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ABSTRACT

Human Resource Information System is not a new concept, but it makes a comeback day by day with
the changing environment of business. It plays an important role in the Human Resource Department
in any organization. HRIS has many advantages; it can easily serve as a database for various HR
functions like Human Resource Planning, Personnel Cost Planning, Training & Development,
Performance Appraisal, etc. The overall contribution of HRIS is that it helps in managing various
strategic activities of HR department very efficiently and effectively. Human resources and
information technology are the two elements that many firms are looking to utilize as strategic
weapons to compete. Information systems specially developed for human resource management
referred as human resource information system (HRIS). It is an integrated system necessary to collect,
record, store, manage, deliver and present data for human resource and hence promotes effectiveness
of human resource system. Human resource information system shapes an interaction between human
resource management and information technology. HRIS has become a critical factor in making
business competitive and effective. The present paper highlights the need, components, benefits and
functions of HRIS. This will help in understanding the urgent need of HRIS in organizations and what
is the future scope of HRIS.
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INTRODUCTION

Leading management thinkers suggest that “it is not technology, but the art of human - and humane-
management” that is the continuing challenge for executives in the 21st century (Drucker, Dyson,
Handy, Saffo, & Senge, 1997). Similarly, Smith and Kelly (1997) believe that “future economic and
strategic advantage will rest with the organizations that can most effectively attract, develop and retain
a diverse group of the best and the brightest human talent in the market place”. A human resource
information system (HRIS) is defined as a computer based application and database system developed
to assist HR in decision making and reporting. It is an IT enabled HR service for managers which is
available for analytics. HRIS is one part of the overall Management Information System of any
organization. As in other types of information systems, an HRIS comprises a database, which contains
one or more files in which the data germane to the system is maintained, and a database management
system, which facilitates the users to access the system and utilize these data. HRIS contains tools that
allow users to input new data and edit existing data; in addition, such programs allow users to select
and generate a series of predefined reports that could be printed or displayed on a monitor. Reports
may address any of a number of different HRM issues (e.g., personnel cost planning, employee
benefits administration, compensation planning, succession planning). HRIS also generally include
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tools by which users or system administrators may generate ad hoc reports and select specific cases or
subsets of cases for display.

HRIS supports activities such as identifying prospective employees, maintaining comprehensive
database of all the current employees and developing modules for honing employees’ skills, talent and
competence. Hence, HRIS is used by all three levels of management viz. Top Level, Middle Level and
Lower Level. Top Level management use HRIS to locate the manpower requirements in order to meet
the company’s goal and objectives. The middle management uses HRIS to supervise and review the
salary structure, benefits and recruitment of employees. The lower level employees use HRIS to track
the recruitment and selection of employees.

The emergence of the human resource management field (versus personnel administration) gave the
human resource function greater credibility within the managerial setup, calling for more sophisticated
use of information as it is related to the strategic management function. Companies have experienced
increased competitive pressures leading to greater cost containment demands from upper management,
giving rise to greater automation of the record-keeping function in HRM function. Many HRM
departments in larger organizations have also developed internal information system capabilities and
HRIS units have been established.

OBJECTIVES OF THE STUDY

1. To study the need of HRIS in organizations

2. To understand the components of an HRIS system

3. To study the HRIS model

4. To study the benefits of implementing HRIS in an organization
Need of HRIS

The primary purpose of HRIS is application of technology for enhancing the efficiency of human
resource management. HRIS was initially perceived as a technology which converted the manual
database into the computer based form. But now, when organizations have started using the HRIS, the
application of HRIS has increased to a great extent and there are lots of HRIS systems available with
numerous broad-based features. Therefore the objectives of an HRIS can be summarized as follows:

e To become a common point of source of information related to human resource in an
organization where everyone can collect, access, store and distribute data in paperless form

e To collect appropriate data and convert them into information and knowledge for improved
timeliness and quality of decision making

e To help in faster processing of information and powerful decision making for optimum
utilization of resources

e To produce a greater number and variety of accurate and real-time HR-related reports

e To streamline the HR administrative activities so that efficiency and effectiveness of
organization is enhanced

e To enable HR managers to focus more on strategic issues in HRM by relieving them from the
day-to-day operational duties. This can be done with the feature of ESS (Employee Self
Service System) wherein it lets employees to access the information directly without
disturbing the senior managers for the operational work.

e Toimprove employee satisfaction by delivering HR services more quickly and accurately
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o Due to computerized software, the accuracy, reliability and validity of the data can be
increased by eliminating the costs and wastage which occurs with manual maintenance of
records

Components of HRIS
The three functional components of HRIS are shown in Figure 1.

Data

Maintainence

Figure 1. Components of Human Resource Information Systems

1. Input- Input function provides the capabilities needed to get human resource data into the HRIS. It
enters personnel information into the HRIS. First of all procedures and processes are required to gather
necessary data. Once collected, these data’s must be entered into the system. Edit tables can be used to
determine if the data are acceptable. These tables contain approved values against which the data are
automatically checked. The system should have the facility to update and change the edit tables easily.
Today scanning technology is available which facilitates the scanning and storage of an actual image
of a company document including signatures and handwritten notes.

2. Data maintenance- Data maintenance function is responsible for updating the data stored in the
various storage devices. As and when changes occur in the human resource information, these changes
have to be incorporated in the HRIS. The old data can be maintained in the form of historical
information.

3. Output- This function of HRIS is the most visible one because the majority of HRIS users are not
involved with collecting, editing, and updating human resource data; rather they are concerned with
information and reports to be used by the systems. In order to generate valuable output for computer
users, HRIS process's output, makes the necessary calculations and formats the presentation.

Benefits of HRIS

HRIS is a proven solution whenever the tasks of the HR and administrative functions of an
organization become extensive and complicated. Companies of all sizes have recognized the benefits
of such solutions and they regularly implement HRIS software programs. In this way they improve the
efficiency of their organization.

The advantages of HRIS can be summarized as follows:

One time updation: The most crucial benefit of HRIS is that all the information has to be just filled in
once and the data is available for lifetime. Only the updations are required at a later stage, that too are
to be done once and it will be useful for the whole life of the organization.

Data integration: There are different parts of systems in HRIS which may be updated by different
departments and can be integrated together for decision making, internal evaluations and meaningful
reporting.

Accurate Data: Once the data is entered correctly, it can be assumed that it is full-proof and precise

Access to any number of people: Since this system can be customized, the employees can be given
access to update their own data like address, contact number, etc. and departmental managers can
update their own set of data like targets, budgets, performance etc. without any interference.
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Documents hosting: HRIS system can host a variety of documents which are important from
employee and company perspective on the system which can be easily accessed and updated in one
place. These set of data include manuals, handbooks, code of conduct, policies, compliances, etc.

Recruitment management: HRIS can manage and track the whole recruitment process right from the
application of the prospective employee to the actual recruitment.

Automatic Reminders: HRIS can include automated reminders for events which have not been
performed or have been missed by the organization like performance appraisals, deadlines, actions to
be taken, notifications.

The most important advantages for the management of the company are:
e Increase of overall decision making efficiency,
e Cost reducing and better control of the budget,
e Business transparency,
e A clear business vision and
e Aclear insight into the process of recruitment and selection and also layoffs
e The HR department also has a numerous benefits for HRIS:

e Possession of single database of all employees in the company with all necessary information
and opportunities for different reports,

e The ability to update databases in real time, on the basis of all changes, which is of extreme
importance to regionally diversified companies;

o Elimination of paper forms that are much slower and with much higher probability of errors;
e Minimize errors caused by human factor;

e Employees in HR department do not have to constantly refer to the instructions on working
hours, because the application is configured according to existing guidelines, which have
reduced delays and uncertainties;

e Improved management system in accordance with the legislation;

e Reduction or elimination of redundancy in the system;

e Standardization of business processes;

e Highly reliable data in the system, whether it is external or internal threats;

e Increased employee satisfaction in the HR department because the easiest and efficient
execution of the tasks;

e The ability to establish full control over internal migration of employees and the management
of their talents and

o The ability to take preventive measures to avoid unpleasant situations in the Company

e HRIS provides the advantages to the employees among which the most important are the
following:

e Employees can update their own records in the system: One of the most common methods of
granting this access has been by moving HRIS from client server architecture to a Web-based
environment. Interactive voice response (IVR) is the latest method being adopted by many
firms to allow employees to update their HR information. This includes such common tasks as
updating address information, planning for retirement, updating health-plan information,
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reporting on life events such as the birth of a child, changing beneficiaries on life insurance.
Merck & Co. has estimated a cost reduction of 86 percent per HR transaction when performed
by the employee

e Other uses of HRIS to employees include the use of HR portals, which provide employees
with information as well as the ability to complete HR-related transactions. By using these
portals, employees are able to communicate to one another via e-mail, read company news and
policies, link to Web sites with relevant job-related or company related information, and
perform HR calculations for retirement scenarios or cost benefit analysis for insurance options.

(Krishna and Bhaskar, 2011) summarized the benefits of HRIS as mentioned in Figure 2.
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Figure 2. Benefits of Human Resource Information Systems

HRIS Concerns

Protection: Security is one of the biggest worries. The biggest security concern today is unauthorized
access to the system since HRIS contains all the confidential data. The system must to adapt to
disallow unauthorized access and publishing of such data. This would require compartmentalizing the
data, that is different people having restricted access to the data and all the data must not be accessed
by all.

Monetary Value: Cost factor is the most important problem since any software requires huge
investment which may not be affordable to relatively smaller companies. With any system, there are
acquisition costs and maintenance costs. SaaS (software as a service) systems are somewhat easier to
handle from a cost point of view since they are cloud-based and don’t require as much initial cash
outflow.

Extra staff: In larger organizations, where HRIS is installed with variety of features, there becomes a
necessity of hiring an IT specialist who looks after the technical aspect of the software.

VOL. 4, ISSUE 4 (April 2015) 15 Online ISSN 2320-0073



Abhinav International Monthly Refereed Journal of Research In

Management & Technology
HRIS Model
Output subsystems
Workforce
planning
subsystem
o) Recruiting
Input subsystems subsystem
Py Data
processing
r"m Workforce
Internal management ﬁ
ME _'2::-" S A\ 2 J
| roes
o research ™ HRIS Users
" subsystem database f 4 4}
ronmental Compensation
ml Human subsystem
| Intelligence
subsystem
Benefits
subsystern
Environmental
reporting
subsystemn

The above figure shows the resource flow of HRIS model by Raymond (1995). As you can observe
through the HRIS model, it has three sets of components which are Input subsystem, HRIS database,
and Output subsystem. In Input subsystem, there are three main subsystems which are data processing,
human resource research, and human resource intelligence. Some input data might include software
that can transform the data into the format that needed and required. The second one is HRIS database,
all the data and information can be stored in computer storage. The software such as Database
management system (DBMS) can help to perform the maintenance processes. The last one is output
subsystem which contains all the output related to HR which consists of a workforce planning
subsystem, recruiting subsystem, workforce management system, compensation subsystem, benefit
subsystem, and environmental reporting subsystem.

Four Cornerstones of HRIS

HR managers always are worried about the following four areas which has been named as Four
Cornerstones of HR

.
-
4

‘ ( cornerstones . )

of HRIS f
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Accuracy: HR managers expect the HRIS to have accurate data about the employees since that
information is of the utmost importance to the company for accurate calculations, overtime calculation,
promotion purpose, etc. The inaccuracy of data may lead to lot of problems as which may lower the
morale of the employees.

Cost: Cost comes as the foremost priority of HR managers when it comes to implementing the
software. The cost in this case would be the implementation costs associated with HRIS, transaction
costs, the technical people involved with the software, upgradation of software, addition of features in
the current software also increases the cost. So HR has to make sure the cost benefit ratio is maintained
related to the software.

Compliance: HR managers would expect the HRIS to be compliant with the laws of the land. That is,
the software should consider the laws applicable to the country and should have in-built features
regarding the same like tax calculation, retirement, pension, etc.

Timeliness: Time is the essence of HR and hence HR managers expect the HRIS to be up-to-date with
all the information which will help in salary calculation, promotions, deductions and increment
calculations on exact dates.

Although almost all HR managers understand the importance of HRIS, the general perception is that
the organization can do without its implantation. Hence, only large companies have started using HRIS
to complement its HR activities. The primary reason for delay in HRIS implementation in
organizations is because of the fear psychosis created by "technology"” and "IT" in the minds of senior
management. They may not be very tech savvy and fear being left out. But trends are changing for the
better as more and more organizations realize the importance of IT and technology. Major HRIS
providers are concentrating on the small and middle range organizations as well as large organizations
for their products. Hence HRIS would soon be an integral part of HR activities in all organizations.

Any technology has a shelf life and similar is the case with HRIS. The traditional HRIS/ERP systems
are being replaced by Software as a Service (SaaS) applications which are faster and easier
applications. Companies have realized that undiversified HRIS has become a thing of the past and this
kind of system does not work in complex HR environments organizations are working in. Also HRIS
covers a lot of generic functions, but functional data recovery is a problem as data recovery techniques
differ from organizations to organizations. HRIS also fails to deliver IT solutions required for each
situation. For e. g. some companies need Health and Safety software as priority and some
organizations may need Learning and Development software as a priority. This is difficult in HRIS,
whereas SaaS will give an opportunity to choose an application which is best fitting for your
organization.

CONCLUSION

The main conclusion of this paper is the realization that 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. This is certainly 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. As understood from the above data, 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 there. That data will be a lifetime asset for the company and hence HRIS is
going to remain an integral part of organizations.
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