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The Use of Technology in Human
Resource Development( )
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Types of technology-based learning

Technology-based learning can be
classified as instructor-driven or content-
driven. In instructor-driven courses, an
instructor is identified and may be visible
throughout the course. The instructor delivers
the course content through lectures, and the
lectures are video-taped and broadcast. The
instructor may also interact with students
online. In content-driven courses, students go
through learning materials in the form of texts,
pictures, animations, or movies, carefully
put together to facilitate skill or knowledge
acquisition. This type of course is usually
produced by a team of experts that includes
instructional designers, multimedia experts,
and subject matter experts, and takes a
longer time to develop.

Instructor-driven courses can be
further classified as synchronous ([&#) or
asynchronous (FE[E]#). Synchronous types
of learning occur at the same time when the
teacher/trainer delivers the learning content.
It allows for immediate communication and
feedback between the instructor and the
students. The most common technology used
for this type of training is video conferencing
(FEN&3%). Online chat sessions (A2 FHIKZ)
and virtual classrooms (=) also allow
the instructor to have live interaction with
students.

Asynchronous types of learning are
learning events when the teaching and the
learning occur at different times. It allows
students to learn at their own pace, and
gives students time to think, reflect, and gain
additional information before responding to
the instructor. Technologies used for this type
of course include podcasts (&%), discussion
boards (573f#hR), emails, blogs, and wikis (4
).

Some technologies can serve both
synchronous and asynchronous purposes.
For example, the webinars (4 E#fs7€)
can provide one-way video and two-way
audio. They are typically viewed live but
can be saved and streamed for one-way
delivery of information. Examples of webinars
can be seen on this website: http://www.
campustechnology.com/mcv/resources/
webinars/

Other popular technologies that can
serve the purpose of learning are online social
networking programs such as Facebook

and Second Life. Facebook is a social utility
that connects people with friends and others
online. Second Life is a virtual world where
individuals create their own avatar and can
then travel around in the world communicating
with others who are present. When designed
and organized well, these online social
networking programs can be used as a
learning platform where the instructor and
students can post questions, discuss issues,
share knowledge and experiences, exchange
ideas, and solicit feedback from each other.

Learning management systems

Organizations that are serious about
technology-based learning usually install a
Learning Management System (LMS Z£%&
B ZA4R) as a learning platform (BE¥H).
LMS is used to store all the asynchronous
e-learning courses and to take care of the
administration aspect of e-learning such as
announcing course offerings, registration
for courses, tracking and evaluating student
progress, recording test scores and course
completions, etc. A good LMS typically
provides many additional services including
discussion forums(or “fora”) (similar to a blog
#12) and emailing. Content areas stored and
accessed can include text, graphics, audio,
and video. Links to additional documents
and websites as learning references are
also available. Blackboard and Moodle are
two examples of LMS commonly used in
schools. Commercial LMSs are abundant for
organizations to choose from. Vendors can
customize the system to fit organizations’
needs.

A good Learning Management System
not only helps the organization better manage
its e-learning function but also keeps all the
transactional data produced in the process.
The data kept by the LMS may include student
profiles, dates and times students accessed
courses, student learning behaviors, student
preferences in learning materials and learning
media, and their learning performance. Data
are important for the organization because
they can be analyzed to support better
decision making. In this case, decisions about
the types of e-learning to offer, media and
materials most suited to design into e-learning,
and the benefit of e-learning can be derived
from analyzing the data recorded in the LMS.

E-recruiting & e-selection (£

BB
The common practices of e-recruiting
and e-selection include adding recruitment
pages to existing organizational websites,
using specialized recruitment websites (for
example, job portals, online job boards) with
advanced job search engines, providing job
preview on multimedia, developing interactive
tools for processing applications, using online
screening techniques (for example, keyword
scanning, online interviews, online testing, or
personality assessment), and job posting for
internal recruitment.
Potential benefits of these systems
have been reported by many scholars and
practitioners. Some examples are:
(1)Reaching large numbers of qualified
applicants.

(2)Reducing recruitment cost.

(3)Decreasing cycle time.

(4)Streamlining burdensome administrative
processes.

(5)Enabling the organization to evaluate the
success of its recruitment strategy.

(6)Better internal advancement opportunities
to enhance employee satisfaction and
commitment levels.

(7)Establishing brand identities.

E-performance management (=

F#EWEIE) and computerized
performance monitoring

There are two general approaches that
technology may contribute to performance
management. First, technology may facilitate
measuring an individual’s performance via
computer monitoring activities, for example,
recording of keystrokes, time on task, or
numbers of calls of employees working in
a call center or performing data entry. A
second approach changes the emphasis so
that technology becomes a tool to facilitate
the process of writing reviews or generating
performance feedback, for example, the
use of multi-rater appraisals or off-the-shelf
appraisal software packages.

Potential benefits of e-performance
management, when appraisal satisfaction is
well maintained, may include:
(1)Computerized performance monitoring

permits greater span of control because it
facilitates accurate collection of performance
data without requiring managers to spend
significant time observing each individual



worker’s actual job performance.

(2)Feedback is more clearly related to
work output and less to superiors’ biased
impressions.

(3)Greater performance improvement,
resulting in increased productivity and
enhanced competitiveness.

(4)Improving appraisal satisfaction, thus
helping organizations retain, motivate, and
develop their employees.

E-compensation (& 7 #HMEIE)

E-Compensation is “a web-enabled
approach to an array of compensation tools
that enable an organization to gather, store,
manipulate, analyze, utilize, and distribute
compensation data and information”
(Dulebohn & Marler, 2005, p. 167).
Online tools can assist the organization in
streamlining the process of job analysis and
job evaluation in order to achieve internal
equity in pay. Online salary survey websites
provide companies with needed data for
competitive salary analysis to ensure external
equity in pay. Integrated Human Resource
Information Systems can provide accurate
headcounts, current compensation levels, pay
structure, pay history, pay survey information,
and performance history to accelerate the
determination of annual pay increases,
bonuses, and incentives for individual equity,
as well as budget planning for rightsizing the
organization.

According to Dulebohn & Marler (2005),
potential benefits of e-compensation include:
(1)Increasing access to critical compensation

information electronically on an as-needed
basis.

(2)Enabling round-the clock availability of
meaningful compensation information to
managers and employees

(3)Streamline cumbersome bureaucratic
tasks through the introduction of workflow
functionality and real-time information
processing.

HR portal (E T AOf@u4) and
Employee self-service (ESSE T H
FARFF)

HR portals provide a single site for
employees to visit for HR services. HR
portals range from very complex sites that
include information personalized for each
employee to basic sites that provide only
static information or allow only simple data
maintenance (Gueutal & Falbe, 2005).
Employee self-service (ESS) refers to a range
of HR services that can be delivered to, and
managed by, employees through the Internet.
ESS applications that are commonly adopted
by organizations include communications
information, health and welfare benefits
management, personal data management,

retirement management, time management,

and pay-related management (Cedar 2003).

Employees use ESS most often to view job

posting, view HR policies, apply for jobs

(internal), change personal data, view pay

stubs, and change direct deposit information

(Cedar 2002).

According to Gueutal & Falbe (2005),
potential benefits of HR portal and Employee
self-service include:

(1)Data is available to employees 24/7 and
365 days per year.

(2)Managers have much easier access to
information and are able to more rapidly
and efficiently manage their staffs.

(3)Reducing the cost of call centers and HR
specialists to handle HR services requests.

Despite the widely claimed benefits
of technology use, human resource
managers should use caution when adopting
technologies in business processes. All
decisions to convert manual processes to
electronic ones should be carefully evaluated
and pilot tested. The American Association for
Training Development has identified the best
technology performance initiatives. They are
technology that is being used in organizations
to:

— Create communities of practice and

facilitate collaboration.

— Develop knowledge management

systems.

— Develop online documentation

systems.

— Provide easy access to standards

and manuals.

— Reduce training costs.

Human resource managers should also
be aware of new emerging technologies,
which may one day become solutions
to today’s problems or a new source of
competitive advantage to the organization.
According to The New Media Consortium and
EDUCAUSE in the 2012 New Horizon Report,
emerging technologies that are likely to enter
mainstream use over the next five years
include:

(1) Mobile Applications

(2) Tablet Computing

(3) Game-Based Learning
(4) Learning Analytics

(5) Gesture-Based Learning
(6) Internet of Things

Some of these have already become
common products in the market, such as
mobile applications and tablet computing, with
smart phones and the iPad being the most
prominent examples. Game-based learning
is also catching on. The National Taiwan
University team, led by Professor Ping-Cheng
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Yeh, created the first ever Massive Online
Gaming Platform for education in the world
and won first place in a teaching innovation
competition against 427 teams from 43
countries. See an illustration of the gaming
platform PaGamO on YouTube (https://www.
youtube.com/watch?v=6lg_pKHO0Ogs).

Learning analytics may be the next hot
topic in organizations, following the popular
big data trend. “Big data” is perhaps one of
the biggest buzzwords in recent years. A
simple Google search on the keywords at
the end of 2014 resulted in 64 million entries,
an astonishing number for a term that has
become popular only after 2012. “Big data”
is featured as the theme or a subtheme in
almost all IT-, management-, or engineering-
related conferences held between 2013 and
2014 and is moving into other fields such
as international development, government
policy, art, and humanity. The Financial
Times described it as an "obsession" with
entrepreneurs, consultants, scientists, and
the media (Harford, 2014). Some HR and
organizational consultants have also started
to advocate the use of big data in HR. One
of the applications is learning analytics.
Learning analytics can provide maximum
results for decision making, but only when
data are available, especially big data.
Collection of learning data is the easiest when
technology is used in learning, as described
above in the Learning Management System
section. Human resource professionals and
managers should keep an open mind on new
possibilities brought forth by technologies, in
order to help organizations acquire, develop,
and maintain best talents.
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