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Abstract

This study intends to assess the applications dBHiRhuman resource management (HRM) in comparpesating

in India. Primary data based on 544 respondentsl8@napplications of HRIS in HRM were analyzed. Fiaetors
from factor analysis were further analyzed. Respotglperceived “technical and strategic HRM” andrfprmance
and reward management” as the most important fadtor HRIS applications. The most frequent appiocatof
HRIS in organizations operating in India was fouttd be in “employee record”, followed by “pay roll”.
Sophisticated HRIS applications i.e. “technical aticitegic HRM”, “performance and reward manageihant
“corporate communication” were also applied in oigations in India. ANOVA results showed that
manufacturing and service companies differed sicamitly on all sophisticated HRIS applications. Mescores
showed that on all the sophisticated HRIS appliceti service companies had significant edge over th
manufacturing companies. However Indian and muitinal companies did not differ significantly onyaaf the
HRIS applications.

Keywords: Human resource information system, HRM, Corporatenmunication, Information technology,
Sophisticated HRIS, India.

1. Introduction

The field of human resource management (HRM) cachiaeacterized as having encountered frequent amgrous
innovations in technology. Some of the terms ineldde human resource information system (HRIS)tedric
human resource management (e-HRM) and virtual hureaource management (VHRM) (Ngai et al., 2008).
Tannenbaum (1990) defined human resource informatystem (HRIS) as “one which is used to acqustere,
manipulate, analyze, retrieve, and distribute imf@tion about an organization’s human resource’elLBtRIS was
also defined as “the composite of databases, ca@nmjplications, and hardware and software necedsar
collect/record, store, manage, deliver, preserdt, raanipulate data for human resources” (Broderiak Boudreau,
1992). Beginning with 1960s, personnel managemastieen an early candidate of HRIS with office euaton in
payroll, benefit administration and other transattprocessing applications such as employee rewaiding (Ball,
2001; Martinsons, 1994). Also, availability of logost, generic, flexible, easy to install and easigtomizable
window based products helped smaller software ousevriting affordable, easily customizable, matuHRISs
with better sophisticated reporting capabilitiegl(B2001). This led individuals and organizatigmeferring use of
computers and net based technologies in HRIS. B049the expectations were how HRIS can contriliite
organization’s HR strategic activities and helpbimsiness planning. Managements feel that compateed HRIS
can offer the real solution for retention of crtidijuman resource and its development. With an HEIS human
resource department can effortlessly manage empldst&a, whenever required supplementing it with pater and
web-based technology, allowing them to reallocdteirt energies towards more important HR activitide
implementing policies to achieve organization goals

Martinsons (1994) pointed out that HRIS is normatbed for two different purposes. One for simpl®aation like
payroll and benefits administration, and keeping émployee records electronically for administetpurpose to
reduce costs and time. The other use of HRIS iafiatytical decision making (Kovach and Cathca®89). Interest
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of this study is to seek which of the HRIS applimas is used and preferred for HRM in Indian indusiVhether,
HRIS is used only for administrative purpose astdmated filling cabinets” (Robinson, 1997) or usfed
“sophisticated” activities in Indian industry (Mersons, 1994).

2. Review of Literature

Studies show that HRIS applications in human reso(idR) help in achieving primarily three objecsu@roderick
and Boudreau, 1992). HRIS was categorized in tbigectives i.e. cost reduction/efficiency gainsem service
improvement/facilitating management and employe®s ienproving the strategic orientation of HRM/inadion
(Broderick and Boudreau, 1992; Ruél et al., 208)él et al. (2004) added a fourth dimension toeit allowing
integration of HR functions. These could be sdBR$S goals and taken as the basic reasons foriadaptHRIS in
any organization. Over the past two decades, thave been a number of studies on HRIS. These stirdiee
focused on the type of applications that predoreinatHRIS (Broderick and Boudreau, 1992; DeSandt$86;
Martinsons, 1994), the contexts necessary for tleeessful implementation of HRIS (Yeh, 1997) aslwael the
conditions that support successful HRIS (Haines Reiit, 1997). Martinsons (1994) clarified the wsaf HRIS as
per the sophistication. He described the use ofSHRF administrative purpose i.e. in employee rddareping,
payroll, payroll benefits etc. in HR as “unsopldated” (Martinsons, 1994). Studies have conclutied HRIS has
mostly used for these HR activities (Altarawneh @hGhgairat, 2010; Ball, 2001; Hussain et al., 20Bgaiand
Wat, 2006; Ruél et al., 2004). Automation, streamlj administrative tasks, deletion of repetitiatidaties and the
subsequent effects of these applications help HRISchieve basic purpose of cost and time reducpoocess
automation and efficiency gains (Altarawneh andShairat 2010; Ball, 2001; Martinsons, 1994; Ngai &Vat,
2006; Ruél et al., 2004). The use of HRIS in tragnand development, recruitment and selection, KRmnng and
performance appraisal was viewed as “sophisticat@Hll, 2001; Martinsons, 1994). Timelessness inada
availability, removal of data duplication and impement and streamlining of HR functions by HRISpisein
employee servicamprovement. Introduction of web based HRIS shiftR activities to line managers and
employees through self service technology. Theeefome squandered on basic administrative tasksnoan be
spent on strategic issues and implementing progeesgw plans of the organization. It allows HRfpesionals to
help employees design their career plan, trainimdy development etc.. Integration of HRIS with othrdormation
systems along with applications of HRIS in impletivegn HR policies and practices that support busiretsategy of
organization makes use of HRIS strategic (Marl®09. Kossek and her colleagues have also argumdath
corporate human resource information system caatipaly and symbolically transform human resourcégs a
strategic business partner (Kossek et al., 1994¢! Bt al. (2004) found that an organization wilthb@l presence or
multi-plant company requires integration. ImaginiftR in these organizations without a web based HRIS
applications is a myth.

Many studies have been carried out on various egipins of HRIS (Ball, 2001; CedarCrestone, 2006; Abwis,
2010; Kinnie and Arthurs, 1996; Lin, 1997; Teo let 2001; Saharan and Jafri, 2012). A study irwaai found that
HRIS is most extensively utilized at the EDP levellowed by the MIS and DSS levels (Lin, 1997).nKie and
Arthurs (1996) in their survey on UK companies ided that the most frequent uses of HRIS were iratpnal
areas of employee records (72%), payroll (66%)sjers (57%) and employment contract administrafso).
Another study found that employee record-keepiig§%), payroll (90.5%) and benefits managementlj were
the most common HRIS applications (Teo et al., 20B&ll (2001) in a survey in UK found that currearhployee
details and organizational salary details werenttost frequently applied areas. Later, Ngai and {&806) found
that in Hong Kong companies the two major applaadiof HRIS are providing general information (8% and
payroll services (84.7%). Recruitment and selec{idn1%) and succession planning (7.9%) were lesest HRIS
applications (Teo et al., 2001). Ngai and Wat (90880 showed that corporate communication (20%]) an
recruitment and selection (26.9% and 19.1%, regpdy} were least used HRIS applications. Thesedistushow
that HRIS is more commonly used for administrafueposes like employee record-keeping and payattler than
for strategic purposes (Groe et al., 1996; Kovawh@athcart, 1999).

However, many studies have shown that companieg Iséarted using sophisticated HRIS like trainingl an
development, performance management, compensatmagement and corporate communication (CedarCesston
2006; De Alwis, 2010; Saharan and Jafri, 2012). ab€cestone (2006) in HCM Surveys on US companies
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broadened the scope of HRIS applications. Admiatiste HRIS was still the most popular applicati@2%o),
companies reported an increasing use of stratggptications i.e. talent acquisition services (61%@rformance
management (52%), or compensation management (dCétlarCrestone, 2006). De Alwis (2010) in his stody
Sri Lankan industry shows that the most commonbdusiodules in HR department are training and devedmnt,
recruitment and selection and performance appraisdlare being utilized by all the companies. Restaurdy on
Indian companies also found that HR professiona fmejor applications of HRIS as recruitment ancea@n
(67.2% and 71.9%, respectively), pay roll servi6@.2%), providing general information (67.2%), cangation
(67.2%), performance appraisal (62.5%) and jobysimsaknd design (62.5%) (Saharan and Jafri, 2042p HRIS
was quite in use in corporate communication (48.Z8gharan and Jafri, 2012). The most popularuréut
applications of HRIS had been predicted asitigin and development (72.5%), career developn@hB{o)
and performance appraisal/management (58.8%) (Tea.,e2001). There appears to be shift towardatesgic
applications of HRIS. The possible reason couldhag most of the organizations which are using HRISfew
years for now, want to explore possibilities ohgtgic HRIS applications over the next few yeaen(&t al., 2001).

3. Objectives of the Study

The opening up of the market in India and techngl@yolution has made applications of HRIS in Indieeality.
The main objective of the study is “to explore #pplications of HRIS in companies operating in &idilo fulfill
the main objective, study attempts to seek the arsto the following questions:

¢ To study the applications of HRIS in India.

« To assess the difference of perceptions of HRISiagdpns between manufacturing and service
companies in India.

» To assess the difference of perceptions of HRISicgimns between Indian and multinational
companies in India.

« To assess the difference of perceptions of HRIS&gijpns across type (Indian and multinationak) an
nature (manufacturing and service) of organizatimperating in India.

4. Research Methodology

The study is based on primary data. For data d@leca structured questionnaire was developechbluding the
variables used in various studies (Altarawneh ah8Hgairat, 2010; Ball, 2001; Kinnie and Arthur8986; Ngai and
Wat, 2006; Ngai et al., 2008; Ruél et al., 200790 B al., 2001). Different variables included wéike: HR
planning, job analysis and design, training andettgpment, disciplining procedure, performance aigptaand
review, employment reward, compensation managempay, roll, current employees’ information, and
employment leave (as in Altarawneh and Al-Shqai2fitl0); recruitment, pay roll benefit, self-serviseb portal
and internal and external communication (as in iNgal., 2008); corporate communication (Ngai &vit, 2006);
historical record of employees (Ball, 2001) andtstgic management (Ruél et al., 2007). The quergze assessed
on Likert’s 5-point scale ranging from strongly aligee to strongly agree i.e. strongly disagree dikggree (2),
neither agree nor disagree (3), agree (4) and giyraagree (5). Statistical tools like factor an@ysanalysis of
variance (ANOVA), mean and grand mean scores weesl io analyze the gathered data. For calculatieg t
reliability of the data, cronbach’s alphas wer@alalculated. A total of 544 responses were receir@am companies
operating in India. The detailed distribution ofrgde of respondents across nature and type of coiepé shown
in table 1.

5. Results and Discussion

Variables regarding various applications of HRISHRM, considered for the study, were subjected rincfpal
component factor analysis with varimax rotationctba analysis extracted five factors, loading fdrvariables,
eigen values and percent of variance explainecdfi éactor. Compensation management variable wgagfisantly
loaded on two factors i.e. “performance and rewaahagement” and “pay roll”. Factor analysis brougtit five
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important dimensions regarding application of huntasource information system (HRIS) in human reseur
management (HRM). The brought out factors withistiatl details were:

F1: "Application(s) of HRIS in technical and strategic HRM" on which six variables were loaded. There
variables were HR planning, job analysis and desigaruitment, training and development, disciplfi
procedures and strategic management. (FactortigtsitiX =3.97; SD= .68p= .830)

F2: "Application(s) of HRIS in performance and reward management" on which again four variables were
loaded. These variables were performance appraisdl review, promotion, employment reward and
compensation management. (Factor statistiks:3.94; SD= .73p=.795)

F3: "Application(s) of HRIS in pay roll* had loading of three variables out of which oneialde was
common with application in performance and rewamhagement. These variables were compensation
management, payroll service and pay roll bendfiactor statistics:X =4.11; SD=.71p= .803)

F4. "Application(s) of HRIS in corporate communication” on which other three variables were loaded.
These variables were corporate communication, ssglfice web portal and internal and external
communication. (Factor statisticX =3.91; SD= .78p= .748)

F5: “Application(s) of HRIS in employee record” had loading of three variables. These variablesewe
historical record of employees, current employéefrmation and employment leave. (Factor stasstic
X =4.19; SD= .63p=.708)

This reduced data was further analyzed by appl2imgy ANOVA. Table 2 shows the results of analydisariance
(ANOVA) for each of the five factors, the corresporg significant levels of main effects i.e. orgaation type
(Indian and multinational) and nature of organ@at{manufacturing and service), and also the intema between
the organization type and nature of organizatiodidating the difference in perceptions of managenployees in
applications of HRIS. Table 3 shows the means aaddgmeans of five factors those were helpful tplar the
direction and extent of difference of perceptiorfs ntanagers/employees including Indian and multometi
companies as well as manufacturing and service aniep operating in India.

Pattern of loadings showed that the respondentggiveth maximum importance to the first factor f&pplications

of HRIS in technical and strategic HRM” followed bwpplications of HRIS in performance and reward
management”. The factor named “application of HRI®mployee record” was given the least importabeesrall,
respondents felt that applications of HRIS was éggtin factor “employee record™(=4.19), followed by “pay
roll” ( X =4.11) (see Table 3). Past studies also revealdtth most frequent application of HRIS was in Eyge
records (Groe et al., 1996; Kinnie and Arthurs, @8 %ovach and Cathcart, 1999; Lin, 1997; Ngai anak,VZ006;
Ngai et al., 2008; Teo et al., 2001), and nextay ll service (Ball, 2001; Kinnie and Arthurs, 98 Lin, 1997;
Ngai and Wat, 2006; Teo et al., 2001). Furthergadlexplained that HRIS was also applied highlycase of
“technical and strategic HRM” X =3.97), “performance and reward managemenX’=3.94), and “corporate
communication” & =3.91). Use in compensation analysis and corparatemunication were found as moderate
popular application. Similar results were also by other studies (CedarCrestone, 2006; Richargetaer, 1993;
Ngai and Wat, 2006). In a recent study conductedppiications of HRIS also confirmed that all thésetors were
used moderately in organizations operating in If8&haran and Jafri, 2012).

Table 2 shows that manufacturing companies andcgeoompanies differed significantly <B8.000) on the factor
“applications of HRIS in technical and strategic MR Further, table 3 shows the perceptions of
managers/employees of both HR and others. The masiagiployees of service companiéé={4.07) perceived
more about the use of HRIS in technical and stiatd®M than manufacturing companieX €3.87). Further table
revealed that Indian companie® £€3.99) had comparative edge over multinational camgs (X =3.92).

The next factor i.e. “application of HRIS in penfoaince and reward management” showed that manufagtur
companies and service companies differed signifiggi®<0.036). Table 3 showed that employees/managers of
service organization X =3.99) felt that they apply HRIS in performance amdvard management more than
manufacturing companiesX(=3.89). Further, service sector of both Indian andltinationals apply HRIS in
performance reward and management more than itstearts. The difference of perception between the
multinational companies’ service sectoX £4.03) and its manufacturing sectoX £3.78) is more pronounced.
Within multinationals, while service sector applRS highest amongst the groups its manufacturingosepply
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HRIS least in performance appraisal and rewardeelactivities.

Analysis of factor “application of HRIS in pay rolfrom table 2 showed that there was no signifiadifference in
perception of managers/employees according to Grgon type and nature of organization. Still &3l results
pointed that multinational companieX €4.19) and service sector compani&s=4.13) have slight edge in applying
HRIS in pay roll over Indian companieX £4.08) and manufacturing sector compani®s=¢.08), respectively.
This showed that HRIS application is there in gt and nature of companies. This was in confoonatvith
earlier studies (Ball, 2001; Kinnie and Arthurs9&9Lin, 1997; Ngai and Wat, 2006; Teo et al., 2001

In case of “application of HRIS in corporate comnuation”, Table 2 results showed a significanteliénce in both
the nature of organization£B.001) and interaction between organization typmeraature of organization £0.025).
Further, reference to table 3 showed that HRIS iegdns in corporate communication was more irviser
organizations ¥ =3.99) as compared to manufacturing organizations3.82). The interaction also showed that
service sector multinationalsX(=4.03) as well as IndianX =3.98) companies had been using HRIS in corporate
communication more than its counterpart in manufaey sector i.e. multinationalsX(=3.60) and Indian X =3.88)
companies, respectively. It may be that there isengorporate communication requirement of servaraganies due
to its nature of more dealings and technology driwerk culture when compared to manufacturing camgs Also
the service sector organizations in India are coaipeely new as compared to manufacturing sectgamizations.
Highest use of HRIS in corporate communication vimsmultinational service sector organizations, whil
multinational manufacturing sector organizatiods=3.60) used it the least. Study shows that theescd HRIS
applications have broadened as companies an ircire#ts sophisticated applications (CedarCresta086).

Table 2 showed no significant differences in petiogg of employees on organization type, naturergénization or

on the interaction between the two on the factppfigations of HRIS in employee record”. Table ®wied that the
managers/employees perceived the applications dEHR organizations was highest in case of emplageerd

(X =4.19). Further, Table 3 revealed that service amigs (X =4.24) had edge over manufacturing companies
(X =4.14) while multinational companiesX(=4.27) had slight edge over Indian companiéé=@.16) when
applying HRIS for employee record.

6. Conclusion

Results indicate that the most important applicetiof HRIS are in “technical and strategic HRM’ &pdrformance
and reward management”. This shows that compani&glia find “sophisticated” application of HRISrfdecision
making as important. In organization type (bothidnd and multinationals), nature of organization®tiib
manufacturing and service) and also overall, ressitowed that the most frequent applications of SHRbBs in
“employee record” followed by “pay roll” in orgardions operating in India. The study is in confdymo earlier
studies that HRIS is most frequently applied fointaning employee record followed by pay roll aittes. Reason
for this could be that use of HRIS in these appilices had been since birth of HRM. Beginning in @86personnel
management has been an early candidate for offiterretion in pay roll, benefit administration anther
transaction processing applications such as emglogeord holding (Ball, 2001; Martinsons, 1994)w#s the pay
roll that gave birth to HRIS (Ball, 2001). Furtheéhese traditional applications of HRIS in HRM wdiest
computerized due to legal obligations. Managersleyees perceived that all other factors of HRISligptions i.e.
“technical and strategic HRM”, “performance and aesvmanagement”, and “corporate communication” vedse
applied quite highly in companies in India, andlddoe termed as “sophisticated” applications of HRThe study
concludes that scope of HRIS applications have dmoad in India. Although operating HRIS applicatidike
employee record and pay roll still remains the npugiular applications but there is an increasesim af HRIS in
sophisticated activities and decision making. Rasties also depicted similar findings (see Cedzstone, 2006;
Saharan and Jafri, 2012). Further, when compaghisticated HRIS applications in service compatemdia
were found to have a significant edge over manufaw companies on all the three factors. Thisrtjeadicated
that service companies apply more of HRIS in denignaking and other sophisticated HR activitiesthize
manufacturing companies. Service organizationsitial are comparatively new than manufacturing degdions.
The environment in service sector organizationdnidia is more comfortable and technology drivennthbe
manufacturing sector organizations where it is nteoaditional and tedious. All these factors mayééad to less
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resistance from service sector employees and mgmgost from top management in adopting technolddpere is
no significant difference in the use of HRIS betwéedian companies and MNCs operating in Indiahkbws that
Indian companies are using HRIS to the same eateMNCs.
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Tablel. Distribution of the sample

Organization type
Nature of organization Indian Cos. MNCs Total
Manufacturing Cos. 214 56 270
Service Cos. 188 86 274
Total 402 142 544

Table 2. Summary results of analysis of variance (ANOVA)

Effects
Organization Nature of organization 2-way
Factors type (Main) (Main) interactions
F-value F-value F-value
1 Application(s) of HRIS in technical 2.822 14.962 2.212
and strategic HRM (0.094) (0.000) (0.138)
Application(s) of HRIS in 0.301 4.405 2171
F2 | performance and reward
management (0.583) (0.036) (0.141)
o . 2.214 0.257 0.000
F3 | Application(s) of HRIS in payroll
(0.146) (0.612) (0.988)
E4 Application(s) of HRIS in corporate 2.307 11.698 5.038
communication (0.129) (0.001) (0.025)
Fe Application(s) of HRIS in employee 2.790 0.996 0.524
record (0.095) (0.319) (0.470)

Note: * Significance levels are indicated in parentheses.
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Table 3. Summary results of mean and grand mean scores

Organization type
Factors Indian Multinational Grand mean
M 3.91 3.70 3.87
F1 | Application(s) of HRIS in technicdl S 4.07 4.06 4.07
and strategic HRM GM 3.99 3.92 3.97
Application(s) of HRIS in M 3.92 3.78 3.89
F2 | performance and reward S 3.97 4.03 3.99
management GM 3.94 3.93 3.94
4.06 417 4.08
F3 | Application(s) of HRIS in payroll S 4.10 4.20 4.13
GM 4.08 4.19 411
M 3.88 3.60 3.82
Application(s) of HRIS in corporate
Fg | AAPPlication(s) n corp s 3.98 4.03 3.99
communication
GM 3.93 3.86 3.91
M 4.11 4.26 4.14
Application(s) of HRIS in employeg
5 | Application(s) n employeg g 4.22 4.28 4.24
record
GM 4.16 4.27 4.19

Note: M- Manufacturing companies mean scores; S- Semirepanies mean scores; GM- Grand mean scores of
total companies
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