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Abstract: An HRIS, which is also known as a human resource information system or human resource
management system (HRMS), is basically an intersection of human resources and information technology
through a HR software solution. This allows HR activities and processes to occur electronically. The Human
Resource Information System (HRIS) is a software or online solution for the data entry, data tracking, and data
information needs of the Human Resources, payroll, management, and accounting functions within a business.
The goal of HRIS is to merge the different parts of human resource, including payroll, labor productivity, and
benefit management into a less capital intensive system than the mainframes used to manage activities in the
past. Also called Human Resource Management systems (HRMS). A HRIS generally should provide the
capability to more effectively plan, control and manage HR costs; achieve improved efficiency and quality in HR
decision making,; and improve employee and managerial productivity and effectiveness. In most situations, an
HRIS will also lead to increases in efficiency when it comes to making decisions in HR. This research paper
helps to know about how HRIS help the organization to enhance the efficiency of work.
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I Introduction

In the ever-changing world in which we live, new technology is continually being developed. This
change requires organizational leaders to be cognizant of the different types of technology which could improve
the organizational effectiveness. Human Resource Information Systems (HRIS) have drastically evolved since
they were first introduced more than 50 years ago—they have gone far beyond their original purposes of
converting paper records into computerized databases. In modern times, HR/payroll systems are able to handle
several of HR’s numerous functions. HR Software is now full of features and self-contained—not just the data
storage systems we once knew them as. The developed HRIS will help the organization to effectively store
employee data more securely and accurately. Modern HRIS systems are now tools that HR Professionals can use
on a daily-basis for several purposes. In the past, companies were used to tracking data on paper and
spreadsheets. However, with technological advancements many companies have realized the need to implement
more sophisticated computerized systems, like Human Resource Information Systems. By moving to HRIS,
companies are able to keep more accurate and up-to-date records, allowing them to better prepare for future
growth in their companies. In most situations, an HRIS will also lead to increases in efficiency when it comes to
making decisions in HR. The decisions made should also increase in quality—and as a result, the productivity of
both employees and manages should increase and become more effective.

1L Definition
According to Hedrickson, 2003, “HRIS can be briefly defined as integrated systems used to gather,
store and analyze information regarding an organization’s human resources.”
According to Tannenbaum 1990, “HRIS ,One which is used to acquire, store, manipulate, analyze, retrieve and
distribute information about an organization’s human resources.”

III.  Objectives Of The Study
» To know about human resource information system.
» To know about uses of HRIS in company.
» To know about how computerized HRIS is more effective than manual system.
» To know about how enhance the ability of the human resource management to leverage and absorb new
and emerging opportunities and challenges in the business horizons.
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IV.  Literature Review

IV.1 HR INFORMATION SYSTEM-

HR Information System is an information system, which is basically used to track data relating to HR.
It is one of the Management Information Systems. There has been a lot of change as to how employee data were
stored before compared to present systems used in organization. It integrates information like employee details,
pay roll, benefits, performance tracking and appraisal etc. Technological advancement led to a lot of changes in
HR Management. The storage of data was now shifted from manual ledgers and books to computer hard drives
and magnetic tapes. Storage of data became easier and a lot of manual work was removed. HR Management was
later seen as a strategic building platform which dealt with the most important resource of any organization.
Hence it came to be known as Strategic HR Management (SHRM). The HR Management had total make over
when HR Information System was brought into implementation.

IV.2 TRADITIONAL VIEW OF HRIS-

HRIS is designed to supply information required for effective management of the organization i.e. for decision
making relating to human resource. Human resource departments hold the record of the employees of the
organization including personal history, skills and salary etc. The basic level of HRIS is used to help to manage
employment relationships within the organization and employees. In previously Companies were used to
tracking data on paper and spreadsheets and its take time to manage record properly and its time consuming
too.Typical HRIS Record employee information, wage and salary data, review dates, benefits, education and
training, attendance, performance data,/ appraisal results etc.

IV.3 MORDEN VIEWS HRIS-

Leading management thinker suggest that ,”it is not technology, but the art of human and human-
management.” That is the continuing challenges for executive in the 21% century. (Drucker ,dyson, Handy,
saffo,&Senge 1997). Similarly , Smith and kellyl1997 believe that” future economic and strategic advantages
will rest with the organization that can most effectively attract , develop and retain a diverse group of the best
and the brightest human talent in the Market place. The effective management of the human resource in the firm
to gain a competitive advantage in the market place requires timely and accurate information on current
employees and potential employees in the labor market. With the evaluation of computer technology ,meeting
this information requirement has been greatly enhanced through the creation of HRIS. With technological
advancements many companies have realized the need to implement more sophisticated computerized systems,
like Human Resource Information Systems. By moving to HRIS, companies are able to keep more accurate and
up-to-date records, allowing them to better prepare for future growth in their companies. A computerized HRIS
is designed to monitor, control and influence the movement of people from the time they join the organization
till the time they leave it. Human resource information systems are built to reduce the manual work of HR
expertise. HRIS helps to abandon paper forms or reports because all information is available through the system.

V. Evaluation And Development Of HRIS

In the early development of human resource management, information systems, although often
accurate and comprehensive, were mainly used for administrative and operational purposes. Forms were used to
collect leave requests, workers compensation and accident data, and salary variation and superannuation
entitlements. During the 1945 and 1960 only manual work is done for manage all HR activities in organization,
they have human capital issues, employees morale and formal selection and development method is earlier
organization not so much focus on HR related activities they was not taking interest in HR main function . Then
early 1960 to 1970 personnel become change into human resource organization was focus on human resource.
Human Resource was seen as key in organization. In this time HRIS was used mostly for keeping administrative
records.1970s and 1980s, several factors radically changed attitudes towards human resource information
systems. After that from 1980 to current large and small business organization are utilizing HRIS. The
increasing complexity of payroll systems in this period demanded more flexibility in, and access to information
system. Personal computers have made HRIS available and affordable for any sized firm. HRIS has evolved
from simple record-keeping to complex analytical tools to assist management decision making. Then according
to globalization and technological change computerize HRIS was developed in it system seeks to merge the
activities associated with human resource management (HRM) and information technology (IT) into one
common database through the use of enterprise resource planning (ERP) software. The goal of HRIS is to merge
the different parts of human resources, including payroll, labor productivity, and benefit management into a less
capital- intensive system than the mainframes used to manage activities in the past. HRIS also called Human
Resource Management System (HRMS).Organizations, centralized payroll processing sections began to be
separated from other human resource functions. Some organizations contracted their payroll responsibilities to
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external payroll bureaus with greater technological expertise, and for reduced costs. now many software use in
the organization according to their needs and want.

Line chart show the dewvelopment of HRIS in
differe time period
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Figure 2
In every organization the person who involve for HRIS development they apply these steps and then work on
HRIS.

VI. Role Of HRIS In Companies In Current Scenario

HRIS help a firm maximize the use of human resource and maintain competitiveness in its market. In
most large organizations, human resource information systems (HRISs) provide the technology backbone
supporting the complete body of human resource (HR) functions. In this role, HRISs play a critical part in the
operation of each component of HR. Additionally, by integrating across business processes HRISs provide
organizations with control, forecasting, and planning tools that supersede simple computerization of HR
functions. For these reasons, effective use of HRISs in organizations contributes to overall organizational
effectiveness. Human Resource Information System is a set of people, forms, procedures and data utilized to
store, analyze, distribute and use information of human resources. HRIS goal is to provide accurate information
for the use of persons making human resource related decisions. The organization can use HRIS for human
resource planning. New recruitments can be posted via HRIS as well as applications can be scanned and stored.
HRIS also stores information about the employees’ participated trainings and learning sessions. Performance
appraisal, compensation, benefits, competences and development plans are easily maintained in HRIS.
Employees can search for a new career within the organization and be aware of the future trainings. HRIS
allows managers to follow employee’s job performance and planned versus used hours for a certain assignment.
HRIS offers various reports available. Typical HR program involve things such as record keeping, recruiting,
selection, training, employees retention and compensation.

Uses of @ Human Resource Information System (HRIS)
HR Planning and Analysis
« Organization Charts
« Staffing Projections
« Skills Inventories
« Turnover Analysis
« Absenteeism Analysis
Employee and Labor Relations ~ ® Restructuring Costing Equal Employment
« Union Negotiation Costing « Internal Job Matching « Affirmative Action Plan
* Auditing Records « Job Description Tracking « Applicant Tracking
« Attitude Survey Results « Workforce Utilization
« Exit Interview Analysis 1 « Availability Analysis
« Employee Work History \
Health, Safety, and Security Statfing
« Safety Training —— HRIS . * Recruiting Sources
« Accident Records « Applicant Tracking
= Job Offer Refusal Analysis
Compensation and Benefits HR Development
« Pay Structures * Employee Training Profiles
« Wage/Salary Costing « Training Needs Assessments
« Flexible Benefit Administration « Succession Planning
 Vacation Usage = Career Interests and Experience
« Benefits Usage Analysis
Figure 3

www.iosrjournals.org 43 | Page



Human Resource Information System (HRIS): Important Element of Current Scenario

All this program involve multiple activities and these HR activities can be classified into three broad categories :
transactional, traditional and transformational (Wright, Mc Mahan, snell,& Gerhart, 1998) transactional
activities involve day to day transactions that have to deal mostly with record keeping- for example entering
payroll information, employees status changes, and the administration of employee benefits. Traditional
activities involve HR program such as planning, recruiting, selection, training, compensation and performance
management. These activities can have strategic value for the organization, if their results and outcomes are
consistent with the strategic goals of the organization. Transformational activities that add value to the
organization- for example cultural or organizational change, structural realignment, strategic redirection and
increasing innovation.

Table and Pie chart show the HR department activities

HR Department Activities Percentage

Transactional 65-75

Traditional 15-30

Transformational 5-15
Figure 4

Wright et al. (1998) estimate that most HR departments spent approximately 65% to 75% on transactional
activities, 15% to 30% on traditional activities and 5% to 15% on transformational activities. One of the major
advantages of design, development and implementation of an HRIS is reduce the amount of time the HR staff.
Some common human resource information systems are:

Performance appraisal: This system analyzes employee performance on the job.

Skills inventory: This system keeps track of employee skills and matches employees with specific jobs.
Benefits administration: This system manages employee fringe benefit packages

Job applicant tracking: This system keeps track of applicants for jobs with the business.

VII. Benefits Of HRIS In Companies

An effective HRIS provides information on just about anything the company needs to track and analyze
about employees, former employees, and applicants. The company will need to select a Human Resources
Information System and customize it to meet according to company needs. Comprehensive and integrated HRIS
can be used widely - in administrative, operational and strategic fields by HR and other managers. On the
operational level HRIS data can be used to identify potential internal applicants for job vacancies, saying
external recruitment costs and assuring employees of career opportunities. HRIS enables the human resource
department to make a more active role in organizational planning. Computerization will make forecasting more
timely, cost effective, and efficient. With continued technological breakthroughs HRIS systems are becoming
increasingly advanced. One of the most core HRIS functions is intranet HR self-service. Some larger companies
use their intranet today for online appraisals, career management, sentiment surveys, training registrations and
publishing people related company information. An HRIS or HRMS monitored by qualified specialists who
know technology and HR functional and tactical processes can manage compliance with federal and state laws,
streamline processes for recruitment and selection, and produce analyses, data and reports for internal and
external use. Other advantages of an HRIS include the ease of use for qualification computer technology
specialists, accuracy of information and the ability to perform HR audits using any combination of parameters.
The employee and manager self-service features are excellent ways to free up the time of your human resources
staff members for project work and other duties. Employees and managers can locate answers and information
quickly without the need to consult an HR representative every time.

Organizational

Benefits of Adoption
Variables

Firm size Improved Efficiency

H -Speed and accuracy
Financial :> - cost Resuction
Resources

Culture
Improved Effectiveness

-Decision making

Improvement
Company

Literacy

8

-Desired Management Goals

Figure 5
With an appropriate HRIS, Human Resources staff enables employees to do their own benefits updates and
address changes, thus freeing HR staff for more strategic functions. Additionally, data necessary for employee
management, knowledge development, career growth and development, and equal treatment is facilitated.
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Finally, managers can access the information they need to legally, ethically, and effectively support the success
of their reporting employees. Specific benefits of such systems include:
e  Faster information process
Greater information accuracy
Improved planning and program development
Enhanced employee communications
Reduction in cost of stored data in HR
More transparency in the system
More meaningful career planning &counseling at all levels.
Better ability to respond to environmental changes.

VIII. Security Of HRIS

The privacy of employee information has become a major issue in recent years. With identity theft
becoming a common problem, employees are becoming more sensitive about who sees their personal
information, and the security it is kept in. By making sure employee information that is kept in the HRIS is
relevant to the company and making sure there is limited access (password protection) to such information,
companies can make its employees more secure with the safety of their information. Whether electronic or
paper, employee files deserve to be treated with great care. Establishing security and end-user privileges calls
for a balance of incorporating, HR policy, system knowledge and day-to-day operations.

IX. Limitation Of HRIS

An HRIS also can be a problematic for small businesses in which some employees must wear many
hats. Some of the disadvantages of an HRIS involve human error during information input , costly technology to
update in system and malfunctions or insufficient applications to support companies human resources needs.
There is a demand for computer and technology specialists with general information technology knowledge, and
finding a qualified specialist with human resources functional area knowledge can be difficult. With such a
demand, companies cost to hire an HRIS specialist may be far above the average salary for a computer
technology specialist.

X. Conclusion

Human resources information systems (HRIS) can play an important part in a company’s HR function.
After all, we live, work and play in the information age. Implementing an effective HRIS can be sure-fire for
HR to stay on the cutting edge in its bid to deliver more effective and streamlined service. The main conclusion
of this paper is the realization that the use of computerized HRIS is most effective then manual because its help
to maintain data with more accuracy in less time. And that it also trues that HRIS functions improve HRM in
terms of administrative purposes and analytical purposes. HRIS work as a key component of the organization
and a good HRIS will provide important information about human resources needs and capabilities; this
information will assist the management team in establishing the organizational mission and setting goals and
objectives in motion. 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.
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