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I. ABSTRACT
The purpose of this paper is to establish the relationship between Technological Impact of HRIS and Human
Resource Management in this competitive era. Human Resource Information Systems (HRIS) provides the
effectiveness of strategic human resources management at the workplace. As the large organization have a large
number of employees, so it is required to have a database technology to keep the records and tackling human
resource problems. Many organizations following e-Recruiting system by focusing on the level of Human
Resource (HR) employees to identify unintended consequences during the implementation of Human Resources
Information Systems (HRISs). It provides an evidence for an indirect effect of attitudes towards the HRIS on
turnover intention that is fully mediated by job satisfaction. HRIS adoption and its use have a strong and
positive effect on Cost and Time Saving and Decision Making Contribution. This paper contributes to the
literature on systems implementations and technology adoption by suggesting work-related outcomes as
important additional success variables.

Keywords: Human Resource Information System, Strategic Human Resource Management,
Strategic Decision Making. Technology Adoption; Job Satisfaction. Turnover Intention. ERecruiting.

II. INTRODUCTION
Human Resource Management (HRM) is now a major field in labor economics. The hallmark is to use standard
economic tools applied to the special circumstances of managing employees within companies. So it is essential
to use advanced technology to keep the records of large number of employees. HRM covers a wide range of
human resource practices, viz., performance appraisal system, potential appraisal system, counseling and
feedback system, career development system, promotion policy, and training and development system (Bahl,
2013).
To survive and get successful in today’s competitive and fast-expanding corporate world, an organization would
need to maintain a imperative edge over its competitors. With this concern the concept of information
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technology (IT) had been introduced (Chow, 1990). Keeping this under observation now many organizations
following IT in their HRM practice in the form of HRIS.

III. HUMAN RESOURCE INFORMATION SYSTEM
HRIS is considered to be an integrated system acquiring and storing data used to make analysis, make decisions
in the field of HR. It helps in collecting, storing, maintaining, retrieving and validating the data needed by an
organization about its human resources, human resource management activities and organization’s
characteristics.
Human Resource Information Systems (HRIS) brings an opportunity for human resource (HR) professionals to
become strategic partners with top management (Lengnick-Hall and Moritz, 2003). The idea of HRIS allows HR
department to function in an effective and efficient manner and provides better and accurate information to
make better decision making for the firm.
It is repeatedly regarded as a service provided to an organization in the form of information (Tannenbaum,
1990). Lengnick-Hall and Moritz (2003) stated that HRIS will be implemented at three different levels: the
publishing of information; the automation of transactions; and, finally, a change in the way human resource
management is conducted in the organization by transforming HR into a strategic partner with the line business.
When the HRIS function was computerized, fast decision making was able to take place in
the development, planning, and administration of HR because data became much easier to
store, retrieve, update, classify, and analyze. In addition, an HRIS can strengthen an
organization’s character in general (Sadri and Chatterjee, 2003).

IV. OBJECTIVES
1. To establish the relationship between

Human Resource Information System and Human Resource

Management
2. To identify the technological impact of HRIS on Human resource management

V. LITERATURE REVIEW
In this paper, the main focus on how modern technology is helping in ensuring effectiveness of HR functions.
Through Human Resource Information System (HRIS) organizations make the HR department administratively
and strategically participative in operating the organization. The main objective is to understand the extent to
which HRIS is being used in increasing the administrative and strategic functions of the HR department.
Tannenbaum (1990) stated the HRIS as a technology-based system used to acquire, store, manipulate, analyze,
retrieve, and distribute pertinent information regarding an organization’s human resources. Kovach et al., (1999)
viewed HRIS as a systematic procedure for collecting, storing, maintaining, retrieving, and validating data
needed by organization about its human resources, personnel activities, and organization unit characteristics.
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The common benefits of HRIS is that it included improved accuracy, timely information and quick access to
information and the cost saving process (Lederer, 1984). HRIS is not limited to the computer hardware and
software applications that comprise the technical part of the system it also includes the people, policies,
procedures, and data required to manage the HR function (Hendrickson, 2003).
Technological advanced HRIS function enable faster decision making, development, planning, and
administration of HRM because data is much easier to store, update, classify, and analyze. (Sadri and Chatterjee,
2003) In his study identifies the other benefits of HRIS that it makes easier to identify the relevant cost and
intangible benefits which is quite difficult to recognize in general sense. It was opined that the greatest uses of
HRIS were its contribution to the efficiency and effectiveness of HR planning through HRIS skills’ inventory,
HRIS training needs analysis, HRIS succession planning and HRIS labour demand and supply analysis.
Organisations can keep the record of efficient HR planning and its effectiveness if HRIS aligns with information
system strategy and HR strategy. Organisations need to put together HRIS functions with other business
functions (Nagendra and Deshpande, 2014).
Walker (1982) explained that an HRIS is a systematic procedure for collecting, storing, maintaining, retrieving
and validating the data needed by an organization for its human resource management. In relation to manpower
it can support long-term planning (Kovach et al., 2002), staffing, separations and development with information
on training program costs and work performance of trainee. It can also support compensation programs, salary
forecasts, pay budgets, employee relations, contract negotiations etc. Communication and information
technologies have added value to HR applications which helped in developing a human resource information
system (HRIS).
Pinsonneault, 1993 viewed in his study that the use of IT in HRM to organizations has helped the HR staff to get
free from routine roles and enable them to concentrate on strategic planning in human resource development. In
the present context of increasing globalization, Tansley and Watson (2000) states that the organizational
environments have become increasingly complex. Managers in these organizations face growing difficulties in
coping with workforces as they are spread across a variety of countries, cultures and political systems. Managers
can utilize IT as a tool in general as well as in human resourcing functions in particular to increase the
capabilities of the organization.

VI.

TECHNOLOGICAL IMPACT OF HRIS ON HRM

HRM generally uses IT as HRIS. Recent developments in technology have made it possible to create a real-time
information-based, self-service, and interactive work environment. Personnel Information Systems have evolved
from the automated employee recordkeeping from the 1960s into more complex reporting and decision systems
of late. Today, managers and employees are assuming activities once considered the domain of human resource
professionals and administrative personnel. HRIS meet the needs of a number of organizational stakeholders.
The increased complexity of employee benefit options and the corresponding need to monitor and modify
category selections more frequently has increased the awareness of HRIS functionality among employees. Web-
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based access and self-service options have simplified the modification process and enhanced the usability of
many benefit options and administration alternative for most employees.
An HRIS is the process by which inputs from an organization’s environment is transformed into outputs.
Technology includes tools, machinery, equipment, work procedures, and employee knowledge and skills. In the
present competitive world, technological impact can dramatically influence an organization’s service markets,
suppliers, distributors, competitors, customers, manufacturing processes, marketing practices and competitive
position. Technological advancements can create new era of competitive advantages that are more powerful than
existing ones. Recent technological advances, as we all know, in computers, lasers, robots, satellite networks,
fiber optics, biometrics, cloning and other related areas have covered the way for significant operational
improvements.
The rationale for the implementation of HRIS varies between organizations. Some use it to reduce costs, others
to facilitate better communication, and some use it to re-orient HR operations to increase the department’s
strategic contribution (Parry, Tyson, Selbie, & Leighton 2007). HRIS provides management with strategic data
not only in recruitment and retention strategies, but also in merging HRIS data into large-scale corporate
strategy. The data collected from HRIS provides management with decision-making tool. An HRIS can have a
wide range of usage from simple spread sheets to complex calculations performed easily (Parry 2010). Through
proper HR management, firms are able to perform calculations that have effects on the business as a whole.
Such calculations include health-care costs per employee, pay benefits as a percentage of operating expense,
cost per hire, return on training, turnover rates and costs, time required to fill certain jobs, return on human
capital invested, and human value added. It must be noted that none of these calculations results in cost
reduction in the HR function (DeSanctis, 1986: 15). The aforementioned areas, however, may realize significant
savings using more complete and current data that can be made available to the appropriate decision makers.
Consequently, HRIS is seen to facilitate the provision of quality information to management for informed
decision-making

VII.

CONCLUSION

To conclude that it can be said that HR functioning is becoming more and more challenging day by day,
advanced technology is projected to improve the performance of Human Resource Management (HRM) by
shifting its focus from administration or personnel management to strategic HRM. The rapid changes in
technology is expecting HR professionals to get new skills through education, or sourcing HR Professionals
who have technical ability. It is to be note that if a company did not have a paper system, the development and
implementation of a computerized system would be extremely difficult. For this purpose we use the term HRIS
to refer to a computerized system designed to manage company’s HR. Due to the changes in technology, the
face of the workplace has changed and systems have been made more effective by introducing new techniques.
Majority of the organizations have now understood the importance of information storage and retrieval.
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