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Ouada Epyaociag le2:
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UTTNPECIEC 0 avOPWTTIVOUC TTOPOUCH

NpokAnosig oto E-HRM
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H Néa Mevia

Tou HR

(Gueutal & Stone,
2005)
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The Worker

Past Characteristics Future Characteristics

Male Female

Age 46 Age 36

Married, two children Divorced

Baby boomer Generation X/Generation Y

Career-oriented, loyal
Stable

Ten years with one employer

Work/life balance—focused
Mobile

Three years with one employer

Hierarchically organized Organized by teams
The Employer

Past Characteristics Future Characteristics

Local Global

Office Virtual

Stable Nimble

Profitable Competitive

Mechanized Innovative

Hierarchical ‘Flat

Caretaker ROI

Blue-collar compliance

Corporate governance

HR Praciices

Past Characteristics

Future Characteristics

Local practices
Hierarchical organizations
Jobs/positions

Points

Skills

Salary

Tactical

Data/information

Data collection/reporting

Global practices
Flattened organizations
Self-directed teams
Broadbands

Core competencies
Total compensation
Strategic
Knowledge/intelligence
Reporting/forecasting

Source: PeopleSoft, Inc.



Opiouécg Tou E-HRM

—

« o E-HRM arroreAegi Tov 10010 UAOTTOINONC
AgIToupyIwv, TTOAITIKWV Kal TTOAKTIKWV Tou HR
OTIC ETQIPIEC UE THV XPNON THC TEXVoAoviag. To E-
HRM mrpoomraBci va evioTTioel EKEIVES TIC
Agiroupyiec tou HR tmou ummopouv va
uAotroin@ouv ue Tnv xpnon teExvoAoyiag, yia tnv
géoikovounon xpovou trou Ba o1arebei KAAUTEPa
aThV avaAnwn oroarnyiKwy arro@acEwV »

(Ruel et.al., 2004; Strohmeier, 2007)
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MovTtéAo Tou E-HRM

—

Clan approach

Market approach

Bureaucratic approach

Initial HRM strategy and

policy (1)

Costeffectiveness

Congrusnce

Competence J

Commitment

+

e-HRM outcomes (4)

Internal agents:
Top & line
managsment,
Employees,
wiorkers council.

v

Improving HR's

strategic role

Improving
client-service

| =

Improving efficiency’
administrative
processsss

e-HRM goals (2)

)

/m

e-HRM type (3)

Operational

Relational

Transformational
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Environment:
-competition
-technological
devalopment
-HRM state of the
art

-labxor market
-societal
developments
-governmental
regulation




210X0I1 TOU E-HRM

—

2Uupwva pe Ruel et.al. (2004) kai Lepak & Snell (1998)
TPEIC ival ol Baaikoi otoxol Tou E-HR:

1. BeATiwon TNG amToTEAECHATIKOTNTAG TWV OIOIKNTIKWY
O1adIKACIWY

2. BeAtiwon TG £CUTTNPETNONG TWV TTEAATWV
3. BeAtiwon tou oTtparnyikou poAou Tou HR
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ji Kartnyopiec Tou E-HRM

2Upopwva pe Strohmeier (2007) kai Ruel et al. (2004) ol
Baoikéc katnyopiec Tou E-HRM egivail 1peIg:

Operational E-HRM: H karyopia aurr mepirauBaver
Agiroupyiec Tou HR trou 6a urropouoav va mmpayuarorroinfouv
UE TNV XPNonN TNC TEXVOAoyiIac yia Thv €E0IKOVOUNGN XPOVOU Kal
KOaToug, 1T.X. payroll, personnel data administration

. Relational E-HRM: Avaoéperar ora HR epyalsia mou
uttooTnpilouv BACIKEC AEITOUPYIES TNC ETTIXEIDNONS KAl UTTOPOUV
va yivovral NAEKTPOVIKA T1.X. e-recruiting, e-selection, e-learning

« Transformational E-HRM: Avagépsrai o dpaortnpidrnrec
Tou HRM e orparnyiko xapakrnpa ommwc dIadIKAgieg
opyavwalakNS aAAayng, oTparnyikn d1axEipion TwV IKAVOTHTWYV,
aTpartnyikn dlaxeEipions tNG Yvwang. 2TPATNYIKES UE
mpooTiBéucvn aéia yia 1i¢ eraipie¢ (Barney & Wright, 1998)
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EvoeikTikKéEC E-HRM E@apuoyég

—

* e-Recruiting

« e-Selection

* Distance Learning

« e-Performance Management
« e-Compensation

 HR portals

» Service Centers
— Employee Self-Service
— Manager Self-Service

 Knowledge Databases
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AtroteAéopata Tou E-HRM

—

2Uppwva pe Tov Ruel et al. (2004) t€éocoepiC BAOIKES
KATNYOPIEC ATTOTEAEOUATWY OIOKPIVOVTAl:

1. Aéopeguon (commitment): n avénon rou Babuou
EUTTIOTOOUVNG METAEU TwV epyalouévwy Kal TNS ETAIPIAc

2. IkavoTnTteg (competence): n avamruén g ikavérnrag
TwV gpyalouévwy va apouoIwvouv OAoOUS TOUC KalvoUpyIioug
POAOUC

3. ATtroteAeopaTikn dlaxeipion datmravwy (cost
effectiveness): n saopdiion oikovouiwv kAiuakag

4. XUVTOVIOMNOG (congruence): o cukoAGTEPOC TUVTOVIOUOS
TOU ECWTEPIKWV AEITOUPYIWV TNE ETaIpiac ue Baon tnv
IKQVOTToIiNnonN TwV PYalouEVWVY Kal TWV UETOX WV
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