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Abstract 

In the last decade, many research studies were published on various aspects of Human resource 

information systems and its effectiveness in an organization. A review of these research studies is 

highlighted in this paper. These studies were collected from various sources such as professional 

journals, books, Web and digital data bases like EBSCO. 
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Effectiveness of Human Resource Information System 

 

Implementation of HRIS is designed to improve the effectiveness either in terms of accuracy of 

information or by using the technology to simplify the processes. It‟s true when large data sets 

require reconciliation according to Hendrickson (2003). Onerous manual reconciliation processes 

can be executed faster and with near perfect accuracy using automated information systems. 

Ahmer (2013) pointed out that HRIS should not be considered as an expense rather 

organizations should take it as the amount spent was invested. HRIS packages with less 

functionality could be costly. The cost of infrastructure to be installed for the 

implementation of HRIS was also significant in monetary terms. It was concluded that 

Relative Advantage and Compatibility were positively related to adoption of HRIS. Top 
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Management Support and HRIS Expertise were found to contributors to the decision of 

HRIS adoption.  

Ponduri (2016) in the study Quality of human resource information systems At commercial bank 

of Ethiopia stated the implementation of HRIS as a whole to ensure system integrity. Despite the 

contributions of IT department to operations in the organizations IT has not been fully explored 

in all dimensions, particularly in human resource department. Most of human resource practices 

are performed by manually operates because of lack of implementation. So the organizations still 

has not fully integrated aspect human resources. In addition to the above fact, lack of consecutive 

training on the area under studied is no sufficient so it creates major drawback through practice. 

Patel (2015) in the study of Understanding Human Resource Information Systems & Its 

Importance in Organizations the use of Human Resource Information Systems seems to play an 

important role in Human Resource Management (HRM) because HRIS functions improve HRM 

in terms of administrative purposes and analytical purposes. The use of technology is turning 

into less and less the domain of only IT functions and more of different departments in global 

organizations. It is true of HR, where the use of technology and the effect it will have on the 

function is of major concern to senior HR executives. HRIS is going to become an integral part 

of organizations and organizations will increasingly need to adapt their HRIS for most 

importantly compliances. HRIS can make a whole lot of data accessible to employees which help 

in transparency. The company can follow rules and procedures clearly and can be communicated 

well to employees. The crucial part of HRIS is the data which is accumulated in the 

organizations. That data will be a lifetime asset for the company and hence HRIS is going to 

remain an integral part of organizations. 

Manivannan & Jayasakthivel Rajkumar (2016) in the study Benefits and Barriers of Human 

Resource Information System stated that the HRIS is a newly implemented system. The 

employees and the managements should understand and streamline the HRIS system that helps 

the organization develop the employees‟ skill and being for the organizations to get the timely 
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information from all the departments. Moreover, some barriers preventing the organization to 

carry out the HRIS successfully are a lack of funds, a lack of expertise. 

Rand H. Al-Dmour1 & Zu‟bi M. F. Al-Zu‟bi (2014) have indicated that the most frequent 

applications of the HRIS used in the business organizations in Jordan are “the Employee 

Records,” followed by “the Pay Roll” and "the Recruitment/Selection." This study has shown 

that the benefits of HRIS include the quicker response time, the more accurate HR information, 

the reduction of paperwork and the manpower, and the more efficient tracking and controlling 

and the barriers, the cost implications and an inadequate knowledge in implementing the system. 

Sabrina Jahan (2014) has analysed the small corporate houses and the big organizations, failed to 

realize the benefits of HRIS, and taken hardly any initiative to carry out the system. The author 

of this study has further identified the lack of management commitment and the high cost of the 

HRIS introduction, being the major barriers to the success of the HRIS. But, the benefits of the 

HRIS are more than the limitations mentioned in this study. The author has strongly expressed 

that the organization, the employees, and the management do realise the benefits from getting the 

HRIS implemented. 

Dr. Shine David, Surbhi Shukla, Shivangi Guptabrina Jahan (2015) said that the organization‟s 

success depends on the effective use of its valuable human resources. Nowadays, every 

organization treats the human resources as the strategic assets. The HR executives adopt the 

HRIS to make their organization competitive advantage and outperforming the rivals. The 

organizations are now adopting the HRIS than ever before for ensuring the effective use of their 

human resources. But, many challenges and issues keep the organizations deprived of enjoying 

the benefits of this technology. Those hurdles based on the responses of the human resource 

(HR) executives, the employees, who are the frequent use of the HRIS in the organization 

operating in India. 

 According to Bhujanga Rao (2015) present day in a technical driven society companies are 

heavily people driven and hence companies are requiring proper management of human 

resources.  The dynamics of human resource management and role of Information system in 
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large scale industries are very high in comparison with small scale industries. In his study 

pointed out that  the services provided by  HR departments is mode rate more over the perception 

of quality of services provided to the employees and HR staff through HRIS  in the organizations 

is showing the difference  in the perception.  So it is  necessary in the organizations HR 

departments need to formulate appropriate plans, polices, programs and strategies to make HRIS 

function more dynamic and improve the quality of services provided by HR department. 

Expectations and aspirations of organization after introducing the technology is the primary 

concern of any CEO of the organization according to Bhattacharya (2010). Shammy Sri (2012) 

studied the effectiveness of HRIS on HR functions found out that HRIS provides the information 

and guidelines for the HR operations.  Still in a technological grown up society HRM is taking 

care of employee records, the existence of HRIS making this employee information is producing 

more effective and faster outcome than that can be done on the papers almost HRIS can track 

any type of data.  No doubt the system is some time is complicated and difficult to work but it is 

helping HR practices with the organizational strategy, identifying the improvement areas and 

keep abreast with the current practices. 

The Indian Human resource expectations and aspirations have gone through tremendous changes 

due to liberalization of Indian economy and entry of Global companies into the Indian market 

after 1995. Government liberalized the policy of privatization and in late 90‟s and “Millennium 

Bug” introduced huge investment in IT industries, particularly in the financial sector.  IT sector 

in Indian industries was affected differently by the external environment in identifying the facts 

necessary for designing HR strategy and practices in Westran Maharastra area.  The study 

sample included IT / Computer departments of Non-IT firms such as HDFC, SBI and Finolex 

Industries and aspects such as managerial support, setting a direction/ vision, establishing and 

clarifying procedures, providing formal feedback and establishment of communication linkages 

among organization subunits were studied.  It was observed that the aspirations, work culture, 

ethos and management of HR practices in these sub-units were grossly different than those of 
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their parent companies.  The sub-units behave more like IT sector companies than the financial 

or manufacturing companies. 

Creating the linkage between Human resources and the technology adoption is one of the 

challenging issues as per Shankar (2007). In the new century, human resource information 

system capitalizes on the synergy between the two precious assets of an organization viz. Human 

resources and technology.  Most organizations recognize the value of Human resources and 

consider them as their most important assets. But many organizations are still treating their 

employees as an expenditure, which leads to lack of attention to proper information management 

of human resources.  This in turn leads to sub-optimal utilization of Human Resources.  Some 

enlightened organizations have adopted information technology in managing their human 

resources so as to optimize the utilization of human resources while treating them as their prime 

assets at the same time.  This study intends to help understand how to maximize the perceived 

benefits and minimize the potential barriers in adopting HRIS. 

The importance of HRM in SHRM is focused by Adjei and Boating (2007).The study aims at 

investigating what role the HRIS plays in SHRM.  It attempts to examine how HR professionals 

and managers indifferent organization see the effects of HRIS in strategic HR tasks and job roles.  

It also tries to find out if there are any significant differences in the usage of HRIS in small and 

medium enterprises (SME‟s).  The results of the survey reveal that HR professionals not only 

consider HRIS usage as a support of HR tasks but also perceive it as an enabling technology.  

The study also indicates that large firms are most likely to use HRIS in strategic HR tasks. 

Moreover there was no significant correlation between the size of a company and use of HRIS in 

support of commitment and managing trade union relation with organization.  

Changes in HR practices are examined by Baran et al., (2002). The difference in HR practices 

and the effects of new HR practices on organizations has significant positive correlation between 

human resource practices and organizational change. Moreover, there was significant difference 

in information sharing between top and bottom level managers during the period. Additionally 

they indicated that there were no differences between the human resource practices in companies 
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of different sizes. However some differences existed in the information sharing between 

managers of same level.  

Shibly (2011) presented various information system models on the effectiveness of HRIS. This 

study presents and validates a comprehensive, multidimensional model of HRIS success, which 

consists of six success measures viz. perceived HRIS system quality, perceived HRIS 

information quality, perceived HRIS ease of use, perceived HRIS usefulness, HRIS satisfaction, 

HRIS success (net benefit).  The empirical evidence shows that HRIS success was affected by 

HRIS satisfaction, which in turn was influenced by perceived HRIS system quality, perceived 

information quality, perceived ease of use, and perceived HRIS usefulness. 

Hagood and Friedman (2002) stated that one of the most significant challenges faced by public 

and personnel executives today is measuring the performance of their HRIS in order to justify 

the value added contribution of the HRIS in accomplishing the organization‟s mission.  Over the 

last year the CIA developed and implemented a balanced scorecard-based performance 

measurement system for justifying the cost and high lighting the effectiveness of the system. 

Effectiveness can be measured by different parameters, according to Katona, Zubcsek, and 

Sarvary (2011).The diffusion process in an on-line social network gives individual connections 

between members.  The authors model the adoption decision of individuals as a binary choice 

affected by three factors 1) the local network structure formed by already adopted neighbors. 2) 

the average characteristics of adopted neighbors 3) the characteristics of the potential adopters. 

Focusing on the first factor, the authors find two marked effects.  First, an individual who is 

connected to many adopters has a greater adoption probability. Second the density of 

connections in a group of already adopted consumers has a strong positive effect on the adoption 

of individuals connected to this group. The article also records significant effects for influencer 

and adopter characteristics.   

The efficiency of technology with respect to Human mind is projected by Gangawani (2010), 

who states that Technology is the innovation of human mind that increases efficiency and 

extends human capabilities by providing ease at work.  When this term is coupled with 
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information, it creates a new branch i.e. information technology.  IT enables the implementation 

of the information system which provides support in solving managerial and organizational 

problems.  IT involves the study of hardware, software and telecommunications.  It plays an 

important role in today‟s growing economy and has a great impact in the field of research and 

development.  The emergence of IT is not only reshaping business models but also intensely 

interlining enterprises across their internal as well as external value chains.  Today organizations 

are taking initiatives for implementing IT in order to provide convenience to their employees and 

investing huge money for IT solutions.  However, the results obtained are different from what 

were desired.  The primary reason for this state is that IT is only an enabler and not a fixer of 

business processes.  

Bohle (2008) states that  an effective HRIS is critical in today‟s organizations, in order to cope 

with a number of issues such as increasing organizational demands, more extensive use and need 

of information, continuous pressures to reduce costs, and making HR a more strategic business 

partner.  This paper highlights the main reasons that organizations consider when introducing an 

HRIS, in addition to developing a framework for assessing the effectiveness of the system and to 

sustain its success. 

Linking the Human Resources and HRIS is the one of challenging task as per Lin (1997), who 

states that human resource information systems (HRIS) capitalizes on the synergy between the 

two  precious assets viz. human resources and information technology.  This study examines the 

content and context of HRIS in Taiwan.  This research shows that higher HRIS level 

(DSS>MIS>EDP), usage by top managers, usage by HR staff, and HRIS experience contribute 

to greater organizational support and HRIS effectiveness, training, support of the Information 

system department, involvement of human resource leaders. 

Lin (1982) states that, there is a competitive advantage for the Human resources management, if 

it emphasizes on human resource planning and human resource information systems. The 

findings say that a shift of human resource management focus is envisaged over the next few 

years with human resource planning as a dominant future concern as analysis of annual human 
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resources supply significantly contributes to the success of human resource planning. Investment 

in an information system will be more oriented to planning and decision support in the future. 

 

Barbeito (2006) stated that nonprofits can create an effective work environment. Human 

Resource Policies and Procedures for Nonprofit Organizations Provides a reliable framework for 

developing sound human resource management policies and procedures that will improve an 

organizations recruitment, motivation, retention of a qualified workforce. This comprehensive 

resource also guides retention of a qualified workforce. This comprehensive resource also guides 

organizations in reducing the risk of lawsuits and claims by offering accessible knowledge of 

relevant laws and advice for implementing good employment practices, policies for paid 

employees, volunteer workers and outsourced workers. 

In Barbeitto (2005) study, user-friendly explanations covering critical human resource policies 

and procedures are amply supplemented with examples of related forms and auxiliary 

information. These sample policies, procedures and forms can be easily adopted by nonprofit 

organization of any size. Checklists are also provided to ensure a proper, step by step 

implementation process. Non-profit executive directors, boards of directors and managers 

responsible for human resource functions will turn to this guide time and again for authoritative 

material on Organizational policies and procedures, compensation, supervision, Employment 

conditions, Administration, Volunteer policies and Client service policies. One can learn about 

organizational policies and procedures, recruitment, hiring, termination, compensation, 

supervision, employment conditions, administration and volunteer policies and the framework 

for developing a comprehensive human resource management system for paid employees, 

volunteer workers and outsourced work. 

Organizational development is one of the important factors where one can use the technology 

effectively and efficiently, according to Cusick (2005). He revealed that OD can be used 

effectively and efficiently to facilitate mandated change in multi-site multidisciplinary large 

organizations. This case study demonstrated that project management, Centralized leadership and 
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the use of change agents were practical efficient and effective within the OD framework. Change 

is inevitable in the growing competition.  Change can be measured by effectiveness of 

organizational development according to Moran and Mead (2001).They revealed that change is 

often brought about by an organization‟s old ways being shown to be ineffective and inefficient. 

The organizations must change the approach, just as the most successful „techno-individuals‟. 

Effectiveness can be measured by frequent changes in the organization by way of releasing the 

products according to Zirger and Hartley (1996), in their article “The Effected of Acceleration 

Techniques on Product Development Time”. In this study they explained about the factor of 

bringing new products to the marketplace which has become a strategic imperative in many 

markets, especially high technology industries, NIMBLE Firms. Those that can respond 

effectively to rapidly changing customer needs will lead the competition. Effective product 

development involves minimizing the resources (people, money and time) required to deliver an 

appropriate mix of product features such as performance, quality, price and availability to 

customers. Introducing new products faster than the competition allows firms opportunities such 

as setting product standards, being a technical pioneer, being able to rapidly respond to customer 

feedback and ultimately realizing higher profit margins. This study revealed that making 

frequent incremental changes rather than periodic radical changes during a given time period is 

purported to reduce development cycle time. Incremental innovation is expected to be faster in 

the long run than more technically ambitious product changes, because projects are more likely 

to stay on schedule. 

There is variation in the public and private organizations with regard to Effectiveness, as per 

Knott (2009) in his study “Cooperative Effort and Principal Agent Relationships”. In this study 

an attempt was made to identify similarities and differences between the Public and Private 

sectors. This essay takes an alternative approach by examining the basic internal characteristics 

and external constraints of management in both sectors. The analysis concentrates on comparable 

team production problems and underlying principal agent relationships, providing illustrations 

from private firms and public agencies. 
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Slyke, David and Hammons (2008), in their article “The Privatization Decision - Do Public 

Managers Make a Difference?” study the political environment of privatization and its impact on 

public management in the context of the privatization of a state park in Georgia. The study 

specifically focuses on the actions of public managers in the privatization process, at formulation 

and implementation stages. They find that public management capacity actually increases as a 

result of privatization. This is an outcome quite different from those reported by public 

management studies of other privatized services. Applying a principal agent framework, this 

study yielded several lessons that may strengthen public managers‟ capacity to act as “smart 

buyers” of goods and services and to enforce accountability when managing contractual 

relationships. 

In the article “Public or Private Management?”, A Comparative Analysis of Social policies in 

Europe”, Gran ( 2008) pointed out that, across the world, political leaders and policy experts 

frequently use the labels „public‟ and „private‟ to organize social policies. A line seemingly 

separates public from private efforts, with social policies publicly organized in some countries 

and privately organized in others. According to this perspective, a public social policy is private 

and non-public actors and institutions like employers, undertake it or it deals with a private 

matter, like body control.  

The difference between public and private organizations was studied by Boyne (2004).He states 

that the critics of New Public Management argue that differences between public and private 

organizations are so great that business practices should not be transferred to the public sector. In 

this study the theoretical arguments on the difference between private firms and public agencies 

are reviewed and 13 hypotheses are identified on the impact of their being public organizations 

on organizational environments, goals, structures and managerial values. Evidence from 34 

empirical studies on differences between public agencies and private firms, is critically 

evaluated. Only three of the hypotheses are supported by a majority of the empirical studies 

indicating that public organizations are more bureaucratic and public managers are less 

materialistic and have weaker organizational commitment than their private sector counterparts. 
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However, most of the statistical evidence is derived from studies that use narrow measures of 

public-ness and fail to control the other relevant explanatory variables. Whether the existing 

evidence understates or overstates the distinctiveness of public agencies is therefore unclear. A 

research agenda and methods are identified for better comparisons of management in public and 

private organizations 

The effectiveness of the system depends upon the size of the organization. The size of 

organization determines HRIS usage, the type of module it adopts, and how information is 

analyzed. These information systems increase administrative efficiency and produce reports 

capable of improving decision-making. With regard to the use and impact of human resource 

information systems on human resource management professionals, there are a few differences 

existed between Small /Medium (SME) and large companies and specific use of HRIS for 

strategic collaboration enhanced professional standing. However, it is to be noted that it was not 

so pronounced by a few other professionals.  

 

Synthesis of Research Studies  

 

The studies clearly indicate that considerable effort has been made by the organizations in 

introducing the HRIS.  Still several key areas are to be considered to meet future challenges in 

terms of current status of HRIS, performance of HRIS, Design & Development, and use of 

HRIS. The HR managers and technology challenges are key issues relating to performance of 

HRIS.  As companies implement HRIS initiatives, they also will need to focus on how best to 

prepare HR staff for their new roles and responsibilities.  This shift necessitates certain training 

and development activities that provide HR professionals with competencies necessary to be 

successful in an HRIS environment. In this globalization this transformation may seem as 

straightforward as providing HR professional with business knowledge and developing their 

functional expertise. The studies have not identified the relationships between the adoptions, 

activities of HRIS and its effectiveness moderated by the impact. The effectiveness of HRIS lies 

in the correlation between the adoption of HRIS activities and HR‟s perception on adopting the 
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HRIS activities in the organizations.  In other words the identification of the role of HR 

personnel in coordinating the functional and technical personnel in the adoption the new 

technology either in the small or large scale industries is the primary aspect which has to be 

considered. Human Resources deal‟s with a business‟s most valuable asset: its employees.  

Every change to this workforce – every hiring, promotion and termination uniquely influences 

the success of the company.  It is the HR‟s responsibility to make these kinds of decisions and 

HR‟s ability to do so relies on the availability and accuracy of relevant employee data.  An 

effective HRIS system helps to bring management to a new and higher level. 

Conclusion 

Many research studies were reviewed and the essence of them was presented. From the studies 

addressed in this paper, there are interesting trends that were noticed. In present day growing 

competition, it is the primary concern for every organization‟s HR manager to describe the 

upcoming challenges and the importance of HRIS. But HRIS is a software solution for large, 

mid-sized and small business to help automate and manage the Human Resource activities like 

payroll and HR accounting.  The success of the organization relies on execution. Value chain is 

the key factor which promotes service quality, innovation, responsiveness, and also defines 

positions for specific business competition on an ongoing basis. However HRIS is more simple 

aggregation mechanism for HRM. Such issues were identified in the studies reviewed. 

This paper also witnessed an interesting issue that HRIS has a very wide scope in covering 

various HR activities, but it is the responsibility of the organization to take necessary steps in 

suitably adopting the technology. In the globalized competitive environment it is essential 

interest of the economic players to employ best work force, though it is very difficult to find 

highly suitable manpower. 

Further, it was also found from these studies that introduction of the technology in the 

organizations have high impact in every field of the organization.  Duplication of work can be 

eliminated and different activities can be streamlined to improve the efficiency.  HRIS has 

enhanced the perceived standing of HRIS professionals within the organization.  HRIS 
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implementation is done through three phase‟s viz. adoption, impact and institutionalization.  

Technology has an impact on various jobs of the organization and also it had the highest impact 

on the organizational performance. With regard to executives who depended on different types of 

information will have a great impact in decision-making and also they respond differently.  , 

HRIS had great impact in giving the better services for the managerial decision making process.. 
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