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Human Resource Information System is an area which has attracted the attention of a 
number of researchers. It is necessary to evaluate critically the existing research on the 
subject, with a view to place in proper perspective the important contributions in the 
field, identify the gaps, deficiencies, and the comparative neglect of the important 
research areas, and thus provide an analytical framework for the future studies in the field 
of HRIS. 

The catch words now relevant are Strategy, Transparency, Clarity, Equal Opportunity and 
Digital world plans. Our country is heading towards becoming a major player in the IT 
Industry, very soon we will be proud to call ourselves as citizen of Digital India. Digital 
world leads to data accumulation. The accumulated data can be used in a very effective 
manner to do an analysis on the employees. It will also help the organization in 
understating the week areas of the employee performance and help the employee perform 
better. Maintaining employee data in the digital format will not only help the organization 
in maintaining clarity, it also helps the Employee in leading a stress-free work life. HRIS 
can be the success factor for the organization if it is handled as a tool to effectively 
handle the human resource functions of recruitment, Safety, Employee relation, 
Compensation and benefits, compliance, Training and development. Using the data 
available with HRMS Tool.  Strategy can be formulated to derive the best of our existing 
employees. In case more employees are needed it predicted before hand     
KEYWORDS: HRIS, Employee Management, Technology, IT, Employee performance. 
HRMS, Strategy. 
 
INTRODUCTION:  

The effective management of human resources in a firm to gain a competitive advantage 
in the marketplace requires timely and accurate information on current employees and 
potential employees in the labor market. With the evolution of computer technology, 
meeting this information requirement has been greatly enhanced through the creation of 
HRIS. HRIS can be used in HRM programs, such as selecting and training employees, to 
make them more efficient and effective. 

Historical Evolution of HRM and HRIS: 

One can analyze the historical trends of the HR function from different viewpoints: The 
evolution of HRM as a professional and scientific discipline, as an aid to management, as 
a political and economic conflict between management and employees, and as a growing 
movement of employee involvement influenced by developments in 
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industrial/organizational and social psychology. This historical analysis will demonstrate 
the growing importance of employees from being just one of the means of production in 
the 20th-century industrial economy to be a key source of sustainable competitive 
advantage in the 21st-century knowledge economy. Examining the evolution of HRM 
intertwined with developments in IT and describing how IT has played an increasing role 
in the HRM function. In addition, this historical Analysis will show how the role of HRM 
in the firm has changed over time from primarily being concerned with routine 
transactional HR activities to dealing with complex transformational ones. Transactional 
activities are the routine bookkeeping tasks—for example, changing an employee’s home 
address or health care provider— whereas transformational activities are those actions of 
an organization that “add value” to the consumption of the firm’s product or service. An 
example of a transformational HR activity would be a training program for retail clerks to 
improve customer service behavior. Thus, transformational activities increase the 
strategic importance and visibility of the HR function in the firm. Perhaps the most 
significant development in the HRIS area currently is the growing use of organizational 
intranets as a means of managing many aspects of a firm's HRIS. 

Interface between HR and Technology 

The availability of microcomputers and relatively user-friendly software means, that to an 
increasing extent, human resource managers are no longer dependent on information 
system professionals to develop and implement applications. IT-driven automation and 
redesign of work processes certainly help reduce costs and cycle times as well as improve 
quality. Management information systems (MIS) can further help decision makers to 
make and implement strategic decisions. However, IT is only a tool and can only 
complement, not substitute, the people who drive it. With HR data and reports now being 
readily available on their desktop, would managers interact less with the HR department 
and see it as being less important? If that is so, how would it affect the attitude of HR 
professionals towards their jobs and profession? Would they resist adoption of 
technology if they perceive that technology lessens their status?  

In traditional organizations with silo mentalities, turf wars between departments and 
functions acting as independent entities are common. Therefore, top management needs 
to be mindful of organizational politics in managing change. Through most of its 
evolution, HRM has had an administrative and caretaker focus in its delivery. With 
technology significantly decreasing the time required for administrative tasks, many HR 
professionals may find it difficult to redefine their jobs and may thus resist the change to 
an HRIS. This calls for redefining and transforming the role of HRM through value-
added, strategic initiatives and interventions. This also involves learning new skills for 
HR professionals and rethinking the way the HR department is organized and delivers its 
services. With the improved job skills of HR professionals, technology will be seen as 
HR’s “partner in progress.” While having an advanced, full-fledged system will not 
automatically make HR a strategic business partner, it acts as a building block and an 
effective aid in the process (Lawler & Mohrman, 2003). 
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HRIS AT A GLANCE 

After reviewing the many definitions of an HRIS, Kavanagh et al. (1990) defined it as a 
system used to acquire, store, manipulate, analyze, retrieve, and distribute information 
regarding an organization’s human resources. An HRIS is not simply computer hardware 
and associated HR-related software. Although an HRIS includes hardware and software, 
it also includes people, forms, policies and procedures, and data. It is important to note 
that a company that does not have a computerized system still has an HRM system; that 
is, the paper systems that most companies used before the development of computer 
technology were still comparable with an HRIS, but the management of employee 
information was not done as quickly as in a computerized system. If a company did not 
have a paper system, the development and implementation of a computerized system 
would be extremely difficult. The purpose of the HRIS is to provide service, in the form 
of accurate and timely information, to the “clients” of the system. As there are a variety 
of potential users of HR information, it may be used for strategic, tactical, and 
operational decision making (e.g., to plan for needed employees in a merger); to avoid 
litigation (e.g., to identify discrimination problems in hiring); to evaluate programs, 
policies, or practices (e.g., to evaluate the effectiveness of a training program); and/or to 
support daily operations (e.g., to help managers monitor time and attendance of their 
employees). All these uses mean that there is a mandatory requirement that data and 
reports be accurate and timely and that the “client” can understand how to use the 
information. Because of the complexity and data intensiveness of the HRM function, it is 
one of the last management functions to be targeted for automation (Bussler & Davis, 
2001/2002). This fact does not mean that an HRIS is not important; it just indicates the 
difficulty of developing and implementing it compared with other business functions— 
for example, billing and accounting systems. Powered by information systems and the 
Internet, today almost every process in every function of HRM is being computerized.  

The systems and process focus help the organizations to keep the customer perspective in 
mind, since quality is primarily defined and operationalized in terms of total customer 
satisfaction (Evans, 2005). Today’s competitive environment requires organizations to 
integrate the activities of each functional department while keeping the customer in mind. 
An effective HRIS helps by providing the technology to generate accurate and timely 
employee information to fulfill this objective. 

NEED FOR HRIS: 

There are several advantages to firms in using HRIS (Beckers & Bsat, 2002). They 
include the following: 

There are several rationales for using HRIS in organizations. 

 Thite and Kavanagh seem to suggest that:  HRIS gives holistic knowledge about 
operations which can be shared among departments/units within the companies. 

It provides opportunity for companies to gather data to improve on time and quality of 
decision making. 

 It provides variety of reports to boost good organization of administrative functions. 
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Hendrickson averred that execution of HRIS changes traditional HR procedures. It is 
expected that HRIS will provide practical steps for realization of departmental goals. He, 
therefore, postulated some justifications based on the following elements: Cost decrease, 
Saving Time, Competency Management, and Knowledge Management. 

• Providing a comprehensive information picture as a single, comprehensive 
database; this enables organizations to provide structural connectivity across units 
and activities and increase the speed of information transactions (Lengnick-Hall, 
2006) 

• Increasing competitiveness by improving HR operations and improving 
management processes 

• Collecting appropriate data and converting them to information and knowledge 
for improved timeliness and quality of decision making 

• Producing a greater number and variety of accurate and real-time HR-related 
reports 

• Streamlining and enhancing the efficiency and effectiveness of HR administrative 
functions 

• Shifting the focus of HR from the processing of transactions to strategic HRM 
• Reengineering HR processes and functions 
• Improving employee satisfaction by delivering HR services more quickly and 

accurately 
• The ability of firms to harness the potential of HRIS depends on a variety of 

factors, such as the size of the organization, with large firms generally reaping 
greater benefits; 

• The amount of top management support and commitment; 
• The availability of resources (time, money, and personnel); 
• The HR philosophy of the company as well as its vision, organizational culture, 

structure, and systems. 
• Managerial competence in cross-functional decision making, employee 

involvement, and coaching. 
• The ability and motivation of employees in adopting change, such as increased 

automation across and between functions (Ngai & Wat, 2004). 

EMPLOYEE MANAGEMENT  

Employee management is your first concern if you are a supervisor or manager at work. 
Effective management and leadership of employees allow you to accomplish your goals 
at work. Effective employee management and leadership allow you to capitalize on the 
strengths of other employees and their ability to contribute to the accomplishment of 
work goals. Successful employee management and leadership promote employee 
engagement, employee motivation, employee development, and employee retention. 

Employee Management platforms include but are not limited to the following functions: 

• Job search and recruitment 
• Job application and hiring 
• Schedule generation 
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• Shift management (e.g. inter-employee shift trades and cancellations) 
• Training 
• Employee evaluations 
• Workplace and manager evaluations 
• Rewards and recognition 
• Messaging and communication[2] 
The Role of Human Resource Information System in the Process of Manpower 
activities  

Barron, Chhabra, Hanscome and Henson perceived HRIS to emphasize mainly the 
“retention of capable employees and the reduction costs associated with maintaining 
them”. HRIS also gives opportunity to HR professionals to enhance their contribution to 
the long-term plan of enterprises.  

Firstly, by automating and devolving many routine HR tasks to line management, HRIS 
provide HR professionals with the time needed to direct their attention towards more 
business critical and strategic level tasks, such as leadership development and talent 
management.  

Secondly, HRIS provides an opportunity for HR to play a more strategic role, through 
their ability to generate metrics which can be used to support strategic decision making.  

Thirdly, HRIS support long range planning with information for labor force planning and 
supply and demand forecast; staffing with information on equal employment, separations 
and applicant qualifications; and development with information on training programs, 
salary forecasts, pay budgets and labor or employee relations with information on 
contract negotiations and employee assistance needs 

Fourthly, Risk and security management is another crucial function which can be derived 
by HRIS by following private and highly sensitive individual data and multiplatform 
security aspects which are perhaps the most serious factors that need to be taken into 
consideration. Dessler added that, HRIS influence manpower activities by Making a 
regular analysis of the human resource needs of the company through matching the 
supply of human resource with the demand for it, the system identifies unfilled positions 
accurately; Provides insights into organizational training needs by identifying 
deficiencies in employee’s performance and then select the right persons to be trained at 
the right time after which the system evaluates the effectiveness of the training programs. 
Wiblen, Grant and Dery also asserted that, the performance related data and productivity 
information data embedded in the HRIS is used as evidence in employee grievance 
matters; careful documentation of employee performance, method of measuring the 
performance of employees and reporting system, which is critical to organizations. 

BUILD EMPLOYEE ENGAGEMENT  

Employee engagement is a two-way relationship, with mutual benefits for the employer 
and employees. For employees, engagement is about improving their working lives. For 
the employer it is about enhancing employee performance and the way they feel and act 
towards the organisation. From the extensive analysis we have undertaken, we 
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understand the complexity of this two-way relationship and what defines an engaged 
employee in an engaging organisation: 

 
Source: https://www.ipsos-

mori.com/Assets/Docs/Publications/ERM%20Brochure.pdf 
SEVEN TIPS FOR MANAGEMENT SUCCESS 

An effective manager pays attention to many facets of management, leadership and 
learning within organizations. So, it's difficult to take the topic of management 
success and say that the following ten items are the most important for success. I will, 
however, suggest seven management skills without which I don't believe you can be a 
successful manager. 
The most important issue in management success is being a person that others want to 
follow. 

Every action you take during your career in an organization helps determine whether 
people will one day want to follow you. 

A successful manager, one whom others want to follow: 

• Interpersonal relationships: Builds effective and responsive interpersonal 
relationships. Reporting staff members, colleagues and executives respect his or her 
ability to demonstrate caring, collaboration, respect, trust and attentiveness. 
 

• Communicates effectively: it in person, print and email. Listening and two-way 
feedback characterize his or her interaction with others. 
 

• Builds the team: this enables other staff to collaborate more effectively with each 
other. People feel they have become more - more effective, more creative, and more 
productive - in the presence of a team builder. 
 

• Understands the financial aspects of the business and sets goals and measures and 
documents staff progress and success. 
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• Positive morale: Knows how to create an environment in which people 
experience positive morale and recognition and employees are motivated to work hard 
for the success of the business. 
 

• Leads by example and provides recognition when others do the same. 
 

• Helps people grow and develop their skills and capabilities through education and 
on-the-job learning. 
 
BENEFITS OF USING HRIS IN EMPLOYEE MANAGEMENT  
 

The ability to work from a remote location has always been an appealing concept and 
the number of workers operating remotely has increased at a rapid pace in recent years. 
Between 2005 and 2012, “teleworking” increased about 80 percent. By 2016, it’s 
expected that there will be about 3.9 million employees working remotely. As we 
collectively shift towards this style of operation, HRIS can help many companies manage 
remote employees more efficiently. 
 

� Improved Time and Attendance Management 
Having HRIS time and attendance management systems in place that 

support self-service can dramatically improve the way that remote employees 
“clock in” and can save managers tons of time trying to track down employees and 
figure out their hours. Having a system set up lets employers know exactly when 
employees are working and can help companies to manage overtime and ensure 
compliance with labor laws. 

 
� Empowers Employees 

Studies show that employees that are allowed to work from home feel 
more empowered. The ability to access payroll information, put in time off 
requests, and make changes to personal information from the comfort of home can 
all help employees to feel even more autonomous and empowered. Allowing 
remote employees to view and change their own information can also save human 
resources professionals’ valuable time while minimizing errors. 

 
� Allows Instant Feedback 

Some HRIS systems may allow configurations that will let remote 
employees give instant feedback. Since managers are not able to see remote 
employees and gauge stress or contentment levels on a daily basis, it is important 
to have some system in place so employees and managers can communicate about 
working conditions, projects, and concerns. 

 
� Makes Frequent Reviews Easy 

HRIS can make it easier for managers to give remote employees reviews 
on a more frequent basis than annually, which can be helpful due to the limited 
personal interaction between remote employees and managers. Unlike when 
reviews are performed in the office, giving a review remotely does not have to be a 
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huge interruption of the day, nor do both parties necessarily have to be there at the 
same time. After the review has been given it can also be easily and securely 
stored with the rest of the employee’s information in the HRIS using document 
management software. 

 
� Streamlines Leave Management 

Leave management features of an HRIS let managers see when employees 
will be off and why. Having this information organized and viewable by those who 
need to know, such as employees that may be working virtually with the remote 
employee from the office or another location, can help to put worries to rest about 
employees “playing hooky.” This can also help managers to organize deadlines 
and discern productivity. 

 
� Helps Companies Save Money 

Using an HRIS to manage remote employees can save companies labor 
dollars in much the same way an HRIS saves companies money when employees 
are working within an office, by eliminating the many hours that it would take 
human resources professionals to perform the functions manually. However, 
having HRIS configured to manage remote employees allows companies to very 
easily increase the number of remote employees. This can save companies money 
on utilities, workplace insurance, office space, and many other costs that are 
associated with employees actually having to come to a physical office to work. 

 
CONCLUSION 

HRIS in the nutshell is not simply computer hardware and associated HR-related 
software. it also includes people, forms, policies and procedures, and data. It is important 
to note that a company that does not have a computerized system still has an HRM 
system; that is the traditional pen paper system are still comparable, but the management 
of employee information is not done as quickly enough. HRIS provides structural 
connectivity across units and activities and increases the speed of transactions. Employee 
Managing also becomes easier for HR as the availability of data is at a single point and 
flexibility of maintaining the records using computers makes it easier and faster. Hence 
HRIS is very useful in managing the Employees. 
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