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Identification of the Co-Responsibility Zone as an Element in the Negotiation of 

the Automation of Human Resources Processes. 

 
By 

 
Oscar Eliud Ortiz Mendoza 

Abstract 
 

The use of information technologies for the management of people in the organization 

has contributed to the development of Human Resource Management (HRM) area, 

which has gone from performing operational functions to being a generator of strategic 

value and competitive advantages. Research on this subject has been developed from 

different perspectives, which possibly influences the inconsistency of the results found. 

Although Bondarouk, Parry, and Furtmueller (2017) propose a reference framework to 

achieve its integration, after carrying out an extensive review and comprehensive 

analysis of the literature, this framework requires updating and complementing itself.  

The current literature has focused on the adoption and consequences phases of these 

projects and has neglected the planning phase. A proposal that attempts to clarify this 

black box was made, then qualitative study with semi-structured interviews was carried 

out to verify if the co-responsibility zone is present in the process for the automation of 

human resources management. To do this, first a systemic literature review was carried 

out, then an exploratory qualitative study was carried out on the experience of users 

and finally the qualitative study was carried out to find evidence to support the proposal 

made. Based on our findings we can say that the e-HRM / HRIS theory continues to be 

developed. Furthermore, in the planning, implementation and operation of e-HRM there 

is a gap between what is intended, enacted and experienced, mainly when reflecting the 

activities of HRM Staff in an information system. And finally we obtained evidence of the 

co-responsibility zone as an element of negotiation in these projects. For academics, we 

provide a reference for future research, a possible explanation for the inconsistency in 

previous research, and a proposal to carry out planning from transparency and trust. 

Specific factors are offered for practitioners to consider throughout their projects to 

automate HRM processes and improve their outcomes.   



VII 

Contents 
 

Abstract ...................................................................................................................................................................... VI 

Chapter 1 Introduction ................................................................................................................................................. 1 

1.1 Introduction ..................................................................................................................................................... 2 

1.2 Motivation ........................................................................................................................................................ 3 

1.3 Problem Statement and Context .................................................................................................................... 4 

1.4 Research Question ......................................................................................................................................... 4 

1.5 Solution overview ........................................................................................................................................... 5 

Chapter 2 Literature Review: Adoption and consequences of information technologies for personnel 
management: A literature review on e-HRM and HRIS among 2008-2018, from an administrative perspective . 7 

2.1 Introduction ..................................................................................................................................................... 8 

2.2 Information Technology for Human Resource Management ...................................................................... 9 

2.3 Bibliometric study. ........................................................................................................................................ 13 

2.4 Methodology .................................................................................................................................................. 17 

2.5 Results and Findings .................................................................................................................................... 20 

2.6 Discussion ..................................................................................................................................................... 27 

2.7 Conclusions .................................................................................................................................................. 29 

Chapter 3 Empirical Issue I: HRIS In Practice, How Are They Perceived? An Exploratory Study from the 
Perspective of Human Resources Staff ................................................................................................................... 47 

3.1 Introduction ................................................................................................................................................... 48 

3.2 Literature Review .......................................................................................................................................... 50 

3.3 Methodology .................................................................................................................................................. 54 

3.4 Results for data collection ........................................................................................................................... 64 

3.5 Discussion ..................................................................................................................................................... 75 

3.6 Conclusion .................................................................................................................................................... 81 

Chapter 4 Empirical Issue II: Identification of the co-responsibility zone in the process for the automation of 
human resources management ................................................................................................................................ 83 

4.1 Introduction ................................................................................................................................................... 84 

4.2 Literature review ........................................................................................................................................... 86 

4.3 Study Phenomenon ...................................................................................................................................... 93 

4.4 Co-responsibility zone as an element of negotiation ................................................................................ 99 

4.5 Methodology ................................................................................................................................................ 102 

4.6 Results ......................................................................................................................................................... 103 

4.7 Discussion. .................................................................................................................................................. 106 

4.8 Conclusions ................................................................................................................................................ 111 

Chapter 5 .................................................................................................................................................................. 115 

5.1 Conclusions ................................................................................................................................................ 116 

5.2 Limitations ................................................................................................................................................... 118 

5.3 Future Research .......................................................................................................................................... 119 

References ................................................................................................................................................................ 120 

Curriculum Vitae ...................................................................................................................................................... 128 

 

  



VIII 

List of tables 

 

Table 2-1. Result of keywords found by database ........................................................................ 19 

Table 2-2. Scientific journals with more than one publication on e-HRM or HRIS. ................... 21 

Table 2-3. Research methods applied in the articles located ........................................................ 23 

Table 3-1. Guide for the semi-structured interview. ..................................................................... 62 

Table 3-2. Software used by companies. ...................................................................................... 64 

Table 3-3. Functions involved in system manipulation. ............................................................... 66 

Table 3-4. Functions performed by the respondents. .................................................................... 67 

Table 3-5. How much the HRIS reflects HR functions? .............................................................. 67 

Table 3-6. How much does HRIS supports HR tasks? ................................................................. 68 

Table 3-7. Formality in HR and HRIS activities. ......................................................................... 68 

Table 3-8. Perceptions of HRIS server / served. ........................................................................... 69 

Table 3-9. Added value of HR to the company. ........................................................................... 70 

Table 3-10. HRIS support to add value RH functions. ................................................................. 71 

Table 3-11. Added value offered by having an HRIS. ................................................................. 71 

Table 3-12. Is HR a strategic ally of the company? ...................................................................... 72 

Table 3-13. Arguments for which RH is a strategic ally of the company. ................................... 72 

Table 3-14. Would you make any changes to the HRIS? ............................................................. 73 

 

  



IX 

List of figures 

 

Figure 2-1. Annual scientific production according to records. ................................................... 14 

Figure 2-2 Clusters of keywords of the authors in records. .......................................................... 15 

Figure 2-3 List of authors, Keywords and Journal in the records. ................................................ 16 

Figure 2-4 Flow diagram of the phases in the systematic review. ................................................ 18 

Figure 2-5 Distribution by years of the selected articles .............................................................. 20 

Figure 2-6 Methods used .............................................................................................................. 22 

Figure 2-7 Distribution of papers by year according to the framework used ............................... 24 

Figure 2-8 Distribution of articles related to adoption by year and methodology according to the 

reference framework used. ............................................................................................................ 25 

Figure 2-9 Distribution of articles related to consequences by year and methodology according to 

the reference framework used. ...................................................................................................... 26 

Figure 2-10 Distribution of articles by year and methodology outside the reference framework 

used. .............................................................................................................................................. 27 

Figure 3-1. A priori conceptual model based on  Ferguson and Reio Jr. (2010); Jackson (2010); 

and Mossholder et al. (2011). ....................................................................................................... 54 

Figure 3-2. Sample distribution by industries. .............................................................................. 63 

Figure 3-3. Sample distribution by size. ....................................................................................... 63 

Figure 3-4. A posteriori conceptual model. .................................................................................. 80 

Figure 4-1 HRIS and e-HRM inside HRM area. .......................................................................... 89 

Figure 4-2. Information exchange and transparency model based on De Dreu (2007) and Klein 

(2012). ........................................................................................................................................... 93 

Figure 4-3. Human resource management automation process. ................................................... 94 

Figure 4-4. Stages and phases of the human resource management automation process. ............ 96 

Figure 4-5. Proposed co-responsibility zone factors. .................................................................. 101 



1 

 

 

Chapter 1 
 

 

Introduction 

 

 

 

  



2 

1.1 Introduction 

The use of Information Technology (IT) had such an effect on society that some authors 

propose that we move from the industrial economy to the knowledge economy. Human beings 

have the opportunity to generate, store, analyze, and organize huge volumes of information that 

should serve to make their work more efficient and improve their decision-making (Jackson, 

2010). The use of these ITs for human resource management (HRM) generates opportunities that 

would be impossible without its support (Ruël, Bondarouk, and Looise, 2004). 

Although this relationship is not new, as IT relies on other technologies to manage people 

in the organization, accomplished projects to the automation of human resource management 

(AHRM) becomes of greater interest. Both by the amount of the necessary investments, as by the 

impact that could be achieved. It also comes with the promise of absorbing routine activities to 

allow HRM Staff to engage in activities that generate value, becoming strategic partners of the 

organization (Marler and Fisher, 2013). Additionally, it is possible to ensure that all processes 

are aligned and standardized, it can also serve to empower department managers so that they can 

carry out their function, even sometimes it can serve to present a better image of the organization 

to stakeholders (Parry and Tyson, 2011). However, no evidence has been obtained that these 

benefits are widespread or an obvious consequence after these AHRM projects (Katou and 

Budhwar, 2010). For academics, we provide a reference on what and how it has been studied that 

can be used for future research, a possible explanation about the inconsistency in previous 

research on the use of information technology for the management of human resources and the 

performance of the organization, and a planning proposal based on transparency and trust. 

Specific factors are offered for professionals to consider throughout their projects to automate 

HRM processes and improve their results. 
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1.2 Motivation 

When the training in the doctoral program began, the invitation was made to integrate to 

the dissertation the academic contribution with the contribution to the practice of business. So 

that we would seek to contribute to administrative theory, which also had some impact on the 

way of managing a business. As part of my professional experience, I have participated in 

various projects related to information technologies. Various methodologies that have been on 

the rise have been applied in them, from robust ones such as Control Objectives for Information 

and related Technology (COBIT) and Information Technology Infrastructure Library (ITIL) to 

agile and Scrum methodologies. Technically the project could be a success and comply with the 

stipulations of the methodology. However, the expected results are still not achieved. When this 

phenomenon was approached from an administrative perspective, literature related specifically to 

the study of e-HRM or information technology supporting human resource management was 

found. 

Already other theories such as TAM or UTAUT reviewed by Venkatesh et al. (2003), 

have been offered to explain that the performance expectation and the effort expectation 

influence the intention to use the technologies, and, in turn, this influences the behavior of actual 

use. So, when people can expect high performance using IT and can expect less effort, their 

attitude toward using IT is positive. Perhaps, other elements can affect this intention of use. This 

research seeks to deepen the understanding of this phenomenon. 
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1.3 Problem Statement and Context 

It seems that the black box that AHRM projects have not been fully explained (Ruël & 

Bondarouk, 2014). Bondarouk et al. (2017) indicate that from academic studies, when it is 

intended to relate HRM supported by IT with organizational performance, whether operational or 

financial, inconsistencies in the results are reported. And no consensus has been reached on 

whether it is the involvement, the size of the organization, the training, or the previous technical 

skills that the HRM staff has, the factor that influences these results. From experience, it can be 

indicated that the Human Resources Information Systems (HRIS) are underutilized since it 

seems that activities that were previously carried out as administrative duties such as filling out 

files, analyzing psychometrics, managing information on staff performance, among others, have 

now been replaced by carrying out these same activities in a technological way, but without 

added value. 

 

1.4 Research Question 

In the search to delve into the explanation of the relationship between IT and HRM, the 

main question that this work aims to answer is: Is there a co-responsibility zone in the AHRM 

process? 

To answer this question, we must answer the following questions: 

• What has been investigated regarding the integration of information technology for 

human resources management (e-HRM and HRIS)? 

• What methodologies have been used to carry out these studies? 

• How are HRIS perceived by HRM Staff? 

• Can the co-responsibility zone be identified in the AHRM process? 
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• What happens in the project when the co-responsibility zone is at high levels? 

• What happens in the project when the co-responsibility zone is at low levels? 

• What are the dimensions of this co-responsibility zone? How can this co-responsibility 

zone be measured? 

 

1.5 Solution overview 

The first step was to identify what had been studied concerning our study phenomenon. 

For this, we carried out a bibliometric study that allowed us to validate the keywords and the 

period of time chosen for our systematic literature review. We then conducted a systematic 

literature review of the publications made between 2008 and 2018 about e-HRM and HRIS. 

Achieving validation of the reference framework proposed by Bondarouk et al. (2017), update 

their literature review and complement it by reviewing which research methods were used in 

these works. 

Next, we carry out a qualitative exploratory study to know the perception that HRM staff 

have about HRIS, and verify if what they have experienced with them coincides with the 

properties that the theory assigns them. For this, semi-structured interviews were conducted, 

whose responses were coded and analyzed to gather evidence to support the established 

propositions. It was possible to verify the basic functions of the HRIS and the expectations that 

had of it. However, it is not always considered to have a human resources management system, 

which will later be reflected in the HRIS. Even among our sample, the majority of those 

interviewed indicated that the HRIS does not reflect all the practices and processes they carry 

out, therefore, they cannot obtain all the support they expect from it. 
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In the third investigation we propose the co-responsibility zone as an element present in 

the negotiation of automation projects for the processes of human resource management. We 

carry out the theoretical proposal and then a qualitative study in search of evidence that supports 

the proposal made. For this, semi-structured interviews were conducted with professionals with 

experience in this type of project. With the analysis of the phenomenon and the interviews 

carried out, evidence was obtained to propose the scenarios for both a high and a low value of 

the co-responsibility zone. 
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Chapter 2 
 

 

 

Literature Review: Adoption and consequences of information 

technologies for personnel management: A literature review on 

e-HRM and HRIS among 2008-2018, from an administrative 

perspective. 
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2.1 Introduction 

The participation of information technologies (IT) for Human Resources Management 

(HRM) creates possibilities for the design of tools and instruments, which would be impossible 

without this support, at the same time that it generates opportunities to extend the function of 

managing people in the organization to line managers and to the employees themselves (Ruël, 

Bondarouk, and Looise, 2004).  This participation comes with the promise of improving the 

services offered by HRM, allowing them to reorient their functions to become strategic partners 

of the organization and reduce the costs of performing these tasks (Bondarouk and Ruël, 2008; 

Marler and Fisher, 2013). Sometimes organizations also seek to standardize their processes, 

empower direct managers, and even improve the organizational image (Parry and Tyson, 2011).  

The interest in deepening the understanding of different aspects of this phenomenon has 

motivated the publication of several books, special issues in journals, literature reviews and other 

publications (Florkowski, 2018; Strohmeier, 2007), although their results have not been 

conclusive, possibly due to a narrow focus or a too broad and generic perspective (Ruël & Kaap, 

2012). Although the proposals by Bondarouk and Ruël (2009), integrating the literature with the 

term e-HRM, and Bondarouk et al. (2017), classifying researched topics according to factors to 

study adoption and factors to study the consequences, offers a solution, we consider that it is 

necessary to update the review carried out by the authors and look for the methods used to 

investigate the factors previously grouped by the authors. 

This research realized a bibliometric study, which allowed us to verify that the selected 

period is representative of the research carried out on the subject and to validate the keywords 

that were used for our systematic literature review. Next, a systematic literature review was 

performed (Grant and Booth, 2009), using the keywords declared, in a period from 2008 to 2018. 
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Although there is no ideal period of time for this type of reviews, in Torraco (2016) an example 

of 5 years is used, the period of 10 years ago was selected (the bibliography review was carried 

out in 2019) considering most recent investigations and trying to identify a trend in the study 

area. The Preferred Reporting Items for Systematic Reviews and Meta-Analyses (PRISMA) 

model was used for this review (Liberati et al., 2009). The localized articles were classified using 

the framework proposed by Bondarouk et al. (2017), to verify its adjustment and seek to 

complement it, since in our work we update the time period, our search was carried out directly 

in databases instead of using an information repository such as Scopus, and we performed an 

analysis to be able to see the evolution of the research methods used to study each one of the 

factors through the 10 years reviewed. 

Due to the studies related to the insertion of information technologies for the 

management of people in the organization have had inconsistent results, it is necessary to review 

what has been studied, and in what way it has been studied, to establish future research lines. 

After our work, we verified that the framework of Bondarouk et al. (2017), fits most of the 

empirical studies located. However, it neglects the first of the three phases proposed by 

Strohmeier (2007), planning, implementation, and application. Also, by analyzing the research 

methods used, we were able to verify that the theoretical framework of this discipline is under 

development. This will allow future researchers on this topic to consider what has already been 

studied, and what methods have been used to study it. In this way, they will be able to identify 

opportunities for further research. For practitioners, it will allow them to identify the success 

factors in the implementation and operation of HRIS. 

 

2.2 Information Technology for Human Resource Management 
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Although several ways have been used to identify the set of information systems that 

support the HRM function, interesting discussions have already taken place where the 

differences between them are defined. For Strohmeier (2007) virtual HRM, web-based HRM, 

and business to employee (B2E) refer to the same phenomenon as e-HRM. While for Ruël et al. 

(2004), in addition to the first two mentioned, add HR Intranet, HR portals and Computer-based 

HRM Systems (CHRIS), as terms that possibly have similar meanings to e-HRM. Both articles 

separate the term Human Resources Information System (HRIS). They consider that while HRIS 

provides technological support for information on human resources services and is aimed 

towards employees of the human resources department (HRD), e-HRM is the automation of 

human resources services aimed at people outside the DRH (Ruël et al., 2004; Strohmeier, 2007).  

The HRIS definitions clearly define an information system that performs the tasks of 

acquiring, storing, manipulating, analyzing, retrieving and distributing the information related to 

the HR of an organization to support its planning, management, decision making and control of 

its activities. (DeSanctis, 1986; Haines and Petit (1997); cited by Bondarouk and Ruël, 2009). On 

the other hand, for e-HRM, different definitions have been shown that have already been 

analyzed in other literature reviews (Bondarouk & Ruël, 2009; Strohmeier, 2007), so only the 

distinctive characteristics are reviewed here. Ruël et al. (2004) comment that it is the way to use 

web-based technology to achieve the practices, policies, and strategies necessary to manage the 

human resources of the organization. In turn, Strohmeier (2007, p. 20) considers that a prior and 

a subsequent element is required for this implementation, in addition to including a cooperation 

dimension, indicating that “e-HRM is the planning, implementation and application of 

technologies of information to support and generate networks between at least two individual or 

collective actors in their shared performance of HR activities ”. While, Olivas-Lujan, Ramirez, 
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and Zapata-Cantu (2007) relate the concept of e-HRM to the incursion of the prefix e, that 

became a trend for many business activities supported by IT and web technologies in the late 

‘90s. At the same time, the authors integrate specific elements of HRM into their definition 

proposal, such as access to services for communication, performance, team management, report 

generation, knowledge management, and learning. Marler and Parry (2016) take a more technical 

approach indicating elements such as computer and network hardware, software, which enable 

HRM activities through the coordination of data capture at different levels, the creation of 

information and communication around the organization. 

Bondarouk and Ruël (2009) mention that this distinction is not a minor thing, because 

sometimes this lack of consistency in terminology leads to inconsistencies in the ideas, concepts 

and constructs used in research work. As a solution to this inconsistency, Bondarouk y Ruël 

(2009, p. 507) propose to treat “e-HRM as an umbrella term under which all the possible 

integration mechanisms and contents between HRM and IT can be included to create value 

within and between organizations for specific employees and managers”. With this definition, 

the authors intend to integrate the content, implementation, and consequences aspects of e-HRM, 

as well as to indicate that it is generally focused on employees, managers or a specific 

stakeholder. However, Lengnick-Hall and Moritz (2003) indicate that there is also a planning 

phase, which, in a strict sense, is not considered in this proposal, and that affects the adoption 

and consequences of e-HRM for the organization, as it is one stage where the elements of the 

project's scope are defined. Returning to the definition of Strohmeier (2007, p. 20), the planning 

element is this initial negotiation phase where the contents are defined, the implementation phase 

coincides with the adoption factors and the application phase coincides with the consequence 

factors. 
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Marler and Fisher (2013) mention that the relationship between information technologies 

(IT) and human resources management at organization has been studied in three streams: 1) 

identifying IT as an independent entity that offers specific results, just for the fact of reaching the 

organization, 2) consider that both IT and the organization interact and neither can be universally 

determined, 3) the result of the implementation of IT in the organization depends on the 

organizational elements, the will of the collaborators involved and even personal relationships 

that they keep among themselves. This third proposal comes previously by Strohmeier (2009), 

who in the Editorial for a special issue of magazine indicates that HRM has come closer to the 

strategic function thanks to the support in decision making with better quality information 

(Strohmeier, Bondarouk, and Konradt, 2012). 

Recently, following this third trend, Bondarouk et al. (2017) propose an integrative 

framework, after reviewing four decades of research on the subject of e-HRM. This frame of 

reference was considered because it is the most extensive review on the subject. In this review, 

the authors analyze other major literature reviews, and it fits the objective of our work. In this 

framework, the authors recognize two streams of research on successful e-HRM systems, 

adoption, and consequences. The factors that affect adoption are grouped into three categories: 

technology, related to the technical or technological characteristics or specifications of the 

software and hardware involved in the adoption; organization, related to organizational 

characteristics, project planning and management traditions, privacy policies, capabilities and 

resources; and people, related to the support of managers, user acceptance, communication and 

collaboration between units, human resources skills and experience, leadership, and culture. 

Regarding the consequences, the factors studied can be divided into: operational, when it allows 

executing more tasks with fewer resources, allowing efficiency, effectiveness and cost reduction; 
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relational, when the service to internal and external customers is improved, communication, 

cooperation and relationships between people are improved; and transformational, focused on 

strategic re-orientation, and change management. 

This work intends to do a systematic literature review (M. J. Grant & Booth, 2009), to 

give continuity to the work of Bondarouk et al. (2017), identifying what has been studied and 

what methods have been used to study the incorporation of IT for the HRM, identified as e-HRM 

and HRIS, during the period 2008-2018 following the model of Preferred Reporting Items for 

Systematic Reviews and Meta-Analyzes (PRISMA) (Liberati et al., 2009). At the same time that 

we will seek to complement the framework proposed by the authors. We will organize the 

contributions, analyze their evolution over time and the methods used to study each classification 

proposed by the authors, so that it can be a reference for future research. Although there is no 

ideal period for this type of reviews, in Torraco (2016) an example of 5 years is used, the period 

of 10 years ago was selected (the bibliography review was carried out in 2019) considering most 

recent investigations and trying to identify a trend in the study area. Our work begins with a 

bibliometric analysis to verify the search terms that will be used, the rest of the document is 

organized following the PRISMA model with a section on methods, results, and closes with the 

section on discussion and findings. 

 

2.3 Bibliometric study. 

To generally examine the search context selected (keywords and search period), an 

analysis was performed based on the bibliographic information obtained from the metadata, 

known as bibliometric analysis. The Scopus database was selected, since it stores metadata from 

a broader spectrum of works, which allows a more comprehensive view of the subject. It should 
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be noted that this type of research does not pretend to be exhaustive, the results obtained are 

reviewed with the search criteria, but there may be other works that are not registered in the 

selected database or use other keywords. Next, a search was carried out on the words “e-hrm”, 

“hris” and “e-hrm implementation”, since the first two are considered to be the most 

representative terms of the topic of interest. This search was limited to articles published 

between 2008 and 2018. The search code used in the database was: (TITLE-ABS-KEY(e-hrm) 

OR TITLE-ABS-KEY(HRIS) OR TITLE-ABS-KEY(e-hrm implementation)) AND PUBYEAR 

> 2007 AND PUBYEAR < 2019. 

 
Figure 2-1. Annual scientific production according to records.  

 

With this search, 381 documents were obtained. To narrow the results, the search was 

immediately limited to the areas of business, social sciences, economics, and psychology. The 

search code used is shown below: ( TITLE-ABS-KEY ( e-hrm )  OR  TITLE-ABS-KEY ( hris )  

OR  TITLE-ABS-KEY ( e-hrm  AND  implementation ) )  AND  PUBYEAR  >  2007  AND  

PUBYEAR  <  2019  AND  ( LIMIT-TO ( SUBJAREA ,  "BUSI" )  OR  LIMIT-TO ( 
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SUBJAREA ,  "SOCI" )  OR  LIMIT-TO ( SUBJAREA ,  "ECON" )  OR  LIMIT-TO ( 

SUBJAREA ,  "PSYC" ) ). 

With this adjustment, the number of documents was 211. The bibliometric analyzes were 

performed on these 211 documents with the support of the Bibliometrix library of the R 

software, which allows to obtain figures and analyze the located documents. Figure 2-1 is related 

to the annual scientific production during the selected period. In this figure, one may observe a 

couple of peaks in production, which could be due to the publication of some special issues in 

journals published in this regard in 2009 and 2013. This allows us to conclude that it is an 

adequate study period for a systematic literature review. 

 
Figure 2-2 Clusters of keywords of the authors in records. 
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Figure 2-2 Clusters of keywords of the authors in records., seeks to relate the keywords 

used by the authors at the publications located with the specified search criteria. It can be seen 

that three clusters were achieved. The first is concentrated with the term e-HRM, the second 

HRIS, and the third with HRM; all three are related to each other, but each with a group of 

keywords around it. Related to e-HRM are the keywords e-recruitment, staffing, employer 

branding, social media, technology acceptance model, literature review. Regarding HRIS, the 

related keywords are human resources information system, workforce analytics, talent 

management, recruiting and technology. The human resource management keyword groups 

together the words organizational performance, institutional theory, communication 

technologies. Finally, the words electronic human resource management, strategic HRM, HRM 

and information technology are related to the three main keywords. 

 
Figure 2-3 List of authors, Keywords and Journal in the records. 
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Figure 2-3 was made from the results of the analysis obtained from Scopus, where the 

main 20 of these keywords are related to the 20 main authors and, thus, to the 20 main journals 

that talk about the subject. In this research, the authors that stand out the most are Bondarouk T., 

Strohmeier S., Marler J., Parry E., and Ruël H. The academic journals where these authors 

publish are International Journal of Human Resource Management, International Journal of 

Business Information Systems, Employee Relations and Human Resource Management Review. 

It is to be expected that these authors and the journals in which they publish will be part of our 

systematic literature review. 

 

2.4 Methodology 

According to the PRISMA model, there are 4 phases for a systematic literature review, 

first the identification, then the screening, establishing the eligibility criteria and finally 

establishing how many papers will be included. The keywords selected for the identification of 

the records were e-HRM, eHRM, HRIS, HRM digital resource, HRM digital, HRM automation, 

eHRM literature review, HRIS literature review and e-HRM literature review. Since the search 

was carried out in the summer of 2019, the period of the previous 10 years, 2008-2018, was 

selected to see the trend in investigated topics and methods used, this choice is argued in the 

previous bibliometric analysis. Next, to extend the search previously carried out by the authors, a 

search for these words was carried out in the Web Of Science, Emerald, Taylor and Francis, and 

SAGE databases, instead of using a repository or concentrator database, this to find records that 

might be in the database, but not in Scopus. As a result of these searches, 67,421 results were 

obtained. Table 2-1 shows the details of these results. 
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Among these, a detailed reading of the abstracts and methodology was carried out by the 

authors, to generate a database that allows analyzing what authors are looking for and what 

methodology they followed. Those documents that speak of other types of HRM technologies or 

functions but that do not involve e-HRM or HRIS were discarded. Unlike the work of Bondarouk 

et al. (2017), it was decided to maintain theoretical articles, literature reviews and even editorials 

that present special issues related to e-HRM or HRIS, because they can also be a reference for 

those who wish to research the subject and sometimes their perspective according to the 

framework. So were excluded those papers who: didn't study e-HRM or HRIS; studied HRM, 

but they didn't involve IT; or they studied other types of HRM projects. 

 

 

Figure 2-4 Flow diagram of the phases in the systematic review.  

 

After this screening, there were 85 articles, of which the majority were in English and 

some in Spanish, which was reviewed to classify them. Figure 2-4 shows the flow diagram of 
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this systematic review. Detailed information such as the methodology used, the variables studied 

and the factor analyzed according to the reference framework of Bondarouk et al. (2017), was 

obtained from these final results. A synthesis of this information can be found in Annex 1. 

 

Table 2-1. Result of keywords found by database  
 

Web Of 

Science 

Emerald Taylor 

and 

Francis 

Sage 
 

e-HRM 44534 146 34 23 
 

eHRM 114 17 29 11 
 

HRIS 7223 125 94 80 
 

HRM digital resource 658 28 273 257 
 

HRM digital 4762 28 391 320 
 

HRM Automation 1034 28 335 235 
 

eHRM literature review 27 17 8 13 
 

HRIS literature review 1243 102 52 39 
 

e-HRM literature review 4417 124 600 0 67,421 

 

In general, researchers must choose which series of plans and procedures best suits the 

contribution they intend to make, and which will guide their data collection, analysis, and 

interpretation, based on the research question and previous work (Edmondson and Mcmanus, 

2007). When researchers try to find the explanation for phenomena that occur in society and the 

individuals that compose it, they mainly use two ways of approaching them: a) quantitative 

methods, in which mathematical models are involved to represent the reality to be studied, for 

which statistical techniques are generally involved to analyze numerical data; b) qualitative 

methods, in which in a naturalistic emergent, interpretative way and with an inductive approach, 

it is intended to recover the experience that certain people had of the phenomenon that occurred 
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in their natural conditions (Yilmaz, 2013). Although, both were traditionally considered 

opposites, it has recently been recognized that their integration can lead to a better 

understanding, mainly in complex phenomena (Creswell, 2014), with this approach known as 

mixed methods it is possible to compare or complement the results of a qualitative study with 

quantitative data, or vice versa, to strengthen its validity (Molina-Azorin, Bergh, Corley, and 

Ketchen, 2014). 

 

2.5 Results and Findings 

In Figure 2-5 the distribution by year of the results obtained can be seen, which coincides 

with the bibliometric analysis concerning the fact that, due call for papers for special issues at 

Journal of Strategic Information Systems and Human Resource Management Review, in 2013, 

there was a maximum production point. 

 

 

Figure 2-5 Distribution by years of the selected articles  

 

The journals with the most publications related to e-HRM or HRIS were The 

International Journal of Human Resources Management, Employee Relations, and Human 
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Resource Management Review. The first has almost twice as many publications as the second, 

and between the first and second there is only one publication difference. The rest of the 

information can be consulted in Table 2-2. In addition to these, there are 38 different journals 

that published an article related to this topic in the period from 2008 to 2018. 

Table 2-2. Scientific journals with more than one publication on e-HRM or HRIS.  

Journal Publications 

The International Journal of Human Resource Management 15 

Employee Relations 8 

Human Resource Management Review 7 

Public Personnel Management 5 

The Journal of Strategic Information Systems 4 

German Journal of Human Resource Management 3 

Journal of Managerial Psychology 3 

Advances in Developing Human Resources 2 

 

Regarding the methodologies used of the 85 articles located, when analyzing the 

empirical articles, it was found that the number of quantitative articles (29) is very similar to the 

qualitative articles (26), with some efforts to perform mixed methods (6), as can be seen in Table 

2-3. In addition to the empirical investigations, articles that present special issues of a journal as 

editorials (4) were also considered, articles that try to make a compilation of what has been 

studied in this field as literature reviews (10) and articles that claim to make some theoretical-

conceptual contributions without empirical evidence (10). Most of these studies have been 

carried out in the United States of America and in European countries, some studies were carried 

out in Asia, the fewest studies have been carried out in Latin America and Oceania. 

It was considered interesting to make a distinction between qualitative methods, those 

that correspond to the case study (7) and the longitudinal case study (1) (Eckhardt, Sven, Maier, 

and Weitzel, 2014), from the studies that use other qualitative methods such as interviews or 

content analysis (18). It is also highlighted within mixed methods in general (5), a work that 
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carried out an intervention, in addition to applying data collection with mixed methods (action 

research) (Huang and Martin-Taylor, 2013). 

 

In Figure 2-6 you can see the proportions that the research methods used in the field of e-

HRM and HRIS have among themselves. The qualitative (30.59%) and quantitative (34.12%) 

methods were used in, practically, the same proportion. Similarly, the same number of literature 

reviews as of articles with theoretical proposals were located. 

Within the qualitative data analyzes reported are case studies, interview analysis, and 

content analysis. While the aforementioned quantitative analyzes were descriptive analysis, 

classification tree analysis, cluster analysis, correlation analysis, multiple regression analysis, 

analysis of variance, exploratory factor analysis, confirmatory factor analysis, multivariate 

analysis, ANOVAS, structural equation model with PLS, and simultaneous equation model with 

maximum likelihood estimation. Regarding the software used to perform the analyzes, in these 

studies it is not a common practice to report which software was used, among the few that did, 

the reported programs were SPSS, AMOS, SMART PLS, AQUAD 7, and Nvivo. 

 

Figure 2-6 Methods used  
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Table 2-3. Research methods applied in the articles located  

Methods Used  Quantity Percentage 

Qualitative   26 30.59%  

  Qualitative 18    

  Qualitative case study 7    

  Qualitative of longitudinal case 1    

Quantitative   29 34.12% 

Mixed Method   6 7.06% 

  Mixed Method 5    

  Mixed Method, Action Research  1    

Editorial   4 4.71% 

Literature review   10 11.76% 

Theoretical   10 11.76% 

 

An alternative way of integrating the results obtained is presented in Figure 2-7. It can be 

seen that among the results, the most common investigations are focused on operational and 

transformational consequences. Consistent with the bibliometric study, the years that appear 

most frequently are 2009 and 2013. The least common investigations were those related to the 

study of the adoption and consequences of e-HRM or HRIS jointly (Bondarouk et al., 2017; 

Quaosar, Hoque, and Bao, 2018) and the negotiation process in the adoption of e-HRM or HRIS 

(Ojeda, 2013). 

By integrating information from research methods and years of localized publication with 

the framework of Bondarouk et al. (2017), it is possible to observe the interest laid on each of the 

proposed factors, as well as how the interest in them has behaved over the years and the research 

methods used to address it. In Figure 2-8 can see the information related to studies on the 

adoption of e-HRM or HRIS. For its preparation, each of the divisions of the factors proposed by 

the authors, the amount of work per year and the methodologies used were considered. This 

organization seeks to review the evolution over time of the number of studies carried out and the 

research methods used for each of the divisions of factors related to adoption. 
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Figure 2-7 Distribution of papers by year according to the framework used   

 

For example, in Figure 2-8 can be seen that the topic of adoption, in general, has been 

studied on 8 occasions, of which 2009 and 2014 were the years in which there was more interest 

in this topic. In general, most of the studies in this category are qualitative, and the interest in 

continuing to study it is maintained throughout the time analyzed. Regarding the people factor, it 

was considered relevant to separate a study that analyzes the trust factor between people, 

although it is a theoretical work, this could be considered as an attempt to deepen the reference 

framework proposed by Bondarouk et al. (2017). 

In Figure 2-9 the investigations related to the consequences of e-HRM or HRIS were 

integrated. The topics in which the greatest interest was shown are operational consequences (15) 

and transformational consequences (14). Here can see more quantitative research and also the 

appearance of mixed methods studies. Researchers remain interested in studying the 

consequences of adopting e-HRM or HRIS throughout the period analyzed. 
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Figure 2-8 Distribution of articles related to adoption by year and methodology according to the 

reference framework used.  

Finally, Figure 2-10 shows studies that are related to e-HRM or HRIS; they are part of 

our sample, but they do not fit into the reference framework used. A couple of papers address 

adoption and consequences issues at the same time. While as commented, some editorial 

writings were included that correspond to introductions to a special issue of a journal, where the 

included works are synthesized. Three literature review works were located that do not follow 

the reference frame used for this work, they seek to review what has been studied about the 

inclusion of information technologies for the management of people in organizations. Finally, a 
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qualitative work from 2013 was located that focuses on the part before the adoption of e-HRM or 

HRIS, the negotiation. 

 

Figure 2-9 Distribution of articles related to consequences by year and methodology according to 

the reference framework used.  
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Figure 2-10 Distribution of articles by year and methodology outside the reference framework 

used.  

 

2.6 Discussion  

Bibliometric analysis techniques provide an overview of a topic, based on the metadata 

about the papers stored in specialized databases. For example, our initial analysis allowed us to 

verify the years with peaks in related scientific production, as well as the authors and scientific 

journals who are interested in studying this topic and who can be considered as the references in 

the area. The same journals identified as the most productive in this topic by the bibliometric 

study, coincide with the most productive journals identified by the systematic review. It is also 

agreed that most of the research work was carried out in Europe and the United States of 

America. However, to achieve a literature review, the content of the research must be analyzed. 



28 

The number of qualitative and quantitative empirical studies is very similar, and each 

corresponds to practically a third of the studies located (see Figure 2-6). The remaining third part 

is distributed among other research methods. This is interesting because qualitative methods seek 

to deepen the understanding of a particular phenomenon, instead of seeking the generalization of 

the findings reached (Wertz et al., 2011). In this sense, while qualitative studies continue, it is 

considered that there are still aspects of the phenomenon that are not fully understood, so the 

necessary theory to explain it, has not been developed, such as, it has not yet been possible to 

explain the inconsistencies in the outcomes of the implementations, theories from other 

disciplines are still used to explain the interactions of people with information technology for 

human resources management. The use of qualitative studies allows a deeper understanding of a 

phenomenon in the normal conditions in which it occurs, from the perception of the people 

involved in it (Bluhm et al., 2011), although it sacrifices the possibility of generalization, this 

could indicate that it is still necessary to understand the phenomenon, rescue the peculiarities that 

it presents in different environments and develop the pertinent theory, before seeking its 

generalization. The use of mixed methods could be a considerable effort towards the search for 

generalization and the establishment of these more robust theories. 

After reviewing the distribution of the different elements of the Bondarouk et al. (2017) 

in the period 2008-2018, coincides with what the authors reported, noting that in recent years the 

interest of researchers in the transformational consequences of e-HRM and HRIS has increased 

while studying the operational consequences had already been of interest for a long time. 

Consequence studies are about 75% more than adoption studies. This could indicate that this 

field is at the point where there is greater interest in studying what happens after the adoption of 

e-HRM or HRIS compared to the interest in studying how to achieve successful adoption. Of 



29 

course, researchers also continue to be interested in understanding the factors that allow a 

successful adoption of e-HRM or HRIS, so these studies continue to be part of the scientific 

endeavor of the area. In these studies, awareness of the third research approach commented by  

Marler y Fisher (2013) is maintained, in which people and the relationship between people play a 

determining role in the adoption and consequences of integrating technology for the management 

of people. 

As a theoretical implication, this work could be a reference for future research to find out 

what and how it has been investigated. Furthermore, it allows the identification of research 

opportunities both because this factor was little studied, as is the case of planning, and because it 

has not been studied with a specific method. As managerial implications, this work could offer a 

guide to consult the findings obtained from the research for specific factors in the 

implementation or operation of HRIS. As well as identify studies that use mixed methodologies, 

these studies provide information from people's perception and measurement scales, so that they 

offer a more detailed understanding of the phenomenon studied. 

 

2.7 Conclusions 

In conclusion, we can indicate that the amount of qualitative studies is an indicator that 

the development of theory around this topic is needed. The fact that much of the research could 

fit the framework proposed by Bondarouk et al. (2017) verify that they achieved to synthesize 

the interests of researchers for the final two phases of this phenomenon. Both the authors of the 

reference framework and the authors of the articles selected for our review do not show interest 

in the initial phase, planning (Lengnick-Hall and Moritz, 2003), which is decisive for the success 

of the projects, because their studies are focused on adoption and consequences. Although there 
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is an administrative discipline that already studies this phenomenon in general, it is possible that 

within the framework of the integration between information technologies and human resource 

management there still are elements that are interesting to study, such as different end-user 

interventions according to their experience, the potential of people to strengthen adoption and the 

positive consequences of these projects, even when they are not directly involved, the effects, 

both positive and negative, that these projects may have on the relationships between people in 

the organization, the possibilities of strengthening the best fit approach, the reasons for a 

difference between intended, enacted and experienced.  

Regarding the limitations of this review, it can be mentioned that an exhaustive search 

was not carried out in each of the existing databases. That is, other studies on this topic may have 

been published without having recorded the keywords used in our search, and therefore were left 

out of our sample. Also, the screening, discrimination, classification, and analysis of the articles 

in this paper were carried out by the authors, so there is the possibility of bias both in the 

classification and in the analysis. 

About future studies, factors related to people and relational consequences have already 

been gaining interest among researchers, and we can expect that in the future they will increase, 

both because the well-being of the people in the organization, as well as work-life balance gain 

strength in the ideology of decision makers, such as because derived from the COVID-19 

pandemic, a reorganization, and restructuring of how work activities are carried out has been 

reached. 
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Appendix 1: Analyzed literature related to e-HRM and HRIS studies from 2008 to 2018. 

 

Year Title Authors Framework 

factor 

Research 

methods 

Research carried out 

2008 E-recruitment and the benefits of 

organizational web appeal 

Lori FosterThompson; Phillip 

W.Braddy; Karl L.Wuensch 

Technological Quantitative Analyzed the influence of website design on 

a job seeker's propensity to apply for the 

posted vacancy. 

2008 HRM systems for successful information 

technology implementation: evidence 

from three case studies 

Tanya V. Bondarouk a; Huub 

J.M. Rüel 

People Qualitative case 

study 

List of HR practices to consider to involve 

people in the implementation of an IT 

project 

2008 Importance of the internet to human 

resource practitioners in Hong Kong 

Eric W.T. Ngai; Chuck C.H. 

Law; Simon C.H. Chan and 

Francis K.T. Wat 

Organizational Quantitative Important reasons for adopting the internet 

for HRM, no significant organization size 

differences 

2009 Assessing Electronic Recruitment 

Implementation in State Governments 

Issues and Challenges 

Soonhee Kim.; Jennifer G. 

O'Connor;  

Organizational Quantitative Implications of e recruitment given the 

characteristics of US state agencies. 

2009 Comparison of online and traditional 

performance appraisal systems 

Stephanie C. Payne; Margaret 

T. Horner; Wendy R. 

Boswell, Amber N. 

Schroeder, Kelleen J. Stine-

Cheyne  

Relational Quantitative Compare employee perceptions from the use 

of an online performance appraisal (PA) 

system to the traditional paper‐and‐pencil 

(P&P)  

2009 e-HRM effectiveness in a public sector 

organization: a multi-stakeholder 

perspective 

Tanya Bondarouk;  Huub 

Ruël; Beatrice van der 

Heijden 

Operational Qualitative It shows that supervisors use e-HRM 

differently than employees. And that e-

HRM is related to perceived effectiveness. 
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2009 Electronic Human Resource 

Management: challenges in the digital 

era 

T.V. Bondarouk; H.J.M. Ruël;  Editorial Editorial It synthesizes some discussions they have 

had in conferences and papers, but also 

summarizes the papers on the special issue 

related to e-HRM. 

2009 Human capital management: 2nd 

generation 

Michael D. Ward; Adoption Qualitative Provide practical guidelines for deploying 

HRIS solutions 

2009 Human Resources Information Systems 

in Texas City Governments: Scope and 

Perception of its Effectiveness 

Christopher G. Reddick,; Operational, 

Relational and 

Transformational 

Consequences 

Quantitative Operational impact of HRIS. Relational 

impact of HRIS. Transformational impact of 

HRIS. 

2009 Making human resources strategic by 

going to the Net: reality or myth? 

Janet H. Marler; Transformational Conceptual Carry out a theoretical model on how to 

verify if the inclusion of e-HRM makes 

HRM more strategic 

2009 Organizational adoption of e-HRM in 

Europe 

Stefan Strohmeier; Ruediger 

Kabst;  

Adoption Quantitative Which factors influence the cross-national 

organizational adoption of e-HRM in 

Europe 

2009 The contribution of a global service 

provider’s Human Resources 

Information System (HRIS) to staff 

retention in emerging markets 

Erik Beulen; Adoption Qualitative  Provides insight into the factors that 

necessitate local adaptions to a global 

HRIS 

(Continued) 
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Appendix 1. (Continued)  

 

Year Title Authors Framework 

factor 

Research 

methods 

Research carried out 

2010 A resource‐based analysis of recruitment 

and selection practices of Indian software 

companies 

Pramila Rao; Operational Qualitative Identifies the predominant senior‐level 

staffing practices. 

2010 An HR perspective: the global hunt for 

talent in the digital age 

Duncan R. Dickson; 

Khaldoon Nusair;  

Operational Literature 

review 

How technology will continue to impact HR 

group in the hospitality industry. 

2010 Creating HR value through technology Steve Foster; Operational, 

Relational and 

Transformational 

Consequences 

Quantitative Provides useful information on the creation 

of HR value through technology. 

2010 Employee perceptions towards web-

based human resource management 

systems in Sri Lanka 

Vathsala Wickramasinghe; People Quantitative Investigate employee perceptions towards 

web-based electronic HRM systems in Sri 

Lanka. 

2010 Information Technology in Human 

Resource Management An Empirical 

Assessment 

Alok Mishra; Ibrahim 

Akman;  

Technological Quantitative The types of IT used in different HR 

functions vary, and they have not been 

used maturely and consistently in Turkey. 
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2010 The Reactions of Employees Toward 

the Implementation of Human 

Resources Information Systems 

(HRIS) as a Planned Change Program: 

A Case Study in Malaysia 

Mat Zin Razali; Demetris 

Vrontis;  

Organizational Quantitative Examined the main organizational factors 

that contributed to the employee 

acceptance toward the new HRIS 

implemented in the Malaysian Airlines 

System (MAS). 

2010 Theorizing the links between e-HR and 

strategic HRM: a model, case 

illustration and reflections 

Graeme Martin; Martin 

Reddington;  

Consequences Qualitative case 

study 

Developed a model of e-HR focusing on 

the relationship between HR strategy, e-HR 

goals and architectures, and positive and 

negative e-HR outcomes. 

2011 A Model of Public Sector E-

Recruitment Adoption in a Time of 

Hyper Technological Change 

Jared J. Llorens; Operational Quantitative Analyzed the operational impact of 

electronic recruitment for government 

institutions. 

2011 An Assessment of the Current and 

Future State of Human Resource 

Management at the Local Government 

Level 

P. Edward French; Doug 

Goodman;  

Operational Quantitative Retrieved the opinions of HR professionals 

on a variety of activities and functions and 

their effect on HRM. 

2011 An examination of e-HRM as a means 

to increase the value of the HR 

function 

Emma Parry;  Transformational Quantitative Examined the potential use of e-HRM as 

a means to increase the value of the HR 

function. 

2011 Electronic human resource 

management and organizational 

innovation: the roles of information 

technology and virtual organizational 

structure 

Liang-Hung Lin; Transformational Quantitative Analyzed the effect of IT adoption and 

virtual organization on organizational 

innovation and worker creativity. 

(Continued) 
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Appendix 1. (Continued)  

 

Year Title Authors Framework 

factor 

Research 

methods 

Research carried out 

2011 Exploring the Emergence of Virtual 

Human Resource Development 

Rochell R. McWhorter;  Editorial Editorial HRD academics are called upon to study 

Virtual HRD. 

2011 Exploring the public sector adoption of 

HRIS 

Indrit Troshani; Cate Jerram; 

Sally Rao Hill 

Adoption in the 

public sector 

Qualitative Provided an improved understanding of the 

challenges related to HRIS adoption in 

public sector organizations. 

2011 Gestión de recursos humanos y del 

conocimiento: una tecnología de 

diagnóstico, planificación y control de 

gestión estratégica 

Armando Cuesta Santos; Organizational Conceptual Presented an integrated HR and knowledge 

management model, based on an integrative 

conception of the management of both 

variables. 

2011 Modelling Factors Influencing Employer 

for Adoption of Internet Recruiting 

Typology and Determining Factors 

Vinky Sharma Adoption Conceptual Proposed a typology of factors that affect 

the adoption of e-recruitment. 

2011 The effects of ‘language standardization’ 

on the acceptance and use of e-HRM 

systems in foreign subsidiaries 

Jukka-Pekka Heikkila; Adam 

Smale ;  

Operational Qualitative Investigated the effects of language 

standardization on the acceptance and use of 

e-HRM systems in foreign subsidiaries. 

2012 Antecedents and outcomes of human 

resource information system (HRIS) 

use 

Normalini Md. Kassim; T. 

Ramayah; Sherah Kurnia 

Relational Quantitative Tested some antecedents and outcomes of 

HRIS use in Malaysia. 
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2012 Assembling a Big Mosaic – A Review 

of Recent Books on Electronic Human 

Resource Management (e-HRM) 

Stefan Strohmeier State of the art Literature 

review 

Provides descriptions of e-HRM 

research, teaching, and practice to date. 

2012 Building dynamic capabilities: the case 

of HRIS 

Gergana Markova; Transformational Conceptual Researched conditions for a HRIS to 

impact organizational competitiveness. 

2012 eHR software, multinational 

corporations and emerging China: 

Exploring the role of information 

through a postcolonial lens 

Jose M. Alcaraz; Miquel 

Domènech; Francisco Tirado 

Operational, 

Relational and 

Transformational 

Consequences 

Qualitative Offered an alternative account of e-HR 

informed by a critical/postcolonial view on 

information systems. 

2012 E-HRM Usage and Value Creation. 

Does a Facilitating Context Matter? 

Huub Ruël;  Harry van der 

Kaap;  

Transformational Quantitative The use of e-HRM online in conjunction 

with contextual factors facilitate the use of 

e-HRM, as they are positively related to the 

creation of HRM value. 

2012 E-learning: ageing workforce versus 

technology-savvy generation 

Karen Becker; Julie Fleming; 

Wilhelmina Keijsers 

Relational Qualitative case 

study 

Took an industry approach to considering 

the potential age‐related issues with e‐

learning and the ways it may be used to 

meet the needs of different generations in 

the workplace. 

2012 Emerging issues in theory and 

research on electronic human resource 

management (eHRM) 

Stonea, Dianna; Dulebohn, 

James H.;  

State of the art Literature 

review 

Reviewed the evolution of HRMS and e-

HRM, and provided a brief overview of 

the existing literature. 

(Continued) 
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Appendix 1. (Continued)  

 

Year Title Authors Framework 

factor 

Research 

methods 

Research carried out 

2012 HRM system strength – HRM 

harnessed for innovation, 

appropriability and firm performance 

Pia Hurmelinna-

Laukkanen; Jorge Gomes;  

Transformational Quantitative Discussed how HRM practices can be 

designed to foster innovation and at the 

same time maintain appropriability of 

innovations. 

2013 “A Brave New (Digital) World”? 

Effects of in-House Social Media on 

HRM 

Stefan Hauptmann; Thomas 

Steger;  

Relational Qualitative Highlighted the implications, opportunities, 

threats, and consequences for HRM of 

Social Media, considering the 

characteristics of the environment and 

social structures. 

2013 A conceptual model of HRIS-Trust: an 

understanding of suppliers’/customers’ 

relationship 

Nguyen Ngoc Duc; Sununta 

Siengthai; Steve Page 

People-Trust Conceptual Argued that “trust” is very important in all 

stages of technology management for 

HRM efficiency and effectiveness to 

improve organizational performance. 

2013 An evidence-based review of e-HRM 

and strategic human resource 

management 

Janet H. Marler; Sandra L. 

Fisher;  

Transformational Literature 

review 

Examined the research on e-HRM to 

provide evidence-based guidance to 

researchers and practitioners on the 

relationship between e-HRM and strategic 

HRM. 
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2013 Analyzing the impact of HRIS 

implementations on HR personnel’s 

job satisfaction and turnover 

intention 

Christian Maier; Sven Laumer 

; Andreas Eckhardt , Tim 

Weitzel  

Relational Mixed 

method 

Provided evidence for an indirect effect of attitudes 

toward the HRIS on turnover intention that is fully 

mediated by job satisfaction. 

2013 Condicionantes Políticos Y 

Necesidades Técnicas Ante Un 

Proceso De Reforma En El Sistema 

De Gestión De Recursos Humanos 

En Un Organismo Público 

Valeria Patricia Ojeda; Negotiation Qualitative Analyzed the characteristics of a negotiation 

process between political and technical cadres 

regarding the implementation of a reform process 

of the Human Resources Management (HRM) 

system in a public organization.  

2013 Envisioning E-HRM and strategic 

HR: Taking seriously identity, 

innovative practice, and service 

Michael Barrett; Eivor Oborn;  Editorial Editorial Reviewed the 4 articles included in the Special 

Issue. 

2013 Factors affecting the effectiveness 

and acceptance of electronic 

selection systems 

Dianna L. Stone; Kimberly M. 

Lukaszewski; Eugene F. 

Stone-Romero A, Teresa L. 

Johnson 

Adoption Literature 

review 

Reviewed the factors that affect e-selection 

effectiveness and acceptance by job applicants. 

2013 How strategic considerations 

influence decision making on e-

HRM applications 

René Schalk; Volken 

Timmerman; Sjoerd van den 

Heuvel 

Organizational Qualitative 

case study 

Examined how strategic considerations influence 

the decision-making process around the 

introduction of e-HRM applications and offered 

recommendations on how to better include 

strategic considerations in the decision-making 

process. 

(Continued) 
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Appendix 1. (Continued)  

 

Year Title Authors Framework 

factor 

Research 

methods 

Research carried out 

2013 Human resource information systems: 

Information security concerns for 

organizations 

Humayun Zafar; Technological Conceptual Introduced aspects of HRIS and e-HR 

security and how it can be enhanced in 

organizations. 

2013 Internal integration within human 

resource management subsystems 

Aviv Kidron; Shay S. Tzafrir; 

Ilan Meshulam & Roderick D. 

Iverson 

Technological Qualitative Developed a deeper understanding of the 

construct “integration within the HRM 

subsystem”. 

2013 Lost in translation? An actor-network 

approach to HRIS implementation 

Kristine Dery; Richard Hall; 

Nick Wailes, Sharna Wiblen 

Consequences Qualitative case 

study 

Examined the relationship between HRIS 

and the HR function by applying actor-

network theory (ANT) to an HRIS 

implementation project. 

2013 Realizing the strategic potential of e-

HRM 

David Grant; Sue Newell;  Editorial Editorial Reviewed the articles included in the 

Special Issue. 

2013 The strategic value of e-HRM: results 

from an exploratory study in a 

governmental organization 

Tanya Bondarouk ; Huub 

Ruël;  

Operational Mixed method Applying the organizational capabilities 

approach, and by means of mixed research 

methods, data were collected on two 

generally acclaimed strategic advantages 

of e-HRM: changing the role of the HR 

function towards becoming a business 

partner; and increasing the time available 

for strategic HR issues. 
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2013 Turnaround user acceptance in the 

context of HR self-service technology 

adoption: an action research approach 

Jimmy Huang; Michele 

Martin-Taylor;  

Transformational Mixed method, 

Action Research  

Utilised the Technology Acceptance Model 

(TAM) to consider how HR can drive and 

influence the adoption of HR self-service 

technology in an organization. 

2014 Configurations of e-HRM – an empirical 

exploration 

Stefan Strohmeier; Ruediger 

Kabst;  

Operational, 

Relational and 

Transformational 

Consequences 

Quantitative Investigated the types, contexts and 

consequences of e-HRM. 

2014 E-HR and international HRM: a critical 

perspective on the discursive framing of 

e-HR 

Helen Francis; Carole Parkes ; 

Martin Reddington 

Relational Qualitative Explored  the (re) structuring of social 

relations between HR functions and line 

managers in the move away from face-to-

face HR support services, to more 

technology-mediated ‘selfservice’ 

relationships. 

2014 E-recruitment: Towards an Ubiquitous 

Recruitment Process and Candidate 

Relationship Management 

Eri Wahyudi; Sung Min 

Park;  

Operational Qualitative Investigated the effect of e-recruitment on 

the design of the recruitment process.  

2014 Exploring a Sociomaterial Perspective 

on Technology in Virtual Human 

Resource Development 

Mary Helen Fagan;  Organizational Conceptual Used a sociomaterial perspective to study 

virtual HR development. 

(Continued) 
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Appendix 1. (Continued)  

 

Year Title Authors Framework 

factor 

Research 

methods 

Research carried out 

2014 Institutional context and e-recruitment 

practices of Danish organizations 

Anna B. Holm; Adoption Qualitative Investigated the pressures and mechanisms 

for adoption of e-recruitment practices. 

2014 Institutional determinants of e-HRM 

diffusion success 

Ralf Burbach; Tony Royle;  Organizational Qualitative develops an e-HRM diffusion model to 

ascertain the institutional factors that 

determine the successful diffusion of e-

HRM practices in multinational corporations 

(MNC) 

2014 The effectiveness of recruitment 

advertisements and recruitment websites 

: indirect and interactive effects on 

applicant attraction 

Matthias Baum, Rüdiger 

Kabst; 

Operational Mixed method Compared the effect of printed recruitment 

advertisements and recruitment websites on 

applicant attraction and shows how these 

recruitment activities interact with one 

another. 

2014 The transformation of people, processes, 

and IT in e-recruiting 

Andreas Eckhardt; Sven 

Laumer; Christian Maier and 

Tim Weitzel 

Transformational Qualitative 

longitudinal 

case study 

Analyzed the transformational implications 

for people, processes and information 

technology related to e-HRM. 
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2014 The unexpected side of relational e-HRM Rita Bissola; Barbara 

Imperatori;  

Relational Quantitative Examined whether the implementation of 

eHRM and the organizational redesign 

contribute to rebuilding and strengthening 

the Employee-HR Department relationship. 

2014 Tipping the scales: ambidexterity 

practices on e-HRM projects 

Carole Tansley; Susan Kirk; 

Hazel Williams and Harry 

Barton 

Adoption Qualitative case 

study 

The paper examined and conceptualized the 

ways in which a balance can be achieved 

between optimising the efficiency and 

effectiveness of e-HRM systems for HRM 

and enabling innovation to occur during the 

system implementation. 

2014 Unveiling the Value Creation Process of 

Electronic Human Resource 

Management: An Indonesian Case 

Eri Wahyudi; Sung Min Park;  Transformational Mixed method Reviewed factors that enable the success of 

e-HRM acceptance and e-HRM value 

creation in the public sector. 

2015 Challenges and opportunities affecting 

the future of human resource 

management 

Stone, Dianna L.; Deadrick, 

Diana L.;  

State of the art Literature 

review 

Examine the e-HRM challenges and 

opportunities discussed in the special issue 

papers. 

2015 e -Recruitment, gender discrimination, 

and organizational results of listed 

companies on the Spanish Stock 

Exchange 

Antonio L. García-Izquierdo;  

Pedro J. Ramos-Villagrasa; 

Ana M. Castaño. 

Relational Mixed method Offered recommendations on desirable 

policies and practices in e-recruitment to 

avoid discrimination. 

(Continued) 
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Appendix 1. (Continued)  

 

Year Title Authors Framework 

factor 

Research 

methods 

Research carried out 

2015 Exploring the Outcomes of Electronic 

Human Resource Management (E-

HRM)? 

Mine Afacan Fındıklı; Ebru 

Beyza Bayarçelik;  

Operational Qualitative Explored the perspectives of HR managers 

in the leading companies in Turkey about e-

HRM, their perspectives for choosing the 

applications for the system, and their 

observed organizational outcomes. 

2015 The influence of technology on the future 

of human resource management 

Dianna L. Stone; Diana L. 

Deadrick; Kimberly M. 

Lukaszewski, Richard 

Johnson 

Consequences Literature 

review 

Reviewed the current effects of technology 

on HR processes, consider the existing 

literature on the topic, and discuss the 

advantages and potential limitations of using 

these systems. 

2017 An evidence-based review of HR 

Analytics 

Janeth H. Marler; John W. 

Boudreau;  

Operational Literature 

review 

Reviewed the literature on HR analytics, its 

main functions, consequences and results. 

2016 HR 2.0: linking Web 2.0 and HRM 

functions 

Malik Faisal Azeem; Robina 

Yasmin;  

Technological Literature 

review 

Identified the possible gaps in use of Web 

2.0 tools and HR functional performance. 

2016 Human resource management, strategic 

involvement and e-HRM technology 

Janet H. Marle; Emma Parry;  Transformational Quantitative Sought to find evidence to assess whether e-

HRM achieves more strategic HRM. 
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2016 Maximizing e-HRM outcomes: a 

moderated mediation path 

Spiros Panos; Victoria 

Bellou;  

People Quantitative Examined the impact that different types 

of e-HRM goals have on distinct types of 

e-HRM outcomes. 

2016 Online Recruitment Of People With 

Disabilities: Technology In Favor Of 

Diversity? 

Lima, Michel Pinto; Technological Qualitative Analyzed the usability and accessibility of 

job recruitment websites for people with 

disabilities. 

2016 Reclutamiento a través de las redes 

sociales Reclutamiento 3.0 

Richard Mababu Mukiur; Transformational Quantitative Analyzed the experience of HR 

professionals in Spain on the use of social 

media for recruitment. 

2017 An examination of the moderating effect 

of electronic-HRM on high-performance 

work practices and organisational 

performance link 

Shatha M. Obeidat;  Operational Quantitative Examined e-HRM as a contingency factor 

moderating the relationship between high-

performance work practices (HPWP) and 

organizational performance. 

2017 Does e-HRM lead to better HRM 

service? 

Tanya Bondarouk; Rainer 

Harms; David Lepak 

Operational Quantitative Examined the relationship between e-HRM 

and HRM service quality. 

2018 Analysis and shortcomings of e-

recruitment systems: Towards a 

semantics-based approach addressing 

knowledge incompleteness and limited 

domain coverage 

Mohammed Maree; Aseel B 

Kmail; Mohammed Belkhatir 

Operational Conceptual An e-recruitment framework addressing 

current shortcomings through the use of 

multiple cooperative semantic resources, 

feature extraction techniques and skill 

relatedness measures is detailed. 

2017 eLancing motivations Abubakar Mohammed 

Abubakar; Belal Hamed 

Taher Shneikat;  

Relational Qualitative Explored new applications for the 

eLancing model. 

(Continued) 
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Appendix 1. (Continued)  

 

Year Title Authors Framework 

factor 

Research 

methods 

Research carried out 

2017 Electronic HRM: four decades of 

research on adoption and consequences 

Tanya Bondarouk; Emma 

Parry; Elfi Furtmueller 

Adoption and 

Consequences 

Literature 

review 

Literature reviews that focus on the 

factors that affect the implementation and 

the consequences of e-HRM 

implementation. 

2017 e-Training: aprendizaje colaborativo y 

desempeño laboral 

Anabel Velásquez-Durán.; Transformational Quantitative Investigated the effect of e-Training with 

collaborative learning, on the job 

performance of workers from private 

companies in Mexico, to identify the 

components of this modality and create a 

proposal for formal training processes. 

2017 The applications, advantages and 

challenges in the implementation of 

HRIS in Pakistani perspective 

Habibullah Khan; Syed 

Karamatullah Hussainy; 

Kamran Khan and Abdullah 

Khan 

Adoption Quantitative Found the applications, advantages and 

challenges of HRIS from different sectors of 

Pakistan. 

2018 Does e-HRM improve labour 

productivity? A study of commercial 

bank workplaces in Pakistan 

Naveed Iqbal; Mansoor 

Ahmad; Matthew M.C. Allen 

& Muhammad Mustafa Raziq 

Operational Quantitative Examined the links between e-HRM and 

perceived labour productivity both directly 

and through the mediating role of HR 

service quality amongst commercial-bank 

workplaces in Pakistan. 
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2016 Conceptualising the future of HRM 

and technology research 

Tanya Bondarouk; Chris 

Brewster;  

Operational and 

Relational 

Conceptual Used the Harvard model to contextualize 

the vision of HRM and IT. 

2018 E-recruitment en España Evolución y 

uso de las TIC para atraer candidatos 

Victor Bazán Monasterio; 

Ramón Hermoso Traba;  

Inés Escario Jover 

Transformational Quantitative Analyzed the use of e-recruitment in 

Spain to know the degree of use, and its 

evolution in recent years. 

2018 Evolution dynamics of digital HR 

system at Pak Elektron Ltd (PEL) 

Shumaila Naz; Shabnam 

Khan;  

People Qualitative case 

study 

Sought understanding and identifying the 

various characteristics that relate to 

revolutionizing HR functions with the help 

of digitalization. 

2018 Factors influencing E-HRM 

implementation in government 

organisations 

Mushfiqur Rahman and 

Chima Mordi; Uzoechi 

Nwagbara;  

Adoption in the 

public sector 

Qualitative Investigated the factors influencing the 

implementation of e-HRM in Bangladesh 

government organisations.  

2018 Investigation on the precursors to and 

effects of human resource information 

system use: The case of a developing 

country  

G. M. Azmal Ali Quaosar; 

Md. Rakibul Hoque; Yukun 

Bao 

Adoption and 

Consequences 

Quantitative Explored the precursors to and effects of 

HRIS use in a developing country.  
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Chapter 3 
 

 

 

Empirical Issue I: HRIS In Practice, How Are They 

Perceived? An Exploratory Study from the Perspective of 

Human Resources Staff 
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3.1 Introduction 

The role assigned to the area responsible for managing company personnel has 

changed from that mentioned in Taylor and Mayo's scientific management studies, to the 

one considered in collaborative network management studies, taking a strategic role at 

many of the considered "best companies to work for". Although, from the beginning the 

value of people in the organization was recognized, either as elements of a system or as 

variables who affected this system, it is not until recent studies that it is intended to 

understand the specific aspects in which they generate value for the company (Ferguson 

and Reio Jr., 2010). This evolution is largely linked to the intervention of information 

systems in this and many other fields. Providing increasingly better and greater 

opportunities to those who pay attention to "what the information says" (Jackson, 2010). 

Human Resources Information Systems (HRIS), have promised to free the 

specialists from this department from operational tasks, so that they can focus their efforts 

on developing competitive advantages through knowledge management, social capital, and 

intellectual capital of the organization (Lengnick-Hall & Moritz, 2003). Other authors 

identify similar benefits with the term e-HRM (H. J. M. Ruël et al., 2007). Grant and 

Newell (2013) indicates that the distinctive feature of e-HRM is that it uses web technology 

to reach users inside and outside the human resources area, while HRIS focuses on this 

department. 

Bondarouk, Parry, & Furtmueller (2017) indicate that despite all the potential 

benefits of e-HRM, contrary situations are still reported, where manual tasks are replaced 

by technological tasks, rejection by end-users is presented, or unnecessarily complicated 

processes, obtaining a lower than expected performance or even the ability to automate 

errors. While most of the research related to the implementation of e-HRM has been carried 
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out in stable economies, such as the USA, Canada, and Europe, little has been investigated 

in Latin-American emerging countries such as México, one of the most robust economies in 

Latin America (Olivas-Lujan, Ramirez, and Zapata-Cantu, 2007). Aguinis et al. (2020) 

comment that the interest in studying how they develop competitive advantages in these 

less stable environments has grown. 

This paper intends to carry out exploration to verify if the way in which the HRIS 

are perceived and used by the end-user is in line with the theories already registered by 

other academics’ works. For this purpose, interviews were conducted among staff in HRM 

area, vice presidents, and employees of these organizations from Nuevo León, México, in 

order to know their perception in this regard. 

Although other studies and different consulting firms have validated the use of 

methodologies to achieve successful HRIS in its planning, implementation, and operation, a 

good part of these assertions focuses on what was intended and enacted. It is interesting to 

know that there are differences in what is experienced by end-users, since it has been 

shown that their perception of the system affects their intention to use, and the intention to 

use will affect the use itself. This is because as long as users have a negative perception 

towards the systems, their intention to use, and their behavior of use decreases, which will 

affect the results of this kind of projects (Venkatesh et al., 2003). For both academics and 

practitioners, to be aware of and watch that the gap between what is intended, enacted, and 

experienced is reduced. Academics could integrate this element in their studies to partially 

explain the inconsistency when trying to find the relationship between financial/operational 

performance of an organization and the implementation of HRIS. Practitioners must raise 

awareness of this element in their negotiations to ensure that what is intended is enacted 

and experienced. 
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3.2 Literature Review 

Human Resource Management (HRM) area was building up importance until it 

acquired a strategic value for organizations thanks to the emergence of new studies and 

experiences, which built a base of "best organizational practices" that have shown attractive 

results (Saridakis et al., 2017). Although there is a general tendency to recognize its 

strategic role, that’s not universal. There are places or situations in which the HRM area 

remains without any other added value for the organization than to hire and fire people 

(Katou & Budhwar, 2010; Nishii et al., 2008; Strohmeier, 2013). The strategic value can be 

highlighted by showing the relationship between competitive advantage and HRM practices 

(Saridakis et al., 2017), or intermediate results such as motivation, involvement, 

commitment, and organizational civic behavior can be established (Katou, 2013). To avoid 

falling into this underestimation, HRM must adapt to the different realities faced by 

organizations, such as regulations in different countries or different audiences to serve, 

adjusting their processes and policies to focus its human capital efforts to align them with 

the organizational principles and strategies (Markoulli et al., 2017). 

According to Ferguson & Reio Jr. (2010) by incorporating the system vision (input, 

process, output) to HRM it is possible to consider that each person who works in the 

organization comes and contributes a set of knowledge, skills, and attitudes, that can be 

"processed" by the HRM area, seeking to empower them and focus on them. This way, they 

can be complemented with those of other people and together generate a competitive 

advantage by producing a better performance in the task or the result of the task. The rules 

for this processing are established by the human resource management system. 
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The Human Resources Management System (HRMS) is a set of practices, 

processes, policies, and principles that are used to manage people in an organization. With 

this system, the organization seeks to optimize the use of available human capital, 

designing the tasks, the way of doing them, and defining the people who will perform them. 

It can also influence the interaction between different areas and people, establishing 

opportunities for collaboration and coexistence that allows a better result as a whole, 

instead of only the "sum of the parts" (Mossholder et al., 2011). As can be seen, adequately 

developing the people who work for the organization, favoring certain types of values, 

motivators, personal and professional development, is the basis on which organizational 

culture builds what can become a competitive advantage, such as adaptation to change, the 

creation of collaborative networks, or the generation of added value to each task being 

performed (Chiva, 2014). The main approaches to build HRMS differ between authors, on 

the one hand for Mossholder et al. (2011) are (1) the HRMS control, which is a more 

authoritarian, hierarchical system of external motivation, where control must be exercised 

by a person; and (2) HRMS commitment, which favors democracy, participation in the 

pursuit of the common good and internal motivation, where motivation is exercised by the 

group; and on the other hand to Katou (2013) there are two fundamental approaches (1) 

best-practice, a universalistic model where “one size fits for all”; and (2) best-fit, a 

contingency model where HR practices must be consistent with the context. Chiva (2014) 

proposes the common welfare HRMS, which promotes self-control and altruistic 

motivation for the common good. 

The human resources information system (HRIS) aims at acquiring, storing, 

manipulating, analyzing, protecting, retrieving, and properly distributing related 

information by people working in the organization (Kassim, Ramayah, and Kurnia, 2012; 
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Schalk, Timmerman, and den Heuvel, 2013). From a functional focus, Jackson (2010) 

defines the HRIS as the reflection of the HRMS, through electronic means that seeks the 

automation of repetitive processes and the management of the information that is necessary 

for the execution, that arises from the processes and that allows to improve the HRMS. For 

their part, Bondarouk, Ruël, & van der Heijden (2009) propose that e-HRM (electronic 

Human Resources Management) is an umbrella concept, seeking to create value within and 

across organizations by integrating HRM and information technologies. Ruël & Bondarouk 

(2014) comment that the use of this term comes from the decade of 2000 to 2010, when an 

“e” began to be integrated at the beginning of various business terms, in relation to the 

communication on the internet and electronic means. From this proposal, it can be 

considered that HRIS is part of e-HRM. There are different levels of users in these systems, 

the admin users, who are in charge of its correct operation; the key users, who are the 

experts in both HRMS and HRIS; users of the HRM area, who use the HRIS to support the 

development of their functions; and end-users, who use e-HRM to manage their 

relationship with the organization (Parry and Tyson, 2011). 

If we bear in mind that according to  Ferguson & Reio Jr. (2010), the HRMS is the 

set of functions, activities, processes, and policies that are interrelated, interacted, and 

established to attract, develop and conserve human talent that the organization requires to 

achieve its goals. These goals may be linked to both job performance and financial 

performance. Then, the HRIS or e-HRM are the linking of HRMS with information 

technology to improve its performance and organizational goals. An HRIS should also 

provide the HRM team with support for the processing of transactions and operations 

related to their work, while at the same time increasing the possibility of establishing 

controls to evaluate the performance of the people working in the organization (Kassim et 
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al., 2012), as well as a considerable level of analysis of the information generated (Kapoor 

& Sherif, 2012). Considering this, proposition 1 is generated, P1: HRM staff interacts with 

HRIS to store and extract information related to company personnel; this information 

supports decision-making by generating reports and analysis. 

This type of system is among the Decision Support Systems (DSS), since they 

provide information to both the HRM and the management team so that they can make 

better decisions. To use the HRIS for this critical function, HRIS must be considered a 

reliable entity (Kapoor & Sherif, 2012; Kassim et al., 2012). Based on this, proposition 2 is 

generated, P2: As part of its processes and performance evaluation, HRM staff carry out the 

operation and management of the information that is in the HRIS. 

As a system, the HRIS is made up of a set of interacting elements to achieve the 

goal. For the specific case, this set aims to reflect the HRMS by supporting the execution of 

operational activities or repetitive tasks to allow the HR manager to focus on strategic or 

internal consulting activities (Kassim et al., 2012). Therefore, proposition 3 is generated, 

P3: The implementation of the HRIS ensured that HRM staff receive support from the 

system in all their activities, as it was ensured that these functions are reflected in the 

system and included in the job manual. 

HRIS is generally a part of a more robust management system, which includes 

management of production resources, accounting, sales and marketing, among others. In 

this large system HRIS plays a critical role because it can generate strategic value by 

helping to design and implement practices and policies that align people's efforts to achieve 

organizational efficiency to achieve the proposed objectives (Kassim et al., 2012). 

Therefore, adequate HRM can lead to a competitive advantage (Lin & Hsu, 2010). 

Considering this proposition 4 is presented, P4: As the HRIS allows them to optimize their 
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repetitive activities, the HRM Staff can focus on activities that generate value as strategic 

partners of the organization. 

In Figure 3-1 you can see the place that the HRIS would occupy within the HRM 

process and the specific properties that it should present according to the theory. In our 

work, we intend to verify this from the user's point of view. 

 
Figure 11. A priori conceptual model based on  Ferguson and Reio Jr. (2010); Jackson 

(2010); and Mossholder et al. (2011).  

 

3.3 Methodology  

This is an exploratory research with a qualitative hermeneutical analysis of the data, 

convenience sample, focus on real-time cases, and users with HRM area experiences. Data 

was collected using semi-structured interviews consisting of four general areas: information 

technology in the area of human resources, the integrity of the information registered in the 

HRIS, the HR functions represented by the HRIS, and the added value of HRIS for the 

company. A first recollection was carried out on a sample 11 employees as a pilot test to 

guide the questions in the semi-structured interview. The resulting instrument guide was 

then applied to 36 people with similar results such as the use of HRIS, those in charge of 

the system, the partial reflection of their activities and the added value of HRIS for the 

company. 
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Sample Methodology for pilot test 

In order to conduct a pilot test for semi-structured interviews, a convenience 

sampling was carried out among 11 employees from different companies from different 

industries, in the northeast of México, specifically from Nuevo León. To participate, their 

HR area must use some information technology. Among respondents were employees from 

the steel, food, appliances, restaurants, call center services, and tourism industries. The 

interviews were conducted both face-to-face and by telephone, in both cases, the recording 

of the interaction was carried out for future reference. 

Results from pilot test 

In the answers related to the first proposition, HRM staff interacts with HRIS to 

store and extract information related to company personnel, this information supports 

decision-making by generating reports and analysis, all interviewees stated that they have a 

computer tool to support their functions related to HRM. In fact, most considered it 

necessary, due to the volume of information they handle. However, one person only found 

it useful (less important). Regarding the information stored there were different answers. 

Those with computer support for information control indicated that the information they 

store is demographic and related to the structure of the organization. On the other hand, 

those who reported having a functional HRIS commented that complete files are stored, 

replacing copies or documents on paper, in addition to recording career plan information, 

performance evaluations, compliance records, compensation, and training. 

Some of the informants commented that the functions of the HR area remain, only 

has become more efficient or more productive thanks to the incorporation of information 

technologies. However, among the informants, someone considers that this availability of 
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information not only decreases the proportion of operational and repetitive activities that 

HR personnel must perform but also, and as a main benefit, the HRM tends to become an 

internal consultant, a "strategic ally," rather than a payroll operator and uniforms dealer.  

With respect to second proposition, as part of its processes and performance 

evaluation, HRM staff carry out the operation and management of the information that is in 

the HRIS, all respondents were able to clearly identify a system manager, an entity that is 

responsible for its operation, and set the rules of how it is used. In some cases, it is an area 

of information systems independent of the HR area, in others, there is a provider that has a 

technical support contract, and even some areas of HR have their own technical team. 

Those who do not have an HRIS, but rely on other office tools for their work, also identify 

one of the users as the administrator of this resource. Although not all have documented the 

roles and responsibilities of each user of the system, they all mentioned the need to 

establish "user profiles", to safeguard the security and integrity of the information, so that 

who consults and modifies the information within the system can be regulated. 

The most diverse answers were found regarding the third proposition, The 

implementation of the HRIS ensured that HRM staff receive support from the system in all 

their activities, as it was ensured that these functions are reflected in the system and 

included in the job manual, it was found that those who have modules for the HRM, 

coming from an ERP, indicate more functions of the area reflected in the system. From the 

recruitment and selection to the separation from the company. However, it was also 

commented that "there are certain adjustments that had to be made". These adjustments 

were because the company considered that they had a better practice than the ERP module 

registered or because the system "could not reflect the reality that operated in the 

organization". For this type of adjustment, there are mainly two forms of action: 1) the 
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company had a systems department that developed the application, portal, or front end 

required to satisfy the need, 2) an external consultant was hired, who should collaborate 

with the human resources area to document needs, establish requirements, and make 

adjustments. 

Only one informant commented on "the need" for the consultant to sit down with 

them on a normal day of work and to record the operations they performed and thus reflect 

the tasks they were actually doing in the system. However, this tailor-made system cannot 

communicate directly with the installed ERP module and it is necessary to use Excel files 

as information pivots, which at the end of the process is registered in the ERP module. A 

couple of interviewees commented that they were not in the implementation phase of the 

corresponding training and development module of the ERP.  Because of this, the rules of 

"operation" of the system, and its consequent "registration" in the corresponding module, 

were not yet clear. That is, the interviewees were not involved from the beginning. The 

project advanced to the following phases, and when they were integrated, there was no 

review of the previous phases. Then their starting point does not allow them to know about 

the previous phases. 

Those who handle only office tools do not reflect procedures but do have records of 

how they have carried out these processes. That is, each change must be recorded manually 

and not all processes or activities related to the HRM area are stored together. Instead, each 

function or department has its own records. In organizations that have ERP modules for HR 

management and human resources management systems aligned to these modules, they 

report having system-use manuals and job manuals that identify the activities, processes, 

records, and consultations that each employee in the area of HR must perform as part of 
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their functions to meet the needs of the employees of the company and their interactions 

with the technology platforms. 

Where an HRMS was not mentioned as a "master plan", it was mentioned that there 

is no operating manual and some people do not have a manual for their position, perhaps 

due to the size of the organization, perhaps due to the employee's ignorance of the 

documentation of their position. Instead, they received training from their direct boss. 

Those operating with office tools said that "they already knew how to do it" or received 

direct training from their direct boss, but they do not have documentation or record of the 

process. Some informants agree that the "advantage" of an ERP module for HRM is that it 

has pre-loaded "best practices". Thus, it allows both the HRMS and the HRIS to be 

implemented, making adjustments to the organization's current processes, replacing them 

with "should be", according to the "best practice". 

On the other hand, it is also recognized that one of the "weaknesses" for such 

module, is that when intended to reflect a process inherent to the particular operation of the 

organization, they are too square or do not allow to make the adjustments in a friendly way. 

Given that when an independent development or adaptation is achieved, it´s possible that in 

the next system update, the adaptation will no longer work and the effort and investment 

must be repeated to make the modification. 

The fourth proposition, as the HRIS allows them to optimize their repetitive 

activities, the HRM Staff can focus on activities that generate value as strategic partners of 

the organization, all respondents agree that having information available to carry out 

analysis and improve the decision-making process is the main added value for the HRIS 

since what is not measured, cannot be evaluated and if it cannot be evaluated, it cannot be 

improved. It was also mentioned that in the event of conflicts, punishments, "special" 
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requests (leave of absence, delays, sickness, holidays, or changes of branches), salary 

increases, or job promotions, the system was used as evidence for the HR staff to support 

the decision to be taken or request a reconsideration. Another benefit cited several times is 

that by centralizing the functions of the HR area, the service offered to the organization is 

professionalized, making it more efficient, less bureaucratic, and reducing the operational 

functions of HR generalists. This, the informants explain, does not mean that they will 

work less, but their activities are expected to shift from more operational to more strategic, 

acting as an internal "consultant" for leaders. 

At organizations where they mentioned an HRMS developed prior to implementing 

the HRIS, they comment that part of the strategy for organizational change is the 

empowerment of leaders, making them the first point of contact of their collaborators, 

leaving HR staff secondly. In México, HR was seen as the interlocutor of employees with 

the organization, a kind of congressman who attends to their needs. When this element was 

commented, a relationship arose that had not been considered in the original propositions. 

Traditionally, in México the HRM area has a "paternalistic approach", the "soft" or 

"human" side of the organization. What happens when this point of contact is replaced by 

the intermediation of a computer? At this point, informants agree that the interaction 

between the employee and the HR staff is less necessary from the operational point of view. 

That is, they no longer need to physically go to a person's desk to check their payroll 

receipts, apply for vacations, receive life/career plans information, or consult information, 

which can now be accessed electronically. 

However, it is made clear that there are two different functions, the support and 

follow-up function, the person-to-person treatment, which are not eliminated by the 

intermediary of HRIS, on the contrary, it allows these interactions to become more 
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strategic. For example, before going to the desk of the HR person, the employee can consult 

information and clarify in person more specific data or situations on which they now have 

evidence. One of the informants said that they have a call center to support workers, where 

they have medical, legal, labor, psychological, and nutritional advice available. That is, as 

part of the HRMS, not only maintained these interactions, but also professionalized them, 

allowing a specialist to provide the support that was once an HR generalist, with the best 

intention of helping, but not adequately prepared to do it. 

An added value from the point of view of the end-user of the HRIS was that when 

the profile of each employee, along with their history within the company and their 

performance are available, the leaders can consult them when one vacancy arises, 

generating the sense that they increase their development opportunities within the same 

organization since it makes each employee "visible", as well as their achievements and their 

performance evaluation. No need for a direct boss recommendation. It is precisely this 

search for information about direct collaborators and collaborators who work in another 

area, another of the added values offered by the HRIS according to the informants. If the 

HRIS is adequate, reports can be obtained that allow the leaders of each area to make better 

decision ands, take preventive and corrective actions in the management of the talent they 

are responsible for.  

In contrast to the information provided in relation to the four propositions, 

respondents were asked about possible improvements that they see in the way they manage 

the information they use in their function. One of the most recurrent comments was that 

more indicators or statistics could be offered in relation to staff management. Another was 

the "need for a comprehensive plan", which allows the integration of the different areas, 

instead of counting only isolated efforts. They also commented on the limitations of the 



   
 

61 

ERP module, either because it cannot reflect all the activities they perform or because it has 

no possibility of "communicating with other systems" necessary for the operation of the 

organization. Finally, one of the informants commented that his challenge lies within the 

usability of the platform, expressing it as "improving the user experience", be a leader or 

end-user. 

Methodology for data collection 

Once the instrument was validated, a second data collection was carried out among 

employees of manufacturing, service, construction, educational and pharmaceutical 

companies. These companies have between 16 and 22,000 employees, with an average of 

1,440. The requirement to participate in the study was that people were currently working 

and related to the HRM area. Table 3-1 shows the relationship between questions in the 

interview guide and the propositions made in this study. Respondents belong to national 

and international companies with offices in Monterrey Metropolitan Area, Nuevo León, 

México. For qualitative and quantitative analysis of the responses with a deductive 

approach determining categories based on the responses, then reviewing the responses and 

the categories to determine the final categories that allow all the responses to be grouped. 

On this occasion, 36 interviews were collected, 28 of which work directly in HRM 

area. The majority belonged to the manufacturing sector (72%), while 14% belonged to the 

service sector and the rest belonged to the construction, educational and pharmaceutical 

industries (Figure 3-2). When showing the results, some verbatim quotes from the 

interviewees are inserted. To safeguard their anonymity and confidentiality, the code U-## 

will be used to indicate the user number who made that comment. 
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Table 4. Guide for the semi-structured interview.  

 

Do you use an information system for human resource 

management? What system do you use? 

Do you consider that an information system is necessary for the 

HR area? 

P1: HRM staff interacts with HRIS to 

store and extract information related to 

company personnel; this information 

supports decision-making by 

generating reports and analysis. 

What information should you record? What information should 

you consult? How do you do it? 

Do you think that the HR function has changed with the use of 

technology? How do you think it has changed? How have these 

changes affected the way you make decisions? 

P2: As part of its processes and 

performance evaluation, HRM staff 

carry out the operation and 

management of the information that is 

in the HRIS. 

Who is responsible for keeping the system running and update? 

How long have you had the information system for human 

resources management? Who were responsible for the 

implementation of the system? Did you have a previous one or is 

this the first? Who manages the Human Resources information 

System? 

Who operates it? Who should record the information? How do 

you verify that the information that must be recorded, at the time 

it must be recorded, is recorded? Do you have any penalties for 

not operating the system properly? 

  

In Mexico, HR fulfills the function of the company - people 

approach, how is this relationship affected with HRIS (human 

resources information system)? 

P3: The implementation of the HRIS 

ensured that HRM staff receive 

support from the system in all their 

activities, as it was ensured that these 

functions are reflected in the system 

and included in the job manual. 

What are the functions performed by the human resources area in 

the company? What operations do you carry out as part of the 

Human Resources team? 

Are the functions of the human resources area, its operations and 

processes, reflected in the human resources management system: 

totally, partially or is it necessary to make adjustments to carry 

out its tasks? How many of the tasks you perform does the 

human resources information system help you with? 

Do you have a job manual for your role? Does the job manual for 

your function indicate which tasks or activities you should rely 

on in the human resources information system? Is the HR system 

a customer or a provider for your role? (Do you take information 

from it or give information to it?) 

P4: As the HRIS allows them to 

optimize their repetitive activities, the 

HRM Staff can focus on activities that 

generate value as strategic partners of 

the organization. 

What is the added value that the human resources area brings to 

the company? In which of the functions that generate value does 

the human resources system support them and how does it help 

them? What added value does having an information system 

offer for the human resources area? 

Would it be correct to say that the human resources area is a 

"strategic ally of the company"? What are your arguments for 

this answer? 

 

If you could improve something in the software, what would you 

improve? 

 

Do you know of other companies that use HRIS? How do they 

do that? 

 



   
 

63 

These companies were grouped according to their size, considering the number of 

employees, using the classification of the Ministry of Economy in México: Micro, Pequeña 

(Small), Mediana (Medium) y Grande (Large) (Figure 3-3). 

 

Figure 12. Sample distribution by industries.  

The average number of employees reported in the companies of the participants was 

1,440 people. At the same time, on average they commented that only 9 people work in 

their HRM areas. In the sample, the participant who reported the smallest company 

indicated that her company has 16 employees, while at the opposite extreme, a participant 

indicated that his company has 22,000 employees. The respondents have an average of six 

years in the company and an average of three years of seniority in the position. 

 

Figure 13. Sample distribution by size.  
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3.4 Results for data collection 

From interviewees, 35 of 36 (97%) reported that their company uses HRIS. The 

most widely used system is Sistema Tress (49%), followed by SAP (24%), Sfera (14%), 

and 8% declared to use software developed in house. The interviewees then mostly use 

branding systems or belonging to developer companies. 58% indicated that they have more 

than 5 years with their HRIS, of the rest 17% do not know how long they have been using 

the system. Table 3-2 concentrates the distribution of software brands. 

 

Table 5. Software used by companies.  

Software % 

Tress 49% 

SAP 24% 

Sfera 14% 

HRMS 5% 

Reflexion 3% 

ContPaq 3% 

Office 3% 

 

All the participants consider that to have an HRIS is necessary. However, there 

were extended comments in different ways. While U-23 mentioned that "... helps to gather, 

organize and control information ..." and U-07 mentioned that is necessary because "... 

strategic planning of personnel, formulation of objectives and action programs is carried 

out, thus like the personnel controls ... ", U-28 indicated that it is necessary " ... if it is 

considered feasible for its functionality ... " and U-36 indicated that "It depends on what 
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your objective is. It can be done without systems, but maybe you couldn't process all the 

information. " 

Almost all of the interviewees (94%) mentioned that general information of the 

employees, payroll data and training data is recorded, which is the same that should be 

consulted. The personal data of the employee and the information regarding the payroll 

being the most mentioned. All participants considered that the role of human resources has 

changed with the use of technology. Regarding this aspect, they focused on comments such 

as "... now the processes become faster ..." and "... it is easier to take control of all the 

workers." 

Regarding the second proposition, when pointing out the main responsible for 

keeping the HRIS running, the systems department (39%), the HR area together with the 

systems area (36%) and only the HR area (24%) were indicated. As for those responsible 

for the implementation of the HRIS, the HR Manager (44%), the HR area together with the 

systems area (19%) and only the systems area (17%) were mentioned. For those 

interviewed, the main administrators of the HRIS are the HR area (54%), the systems 

department (23%) and a combination of both (11%); Those who mainly operate the system 

are the HR area (50%) and all departments (44%); And regarding the recording of 

information, most recognize the HR area (94%) and a combination of HR and Finance (3%) 

as those who record information. We can synthesize the manipulation of the system into 

three functions, those responsible for managing, operating and recording information. The 

Table 3-3 shows the 3 main actors identified by the respondents for each function. 
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Table 6. Functions involved in system manipulation.  

Admin Operate Record 

HR, 54% HR, 50% HR, 94% 

System Dpt., 23% All Dpt., 44% HR y Finances, 3% 

HR y System Dpt., 11% HR y Finance, 3% NA, 3% 

 

The verification of the information from the perspective of the interviewees is 

carried out with the verification of reports (53%), with the review against captured 

documents (22%), with service tickets (11%) and pokayoke (3%). While others reported 

not having these controls (11%). When questioning whether there are penalties for not 

operating the system properly, 61% said no and 39% said yes. 

Related to the third proposition, 86% of the people interviewed indicated that the 

HR area performs human resource management functions, while 15% identified that it 

performs functions related to compensation or payroll and 3% only mentioned recruitment 

functions. Among those interviewed, 49% perform personnel management functions, 29% 

perform recruitment functions and 23% perform payroll functions (Table 3-4). Among the 

most complete responses, U-35 replied, "My role is to recruit personnel who meets the 

profile of the position and who match the behaviors and values of the company, carry out 

onboarding in a timely manner so that the quality of life of the employee is given in time 

and form, I am in charge of looking for suppliers that can provide the training at the level 

required for the vice presidencies to later bounce ideas with my internal client, follow-up to 

the Budget that is destined for the R&S topic as well as Learning and Development. In 

addition to that, there are several projects at stake such as the practitioner's EVP, 

headhunter database including candidate data, consolidated exit surveys and projects to 
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avoid rotation in the Global area and carrying out manual onboarding so that, at the 

moment an employee enters he knows perfectly what the company consists of, who to 

contact in case of doubts, etc.". 

Table 7. Functions performed by the respondents.  

Function % 

Personnel Management 49 

Recruitment  29 

Payment 23 

 

According with this proposition the HRIS should reflect the functions, operations 

and processes of the HR area, however, more than half of the respondents identify that their 

HRIS fails to record their reality (Table 3-5). U-26 commented that "Partially, since I 

consider that it lacks details that support being more specific with the captures that are 

carried out day by day" and U-32 commented "Everything can be improved, but it fulfills 

its function very well, if other things can be done and on the way they have been adhering" 

from the perspective of adjustments which was the 2nd most mentioned. 

Table 8. How much the HRIS reflects HR functions?  

HRIS reflects HR functions % 

Totally  42 

Partially  25 

Requires adjustments 33 
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In the same way, HRIS should offer full support to HR management activities, 

however only a third of people acknowledge receiving this help in all their activities, while 

23% perceive they received support in at least the necessary activities of their position, and 

44% of the interviewees indicate the help they received from the HRIS in their functions is 

partial (Table 3-6). 

Table 9. How much does HRIS supports HR tasks? 

HRIS support to HR tasks  % 

Completely 33 

Necessary 23 

Partially 44 

 

To find out the level of formality and documentation in the processes, the 

interviewees were asked if they had their position manual. 61% of the interviewees 

indicated that they have their job manual, while 36% indicated that they do not have it, and 

3% do not know if it is available or not. When it was questioned whether the job manual 

includes specific indications for the use of the system, 50% indicated yes, 47% said no, and 

3% did not know (Table 3-7). 

Table 10. Formality in HR and HRIS activities.  

 Yes No Don’t 

know 

Has a job position manual 61 3 6 3 

The job manual specifically indicates the use of HRIS 50 47 3 
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Knowing how the user perceives HRIS is the purpose of this work, so they were 

directly asked if they considered it a customer or a supplier. For 86% of users, HRIS was a 

provider, while for 11% it was a customer / provider combination and only 3% saw it as a 

customer (Table 3-8). 

Table 11. Perceptions of HRIS server / served.  

Perception % 

Provider 86 

Client / Provider 11 

Client 3 

 

To verify that HRIS adds value to the company, as indicated in the fourth 

proposition, we must first know whether the human resources area is considered to add 

value to the company, Table 3-9. From the perspective of 52% of employees, the value that 

RH provides is the most direct relationship between the company and its employees, -U-10 

indicated that "Creating that Employee-Company bond generates a sense of belonging, 

effectively communicating." and U-16 mentioned "It is to maintain and remember that 

human part that each collaborator works, through communication training, promoting fair 

and warm treatment, demanding respect for the rules, and keeping each collaborator 

together with other departments."; 17% think that its value is the attraction of talent; 11% 

consider that it is the speed of the services it provides, U-31 indicated "HR is a direct 

support to management, it is very important for the management of labor relations, the 

strengthening of the organizational culture and the promotion of a good work environment, 

allows organizations to contribute to the execution of the strategy defined by the company, 

develops skills competencies that increase productivity through training and personnel 
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training programs, develops activities aimed at the well-being of employees."; And another 

11% thinks that it supports the objectives of the company, U-25 indicated that "It 

contributes to achieving the business objectives by proposing strategies to attract and retain 

talent in the company, by taking care of compliance with legal and labor aspects, by the 

monitoring of regulations and codes of conduct so that the rights of workers are respected 

and when carrying out practices of social responsibility.". 

Table 12. Added value of HR to the company. 

HR added value % 

More direct company-employee relationship 52 

Talent attraction 17 

Quickness of services 11 

Support for company objectives 11 

None or no response 9 

 

When relating the HRIS with the value generation functions, the response was more 

dispersed, 50% of the interviewees indicated the information query, 31% indicated the 

administration and planning of HR, 17% indicated the attention to the employee and 

retention (Table 3-10). U-03 integrates this by commenting that "Proper maintenance of the 

human resources system helps to quickly and efficiently obtain information from 

employees and with this, decision-making can be immediate or in the very short term". 

The added value offered by having an HRIS was perceived by 78% of the 

interviewees to be related to facilitating information and the availability of reliable 

information in real time, U-02 comments "It improves the reliability of information, access 

to information is more controlled and processes that reduce work times are automated.", 
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similarly U-05 commented "Greater transparency in information management, information 

accessibility, strategic information management, processes agility". While the remaining 

22% relates it to an improvement in administration, service, and decision-making, U-29 

mentioned "When you have an information system, especially in the HRM area, it is very 

efficient since it is much faster in providing some information that the staff wants to know, 

or some information that you want to know is more accessible when searching for it, and 

the most practical information to understand "and U-14 mentioned " with the support of this 

tool,  activities can be carried out efficiently and in less time" (Table 3-11). 

Table 13. HRIS support to add value RH functions. 

HRIS support to added value RH functions % 

Consult information 50 

HR planning administration 31 

Employee care and retention 17 

N/A 3 

 

Table 14. Added value offered by having an HRIS. 

Added value of a HRIS for HR % 

Ease of use, reliability and real-time information 78 

Better administration, service and decision making 22 

It was correct to call RH a strategic ally of the company according to 94% of the 

interviewed. But their responses are divided into 2 groups when asking about their 

arguments, Table 3-12. On one hand, 53% indicated that it is because it provides personnel, 

development and control of these personnel. U-29 commented "Because on behalf of the 
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company, the human resources area is the one who has direct contact with the staff, so by 

providing support to the worker from the area, the employee will feel comfortable working 

here and will enforce the established production goals", U-25 agreed when mentioning 

"Human Resources has ceased to be only the administration of operational tasks, since 

today it focuses on personnel development, conducts work environment studies, designs 

career plans and succession plans, follows up on the performance evaluation process, 

among other practices.",  the other 44% considered that HR is a key support in the 

organizational structure, U-14 commented "Because not only does it focus on their roles, 

but their union goes beyond covering a requirement is aligned with the company's goals", 

which coincided with U-26 "The HR department provides information so that other 

departments such as payroll or production can carry out their metrics and other activities. It 

provides a sense of belonging to the collaborators", Table 3-13. 

Table 15. Is HR a strategic ally of the company? 

RH strategic ally of the company % 

Yes 91 

No 9 

 

Table 16. Arguments for which RH is a strategic ally of the company. 

Why is RH a strategic ally (or not)? % 

RH provides personnel, development and control of 

personnel 

53 

RH key support in the organizational structure 44 

N/A 3 
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Even those who do not recognize it with a strategic role, when justifying their 

response, responded that "their role is to comply with the company's policies and legal 

requirements and to support the employee without affecting it" and that "it provides 

information for payroll or production to perform their metrics and other activities. Provides 

a sense of belonging to employees”, recognizing a key role within the organizational 

structure. 

 

Table 17. Would you make any changes to the HRIS? 

Would you make any changes to the system? % 

Adapt it to the organization and more "friendly" 56 

I would not change anything 22 

Interface 19 

Cost 3 

 

As a way of contrast and confirmation, instead of being asked if they saw 

"something wrong" in the system, they were asked if they would change something in the 

software if they had the chance, Table 3-14. 22% mentioned that they would not change 

anything. While 56% indicated that they would make changes to "personalize" or to better 

adapt HRIS to the way of working in their organization, making it "friendlier" or presenting 

the information in the way it is needed and used in the organization. U-28 mentioned "The 

most detailed form of personnel, we have good information, but we need even finer and 

more detailed information", and U-10 mentioned "Personally, I think that I can link SAP 

with SIRCE (STPS page where the trainings given in the company are registered), since 
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what is done in SAP must also be done in SIRCE, it would be great that when uploading 

the trainings to SAP, they would automatically go to the STPS as well". 

During the pilot test, the importance that some respondents observe in HR emerged, 

as a mediator between people and the company, specifically being the "human side" of the 

employer before its employees. Given this, the interest arose to know how this relationship 

is affected with the use of HRIS from the perspective of users. 53% indicated that it is a 

positive effect, 33% supposed a neutral effect and 14% indicated a negative effect. 

Regarding the positive effect, it was commented in relation to the management of personnel 

information, greater control and personalized follow-up, as well as an increase in the 

efficiency of attention to employees. In relation to a neutral effect, it was highlighted that 

the system is a tool and without the strategy, it is like having any other tool and not 

knowing how to use it, additionally, the system focuses on "what it should be" and when 

there are problems, they must be solved directly between people because the system does 

not have those options, U-17 indicated that "The system is a data warehouse of each record 

and movement that is made in it, it is an incredible help, but it is not an intelligent system, 

nor is adapted to the needs of human error, it is "square", so if a capture error were to be 

made, it means speaking to systems for the correction or to a certain extent directly to the 

supplier to solve the issues. Another issue that arises is that if the staff is not trained, they 

will not get the most out of it", and U-29 mentioned "I think it is a benefit for both, if the 

staff wants to know some information, the response is immediate, it helps the information 

process a lot. The only bad thing I see is that when an incident occurs, it is treated directly 

between companies, employee and HRM, in which an HRIS does not help much ". 

Regarding the negative effects, the decrease in the interaction between people is the main 

negative, U-06 mentioned "... Sometimes the perception of the associates is that the 
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department loses that direct contact the more we move to the self-service scheme "and U-

12 mentioned" The development and interaction with people will always be of utmost 

importance for Human Resources, but by using an information management system the 

interaction with people is reduced since everything is automated. " 

 

3.5 Discussion 

When reviewing the data obtained in the first application of the interview guide in 

relation to proposition 1, it is in line with what has been commented by Kassim et al. 

(2012), and proposition was accepted. While it is recognized that not all information that 

could be included is always available, it is mentioned that generally all the information 

necessary to carry out its work is available. Except in cases where the HRS has not been 

properly defined. Given the volume of information that is required to be stored, it is 

necessary to have a computer solution, which can be a customized information system, a 

module of an ERP system or an office tool. With reference to proposition 2, was accepted 

because it can be said that there is indeed an information management, regardless of the 

technological tool used. Depending on the size of the company and the HRS established, 

who manages and how they do it may vary.  

Proposition 3 was partially accepted. HRMS dictates the set of policies and 

processes that must be developed. And since each organization develops its own solutions 

according to its needs, not all HRIS can represent 100% of HRM practices. And this can be 

seen as an advantage when the HRIS provides the "best practices" and allows the 

organization to overcome a weakness in its process, or when it provides information on 

how it should be done and allows the team responsible for its implementation to decide if it 
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prefers making the adjustment or not. But it can also be a disadvantage, when the 

organization "knows the best way to do the task" according to their reality or their 

particular needs and the system cannot adjust or requires a "special project" to make such 

an adjustment. In any case and regardless of the tool used, once the process and the 

information to be stored are established, the training is carried out by the immediate boss or 

the corresponding manual is delivered. So, it must be done according to established 

guidelines. Finally, proposition 4 was accepted as the main perceived added value is that 

the number of operational activities is reduced, having an increase in the strategic role, 

analysis, decision support and real human resource management, not the management of 

papers and head counts manuals. 

When the responses in the sample are reviewed, it is possible to point out that most 

of the people interviewed indicated that they use an HRIS in their organization, and the 

majority use "predesigned" software, which suggests a "best practices" approach, the 

company adjusts its processes to the software. In line with Kapoor and Sherif (2012), this 

HRIS stores and consults information related to personnel such as personal data, 

compensation, training records, and performance evaluations. The interviewees recognized 

the importance of having the HRIS since it is necessary to collect, organize and control the 

information related to the company's personnel, which allows HRM activities to be carried 

out more efficiently and improve the level of control, as mentioned by Kassim et al. (2012). 

Although they also recognize that it is not essential, as this could be done even without 

information technology support, it will depend on the objectives and strategy of each 

organization to verify the viability of HRIS, to ensure that the benefit it offers is above its 

cost. Still, interviewees acknowledge that the inclusion of information technology in 
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personnel management has changed the role of HRM. The HRIS then contains all the 

information necessary to generate reports and analysis for personnel decision making. 

The interviewees perceive that the responsibility for keeping the HRIS working is 

primarily divided between the systems department and the HRM area, although the latter is 

the main responsible. By dividing this activity into specific functions (admin, operate, and 

record) a change in the distribution was presented, then the responsibility is adjusted 

depending on the specific activity, the strategy, and convenience for each organization. 

Most of the interviewees recognize that it is necessary to have controls to guarantee the 

integrity of the information because otherwise, the reports obtained would be inconsistent 

with reality. The interviewees agree that these controls are implemented in their 

organizations, however, there are no clear penalties in case of not complying with these 

procedures, then it seems that it is a matter of trust to expect that people will carry out the 

activities they should carry out, at the time that they should do it, and that they will do it in 

the best possible way. It can then be indicated that the management of information in the 

HRIS is an integral part of the HRM processes and it seeks to ensure its integrity and 

updating. 

When the interviewees were asked about the functions of the HRM area, the 

majority indicated that they perform HRM functions and therefore belong to our target 

population, although there is still a part that considers that they only perform compensation- 

payroll or recruitment and selection functions, in contrast, there were very comprehensive 

responses on HRM function. Just under half of those interviewed indicated that HRIS fully 

reflects the functions it performs. This proportion decreases to a third when they were 

asked if the HRIS provides comprehensive support to the functions they perform, this could 

be related to the fact that the majority indicated that they use pre-designed software, which 
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has its own way of doing things, which not always reflects the reality of organizations and 

the best way to take advantage of it. The interaction between HRM and HRIS functions can 

be considered informal, as only half acknowledge that they are reflected in the job manual. 

Most of the interviewees expect to receive things from the HRIS, since they see it as a 

provider, instead of seeing the duality in which the HRIS provides information based on the 

information it receives. Among the interviewees, a lack of integration is observed between 

what they must contribute to the system and what they can receive from the system to 

achieve a harmonious and systemic operation that reflects their reality and supports the 

tasks they perform. The HRIS, from the perspective of the interviewees, partially reflects 

the operations they carry out and limits their performance as an internal strategic 

consultant. 

The added value that HR brings to the organization most recognized by the 

interviewees was the relationship between employer and employee, that coincide both with 

the approach of achieving a competitive advantage, and intermediate results (Katou, 2013; 

Saridakis et al., 2017), since having committed employees is one of the intermediate results 

mentioned, but it can be translated into a competitive advantage, either through customer 

service or for excellence in the execution of their tasks. This element arose from the pilot 

test and is the reason to delve into the aspect of what happens with this relationship with the 

implementation of HRIS. In this sense, approximately half of the interviewees perceive that 

this relationship improves with the implementation of the HRIS since there is better 

information management and greater control. But at the same time, it must be considered 

that it should not be forgotten that HRIS "is not magic", it is like any other tool that 

personnel bust know and be trained on know how to be used, so that they can take 

advantage of it. Although there were also those who recognized that by increasing the "self-
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service" side of some of the functions that some HR person previously performed, 

employees perceive a reduction in human interaction. 

The added value provided by HRIS was related to information, management and 

planning of people in the organization and better employee care, this perception is in line 

with that mentioned by Kassim et al. (2012) and Lin & Hsu (2010), as it supports the 

optimization of repetitive processes and supports people managers to be strategic partners 

of the organization. However, it also highlights a difference in perceptions when indicating 

the reason why they consider the HR area as strategic to the organization, on the one hand 

for its own functions, that is, for doing their work  and on the other hand for supporting  

other areas to achieve their own goals by managing people. 

So far, we have been able to identify differences between the perception of Mexican 

users and that recorded by academic work carried out in other parts of the world. Probably 

the answers that best highlight this difference, was the contrast question that was used, 

because when questioning whether they could improve something in the system only 22% 

said that it would not improve anything, practically one in five people would leave it as it is 

and four of five people would make changes. If we return to the fact that the majority of 

these users use systems made by companies based on a “best practices” approach instead of 

a “best fit” approach, we could complement the perception that HRIS do not fully reflect 

reality and it is perceived that they require adjustments to a greater or lesser extent. 

After reviewing the contributions of the interviewees, it can be identified that the 

conceptual model may be complemented with other elements that are part of the HRIS, 

such as different types of information systems that interact within and between 

organizations; different classifications for the information that is stored, and that requires a 

differentiated treatment; disadvantages or limitations that were surely identified from the 
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implementation, but that are not always shared with the users of the HRM area; and the 

implications that updates have for users in the HRM area, sometimes because they have 

legal and functional implications, and sometimes because they affect the usability of the 

system and the relevant manuals or documentation must be modified. In Figure 3-4 the 

resulting a posteriori conceptual model can be observed. 

For both academics and practitioners, to be aware of and watch that the gap between 

what is intended, enacted, and experienced is reduced. Academics will probably want to 

explain the causes of these differences, as this may be part of the reason for inconsistency 

in researches results. In this case, recommendations can be included to reduce this gap 

throughout the process. While practitioners would look for concrete factors to prevent and 

reduce them, they make major investments in IT implementation and expect benefits from 

these investments. 

 

 

Figure 14. A posteriori conceptual model.  
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3.6 Conclusion 

The HRIS has an important role in the management of the information that arises 

from the HRM in the organizations of the northeast of Mexico. Although we cannot 

generalize our results to all of Mexico or to all of Latin America, our sample belongs to 

organizations that could be present in Latin America and the rest of Mexico, so similar 

results could be found. The observed behavior responds in part to how competitive 

advantages are generated in less stable environments, users adapt to what they have to carry 

out their activities, since having a tool that partially supports them is better than the 

alternative of not having anything at all. Therefore, training, communication, engagement, 

and the commitment of those involved become critical to achieving the highest added value 

from HRIS.  

To achieve a robust HRIS, a robust HRMS is required, which establishes what is 

desired to be achieved, how it is expected to be achieved and the responsibilities of each of 

the parties involved to achieve the goals set. Among the interviewees, the value of a 

systemic vision of the organization also stands out, which allows having a strategic plan 

with a long-term vision, in which cooperation and interpersonal relationships are promoted, 

which allow collaborators to generate continuous improvements for enhancing the added 

value of people to the organization in their day-to-day activities. 

Limitations  

In general, qualitative studies do not pretend to generalize their findings, but rather 

to deepen the understanding of a phenomenon, in this sense, our work allowed us to know 

the perception of HRIS users about this tool. However, these results cannot be generalized 

as there was no representative sample. The cognitive biases of the users should also be 

considered, since they only offer their perception in this regard, at the same time, the 
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cognitive bias on part of the Author who codified and analyzed the results should be 

considered.  

Future Research 

Possibly, a subsequent investigation in this regard may operationalize some of the 

variables identified to carry out a quantitative investigation or propose a measurement scale 

that allows extending this study and verifying the degree to which the HRIS reflects the 

reality of the HRM areas in Mexico and Latin America.   
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Chapter 4 
 

 

 

Empirical Issue II: Identification of the co-responsibility 

zone in the process for the automation of human resources 

management.  
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4.1 Introduction 

The implementation of information technology (IT) in human resource management 

(HRM) is not something new, however, as technology and innovation begins to gain 

ground and acquire the status of competitive advantage, accomplish success in automation 

of human resource management (AHRM) projects becomes critical. It is necessary to have 

a human resources management system (HRMS), which throughout this project will seek to 

be reflected in the human resources information system (HRIS). The factors to favor 

adoption and to identify the consequences have been widely studied (Bondarouk, Parry, and 

Furtmueller, 2017), however, when seeking to establish its relationship with the 

performance of the organization, mixed results are still obtained (Katou and Budhwar, 

2010). 

When reviewing the literature, little study has been done about the planning of this 

kind of project. In general, methodologies arising from other disciplines are followed, 

generally more technical and developed from a positivist perspective. Step 1 is considered 

to occur, then step 2, and so on until the end. However, in reality, unexpected situations can 

occur and there is no clear specification of how to proceed in the instance of an eventuality. 

A universalistic solution approach is also followed, when sometimes a contingency 

approach is necessary, to allow adjusting the solution to the environment. It seems that 

these differences between what is expected to be received and what is received are a 

standard part of these projects, and perhaps it should not be. 

The co-responsibility zone is proposed to resolve conflict situations that may result 

in disappointments and underutilization of technology. To do so, the authors approached a 

consulting company for this type of software to delve into this phenomenon from practice 

and compare it with the literature. Possible conflicts were sought with the support of 
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theories of negotiation and economics. Next, an attempt was made to explain these conflicts 

through the proposal of the co-responsibility zone. To prove it, a qualitative study with 

semi-structured interviews on the experience of people in this process was carried out. The 

questions that guide our investigation are: 

 How the co-responsibility zone is presented in the AHRM process? 

 What happens in the project when the co-responsibility zone is at high 

levels? 

 What happens in the project when the co-responsibility zone is at low 

levels? 

 What are the dimensions of this co-responsibility zone? How can this co-

responsibility zone be measured? 

We have managed to partially clarify the black box to understand possible reasons 

why the results are not always obtained in this type of project. Considering the investments 

that these projects represent, it is necessary to understand the different related scenarios, to 

strengthen their credibility. In this way it can be argued that these projects add value, but 

that there are factors that limit their advantages. Evidence is shown that one of these factors 

is that these projects are developed from mistrust. When those are carried out from an open-

door policy, with transparency and trust, the perception of co-responsibility arises, 

satisfaction, and commitment increase. With our contribution, those who participate in a 

negotiation must listen to the offers and present their requirements to reach an agreement 

and acquire a commitment. This commitment requires the co-responsibility of both parties 

to avoid unwanted outcomes. Proposed construct could be applied to other areas of 

negotiation and other kinds of projects. For academics, our contribution aims to deepen the 



   
 

86 

understanding of the planning process and to improve its outputs. For practitioners, our 

contribution allows us to explain in part the reason why not all projects offer outputs 

according to what was enacted, and agreements can be made from transparency to reduce 

the gap between the expectations of each of the parties. 

 

4.2 Literature review 

Automation of human resources processes. 

In contrast to another time when the value of people for the organization was almost 

a matter of faith (Delaney and Huselid, 1996), today achieving adequate management of 

people and their talent within organizations has turned from an administrative function 

towards a strategic function to the level of being considered a competitive advantage 

(Saridakis, Lai, and Cooper, 2017). Even though studies that attempt to directly relate 

financial performance (Almutawa, Muenjohn, and Zhang, 2015; Beer, Boselie, and 

Brewster, 2015) or organizational performance (Katou and Budhwar, 2010), with human 

resource management (HRM) present mixed results, it has recently been shown that the 

results of adequate human resource management offer results that compensate for the 

investments made in enhancing this function (Posthuma, Campion, Masimova, and 

Campion, 2013). Although this was found in the form of intermediate results such as 

motivation, involvement, commitment, organizational civic behavior, productivity, and job 

satisfaction (Katou, 2013; Macky and Boxall, 2007). This has motivated the increase of 

organizations that get involved in AHRM projects, intending to optimize their operation, 

and enable more accurate decision-making (Kassim, Ramayah, and Kurnia, 2012). 

Even when the contribution of management from people and their talent to the 

achievement of organizational goals is recognized, it is not always understood how this 
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happens (Way and Johnson, 2005). Ferguson and Reio Jr. (2010) use a system vision to 

explain that each person hired contributes with a series of knowledge, skills, and attitudes 

(input), which can be “shaped” by the HRM staff to guide, focus and complement them 

with other people and tools to develop the most appropriate task (process), so that their 

contributions are enhanced and they can jointly generate a competitive advantage (exit). To 

achieve this, each organization must have a human resources management system (HRMS). 

The HRMS is the set of practices, processes, policies, and principles used to manage people 

within the organization, it allows optimizing the available human capital, designing tasks 

and the processes necessary to carry them out, defining the profile of those who must 

perform them and the way in which its performance will be measured, in addition to 

influencing the interaction between different departments and people, generating 

opportunities for collaboration and coexistence, to seek a comprehensive result that is better 

when comparing to only the sum of its parts (Mossholder et al., 2011). For their part, 

Ferguson and Reio Jr. (2010) indicate that HRMS is the set of interrelated functions, 

activities, processes, and policies that interact and are established with the intention of 

attracting, developing, and maintaining the human talent that the organization requires to 

achieve their goals, both financial and operational. 

An HRMS that is properly designed and implemented and fulfills its function, can 

be a generator of competitive advantages. One approach to this design indicates that one 

can choose between three alternatives: controlling, authoritarian with extrinsic motivation; 

compromise, democratic with intrinsic motivation; and of common well-being, self-control 

and altruistic motivation (Chiva, 2014; Mossholder et al., 2011). Katou (2013) offers 

another alternative with two approaches: best practices, associated with a universalistic 

model in which the context is independent of HR practices; and best fit, associated with a 
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contingency model, which considers that practices must be aligned with the context to 

maximize their performance. 

Khilji & Wang (2006) indicate that employee satisfaction with implemented human 

resource management practices is positively related to organizational performance, but the 

greater the difference between what is planned and what is implemented, the greater 

decrease in employee satisfaction. Nishii, Lepak, and Schneider (2008) indicate that to 

evaluate the effects that HR practices have had, three approaches or lenses have been used: 

intended, planned or as dictated by the book; enacted or methods and processes that 

actually were implemented; and finally, experienced or the way in which the practices were 

perceived by the employees. However, they recognize that the most widely used 

approaches are to analyze the practices in the way they were intended and how they were 

enacted, that is why they suggest that more studies are needed to look for the employee's 

experiences. For his part, Katou (2013) reinforces this idea by pointing out that with this 

lens the greatest effect on the results can be observed. 

The reflection of the HRMS by electronic means that seeks the automation of 

repetitive processes and the management of information related to the processes of the 

people in the organization, is the human resource management information system (HRIS), 

which at the same time allows feedback to HRMS to improve it (Jackson, 2010). For 

Kassim et al. (2012), this system should collect, store, manipulate, analyze, protect, retrieve 

and appropriately distribute the information related to the people who work in the 

organization to support the HRM function. When this tool is designed to serve the public 

outside the HRM department, it can be integrated into an umbrella concept proposed by 

Bondarouk and Ruël (2009): e-HRM. According to Strohmeier (2009), for an organization 

to obtain the benefits of automating the human resources function, the planning, 
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implementation, and application stages must be successfully carried out. We will identify 

these stages as the process for the automation of human resources management, which 

would have a negotiation component at the beginning, a technical-operational coordination 

component, and finally a follow-up and contingency component. 

 

 

Figure 15 HRIS and e-HRM inside HRM area.  

 

Bondarouk, Parry, et al. (2017) in their review of 40 years of research related to e-

HRM, managed to divide the localized studies into adoption and consequences. In turn, 

those who studied factors related to adoption could be grouped into 3 categories: 

technological, related to hardware and software; organizational, related to HRMS; people, 

related to the role of different users. Those that studied factors related to consequences 

could also be grouped into 3 categories: operational, offers efficiency and effectiveness; 

relational, offers to improve the interaction between the various actors; transformational, 

offers a strategic reorientation of actions. However, Bondarouk, Harms, and Lepak (2017) 

acknowledge that all these promises and benefits are not always achieved, and the factors 
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for this can be very varied, although it is recognized that the people involved have a 

transcendental role. Throughout this process, different people who identify as different 

levels of users by the organization intervene: the administrator users (admins), who are in 

charge of the correct operation; the key users, who are experts in HRM processes; users of 

the HRM area, who use the HRIS to support their activities; and the end-user, who use e-

HRM to manage their relationship with the organization, Figure 4-1 (Parry and Tyson, 

2011). 

These users are a fundamental element for the success of this kind of projects since 

they are the ones who actively promote, remain indifferent, or can even actively impede the 

implementation and operation of e-HRM. Venkatesh et al. (2003) present the unification of 

a perspective that uses the theory of reasoned action, to suppose that the perception that the 

individual has about the system will affect their decision to use it or not. Specifically, they 

propose a model in which the expectation of performance, the expectation of effort, and the 

social influence directly affect the intention to use the technology. In turn, the intention to 

use technology and the facilitating conditions affect the use behavior. 

 

Negotiation 

Brett and Thompson (2016) in their review of 50 years of studies related to 

cooperative negotiation, in which two parties communicate and wish to reach an agreement, 

distinguish three elements: the interests and priorities of the negotiators, the strategies they 

use and the social interactions they have, and the results they get. With these elements, the 

authors rescue two types of strategies for negotiation, the distributive and integrative 

strategies, proposed several years ago by Walton and McKersie (1965) (cited by Brett and 

Thompson, 2016). The distributive or zero-sum strategy considers that there is a certain 
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value available to be distributed among the negotiating parties. To the extent that a party 

takes more, its counterpart receives less, this strategy seeks to influence the counterpart to 

yield or make concessions. For its part, the integrative strategy proposes the reasoning that 

the parties seek to generate value together, both parties will be motivated to exchange 

information about their negotiation elements, so that they can find the exchange rate in 

which they can increase the available value and mutual benefit. According to the study by 

Neville and Fisk (2019), psychological entitlement interacts quite well with negotiation 

theories, since they promote an approach that generates individual and opportunistic 

advantages but with an ethical and relational cost, which can be seen as a social trap in 

which unethical and destructive behaviors are rewarded, reinforced, and even exacerbated. 

When considering the theory of transaction costs (TCE), it can be observed that 

while making the exchange, the parties involved must incur certain costs related to the 

resolution of conflicts, renegotiation, among other difficulties associated with the 

transactions (Williamson, 2010). Tadelis and Williamson (2013) suggest that one way to 

reduce these costs is to establish a coordinator with a certain hierarchy, a kind of mediator 

who concentrates on disputes and then seeks to adapt the interests, expectations, and 

priorities of each of the parties, to seek the best joint agreement. For Foss and Webber 

(2016), in the TCE studies, priority has been given to the study of conflicts arising from 

opportunism, where one of the parties deliberately tries to benefit at the cost of the other, 

while a good part of these conflicts are generated by bounded rationality, which is the 

limitation of knowledge or experience of the parties involved. For this reason, the authors 

propose using asset specificity, declaring assets available for trading as a way to reduce 

transaction costs. 
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In fact, if negotiation is considered the combination of the different expectations, 

interests, and priorities between two parties (Zartman, 1977), the communication of these 

differences will play a fundamental role, including the means used for that communication 

(Bazerman et al., 2000). (Echeverría, 1998) Echeverría (1998) reinforces the need to verify 

this communication, recognizing that we do not know how things are, we only know how 

we interpret them, so we live in an interpretative world. That is, our communication 

depends on the message, on how the message is sent, in addition to how what is said is 

interpreted. In this integrative sense of negotiation, De Dreu (2007) proposes that to the 

extent that the parties involved recognize the interdependence of their results, they would 

be more motivated to exchange the information they have. Something similar to the theory 

of social exchange, where the person who offers a lot, expects a lot, whereas when 

receiving a lot, they will feel the pressure to give in the same proportion (Cook and Rice, 

2013). Bissola and Imperatori (2014) assume that the investments made by the organization 

to manage people (e-HRM, benefits, compensation) are considered by employees as 

benefits, therefore it inspires in them a positive response of trust. 

A negotiation that favors an open-door policy and the exchange of information with 

transparency, will allow achieving the best possible result, and also, generate an 

environment of trust, mutual commitment, and communication, where conflicts due to 

differences in beliefs, personal or social values, communication styles or perceptions, can 

be reduced (Klein, 2012), identified as bounded rationality (Foss and Webber, 2016). De 

Dreu et al. (2008) coincide that to the extent that both parties can share their expectations 

and can make an informed decision, the probability that each party may be disappointed or 

lose trust in their counterpart decreases. In HRM, other works such as that of Madero 

Gómez et al. (2014) and Littlewood Zimmerman (2005) have found evidence that 
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transparency strategies, such as the realistic interview, increase job satisfaction and 

decrease the gap between reality and false expectations that the candidate could generate, 

Figure 4-2. However, in other circumstances such as uncertainty or risk aversion, of staying 

without an agreement (Eisenhardt, 1989), the parties may be motivated to maintain certain 

implicit expectations, with the hope of achieving a better result in the future. Despite 

avoiding sharing information guides to different interpretations, which leads to a 

divergence of opinions, instead of heading towards the convergence of interests 

(Loewenstein & Moore, 2004). 

 

Figure 16. Information exchange and transparency model based on De Dreu (2007) and 

Klein (2012).  

 

4.3 Study Phenomenon 

The automation of human resource management (AHRM) process has been 

developed aligned with the best practices perspective or aligned with the best fit 

perspective. In both, it is assumed that the HRM staff will generally be a specialist in this 

area, with knowledge and experience in the administrative and occupational psychology 

area, but with little or limited technical or technology management knowledge, for what 

would be necessary to rely on people who are specialists in this matter, either internal (the 
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organization's technology department) or external (consultants or technology providers). 

Given the mutual benefit of a successful project, it is expected that the process for the 

AHRM will develop as an integrative negotiation and both parties intend to exchange all 

the information they have. In this negotiation, the information technology provider (internal 

or external) must provide information about the products and services offered, as well as 

the gratification required. While the organization must do the same by providing 

information on the expectations it has, the conditions in which the organization finds itself, 

the objective it pursues, and the gratification it would be willing to provide. 

Considering that the majority of users of information systems for human resources 

management (HRIS) use software acquired from companies, we consider that the best way 

to verify which is the process that is followed to achieve the AHRM was to interview one 

of these providers to find out what steps they followed to carry out a project like this. As it 

usually happens, the consultants and managers of the organization cannot disclose the 

details of the processes that are part of their “know-how”. However, in the interview, it was 

possible to establish an outline of the process that verifies the three major divisions 

previously found in the theory, a planning phase where the scope of the project is 

established, an implementation phase where planning becomes a reality, and an operation, 

which is the phase where the real consequences of this project are presented. Strohmeier 

(2009) identifies these as planning, implementation, and application, Figure 4-3. 

 

 

Figure 17. Human resource management automation process.  
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It should be noted that in the consulting company there are people responsible for 

carrying out the activities corresponding to each of these phases. A group of people 

oversees planning, they deliver the requirements and scope of the project to the 

implementation part, who in turn will deliver a live information system (go live) to the 

operation part, who will follow up on incidents, additional adjustments, updates, among 

other possible contingencies. This would be the ideal scenario, in which each stage is 

accomplished as expected and each of the areas fulfills its deliverables to the next. 

However, the company acknowledges that this is not always the case. Sometimes, the first 

contact makes promises or creates exaggerated expectations, or does not carry out an 

adequate survey of the requirements. Therefore, the people in implementation do not have 

the necessary input. The implementation area can choose "the easiest way to do things", the 

path that allows them to achieve the implementation, even if it is not the most appropriate 

for the clients, they can implement temporary solutions to be able to conclude their project 

phase and leave the problem for the next phase. Finally, the operations people could not 

carry out the adequate follow-up and lose a client due to lack of after-sales service, or 

commit omissions when making adjustments or updates that affect the operation of their 

clients, without notifying them timely, affecting them in their relationship with their 

employees. 

In our effort to understand this process, we delve into each of the stages (Figure 4-

4). In this way we were able to rescue that for this company there are in turn three phases 

for planning, an initial presentation where contact is made with the client to share the 

company's value offer; a survey of the requirements to understand the need of the company; 

and a final proposal in which the specific solution alternative that the consulting company 
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can offer is presented, this phase ends with the signing of the contract. For the 

implementation stage there are three phases: installation, where the change management 

and installation of hardware and software are carried out; the testing phase, where it is 

verified that the system works and yields the expected results; and a deployment phase, also 

known as "go live", where the system is made available to users for use. The operation, 

considering that it should be the phase with the longest duration, has more stages that can 

become recurrent, the adoption of capture, consultation and application, and the update that 

will occur when adjustments must be made to the system. 

 

 

Figure 18. Stages and phases of the human resource management automation process.  

 

Considering that the implementation and operation phases have already been 

studied as adoption and consequences by various authors (Bondarouk et al., 2017), in our 

work we seek to go in depth on the planning phase. According to this company, in the 

initial presentation, the supplier relationship focuses on the sponsor of the project, who is 

generally a person with a directive or managerial position, is a decision-maker within their 

organization. Sometimes a project manager is involved in the survey, as well as the person 
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in charge of the area, and ideally, key users that have experience in the area are selected. 

Finally, in the presentation of the final proposal, the project sponsor, the project 

administrator, and a finance person usually intervene, who must analyze if the proposal 

meets the requirements and if the potential benefits are commensurate with the cost. 

From the perspective of the consulting firm, at least five classes of individuals who 

intervene in this process by the organization or client are identified, although depending on 

the situation, the same person may play different roles. In general, the person most 

interested in the project being carried out, who approaches the technology experts to trigger 

the process is known as the sponsor of the project. It usually is a person with a certain level 

of authority in the company and is the one who will agree on the scope of the project, 

therefore their stellar participation is in the planning stage. A second figure is the internal 

"project manager" or "project leader", who has predominant participation in the 

implementation stage, is responsible for managing the fulfillment of the plan drawn up in 

the previous stage, coordinating the efforts of people involved, and the allocation of 

resources. Sometimes there is an “area leader”, who basically performs similar work to the 

project leader, but in a specific part or group of processes. The fourth type of participant is 

the "key user" or "star user", it is assumed that they are the person who "best knows" a 

particular process or a specific activity and is involved to define the way and the parameters 

to carry out this process, so their intervention should be valuable both for planning, 

implementation, and operation. A fifth person involved in these projects is the end-user, 

who must operate the HRIS or e-HRM once the implementation is concluded, and must 

integrate the processes and functions defined in the previous stage into their regular 

operation. The end-user should be one of the biggest beneficiaries of the AHRM process. 

This group of users was also very similar to that proposed by Parry and Tyson (2011). 
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The approach with the consulting company allowed us to verify that formally, the 

work model coincides with the theory concerning the phases of this AHRM process, it also 

agrees that the expected results are not always achieved, neither the people who intervene 

by the organization-client. At the same time, a space that is not documented from the 

administrative perspective of this phenomenon was explored, the intervention of different 

people by the consulting company- provider. If we consider the perspective of Marler and 

Fisher (2013), where the success of the project depends on the environment, the 

technology, and the people who intervene, the effect of the successes and omissions of 

these people in the different stages may need to be monitored. Therefore, a review of the 

literature presented was carried out in search of elements that would allow us a deeper 

understanding of this relationship. 

It began with the search for studies related to HRIS and e-HRM, but it was found 

that in these studies there is little concerning this stage, then, it was decided to extend the 

search to the negotiation area, which is the part of organizational behavior that study the 

agreements (Brett and Thompson, 2016). It was obtained that this type of agreement should 

be carried out from an integrative negotiation, in which both the consultant-provider and 

the organization-client or sponsor within the organization, intend to generate value for the 

organization. Also, it was found that an element related to this type of negotiation is trust, 

and trust has already been studied as an element that enables the success of a human 

resources digitization process (Ngoc Duc et al., 2013). 

However, this type of negotiation can also happen to be presented in a form of zero-

sum, or distributive negotiation, which is an opportunistic and individualistic perspective 

(Neville & Fisk, 2019). In that case, the consultant-provider (or their different 

representatives) or even an internal consultant, will seek to deliver as little as possible and 



   
 

99 

have the interest of charging as much as possible, increasing their income, having certain 

implicit expectations about actions that the organization-client must carry out. As it can be, 

making adjustments in its operation, documentation, or complete process reengineering, 

that is, modify its human resources management system (HRMS). While, with the same 

distributive logic, the organization-client (or its different representatives) will seek to 

receive as much as possible from the consultant-provider and make the smallest possible 

disbursement, having certain implicit expectations of the activities that the consultant-

provider must carry out. Such as process reengineering, documentation, or process 

optimization. 

By maintaining their implicit expectations or not sharing information that could put 

the negotiation at risk, it is feasible to think that clients may be disappointed, defrauded or, 

frustrated because they did not get what they expected from their counterpart, and at the 

end of the project they will find a partial solution, rather than the comprehensive solution 

they expected. In both cases, it is expected that the implementation will not take place in an 

expected way, that it does not reflect the processes of the organization or that the 

information technologies implemented will not be used to their full potential. This situation 

could lead to both parties being defensive, and act misgiving and suspicious, so that both 

the customer and the supplier would not be interested or motivated to cooperate with their 

counterpart beyond what is necessary, as their counterpart is not willing to reciprocate (De 

Dreu, 2007; Klein, 2012). 

 

4.4 Co-responsibility zone as an element of negotiation 

Considering the elements that emerged from both the bibliography and the approach 

to the phenomenon, it is proposed that there is a co-responsibility zone that must be 
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weighted and declarable between the parties, as part of the bases on which the negotiation 

is established. This co-responsibility zone is defined as the willingness to exchange 

information on the elements of an integrative negotiation to share responsibility, departing 

from the level of awareness that the results of both parties are interrelated. It is proposed 

that this co-responsibility zone can be weighted with a continuous value between 0 and 1, 

to determine this propensity to carry out negotiations from a trust perspective. 

In this way, when it is decided to declare the expectations openly, with an open-

door policy, and transparency to increase trust between them, the parties share all the 

available information and each one can make their decision based on what they need to 

know about their counterparty. In this case, each one takes the part of the responsibility that 

corresponds to, the co-responsibility zone takes a value close to 1. Otherwise, when one of 

the parties consciously decides to avoid declaring the information that possesses or perhaps 

decides to omit certain information because its counterpart did not ask specifically, or 

because they consider that by sharing that information or asking certain questions could 

avoid reaching an agreement, the value of the co-responsibility zone is close to 0. None of 

the parties would have all the information available to make a decision, and therefore 

absorb part of the responsibility that corresponds to their counterpart. In this situation, the 

decision would be made partially based on the expectations that were communicated, and 

partially because certain information was not shared, or that certain conditions or 

expectations were not shared. This, in a strict sense, is not lying, or cheating, or falsifying 

information, it was only taking part in the joint responsibility. It is considered difficult for 

this co-responsibility zone to reach the value of 1, due to bounded rationality, because as it 

has been studied, no matter how much willingness to share, the possibility of something 

happening outside of their knowledge, desire, or experience remains. At the same time, it is 
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considered unlikely that a negotiation reaches level 0 since minimal information must be 

shared as the basis of the negotiation. 

Being able to identify and declare the level of co-responsibility could generate a 

franker negotiation framework, in which each of the parties has an approximation of the 

level of information that is being shared, and even of the expectations that can be reserved. 

This reduces uncertainty, reduces transaction costs, favors social exchange, and by 

recognizing the bounded rationality, reduces the possibility of disappointment, 

disillusionment, and conflict. Certainly, the possibility of reaching a deal, a potentially bad 

deal, with which the parties are not satisfied and feel cheated or cheated, could also be 

reduced, but this loss could be offset by the benefits of the good deals reached.  

 

 

Figure 19. Proposed co-responsibility zone factors.  

 

Unfortunately, as Neville and Fisk (2019) acknowledge, the same negotiation 

theory, combined with a high perception of psychological entitlement, favors opportunism 

and sometimes rewards unethical negotiations. At the same time, a way could be sought to 

adjust the co-responsibility zone in negotiation to the level of risk aversion and uncertainty 



   
 

102 

of each negotiator (Eisenhardt, 1989), in which case the counterparty would have an 

indicator of the information that should be sought because it was not shared as a negotiating 

tactic. In this way, trust between the parties adjusts to the proposed model that leads to 

relationships with greater trust, greater commitment, and greater joint benefit (Figure 4- 5). 

Considering the above, it is in our interest to know how this process develops from 

how the people involved with this type of project have experienced it. Therefore the 

following proposition is made: 

Proposition 1: the co-responsibility zone is present in the planning and 

implementation phase of AHRM projects and manifests itself through the exchange of 

information, the communication of expectations, and the recognition of limited rationality. 

 

4.5 Methodology 

Following the recommendation of Hernández Sampieri and Mendoza Torres (2018), 

after describing the phenomenon, we continue with the data collection. This is an 

exploratory phenomenological investigation with a collection and analysis of qualitative 

data, with a convenience sample, focused both on retrospective cases and on real-time cases 

among people who intervened in the process for the automation of human resources 

management processes, intending to recover their experience in this regard. The data were 

collected using a semi-structured interview to seek to identify the elements previously 

related to the study phenomenon and the proposed construct. 20 interviews were conducted 

among people who work in medium and large companies with at least 2 years of work 

experience and with experience in the proposed phenomenon. The interview guide seeks to 

recover the experience of people on the phenomenon described and the co-responsibility 

zone, for this, it begins with a section to know the general perception of the process, and 
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then it is questioned about the governance and workflow with which they carried out the 

project. From there we enter the variables related to the co-responsibility zone, questioning 

the explicit expectations, the approach used, the results obtained, the implicit expectations, 

communication, the knowledge bias, commitment, trust, and responsibility. These 

questions were written with a projective approach, to make users not answer personally, but 

thinking about their own position or what they consider their counterpart perceives. These 

interviews were conducted in Spanish. The interview guide can be consulted in Annex 1. 

 

4.6 Results 

All the interviewees have participated in one of these projects at different levels. In 

their definition of this process, they indicate elements of efficiency, service improvement, 

and optimization of repetitive processes. Concerning the way to carry out the process for 

the automation of human resources management processes, most of the users agreed with 

what was proposed by the theory, the HRMS must be defined before starting a process for 

its automation. Next, a review of these processes is necessary to identify needs. Some of the 

respondents commented that it all stems from this need. These processes generally have a 

sponsor who will generally have a certain decision-making capacity and is in charge of 

establishing the guidelines from the organizational hierarchy. The most constant guideline 

established by their organizations was "to meet the planned objective." One of the 

interviewees commented that there were two possibilities: “someone gets tired of the 

problems they are experiencing and heroically seeks a solution. Or centrally, the guidelines 

are defined without taking into account the experience of people who suffer the process, 

asking what hurts the employee”. Another of the interviewees commented that "as part of 

the code of ethics of the software company, the client and their needs should be listened to 
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first, and then an analysis is made based on the information provided by them to prepare a 

solution proposal, indicating the advantages and disadvantages of this, to begin the 

negotiation". However, when the question was asked about the monitoring of this process, 

the answers were not so forceful, sometimes the sponsor gets involved, sometimes 

meetings are scheduled in which progress is reported, but "it depends on the type of 

project”. 

The expectations regarding their counterpart are high, and they seem to focus more 

on a “best fit” approach than on a “best practice” approach, since the interviewees' 

comment that they hope to “solve their needs”, they comment that they expect “the 

counterpart to be responsible to define what it offers”. However, it is recognized that these 

expectations are generally not being met. When asked what they consider to be the 

expectations that their counterpart has of them, the interviewees recognize that reciprocally 

they have high expectations of them and that they are not met either. One of the 

interviewees commented that sometimes the solution is bought "as is" in the cloud, because 

it is cheaper as it costs 3% per month of the total cost of an implementation, that is, they 

can distribute the total payment for more than two and a half years, instead of making the 

disbursement in an exhibition. With the benefit of not requiring investment in 

infrastructure, maintenance, or updates. The cost paid is sacrificing operation to adapt to 

what the platform offers. It was immediately asked if these expectations that the counterpart 

has of the interviewee were communicated effectively, and all consider that they were 

partially communicated. In fact, concerning the implicit expectations, it is mentioned that 

“it is intended that they read between the lines” and offer more than their share, which is 

expected as “a plus on their part”. But some interviewees recognize that this may be due to 

ignorance. It was immediately questioned whether they consider that they effectively 
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communicated their own expectations to their counterpart, to complete the communication 

cycle. The majority considered yes, however, some even commented that it is necessary to 

have an intermediary, who must “translate” the client's needs so that the technician 

understands them and can offer the solution that is closer to reality, the intermediary “will 

translate” this information in terms that the customer can understand and make decisions. 

When questioning about the implicit expectations that they could have of their counterpart, 

the majority indicated that they did not maintain this type of expectations, some tried to 

soften the answer and commented that “we try to be as clear as possible”. 

To close our interview, we look for the elements of the co-responsibility zone, we 

begin by asking if they consider that it is feasible to have a contract that reflects the wishes, 

needs, interests, priorities, and intentions of the parties, to verify if they are aware of the 

bounded rationality. Here we obtained the most divided responses, a part of the 

interviewees considered that yes, someone even commented that "it is a requirement to 

carry out this type of project". While others consider that it is not possible, that "it is a 

desirable situation, but in her experience, she had not seen it." This difference of opinion 

diminishes a little when asking how to solve a situation that is outside the contract. While 

some consider that "the project must be achieved and both parties must give in, because it is 

the responsibility of both", others consider that this situation outside the contract is "another 

independent negotiation and the process must be repeated", others consider that "there is 

where good faith comes in" and the least consider that" from the beginning, they wonder 

what happens if something doesn't turn out as they expect.". When asked how likely it is 

that this situation happened because the counterpart did not share all the information 

available to them, comments arose of situations in which the counterpart was "not honest", 

that sometimes "laziness prevents fill in the available forms completely", which sometimes 
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"the counterpart paints all the pink color and until the project is advanced it is discovered 

that the reality does not coincide with what was originally described", and among these 

comments, there are examples of "accusations ", or the "search for culprits" rather than 

solutions. Finally, it was asked if this conflict or deviation from the contract could be due to 

an omission on the part of the interviewee. Some categorically denied it, stating that they 

are the main concern in greater clarity to the process. Others recognized that they could 

have committed this type of omission, however, they also indicate that it could be due to 

different factors. On one hand, it may be that because they did not have enough experience, 

they did not have the knowledge that that detail should be discussed, another alternative is 

that it was a communication problem, each one understood what they wanted to say, but 

perhaps the message sent was not the right one or the other party misinterpreted it, or 

maybe it was a detail that they did not consider important because of how small it was. 

 

4.7 Discussion.  

When the consultant-provider approaches the client-organization intending to carry 

out a process for the automation of human resources processes, both parties must make all 

their expectations explicit, share the information they have available, the guidelines that 

each organization imposes on them, and verify that the communication that each of the 

parties made has been effective (Brett and Thompson, 2016; De Dreu et al., 2008; 

Echeverría, 1998; Klein, 2012). In this way, their counterpart will be motivated to share the 

same level of information in reciprocity (Cook and Rice, 2013; De Dreu, 2007). If, besides, 

both parties recognize the possibility that their knowledge is limited or their rationality is 

limited (Foss and Webber, 2016), they can estimate the level of information they shared, 

and how much they did not share, due to ignorance or because they do not want to share it 
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with its counterpart, this value would be the level of the co-responsibility zone. In this way, 

both parties can take their forecasts before entering the contract. Even when making the 

contract, a certain level of agreement can be established on how to act before a 

contingency, reducing transaction costs, conflicts, and disappointments, which should 

achieve a better perception in the user of the system, favoring its use and exploitation, 

actively promoting the achievement of the expected benefits (Bissola and Imperatori, 2014; 

De Dreu et al., 2008; Klein, 2012; Tadelis and Williamson, 2013). By accepting these 

conditions, each of those involved would be aware of their share of responsibility for the 

success of the project, and when a contingency arises, they will be able to coordinate 

efforts, aware that the optimal result benefits both. 

On the other hand, when the consultant-provider and the organization-client focus 

on the transaction, purchase, and sale of this project, each of the parties feels motivated to 

highlight only the arguments that lead them to obtain "the best deal individually” (Neville 

& Fisk, 2019). By acting in this way, they assume that the other person would be acting 

with an individual and opportunistic benefit perspective, therefore, a way will be sought to 

“shield” contracts and establish what corresponds to each part, so in case of failure, a 

culprit can be found. In this case, each of the parties will be motivated to limit their effort 

and only "comply" with the contract, instead of looking for "the best possible result” which, 

in addition to increasing transaction costs, increases the possibility of conflicts and 

unfulfilled expectations, therefore lack of use of the system and in the end a project that 

does not comply with what was offered (Venkatesh et al., 2003; Williamson, 2010). In this 

regard, some interviewees reported that the level of this type of disagreement between the 

consultant and the user was such that it was necessary to establish the position of an 
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intermediary who can do the mediation, instead of looking for the root solution of the 

problem (Tadelis & Williamson, 2013).  

Thanks to the analysis of the phenomenon, we know that this relationship is not 

exclusive with a person on the part of the supplier and a person on the part of the client, this 

kind of negotiations and agreements is repeated both within each of the parties, as well as 

between different individuals from each of the parties. This co-responsibility zone should 

be part of the guidelines that are delivered within and between the organizations involved 

so that the specification of this element is carried out systemically, in the same way that 

budgets and technical requirements are shared. 

Regarding the phenomenon in general, we can rescue that how users experience 

(experienced) the information system effectively affects their satisfaction and its use (use 

behavior) (Venkatesh et al., 2003), and sometimes it may be different from how it was 

planned (intended) and how it was implemented (enacted), therefore the call of Nishii et al. 

(2008) and Katou (2013) to carry out studies with this lens is still valid. The interviewees 

comment that they experienced different ways to be approached to participate in different 

stages of the project. Not all of them experienced the same level of sale or induction of the 

system, nor did they receive the same communication about the benefit of the system. 

While some were consulted on how it should work, others were only asked to indicate that 

they should use it. Even users from the HRM area who were not part of the initial 

presentation of the tool, today are the ones who should promote it. This difference directly 

influenced their perception of the system, which affected their participation or involvement, 

and later their satisfaction and its usage. 

An element highlighted in the theory and from the experience of the people 

interviewed, but not specified by the consulting company when analyzing the phenomenon, 
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was the definition of the HRMS that is later reflected in the HRIS or e-HRM (Jackson, 

2010). The definitions of the processes, practices, policies, and principles should be part of 

the information shared in planning because when there is a clear awareness of what is 

expected and the specific definitions of how activities are already carried out, translating 

that into an information system generates fewer complications for the implementation and 

operation phase. Besides, when the details of the process being carried out, and the reasons 

for carrying out each task or activity within it is known, it is possible to identify what is 

gained and what is lost at the time of automation, both in economic terms and in terms of 

relationships. Ultimately, there are certain parts of the process that are worth considering 

keeping as they are, so items valued by employees and HRM staff are not sacrificed. Then, 

some activities are more likely to be successful when done face to face. That is, universal 

solutions are not always the best solution, the important thing would be to be able to 

establish the conditions so that each type of solution is applied and the greatest systemic 

benefit is achieved (Katou, 2013). 

Theoretical implications 

Individualistic and opportunistic negotiations have shown their benefits, rewarding 

and reinforcing their use (Neville and Fisk 2020), however, in extreme situations in society, 

they may not be enough, especially when the consumer begins to value medium and long-

term relationships, when options with better after-sales service increase, and can be 

confident of receiving what is offered, then building relationships with a more systemic 

approach can represent a competitive advantage. Considering the ideas of De Dreu (2007) 

and Klein (2012), we have proposed a framework that broadens the understanding of 

negotiation. This framework indicates that their contributions occur when each of the 

parties takes the responsibility that corresponds to them in the negotiation, and the co-
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responsibility zone rises. By integrating this construct that appeared implicit, the results in 

the negotiation models can be improved. Unexpectedly, a role such as that proposed in the 

transaction cost theory was identified, a mediator who acts as an interface coordinator 

(Tadelis & Williamson, 2013) to moderate between the interests, expectations, and 

strategies of supplier and customer. This could be an indicator that the lack of awareness of 

the co-responsibility zone is a problem and it has been sought to be solved this way. 

Practical implications 

According to the theory, people in a negotiation listen to the offers and present their 

requirements, to reach an agreement. This agreement leads to a commitment, which must 

be respected by following up on the execution and evaluation. In such a way that a virtuous 

cycle is generated, to avoid mistrust, rework, wear and tear and waste. From our 

perspective, this happens with a high co-responsibility zone. When reviewing the 

consulting process, which also coincides with the academic documentation in this regard, it 

is considered that for some time the technological infrastructure forced the use of a “best 

practices approach”, however, both the current hardware and software allow us to get closer 

to the “best-fit approach” which is highly valued by those involved, without this implying 

reducing efficiency or effectiveness. When applying the co-responsibility zone, a 

consultancy process could arise that offers alternatives to achieve final result that is closer 

to meeting the explicit and implicit expectations of each of the parties, or at least arguments 

can be offered and taken to the negotiation table, even if this implies modifying the HRMS, 

instead of just pretending they don't exist. 

At the social level, the specification of the interests, priorities, strategies, and 

expected results, among the different actors and social groups, could lead to the redefinition 

of what is normal, or what is expected to be received and delivered in each society or 
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group, instead of maintaining generalized laws with which the majority disagree, or that are 

insufficient for the current reality, when it is assumed that they were made to guarantee the 

healthy coexistence of individuals in society. The problems we have given the world are so 

complex that there is not one magic bullet for everything. Instead, there is a set of solutions, 

large and small, based on co-responsibility. 

 

4.8 Conclusions 

Evidence was found to support the proposition 1: the co-responsibility zone is 

present in the planning and implementation phase of this type of project and manifests itself 

through the exchange of information, the communication of expectations, and the 

recognition of bounded rationality. Then the co-responsibility zone can explain how the 

planning and implementation phase of the human resources management automation 

process is carried out. Taking the information obtained from the interviewees, it was 

possible to describe the two scenarios about what happens when there is a high level and 

what happens when there is a low level in this co-responsibility zone. Even though it was 

not possible to identify a clear application of this construct, some of the elements proposed 

in our definition, the awareness of bounded rationality, the awareness of the 

interdependence of results, the exchange of information, and the transparency that lead to 

the creation of trust, commitment, and the reduction of conflicts were pinpointed. It was not 

possible to establish the dimensions, nor the way to measure the co-responsibility zone.  

Limitations and Future Studies 

As it is a qualitative exploratory study, its results cannot be generalized, it is 

necessary to replicate the study with a larger sample, to strengthen the qualitative 

information that provides possible dimensions for the co-responsibility zone. Once the 
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construct has been identified, it is necessary to review other literature such as ethics and 

social psychology, where co-responsibility has been studied, and verify if there is already a 

similar study or some scale proposal to adapt it to this specific context. Possibly future 

study will be this proposed measurement scale, to verify the existence of the construct and 

its relationship with the variables of confidence, transparency and the result obtained. Later, 

this element of negotiation could be studied or extended to other kinds of integrative 

negotiations and possibly to distributive negotiations, since the individualistic-opportunist 

approach can work in the short term, but sacrificing the relationship could be detrimental. 
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Annex 1. Semi-structured interview guide to identify the co-responsibility zone. 

Anexo 1 Guía de entrevista semi-estructurada para identificar la zona de corresponsabilidad 

Variable Pregunta 

 
¿Qué entiende por automatización de los procesos de Recursos 

humanos? 

 
¿Ha participado en proyectos de automatización de recursos 

humanos? 

 Cómo fue el proyecto (interno externo) 

Relación / Nivel de 

Confianza Comentarios 

Generales. 

¿Cómo fue su participación y quiénes estaban relacionados? 

¿Cómo fue su comunicación y con quiénes? ¿Cómo fue el trato 

con esas personas? La información que le dieron, las preguntas 

que le hicieron, las respuestas a sus preguntas, la atención 

prestada por su interlocutor, sus actitudes, intenciones, intereses, 

prioridades 

Gobernanza ¿Su empresa le dio lineamientos para esta actividad? ¿Cuáles? 

Flujo de trabajo 

¿Existían procesos definidos para esta actividad? ¿Cuáles? 

En lo personal, ¿Sigue ese proceso al pie de la letra o hace sus 

propias acciones? 

Gobernanza / Flujo de 

trabajo 

¿Hay monitoreo, evaluación, premio o castigo con la finalidad 

de que se sigan estas "reglas"? 

Expectativas / Enfoque 

“best practice” o “best fit” 

Propias 

¿Qué es lo que espera de "la otra parte"? (Cuál sería el resultado 

ideal de esta reunión, cuál es el resultado esperado, cuál sería el 

peor resultado) 

Resultado propio 
¿Considera que se cumplió lo que esperaba? (Cuál fue el 

resultado real obtenido) 

Expectativas / Enfoque 

“best practice” o “best fit” 

de contraparte 

Desde su percepción (De acuerdo con su experiencia anterior o a 

lo que supone), ¿Qué es lo que "la otra parte" _____ esperaba de 

Usted y de su empresa? (cuál considera que era el resultado 

ideal para la otra parte, cuál era el resultado esperado y cuál el 

peor resultado) 

Resultado contraparte  
Desde su percepción, ¿cuál fue el resultado obtenido por "la otra 

parte" _____? 

Comunicación efectiva 

contraparte  

Desde su percepción, ¿considera que "la otra parte" _____ 

comunicó efectivamente lo que quería y lo que estaba dispuesta 

a dar a cambio (sus necesidades, deseos, intereses, intenciones, 

prioridades)? 
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Expectativas implícitas de 

contraparte 

Desde su percepción, ¿considera que "la otra parte" _____ 

espera algo de Usted y su empresa, pero no lo expresó y trató de 

dejarlo “abierto”? ¿Por qué o para qué piensa que lo hizo /no lo 

hizo? ¿Qué lo hace pensar de esa forma? 

Comunicación efectiva 

Propia 

¿Considera que Usted comunicó efectivamente lo que quería y 

lo que estaba dispuesto a dar a cambio (sus necesidades, deseos, 

intereses, intenciones y prioridades)? 

Expectativas implícitas de 

propias 

¿Considera que Usted o su empresa esperan algo del proyecto 

que no fue expresado literalmente? ¿Por qué o para qué 

considera que se hizo? O ¿Qué le hace pensar de esa forma? 

Sesgo de conocimiento / 

Compromiso / Confianza 

¿Considera posible comunicar todos los deseos, necesidades, 

intereses, prioridades e intenciones de cada una de las partes, y 

que una vez comunicados se puedan reflejar en el contrato 

correspondiente? ¿Por qué? 

Compromiso / Confianza 

/ Flujo de trabajo / 

Gobernanza 

Pensando en la situación ideal en que cada una de las partes ha 

compartido toda la información a su alcance y “de buena fe” 

realizaron un contrato con todas estas posibilidades, pero con el 

tiempo surge algo que no se consideró en este contrato. ¿Cómo 

sería la forma de solucionarlo? 

Compromiso / Confianza 

/ Comunicación efectiva / 

responsabilidad 

contraparte  

Ante este escenario, ¿qué tan probable sería que esta situación 

sucedió porque "la otra parte" _____ no reveló toda la 

información que tenía disponible? ¿Alguna experiencia o 

situación relacionada? 

Compromiso / Confianza 

/ Comunicación efectiva / 

responsabilidad propia 

Ante una situación, ¿qué tan probable sería que esta situación 

sucedió porque Usted o su equipo no revelaron toda la 

información que tenían disponible? 
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5.1 Conclusions 

After reviewing what has been studied regarding the inclusion of information 

technologies to support human resources management, we identified that the proportion of 

qualitative studies developed may indicate that the theory to explain this interaction is still 

being built. The studies identified conforms to the reference framework proposed by 

Bondarouk et al. (2017), in which the localized studies are grouped according to their 

contribution in factors related to adoption and factors related to the consequences of this 

adoption. Besides, this approach neglects the understanding of the factors related to the 

planning of this type of project. Our literature review can be used as a reference for future 

studies that continue to try to explain what happens with e-HRM projects, as it shows what 

has been studied and what methods have been used to study it. It can also be used to 

recognize the factors that have been identified that affect the adoption and consequences of 

these projects, as well as the importance that context maintains in the explanations provided 

for this phenomenon. 

In addition to identifying what other authors have studied on the subject, with this 

work we also achieved to explore the perception that HRM staff users have of HRIS. In our 

sample, users must adapt themselves and adapt their policies, practices, and processes to the 

conditions encountered in commercial or prefabricated HRIS, which can be considered to 

be a best-practice approach. Even though the software has the possibility of customization 

and making adjustments, this seems not to be exploited to its full potential. This could be in 

part the explanation for the inconsistency in the results of previous studies. Therefore, it is 

critical to maintaining a long-term systemic vision, and pay attention to the difference 

between what is intended, enacted, and experienced. Since most likely the project should 
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work according to what was intended, but something happened, or something prevented 

everything intended from being reflected when enact. And there is the possibility that what 

is enacted will be experienced differently by different users. For this, training, 

communication, involvement, and commitment by those involved with e-HRM projects 

must be reinforced. 

As a way to manage the perception of users about e-HRM projects, reduce the gap 

between what is intended, enacted, and experienced, and in this way contribute to the 

success of automation projects for human resources management processes, we proposed 

the co-responsibility zone. When the area of co-responsibility is high from the planning 

phase and throughout these projects, the possibility that the adoption and operation phases 

behave according to the theory increases. A commitment is acquired with the agreements 

made, each one of the parties assumes the responsibility that corresponds to them and are 

aware that their results are interrelated. When the co-responsibility zone approaches zero, 

the expectations of both parties are not met, guilty parties are sought and each party expects 

its counterpart to resolve the situation. Some consultancies propose to include an interface 

coordinator, who acts as an intermediary between the technical part and the HRM staff, in 

this way differences are managed, which should not exist if they developed the project from 

trust and transparency. The possibility of specifying the interests, priorities, strategies, and 

expected results between the parties involved in a negotiation, should always happen. 

However, this is not the case. We believe that the proposed construct can help to achieve 

better deals and avoid mistreatment. 

As theoretical implications, we offer a framework for future researchers about what 

has been investigated, which research methods have been used, and an update that allows 

us to observe the trend of research on this topic. We call the attention of researchers to the 
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difference between what is intended, what is enacted, and what is experienced, to consider 

it as part of the explanation for the inconsistency between previous research, and this 

affectation comes in part from the use of the best practices approach, rather than a best-fit 

approach that is expected by users. Furthermore, we offer the construct of the co-

responsibility zone as an alternative to manage this gap. 

As managerial implications, this work offers the findings of the factors to improve 

the outputs in the implementation and operation of projects for AHRM process. Finding 

evidence that users perceive that HRIS does not reflect their processes and does not fully 

support their functions highlights the difference in what is intended, enacted, and 

experienced, which can put at risk the investments made for these projects. Finally, with the 

co-responsibility zone, they could make better deals. That provides greater transparency, 

and with medium and long-term relationships, improving their chances of success. 

 

5.2 Limitations  

The literature review is not and was not intended to be, an exhaustive review. 

Therefore, it is possible that some research related to the application of IT for HRM did not 

appear in our search. Either because they are not indexed in the databases consulted, or 

because they did not use the keywords selected for the search. The screening, classification, 

and analysis of the articles were carried out by the author, therefore, it is subject to the 

knowledge bias of him. With regard to qualitative research, it intended to deepen the 

understanding of a phenomenon, not the generalization of his findings. Besides, there is the 

possibility of the cognitive bias of the researcher when conducting the interview guide, the 

interview itself, data coding and analysis. 
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5.3 Future Research  

Research on factors for better adoption focused on people, and factors related to 

relational consequences, were already gaining interest among researchers, therefore an 

increase in their study could be expected. Both because the well-being and work-life 

balance were a relevant issue for employers and employees, and because in 2020 the world 

experienced the COVID-19 pandemic that forced teleworking in an accelerated manner. 

There is currently published work and ongoing research to find the best way to adapt 

people to emerging working conditions while trying to understand the effect that 

confinement has had on the workforce. Future research is also required that can 

operationalize the variables identified in the qualitative studies so that quantitative studies 

can be carried out supported by measurement scales. Such studies would allow to extend 

the representativeness of the sample and to generalize the findings. Or it is even desirable 

that studies be carried out with mixed research methods, which allow recovering the 

experience of people, but also gather standardized evidence to obtain more robust 

conclusions. 
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