irm 111\ .icI i\ il ic: 'ri)c i .'ipid
(Icx-clopriicnl ul ihc Inl.cincl durinj; ihc 
la.sl decade lia.s also doosted the 
implementation and apiilicHt.ion of 
electronii Human KeHOurce Manaf^cment 
(el lRM) Surveys of HR consul tanl.s 
•suggest. I,hal hoUi the number of 
organizations adopting e HRM and the 
deptli of applications within the 
organizations are continually increasing 
(e.g. Cedar Creatone, 2005).

In addition, an escalating number 
of practitioner reports provide anecdotal 
evidence that e HRM is becoming 
increasingly common and may lead to 
remarkable changes. (E.g. Anonymous, 
2001) Consequently, academic interest in 
e-HRM has increased, a.s several sjiecial 
issues of HR related journals demonstrate 
(Stanton and Coovert, 2004; Townsend 
and Bennett, 2003; Viswesvaran, 2003). In 
(he interim, there is an initial body of 
empirical research in e-HRM. However, 
since this research stems from several 
disciplines and is scattered throughout 
numerous journals and since initial 
reviews are not encompassing (Anderson, 
2003; Lievens and Harris 2003; Welsh, 
Wanberg, Brown and Simmering, 2003) 
the results of these studies remain unclear 
at present. 'I’lie purpose of this paper i.s 
therefore, to provide a review of thi.s 
literature and to identify impheation.s for 
future research that can enhance the 
understanding of e-HRM. Since it i,s 
beyond the scope of this paper, research in 
adjacent fields, especially in virtual teams 
(Hertel, Geister, & Konrad, 2005) and e- 
leadershiii (Avoho. Kahai, & Dodge, 2000) 
is not considered, 
e - HRM TYPES

Placing the companies’ side-by- 
side allows an overview and comparison. 
'Phis overview is not intended to classify 
(he e-HRM experiences as good  or bad 
but to show the differences between what 
is available in the technical sense for 
employees and management, and how it 
was being used in practice at the time of 
our study. All the companies were and 
still are working on further developments 
and further iiiiproveiiicnts, and therefore 
this ovei-view has somewhat of a

(raii.silurs \aluc Howev'cr ( he goal of 
Table 5b i'. not y-u much (he labeling, of 
(he (yiie ofC-HRM m use, hut to compaiy 
hef ween the technical state of the e HRM 
and (he use-state. What is clear is that 
thme is a gaji between e-HIlM m a 
technical sense (the available 
functionality) and the use and adoption of 
it by employees and line managers. The 14 
actual usage/adoption lags behind what is 
possible. An initial response to thus 
observation could be that this is natural: 
real use always follows behind technical 
implementation. In our view, this gap is 
more than just a normal phenomenon. As 
we saw at Dow Chemicals, the time taken 
for the adoption of e-HRM by users to 
catch uf) with the technical possibilities 
can be around three years! The main 
explanation for this, in our view, is that 
starting with e-HRM does not mean that 
users simply have to learn to work with a 
new version of a familiar system, but 
rather that employees and line managers 
have to he ready, able and willing to pick 
up responsibilities that were previously 
someone else’s. This really does require a 
change in mindset!
Table - 3: Comfrarison between e-HRM 

in a technical sense (available 
functionality) and e-HRM  in practice
(i-IIRM technical 

sense
e-HRM in 
practice

'IVansformational Relational/
Transformational

Operational/
Relational

Operational

Operational/ Operational
Relational
Transformational Relational
Relational/
Transformational

Operational

Technological optimistic voices 
want us to believe that from a technical 
fiersfiective, the IT possibHities for HRM 
are endless: in principle, all HR processes 
can be supported by IT. Words are 
becoming even moi'e provocative when 
some say that the question whether HR 
should become digital already is outdated: 
HR must become digital! According to 
Trapp, (2001) HR departments are not 
immune from such trends, in particular



when thev an? being pressed to
vahu' to business

r-o Jaeer (2001) believes tliat 
 ̂ will '1̂ -''' dimension with

Human Hesource Management
and develops the skills of employees 

hanking sector has been 
^  acterised by apparently harmonious 
r  t ctrial relations. The new emphasis is 
► the Innnan resource function, a human 
'̂̂ oiirces manager was recruited from 

l^tudc the Hank and appointed in 1987 to 
fecsit?!' •"’“ imiilement changes in this 
%e;i furthermore, there was to he a 
ihunian resources committee to oversee 
feuch developments and discuss human 
ffesoiirec issues (which was one level below 
ithc main policy making body of the Bank) 
IHRM contributes to organizational 
performance in different ways: through 
I'sound functional basics, through effective

when the externalr̂ealignment 
’̂environment changes and by building an
b̂rganizntiona 

lorganization can
context so that the 

cope up with the 
t’diialistic forces 'I’his paper discusses 
pvarioii.s aspects of HR in hanks, role of 
iJlRM Change and Challenges faced by 
'HR in the Hanking sector, e-IIRM and IT 
■imiovalives in 1IR,
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