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 The aim of this study the study of human resource management electronics Based on 

Rouel and et al model the organizational changes Manpower pillar of growth, 
development, survival and social capital of an organization is considered Key role in 

promoting the mission, goals, policies, policies and strategies of the organization, and 

makes it easy to achieve efficacy. The study was a descriptive study and survey 
methods. The study also includes the field of oil and Gas Company is Gachsaran 

Amounting to 80 persons. Methods of data collection include: Library Survey and 

questionnaires. Cronbach's alpha reliability coefficient was used to calculate The value 
of  0/77 Were estimated. To review and summarize the data from the questionnaires of 

the two methods, descriptive and inferential statistics the one-sample t-test is used. 

Health surveys in this study showed that increasing the commitment of human 
resources, increasing the competence and capability of human resources, electronic 

Cost Effectiveness of Human Resources Human Resources Electronic mail and enhance 

consensus and cohesion impact on organizational change. 
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INTRODUCTION 

 

 Implementation of human resource electronic In addition to changing work patterns, labor relations and 

human resources personnel shift. The senior professionals in human resources must become change agents in 

organizations. Studies show that the most significant barrier to electronic, human resources, lack of staff 

motivation network to connect to and use of these systems. In other words, the use of these systems for 

personnel shall be converted to a value. One of the employees trust for the use of these systems is receiving the 

best and safest service. And it needs the cooperation of information technology and human resources in order to 

create the ideal platform to meet future needs and technological problems left by traditional systems of decades 

past. Now the time has come to managers Human Resources With technological change at the corporate level 

and coordinated with them. Long-term goals of your organization to clear online strategy, human resources, but 

should not be neglected, short-term goals. Full implementation of an electronic HR system in the longer time 

required to and in the long term beneficial effects, it should be clear to managers and employees. Consistently 

and continuously changing lifestyle of people, organizations, etc. It is obviously not unique to a certain point of 

the world, So there can be no society found that the generation that lived the same as the previous generation. 

The problem is that the pace of change in different societies, organizational units, including manufacturing, 

services, training, or even a person other than the person vary however, in some cases the gap resulting from this 

change is enormous. But the continuity of stability and continuity as an indisputable principle always exist. So if 

your unit does not have to coordinate with other members of the defeat, dissolution, and a further weakening. 

Sometimes the change may result from deficiencies, shortcomings, defects and disputes within the organization, 

which means the higher authorities to attract the necessary changes. The results of the research may reveal other 

facts about the particular problems that managers understand the need to modify the evolution of organizational. 

But outside of the motive and reason for the change is Transformative the organizations from time to time and in 

accordance with the issues that caused it to be inevitable (Hosseini et al, 2010). In fact, we can say that human 

resource is the main difference between traditional and electronic resources; electronic resources can be 

transformed into useful information and is available human using this information to each of the departments 

within the organization to adopt individual decisions (Turkian, 2008). Outcomes of e-HRM can be operational 

effects, transition effects and the effects of communication, broke down. Operating results Productivity and 
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effectiveness of e-HRM outcomes such as reducing costs or reducing pressure on the executive management is. 

The phenomena related to the interaction and networking of different actors emphasize And delivery of results-

oriented, fundamental changes to the landscape of the human resource management function that determines the 

overall performance of the organization is its ability to help its targets (Imani Pour  et al, 2012). Electronic 

management of human resources as a way of implementing strategies, policies and practices of human resource 

management in organizations through a conscious and direct support to complete the definition of channels 

based on Web technology have. Rouel et al (2004) suggests that various factors are affecting the adoption and 

use of electronic management of human resources, For example, ensure security and confidentiality of data 

input and having a good strategy for electronic management of human resources (that is where we stand and 

how to reach the goal); Good and clear goals and a good plan for how to achieve them; mental mold line 

managers and employees about the use of technology. Diana and colleagues (2006) Factors influencing 

effectiveness and acceptability of e-HR systems as a function of the orientation and alignment of individual and 

organizational goals, coping with working models of self and relationship adjustment of individual work. Their 

model suggests that the values, objectives and organizational resources are a factor in the development of 

organizational systems. Also worthy goals and other related factors such as job knowledge, skills and abilities 

that they have a critical role in determining the behavior of the system design of the Electronic Management 

human resources are influenced. 

MATERIALS AND METHODS 

 

 The correlation study of the temporal branch of the field of cross-sectional in nature and Applications. The 

study also includes the field of oil and Gas Company that is Gachsaran over 80 managers. Researcher made 

questionnaire containing 24 questions. 

 

The findings:  

 
Table 1:  reliability Inventory. 

Variable Reliability 
Increased commitment HR-mail on organizational change 0/78 

Increasing the competence and capability of e-HR on organizational change 0/87 

Cost effectiveness of electronic human resources on organizational change 0/83 
Increasing consensus and cohesion HR-mail on organizational change 0/76 

 

 First hypothesis: increased commitment to organizational changes will affect resource management 

electronics 

 
Table 2: summarizes the results of one-sample t-test research hypotheses. 

The first hypothesis 
Numbers Mean SD Value of t Degrees of freedom Sig 

65 2/7273 0/875 25/08 64 0/000 

 

 Second hypothesis: increasing the competence and ability of HR to organizational changes affect the 

electronics. 

 
Table 3: summarizes the results of one-sample t-test the second hypothesis. 

The second hypothesis 
Numbers Mean SD Value of t Degrees of freedom Sig 

65 2/53 0/79 25/838 64 0/000 

 

 Third hypothesis: organizational changes affect the cost effectiveness of electronic human resources. 

 
Table 4: summarizes the results of one-sample t-test of the third hypothesis of the study. 

The third hypothesis 
Numbers Mean SD Value of t Degrees of freedom Sig 

65 2/63 0/94 22/47 64 0/000 

 

 Fourth Hypothesis: increased institutional changes affect the settlement and integration of e-HR. 

 
Table 5: summarizes the results of one-sample t-test four research hypotheses. 

The fourth hypothesis 

Numbers Mean SD Value of t Degrees of freedom Sig 

65 2/569 0/789 26/221 64 0/760 
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Discussion and conclusions: 

 The results showed that HR increased commitment to organizational changes affect the electronics. 

Development and implementation of human resource information systems underlie a vast transformation in 

organizations that including its role in contributing to the professional development of staff, facilitating the 

process of change and innovation, the Director-perceptual skills, integrity and availability of the organization's 

processes Personnel information and analysis in the planning of human resources in the organization. Mosa 

Khani and others (2011) showed that the formulation and shaping it according to its electronic management of 

human resources. The results showed that increasing the competence and capability of human resources, 

organizational changes affect electronics. Since the environmental variables (such as laws and regulations, ICT 

infrastructure, socio-cultural characteristics of coordination between government agencies, Protection and 

human capital development vice president, etc.), as a basic precondition for any change in the country are 

government organizations. If they do not provide an implementation of these changes will be difficult. The 

electronic management of human resources in public organizations is also true. On the other hand, considering 

the fact that government agencies are actually a variety of organizations The clients themselves are interrelated 

and they may do the same thing at the same time require the coordination of several agencies, Availability of 

environmental conditions for the development of electronic management of human resources is crucial. A study 

by Anna (2008) was a leading ICT as a mediator between organizational and environmental factors on the 

acceptance of electronic management of human resources is considered. The findings indicate that 

organizational changes will affect the cost effectiveness of electronic human resources. In most studies that have 

investigated the adoption and use of information and communication technologies in the field of organizational 

pay The problem under different names, such as usefulness and ease of use or quality of the information 

received. The results of many studies show that the configuration of the electronic management of human 

resources by developing a close relationship there. 

 The results showed that increasing consensus and cohesion on organizational changes will affect. This is the 

latest theories in the management plan is needed. Why management is emphasized in order to achieve the 

desired objectives before any work should be planned And planning means identifying the goals and means of 

achieving its strategic ICT human resources, organizational strategies, goals, resources, and risks of interest for 

the development of the electronic management of human resources to identify and analyze To provide proper 

system design and develop. The Rouel and colleagues (2004) in a variety of acceptance and effective 

implementation of electronic management of human resources, For example, ensure security and confidentiality 

of data input and having a good strategy for electronic management of human resources (that is where we stand 

and how to reach the goal); nice and clear goals and a good plan for how to achieve them, and staff of line 

managers mental Molds the use of technology. Diana et al (2006) Factors influencing the effectiveness and 

acceptability of e-HR systems as a function of the orientation and alignment of individual and organizational 

goals; Working models of self and relationship adjustment with adjustment for individual organizations work. 

Their model suggests that the values, objectives and organizational resources are a factor in the development of 

organizational systems. Also worthy goals and other related factors such as job knowledge, skills and abilities 

that they have a critical role in determining the behavior of the system design of the Electronic Management 

human resources are influenced. 
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