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Abstract — The present study introduces a number of observations on the applications of information
technology (IT) in the field of human resource management (HRM) in general. The human resource
management necessary to meet the new conditions and find So that the capacity utilization of
information technology can provide, Human resources will improve performance. In this study is a brief
history of both information technology and human resource management provides And the impact and
consequences of information technology on human resource management functions explain. HRM
(human resource management) is especially important in a knowledge-based economy, where ideas and
expertise are greatly valued, and a creative and innovative workforce is necessary to meet the challenges
of this new economy. Efficient and effective management of human capital is increasingly an imperative
and complex process. As a result, there has been a considerable increase in the number of organizations
gathering, storing, and analyzing information regarding their HRs through the use of software which is
HRIS (human resource information system). The growing importance of HRIS is due to the recognition of
HR practitioners that IT (information technology) and IS (information system) should be a part of HR

functions mainly to develop and use better HRM programmes.
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INTRODUCTION

The HRM function in organizations has gained
increasing strategic emphasis, and the importance of
its alignment HRM and business strategies is well-
acknowledged. In fact, effective HRM is vital in order to
be able to meet the market demands with well-
qualified employees at all times. Technology and HRM
have a broad range of influences upon each other, and
HR professionals should be able to adopt technologies
that allow the reengineering of the HR function, be
prepared to support organizational and work-design
changes caused by technology, and be able to support
a proper managerial climate for innovative and
knowledge-based organizations. These technological
advances are being driven primarily by strong
demands from human resource professionals for
enhancement in speed, effectiveness, and cost
containment. Snell, Stueber, and Lepak observe that
HRMSs can meet the challenge of simultaneously
becoming more strategic, flexible, cost-efficient, and
customer-oriented by leveraging information
technology [3]. Many experts forecast that the PC will
become the central tool for all HR professionals.
Virtual HR is emerging due to the growing
sophistication of IT and increased external structural
options. IT is beginning to enable organizations to
deliver state-of-the-art HR services, and reduced costs
have enabled companies, regardless of the firm size-to

purchase HR technologies. One of the impacts of IT
is that it enables the creation of an IT- based
workplace, which leads to what should be a
manager’s top priority-namely, strategic competence
management [4]. Advances in IT hold the promise of
meeting many of the challenges of HRM, such as
attracting, retaining, and motivating employees,
meeting the demands for a more strategic HR
function, and managing the “human element’ of
technological change in the future.

REVIEW OF LITERATURE:

HRM could support the efforts of technological
innovation’s to achieve high performance while such
innovation; itself could serve as an approach to
enable the HR function to focus more on value-added
activities in order to realize the full potential of
technology and organizational strategy [5]. The
biggest benefit of using IT in HRM to organizations is
the freeing of HR staff from intermediary roles, thus
enabling them to concentrate on strategic planning in
human resource organization and development.
Cauldron has also observed that IT can automate
other routine tasks such as payroll processing,
benefits administration, and transactional activities,
so that HR professionals are free to focus on more
strategic matters such as boosting productivity. In the
present context of increasing globalization, employing
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organizations and their environments have become
increasingly complex [6]. Managers in these
organizations face growing difficulties in coping with
workforces that may be spread across a variety of
countries, cultures and political systems. Given such
trends, IT has considerable potential as a tool that
managers can utilize, both generally and in human
resourcing functions in particular to increase the
capabilities of the organization. Human Resource
Information System (HRIS) is an integrated system
acquiring and storing data used to make analysis,
make decisions in the field of HR [7]. Functionally 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. Normally packaged as a
data base, every HRIS has different capabilities.
Companies are to choose HRIS carefully based on
their capabilities and need. Typically, the better The
Human Resource Information Systems (HRIS) provide
overall:

a) Management of all employee information.

b) Reporting and analysis of employee
information.

C) Company-related  documents such as

employee hand book, emergency evacuation
procedures and safety guidelines.

d) Benefits administration including enrollment,
status changes and personal information
updating.

e) Complete integration with payroll and other
company financial software and accounting
systems.

f) Application tracking and resume management

[1].
1. HRD and the Age of Information Technology:

The Toolkit realities and plans for expansion give
some notion of the great opportunities that lie ahead
for facilitating the exchange of information about HRD.
However, in its present form the Toolkit, like all its
predecessors such as books and manuals, is a
passive instrument for knowledge transfer, totally
dependent on the interest, initiative and persistence of
the user. To supplement this passive exchange of
information WHO has sought ways to facilitate the
active exchange of ideas, information and experiences
among both those who are already involved in HRD as
well as newcomers to the field [8]. At a WHO
sponsored workshop of HRD consultants and activists
held in Modra, Slovakia, in October, 1998, the
participants urged the creation of a managed list serve
website that could accomplish this purpose, and these
same views are frequently expressed at training
workshops. Such a list serve would require a host

organization and small operating budget, neither of
which has yet been identified. Ways are now being
explored as to how the core elements of a HRD list
serve might be created, as precursor to a more
comprehensive capability. Based on the experience of
numerous other list serves, if a HRD list serve
eventually becomes available, the ability to promote
and strengthen all aspects of human resources
development — planning, training and management of
the health workforce — will be greatly enhanced.

2. Trends in the Utilization of It in HRM:

Given the scope of human resource management
functions, an effective HRMS must address a range of
administrative, statutory, functional and technological
requirements in order to enable the HRMS to support
the partnership between HR professionals, program
managers, finance staff, executives and employees;
while also providing accurate, reliable information for
organization-wide planning and decision-making.
Companies are also advised to establish long-term
relationships with technology vendors [9]. Surveys
have shown that more than 90 percent of HR
departments operate with some form of computerized
HRMS. In a survey undertaken by the Institute of
Manpower Studies, a number of key changes were
found to have an impact on the use of HRMSs. These
changes included the development of the HR function
itself, which resulted in the closure of many centralized
IT functions, and today, the majority of HR applications
are networked.

3. The Use of IT in Training Human Resources:

The Human Resources (HR from now on) function
currently finds itself in an unprecedented situation.
According to some authors, this function has already
experienced numerous changes and has gone a long
way. This is obviously true and so far, it has been
adapting to the changes occurring in its environment,
mainly because those changes were slow and, to
some extent, foreseeable. However, the opposite
happens now; the speed at which changes are
occurring is increasingly high and the course the
business world is taking is also more and more
unforeseeable. This is why HR managers will not only
have to make mere adaptations, but face true
organizational transformations. In order to achieve this
employability level for collaborators, HR management
policies must be designed that focus on changing
attitudes and accepting change, making employees
responsible for their own achievements.

4. Role of HR in IT Alignment in Organizations:

Information technology (IT) is recognized as a critical
infrastructure in many organizations. IT is also
emerging as an effective contributor to organizational
performance. It is often argued that success of the IT
induction is attributed to strategy, consistent delivery,
systems usability. This finding suggests that human
resources (HR) in the organization play a vital role.
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Information systems (IS) research has recognized the
importance of HR in the IT acquisition process. In this
study, the IT acquisition process is considered as a
staged process, and the stress is on HR contributions.
Further a framework is discussed and structural
equation modeling (SEM) is used to understand the
organizational readiness. Organization of the study is
as follows. Stages of IT acquisition process and
stratification of HR are discussed along with an
examination on the role of appropriate layer of HR
involved in these stages. Scope of alignment process
is discussed with specific reference to the
organization, IS and IT.

5. HR Stratification and Role:

It is emphasized in this study that human resource
plays an important role in the acquisition process and
performs different roles in all the defined stages. The
role of the human resource, their capability and their
possible contribution as envisaged in this study are
discussed in table below. As stated in table above,

stratified human resource assumes different
viewpoints, role and look at IT with different
perspective. It is therefore, essential that human

resource across the organization contribute to the
process early in tandem.

HR Classification and the Role

Class of HR Description Domain
knowledge
Operational | Access IS services Transaction
non-IT Re- through user interfaces Specialists
source
Operational | Mostly programumners. Tool specific
IT Resource | Logistics Management skill
Functional Business process own- High on Busi-
non-IT Re- ers. A critical layer to 11ESS Process
source support IT use knowledge:
less exposure
to IT use
Functional System developers/ ana- | Moderate ex-

IT Resource | lysts/ architects with

high exposure to IT tool
planning. but a potential
layer to appreciate busi-

TIESs Process

posure to
business proc-
ess. Good
knowledge in
IT manage-
ment

A critical layer
to introduce IT

Involved in strategy
formulation. needs deci-
sion support. dynamic
requirements

High exposure to IT
planning. understands
the business practices

Strategic
non-IT Re-
source

Strategic IT
Resource

Strategic Fo-
cus on the IT.
A critical layer
to establish IT
road map.

Table: Specifications for Headings and Text.

The Alignment Exercise -

Linking IT infrastructure to leverage benefits of IS
infrastructure is a challenging task for the acquiring
organization. However, its importance is well
recognized and use of IT has gone beyond mere
supporting the process to strategically integrate to the
organization’s long term aspirations [2]. The issue of
alignment is well defined through strategic alignment
model (SAM).

CONCLUSION:

The study shows that the system is sometimes
complicated and difficult to work, but it has helped to
align the HR practices with the organizational strategy,
identify improvement areas, and keep abreast with the
current practices. It allows an organization to assess
and evaluate any gaps or potential risks and increase
the commitment of HR professionals to continuous
improvement. On the whole, HRIS, increases the
efficiency of HR function, has helped to contribute the
potentials of HR Department towards the
organization, developed the structure, payroll, time,
and attendance, appraisal performance, recruiting,
learning management, training system, performance
record, employee self-service, scheduling, absence
management, systems, styles, reduced HR cost,
increased motivation of the HR personnel, analyzed
the problems and solved them smoothly, provided
and developed sound performance appraisal
systems, systematic job analysis, and smooth
adoption of the changing mind-set. A follow-up study
can be done to see if more organizations have
adopted HRIS, if the extent of HRIS adoption is
greater or if the HRIS is used for more strategic
purposes. By making the HRIS a part of the
organization, the HR Department can transform itself
to be a strategic business partner.
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