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Abstract- Cloud computing is the latest and burning topic for individuals, academician, researchers and
the business community. Cloud computing is a integration of abstract, highly scalable and regulated resources
that is capable of hosting customer applications and is paid according to usage. This computational paradigm
was viewed as a key factor for gaining competitive advantage in the globalized marketplace as well as
sustainability. In addition, human resources managers often use cloud computing technology for their daily
operations, such as searching for resumes, tracking applications, building mobile human capital, improving
flexibility, monitoring efficiency, fast decision-making, and others. On the other hand, some of the problems that
arise when taking advantage of cloud computing are privacy concerns, protection concerns, data misuse and data
loss. Implementation of appropriate authorization, validation, tracking, filter application and others will help to
address cloud computing challenges and achieve long-term sustainability on the global marketplace. HR and
cloud computing model collaboration would thus help to improve an organization's efficiency, innovativeness,
and intellectual capital.
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I INTRODUCTION

Role of leaders in human resource (HR) is like the catalysts which facilitate various HR activities
performance and motivating organisations to adopt technology driven solutions. Implementation of cloud-based
computing is moving like technologies related online personal profiles and social networking platforms are
arranging the database rapidly for HR processes. However, most HR industries have are facing failure in the
implementation of new and innovative technologies for successful running the various HR activities like
screening and selection in interviews, performance management and HRIS. Even cloud computing is now days
are most prominent in the field of online recruitment and short listing of potential candidates online without any
processes and infrastructure. These operations of HR are becoming more easy and synchronized because of clod
computing [1-2, 24, 25.26].

The most pressing issues in HR are leadership, development, recruitment, talent acquisition and engagement.
HR leaders needs now days a strong strategic partner which can transform and reinvent HR by managing all HR
practices with the right tools and techniques. Additionally, the role of the human resource chief changed to that

of a business partner. Human resource have various features which include value in to the business process like
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dedication to employee growth, business support through organization change adoption, and effective design and
execution of HR processes, which aligning with corporate goals and objectives and aligning with a
transformational leader's characteristics [18,22].

Cloud infrastructure allows a variety of IT services globally accessible via network connectivity from a
service provider. Increased broadband and technology advancements allow cloud technology service providers to
leverage new markets and change conventional HR business practices. Cloud-based computing is replacing
conventional software installations that are transforming traditional business processes and growing market
value. However, HR practitioners are hesitant for implementation of modern technology oriented cloud
computing in traditional HR practices despite strong consensus on key issues addressed by cloud solutions. That
can affect managing human resources (HRM) and overall organizational performance [19,21].

Human Resource Managers can't imagine life today without HRMS (Human Resource Management System
Applications) applications to update employee records, and Skype to interview applicants in distant lands.
Technology has penetrated so profoundly into almost every area it seems almost impossible in the 21st century to
work without it. There's hype about yet another technical advance which has the potential to disrupt the HR
community. There's cloud technology and it's here to live. Going from an HRIS (Human Resources Information
System) to an HCM (Human Capital Management) application, and now more recently to the HRMS systems
that most companies use today, cloud application is poised to take over organization and communication to a
whole new level. The most important question is that if this cloud technology is better than the existing systems

in today’s organizations [20].

Il SHIFT FROM HR TO CLOUD BASED HR

Traditional human resources programs are fragmented and isolated. Cloud-based HR is real-time
representation of the whole company. 40 percent of the 300-plus organizations surveyed globally have their key
HR systems in the cloud, according to the new PwC HR Technology report. The introduction of emerging
technology in the last few years has dramatically changed the very essence of work. Management of human
resources has become a top priority for senior management across sectors, and is now expected to play a crucial
role in helping companies to achieve business goals. It is imperative that HR departments utilize the latest in
technology to meet this mandate. It is a goal to redefine workplace expectations and reduce stress when coping
with assignments and problems related to HR. Cloud as a technology has allowed the development of these new
employee interactions and increasing number of businesses are rushing to implement these new solutions. 40
percent of the 300-plus organizations surveyed globally have their key HR systems in the cloud, according to the
new PwWC HR Technology report. In addition, at least 73% of these organizations have at least one cloud-based
HR process. Nearly one-third of those who still use on-premise applications are actively planning their migration
into the cloud over the next couple of months [28-31].

Moving the current applications to the cloud or implementing Software-as-a-Service (SaaS)-based
technologies provides several advantages, including cost savings, accelerated innovation, streamlined and

scalable HR operations, and more efficient employee engagement.Keeping track of the latest technologies and
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integrating them into on-site applications is a complicated and expensive undertaking, while cloud and SaaS-
based HR applications are constantly being updated by vendors with the latest technologies, as they are at the
center of their market. Remote monitoring and maintenance often removes the need for internal updating and
maintenance of updates, resulting in additional cost savings[35].

The inherent scalability and versatility of any cloud system helps to reduce costs by allowing the HR
organization to scale up as and when needed. Cloud and SaaS powered HR technologies significantly strengthen
the capacity of the HR team to serve employees better. Nearly half of the companies surveyed attributed growing
use of self-service HR software and a general rise in employee use of HR applications to cloud-based HR
solutions, according to the PwC report. Cloud is mobility-compatible, and gives accessibility for HR applications
at anytime, anywhere and on any computer as per the employee’ requirement. Moreover, in today's globalization
era, on-premise approaches that operate across locations in silos make it difficult to deal with a highly mobile
workforce. Cloud-based applications can offer streamlined flexibility and digital mobility to operate a

multinational organisation, efficiently [36].

Il LITERATURE REVIEW

Adopting cloud-based technology provides a strategic advantage in terms of HR efficiency. Extensive
research tackled innovation as change agents from transformation leaders and HR leaders; however, there is a
difference between leadership style and technology implementation skills and performance impact (Zapotocny,
M., 2015) [40]. This marked the beginning of a more human-centered HR orientation. The balance of power
remained with staff managers in the 1950s and 1960s until legislation brought in uniform policies and regulatory
acts requiring staff enforcement and obedience and supplemented by manuals, rules and procedures for
employees. Francis, H., Parkes, C., & Reddington, M. (2014) claimed that in 1980s Human resources relating to
personnel management or department. The creation and implementation of the necessary global human resources
standards took place through the American Personnel Administration Society [17].

HRM is defined as the structure of an entity that is responsible for everything related to people management
including policies, processes, practices, activities and decisions. Today HRM is referred to as human resource
management or talent management (Bassi, L., & McMurrer, D. (2016)[5] . Management of human resources
continues to change positions and IT continues to play an ongoing vital role in HRM functions (Nagendra, A., &
Deshpande, M.,2014)[37].

According to Jafari Navimipour et al (2015) explained how will technology affect the human resources
sector? Cloud technology, as well as its use to re-engineer human resource management systems, is still fairly
new: the HR process environment [23]. "Technology has a deep impact on HR, and as technology evolves, in the
future it is likely to move the field in some very new directions." He also states that there are still many
unanswered questions as to whether HR can achieve its primary goals (Stone et al., 2015)[38].The effect of e-
HRM on strategic HR issues, such as turning HR into a strategic partner, and conclude that e-HRM contributes to
this (Bondarouk and Ruél, 2009) [7].
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"No studies which is specifically analyze the relationship between the implementation of e-HRM and any
kind of organizational performance measures such as competitive advantage, organizational efficiency, reduced
costs or improved HR outcomes such as increased human resources, reduced turnover or increased
organizational engagement or job satisfaction™ (Marler and Fisher, 2013) [34] . This statement usually applies to
HR processes being digitized rather than converted into an HR Cloud environment [32].

Maier et al. (2013) examines the effect on employee satisfaction and employee productivity of e-HRM
implementations in organisations. Their approach was based on the Technology Adoption Approach, which was
expanded with work-related consequences. But still, its proponents have a technological emphasis. Some writers
suggest that technology and organization be regarded separately when successfully implementing e-HRM, and
that the shared dependencies be explored more clearly [34]. Bondarouk et al. (2017) suggested that "We are also
lacking a thorough understanding of the factors influencing e-HRM adoption and its implications [6]."

According to Lawler et al., (2004) Differentiation of "HR Analytics" from "HR Metrics" HR metrics are
measurements of main HRM outcomes, categorized as effectiveness, efficacy or effects. HR Analytics, on the
other hand, does not quantify but instead reflects statistical methods and experimental strategies which can be
used to explain the effects of HR activities. In spite of this difference there is still ambiguity between HR metrics
and HR analytics [27].

Marler and Boudreau (2017) given evidence that HR Analytics has been adopted in relation to organizational
efficiency, cases where HR Analytics and academic analysis have been adopted are very restricted [33]. Another
statement is that in spite of the developments in that area, the realistic implementation of HR analytics has not
had too much impact. They also point out that these metrics are not only used for statistical purposes but also to
provide a deeper insight into the business (Baesens et al., 2016) [3].

This dimension has opened the debate on the definition of HR analytics described above. HR analytics has
grown both in the business sector and in science. They also conclude that it has so far appeared to have an
experimental position in companies but that, in addition to a rigorous study, it will also have a long-term
predictive role until 2025, powered by technical advances. Such writers also note that "the fractured and obsolete
IT environments are characteristic of current system (Van den Heuvel and Bondarouk, 2017) [39].

In the area of human resource management, cloud computing has also been implemented to achieve creative
approaches for the survival of the organisation. Normally, an organization's human resources are distributed in a
number of places, resulting in coordination discrepancies that may be linked to contact with team members or
inefficiency in timely access to or tracking of relevant information by the various other department of any
organization [9-12]. All of these problems result in data processing inefficiency, slow decision-making, inability
to respond to external challenges instantly and others. With the support of cloud technologies, the above-
mentioned gap can be fulfilled as the data can be processed in the central place-" the cloud. Centrally placed data
and information is helpful to the company as clouds promote resume scanning, tracking applications, creating
mobile workforce, monitoring results, reporting, enhancing accessibility, promoting two-way connectivity, and
enhancing department productivity. Cloud computing technology does not call for additional expenses on
maintenance and infrastructure. It is possible because cloud computing system users use the infrastructure and

computing tools (network, infrastructure, and hardware) that cloud service provides support. In addition, cloud
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computing technology assists human resource management in facilitating team engagement, goal achievement,
and self-career management. HR and cloud computing model collaboration helps to boost an organization's

efficiency, innovativeness and intellectual capital [4, 13-16].

IV OPPORTUNITIES

Cloud computing increases its presence in the market. Some of the benefits of using model cloud computing are:
Payment for value— Cloud computing platform is easier to use than home applications. The use of cloud
computing is low cost because it does not have any infrastructure investment and there is subscription charges as
well for the user. In addition, user has the option of discontinuing service as and when they wish. This kind of
need-based subscription helps to avoid the drawback of earlier used long-term contracts.

Computing elasticity— The in-house server restricts an entity or individual's ability to store data. Furthermore,
raising or increasing the storage space of the in-house server according to their needs is difficult. Cloud
computing here helps to provide the storage requirement as required, and at any time.

Worldwide Accessibility— because the clouds are on the network, data stored in these clouds can be accessed from
a number of locations and from a variety of platforms.

Low cost— the cloud data storage system would allow companies to slash their in-house hardware and software
expenses. Moreover, time is also saved, because less supervision is needed for storage, management, and retrieval
of data.

Improved effectiveness - The cloud infrastructure can both monitor and optimize the service it provides.
Transparent framework for tracking, recording, and managing the usage of resources helps to improve the

efficiency of the services rendered.

V CHALLENGES

Confidentiality, anonymity, and protection issues are the prime huddle when it comes to reaping the
advantages of cloud-fuelled services. The HR managers' drawback of using cloud storage may be the loss or
misuse of private data. Data stored in the public cloud can be easily hacked, because the hackers can easily
access it. The problem associated with data misuse occurs when the private data is available to other users or
malicious attackers get unauthorized access to the data. Additionally, data is typically stored in a remote location
that can lead to a vendor-lock-in problem or user's inability to remove data from the cloud. In fact, there is a
vulnerability to the customer's data being used for commercial purposes, because such data may be used for
commercial purposes by the cloud service provider. The other area of concern is Information Protection.

Cloud computing complex problems can be overcome by taking proactive action. The data protection
problem, data confidentiality, and access to data can be addressed by enforcing sufficient user identification,
authentication, and authorization. This can be achieved by creating a proper framework to track, verify, organize
and manage the accessibility of customer on network traffic. Additionally, in the case of data accessibility
between applications, restriction should be enforced. Encryption can be done to ensure the authentication is

successful. Protection or private data misuse may be safeguarded by taking reasonable action to control data
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privacy. It can be accomplished by limiting the exchange of confidential account-related information; by
applying filters to conceal or delete sensitive information; by tracking unauthorized network behavior; by
enforcing and communicating a consistent control, communication and enforcement framework. Additionally,

obfuscation can be used to protect data confidentiality.

VI METHODOLOGY

Present study is based on secondary and primary data and study is based on IT industry. For secondary data
various source of data includes journal and articles and for primary data open ended questions were formulated.
Data has been collected from various IT companies of Delhi-NCR those are applying cloud computing in their
organization. For data reliability and validity has been checked. Objective of the research is that to examine the

role of cloud computing in Human capital management.

VIl DISCUSSION

What are the areas of HR where cloud computing is more effective?

Recruitment 56% recruitment process. Cloud-based computing is
Payroll 51% actually used by participants for various HR
Benefits 42% processes  with  Recruitment  (56%) and
HRIS 42% compensation / payroll (51 percent) as these two
Interview 37% HR processes mostly used with Cloud-based

computing.  Participants indicated that the

Responses shows that online systems are in the respective target companies had plans for benefits
use of various purpose most of the HR managers (42%), Human Resource Information System
are using cloud based HR system for the (42%) and at last interview is having least

contribution (37).

What are the obstacles for implementation of Cloud-Based Computing in Human Capital management?

Cost/budget 42%

Aversion to change 49%

Lack of technology awareness 53% List of factors that restricts the introduction of
Security 45% cloud-based HR at the respective firms. The most
Unfamiliarity 58% frequential responses include lack of familiarity
Lack of user skill 55% with the technology, and lack of user skills and
Legacy systems function | 41% awareness from the technology. Few contributing
sufficiently factors are also includes resistance to change,

securities etc.
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How much Cloud-Based Computing affect the performance of Human Capital management?

Accessibility and availability to 58%

application and data

Budget/cost 51%

Mobility of application and data 62%

Responses provided a list of reasons why cloud-
based computing was introduced at the respective
target companies including application and data
usability and efficiency, budget / cost, and

application and data versatility.

What are various leadership qualities for successful implication of Cloud-Based Computing is necessary?

Knowledgeable 45%
Coaching 51%
Communication 49%
Strategic 62%
Business acumen 46%
Integrity 43%
Open-minded 51%
Technology savvy 59%
Analytical 42%

innovative 57%

Responses have given various traits is important
for successful cloud computing adaptor which are
knowledgeable, coaching, communication,
strategic, business acumen, integrity, open-minded,
technology savvy, analytical, innovative. Most
effective traits are technical savvy, innovativeness,
open-minded and coaching with highest percentage

respectively.

How Human Resource does contribute towards the performance of the organization?

Efficient Training Programme 67%
Designing and implementing 55%
specific plan

Security needs concerns 52%
Conduct a need analysis 61%

The leading practices includes effective training
and development programme for the end users and

for that they need to conduct detailed need analysis

and after that they have to devised some plan which
they have to implement in the organization. Apart
from this they need to understand the security
issues associated with organization. Which
ultimately gives the overall improved performance
of organization, i.e. new system will be more cost

effective and time effective.

What are the implications of best practices in Cloud Based computing within HR?

Creating and following a 56%
comprehensive implementation

plan

Creating a communication plan 67%
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Addressing data security 46% best practices for the effective implementation of
Conducting detailed needs 49% cloud-based computing include the development
analysis and follow-up of a systematic implementation plan,

the development of a communication plan, a

Traditional leaders of change empower training plan for all end users, the implementation
followers to accomplish shared goals and how of a feedback loop for continuing changes,
transformational leadership positively affects leadership buy-in and support, data protection,
technical innovation. The results of study shows thorough review of needs.

VIII CONCLUSION

Cloud computing is seen as the latest in networking and technology advancement. Cloud computing provides
various advantages for individuals as well as organisations, such as scalability, versatility and others. HR
managers can use cloud computing effectively to take fast decisions, track performance, scan for prospective
workers, improve workplace mobility and others. HR manager can solve the threat of data privacy, security and
integrity while implementing the cloud computing model by clearly identifying, communicating and monitoring
data storage, transmission and handling process on clouds. In addition, legislation should be enforced to make
every cloud service provider responsible for securing confidential information and accountable for it. Even
individuals and organizations, though revealing their personal identities and confidential details, should remain
vigilant. Taking these strategic steps will help individuals and organizations, through the use of cloud computing

technologies, achieve sustainability and productivity.
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