THE PRACTICES AND CHALLENGES OF HUMAN RESOURCE INFORMATION SYSTEM
THE CASE STUDY OF SELECTED PUBLIC SECTOR ORGANIZATIONS
IN ADDIS ABABA

BY
MARKOS MULAT GEBREYES

SGS1/0135/2004

ADVISOR. Dr. WORKU MEKONNEN (Asst. Professor)

RESEARCH REPORT SUBMITTED TO ST. MARY UNIVERSITY SCHOOL OF
GRADUATE STUDIES IN PARTIAL FULFILLMENT OF THE REQUIREMENTS FOR
THE DEGREE OF MASTER IN BUSINESS ADMINSTRATION [HRM CONCENTRATION]

NOVEMBER 2013 _
ADDIS ABABA, ETHIOPIA '



ST.MARY’S UNIVERSITY
SCHOOL OF GRADUATE STUDIES
FACULTY OF BUSINESS

THE PRACTICES AND CHALLENGES OF HUMAN RESOURCE INFORMATION SYSTEM
THE CASE STUDY OF SELECTED PUBLIC SECTOR ORGANIZATIONS
IN ADDIS ABABA

BY
MARKOS MULAT GEBREYES

SGS1/0135/2004

APPROVED BY BOARD OF EXAMINERS

Dean, Graduate Studies Signature& Date
Advisor Signature & Date
External Examiner Signature & Date

Internal Examiner Signature & Date



DECLARATION

I, the undersigned, declare that this thesis is my original work, prepared under the
guidance of . All sources of materials used for the thesis

have been duly acknowledged. | further confirm that the thesis has not been
submitted either in part or in full to any other higher learning institution for the

purpose of earning any degree.

Name Signature& Date



ENDORSEMENT

This thesis has been submitted to St. Mary’s University, School of Graduate Studies

for examination with my approval as a university advisor.

Advisor Signature& Date



DEDICATION

This piece of work is dedicated to my father, Mr. Mulat Gebreyes for his selfless
support, constant encouragement and inspiration toward in pursuit of my academic
ambitions; and to Somali Regional State who greatly encouraged and supported me

financially during the production of this research thesis.



ACKNOWLEDGEMENT

First of all, | would like to express my deepest thank to the almighty God and to the
Mother of Jesus, St. Mary who helped me through all the rough and difficult times
and gave me strength and encouragement to complete the course of this study.

Then my special thanks and gratitude goes to my advisors Dr. Worku Mekonnen for
his unreserved cooperation, incredible suggestions, supervision and remarks,
appreciable encouragement and professional guidance. With him | had mentoring
sessions including discussions about different thoughts and philosophy regarding
how to make a research and write a thesis and the supervision sessions became
theoretical and more focused on the research subject area. His assistance goes well
beyond what words can express. | would like to thank him for his concern and
patience. | like to extend my deepest gratitude to my lecturers at the University and
you will forever hold special memories, | am grateful to all of you.

| would also like to thank the HR managers of Ethio telecom, Ethiopian air line,
Oromia Regional Health Bureau and Ethiopian Revenue and Custom Authority for
their kind and unlimited support during the pilot survey. My gratitude also goes to all
the senior HR executives who took time off their busy schedules to respond to the
questionnaire. In addition, I like to thank my fellow-students specially Woldebirihan
for his good and encouraging advice in the course of my study. Finally, I am very
grateful indeed for those people whose names are not mentioned here, for their direct
or indirect contributions, to the completion of this research. For all of you, your
contributions will always be in my memory. The effort made by St. Mary University
School of Graduate Studies in facilitating the course and research work is highly
appreciated.

Vi



TABLE OF CONTENTS

D =To [ o= 14 [o] o PP P PP v
ACKNOWIBAGEIMENTS ...ttt bbbt et sreesne e nnes vi
TaDIE OF CONTENTS... .ot sre e vii
LIST OF TADIES ..ot e et e teebesnne s X
LIST OF FIQUIES ..ottt ettt ae b e e eneeereenreennes Xi
List of Acronyms and ADDreviations..........ccccoovveiieiiccicce e Xii
Y o151 = T TSR RPR Xiii
CHAPTER ONE: INTRODUCGTION..........coooiiiiieieeee e s 1
1.1. Background Of the STUAY .......ccceiiiiiiiicce e 1
1.2. Statement of the Problem ... 3
1.3. RESEAICN QUESTIONS......ccuiiiiiii ettt e e e s e e e e s te e e beesneenneeeas 5
1.4. Objectives Of the STUAY ... s 6

1.4.1. General ODJECHIVE ......ccoo i 6

1.4.2. SPECITIC ODJECHIVES.....civiiiiiiiiiiie et 6
1.6. Definitions Of KEY TEIMS .....eiiiiiie ittt 7
1.7. Significance of the STUAY ... s 8
1.8. SCOPE OF the STUAY ......coiiiiiiiie e 9
CHAPTER TWO: LITURATURE REVIEW...........cooii e 10
2.1 INTFOAUCTION ... ettt bttt bt nee s re e 10
2. 1.1 HIStOry OF HRIS ..ot 10
2.1.1.1. Definition OFf HRIS ..o 11
2.1.2. HRIS and HR Transformation..........c.ccocoiiiiiiiiininecseee e 12
2.1.4. Stages of Organizations Based on their HRIS ... 13

2.1.4.1. BaSiC Personnel SYSTEM .......cccciiiiiiiiiiiie et 13

2.1.4.2. Augmented HR SYSTEM ......cooiiiiiiiece st 14

2.1.4.3. Comprehensive and Interactive HRIS ............cociiiiiiiiniinneec 14
2.1.5. User of HRIS APPHCATIONS .....cccvviiieiiiiiiie st 14
2.1.6. BENefitsS OF HRIS ...c.ooieeec e 15

vii



2.1.7. SUDSYSIEMS OF HRIS ... e 17

2.1.7.1. Employee Administration SUDSYSTEM........ccocoviiiiiiiiiieiie e 17
2.1.7.2. ReCruitment SUDSYSTEIM .....cc.oiiiiiece e 17
2.1.7.3. Training and Development SUDSYStEM..........cccccvivieiieiiecic e 18
2.1.7.4. Performance Management SUDSYStEM ..........cccccvvvieiieiiienie s 19
2.1.7.5. Compensation and Benefits Administration Subsystem..............cccccoeevnene 20
2.1.8. Comparison of Traditional HR t0 HRIS ... 21
2.1.9. Challenges of Practicing HRIS ... 22
2.1.10. Stages of HRIS Implementation...........ccccooiiiininiiiineecee e 23
2.1.10.1. AdOPLION PRASE.....c.eiiiieiiiiiieie sttt ettt ettt et nre e enes 23
2.1.10.2. Implementation PRASE ...........ccceiieieiieciee e 23
2.1.10.3. Institutionalization PRaSe..........ccceiiiiiiiiece e e 23
2.1.11. MOdels OF HRIS. ... 24
2.1.11.1. Hyde-Shafritz MOGEL..........cooiiiiiei e 24
2.1.11.2. The Manzini-Gridley HRIS Model..........c.ccoviioiiiiiieee e 25
2.1.11.3. The Components of a Resource-Flow HRIS Model............cccoooiiiiiiiiniiien, 26
2.2. Reviews of Empirical Literature ... 27
2.3. HRIS Software Vendors Profile ... 30
CHAPTER THREE: RESEARCH DESIGN AND METHODOLOGY...................... 33
T8 I 1 a1 o T 3oy T o ISP R TP 33
3.2. RESLAICH DBSIGN oeiiiiiieitie ettt ettt b et e b b be e 33
3.3. Population and Sampling TeChNIQUES .........ccooiviiiiiiiiesie e 33
3.4. Data Collection MetNOUS.........ccoiviiiiiiiice e 34
341 Primary Data........ccccoveiiiiiiieieeie et be e 34
3.4.1.1. SEMI-StruCtured INTEIVIEW ........coveieiiiieieie e 35
3.4.1.2. QUESTIONNAITE ....veiiiiieiiie ettt ettt e ebe e e ebe e s be e s abe e srbeesaeeesreas 35
3.4.1.2.1. QUESLIONNAITE STFUCTUIE ......cveeivieiciie et 35

3.4.2. SECONAANY DAlA......cceiiiieiiiiiic ettt 36
3.4.3. Validity and Reability ..........ccooviirieee e 36
3.5. Procedures of Data CollECtiON .........coveiiiiiiiice e 37
3.6. Data Analysis and INterpretation............cooviiieiiiiniee e 38
3.7. Conceptual FrameWOIK ..ot 39



CHAPTER FOUR: RESULTS AND DESCUSION ..., 40

A1, INEFOTUCTION .ottt bbbttt et e b sbe e s b b 40
4.2. Presentations of Respondent Background ............ccccoovviieiiiiie e 40
4.3. Presentations of Variables ... 41
4.3.1. Responses regarding HRIS Recruitment Subsystem..........cccccvvvievievvccnenen. 41
4.3.1.1. HRIS €-RECIUITMENT ..ottt e 42
4.3.1.2. HRIS Job Analysis and SKill INVENTOIY ........cccooviiiiieiieiiene e 43
4.3.2. Responses on HRIS Training SUDSYStEM .........cccoiiviiiii i 44
4.3.2.1. HRIS Training Need Analysis and Evaluation.............c.ccccooceviviniieineninennn. 44
4.3.2.2. HRIS SUCCESSION PlaNinNg.......ccoiiviiiiiiiiieiieieeiesie e 45
4.3.3. Responses regarding HRIS Performance Management Subsystem................. 46
4.3.3.1. HRIS Performance ApPraisal ...........ccccovvveieeieeie e 46
4.3.3.2. COMPELENCY ASSESSIMENT ....cuviiiiieiiie ittt be e 47
4.3.4. Responses on HRIS Compensation Management Subsystem ............cccccvevvenee. 49
4.3.4.1. HRIS Benefit AdMINISTratioN .........ccooiiiiiiiiiiciee e 49
4.3.4.2. HRIS Payroll STFUCTUIE ......ccoiiiiieiie et 50
4.3.5. HRIS Employee Administration Subsystem ReSpONSes .........ccccccvvvverieiveriennne 51
4.3.5.1. HRIS Employee Information Management...........c.cccoevvevviieiiesiesiesieee, 51
4.3.5.2. HRIS as Strategic Partner & Decision- MaKing...........cccocoevviienininnnnnnn. 52
4.3.6. Responses on Challenges of Practicing HRIS ... 54
A4, DISCUSIONS ...ttt steesee sttt sttt et be e s e b e be e s e be st e e s e e be et e e se e be st e eseenbenbeeneenbenreas 55
CHAPTER FIVE: CONCLUSIONS AND RECOMMENDATIONS....................... 66
5.1 INTFOTUCTION ... ettt bttt ne b 66
5.2, CONCIUSIONS. .....oeiiiiiiiie ettt ettt b et e s be et e et e e beabeennas 66
5.3. Limitations and FUrther RESEAICN...........ccooiiiiiii e 69
5.4, RECOMMENUATIONS.......eiiiiiiiiieie ittt ettt sttt b e b 70
RETEIENCES. ...ttt b ettt et e e st e aneesneesreenree e 73
N o] 0 1=] [0 [T PSPPI 77
AppendixX A: QUESTIONNAITE .....c.cccuiiie et sreesreens 77



List of Tables

Table 2.1: Comparison of Traditional HR to HRIS...........cccoo i 21
Table 3.1: Numbers of Feedback Received from each of Public Sector Organizations .. 34
Table 3.2: Reliability Of the SCales..........ccccoieii e 37
Table 4.1: Respondents BackgroUnd............cccooiiiiiiiiiiieeeseese e e 41
Table 4.2: Responses Regarding HRIS e-Recruitment ............ccccovveiiiiiic i 42
Table 4.3: Responses on HRIS Job Analysis and Skill Inventory..........ccccooeiiiiiiienee 43
Table 4.4: Responses Regarding HRIS TNA and Evaluation............ccccoevieiiiiiie e, 44
Table 4.5: HRIS Succession Planning RESPONSES .........cceviiiiiieninie e 45
Table 4.6: Responses on HRIS Performance Appraisal Rating .........ccccccooevviiviininenee 46
Table 4.7: Responses Regarding HRIS Competency ASSESSMENT ........cccccvvveeiivreriieenienn 47
Table 4.8: Responses Regarding HRIS Benefit Administration ............ccccocceevviiiiiiiecnnen, 48
Table 4.9: Responses on HRIS Payroll StrucCture...........ccccovieiiiiinnieceeecee e 49
Table 4.10: Responses on HRIS Information Management...........cccooeveveneencniinseenienn 50

Table 4.11: Responses on Challenges of Practicing HRIS ... 54



List of Figures

Figure 2.1: The Hyde-Shafritz HRIS Model............cccccoooiviiiviiicccce, 24
Figure 2.2: The Manzini-Gridley HRIS Model............cccccoooviviicvcccc, 25
Figure 2.3: The Components of a Resource-Flow HRIS Model......................... 26
Figure 3.1: Schematic Diagram for the Conceptual Framework....................... 39

Figure 4.1: Responses on HRIS as Strategic Partner & Decision-Making.... 52

Xi



List of Acronyms & Abbreviations

DSS. Decision Support System
DM Decision Making
ERCA.....coi Ethiopian Revenue and Custom Authority
ERP. .o Enterprise Resource Planning

HCM. ..o Human Capital Management

HR.. Human Resource

HRD. ..o Human Resource Development

HRIC. ... Human Resources Information Centre
HRIS ... Human Resource Information Systems
HRM..... Human Resource Management

HRMS. ... Human Resource Management Systems
LT Information and Communication Technology
IS Information Systems

N Information Technology

P Personal Computer

SHRM. ... Strategic Human Resource Management
TNA. Training Need Analysis

WWW .o World Wide Web

xii



Abstract

The purpose of the study was tO explore the practices and contributions of HRIS to HR
division through HRIS recruitment, training and development, performance
management, compensation and employee administration subsystems and pinpoint
the Challenges associated with its implementation as perceived by senior HR
executives in selected public sector organizations in Addis Ababa. A structured
guestionnaire was designed, pre-tested, modified, and used to capture data on HRIS
from senior HR executives in organizations. The questionnaire was pilot tested by
consulting HRIS expert, HR managers and academician. Based on the feedback from
the pilot-test, the questionnaire was modified and self distributed to the respondents.
Cross-sectional study and quantitative and qualitative techniques were selected as
research methods. Non probability purposive sampling was used during the selection
of the sample. Feedbacks received from 65 participants were analyzed and the overall
response rate was 67.7 percent. The SPSS computer package was used to analyze the
collected data. The assessment of the research revealed that the HRIS systems had
improved the various functionalities of HR division in the organizations, helped in
storing voluminous data about their employees, eased the access and dissemination of
information, and the information generated intern increased the coordination between
the HR department and administration and facilitated the decision making processes.
From the result, several challenges were also pointed out among which included lack
of funding to acquire, update, and maintain critical HRIS, lack of expertise in IT to
operate the HRIS because of the weakness of the organizations to train, educate and
develop the HRIS staff and insufficient financial support which result in poor HRIS
implementation process. The research findings suggest that organizations should have
to revise their current HR and HRIS policies and procedures to promote effective HRIS
practices and to achieve excellent organizational performance. In addition, HRIS
needs to offer more intelligent capabilities & features in order to increase the
effectiveness of HR divisions, and HR executives should be enriched with more training
and development to increase their awareness and usage of various HRIS subsystems.
Finally the findings of the research would give valuable insights about the practices of
HRIS in the organizations. Further research should address into exploring the roles of
HRIS in transforming the functions of HR and in facilitating decision making process
among more public & private sector by overcoming challenges mentioned in the study.

Xiii



CHAPTER ONE

INTRODUCTION
1.1. BACKGROUND OF THE STUDY

Working environment today is rapidly changing and is much more affected by turbulence,
uncertainty and instability than it was some decades ago. Organizations are confronted with
the stated situation and in such circumstances have to manage their resources, such as
physical, financial, informational and human resources (Deloitte, 2006). Firms are today
aware of the fact that human resources represent their most valuable resources, one which is
crucial for creating competitive advantage due to their specificities (Kovach and Cathcart,
1999). Recently companies have viewed human resources and Human Resources
Management (HRM) as the means to enhance the operations of organizational functions
which directly contribute to the company's profitability and determine company's success in
gaining a competitive advantage (Hendrickson, 2003). Human Resources Information
Systems play significant role in supporting all operations inside of the HR division.

Human Resource Information System is the most recent in a progression of functionally
oriented information systems, which reflects the trend towards end user computing
encompasses a wide range of computer based applications. A comprehensive conceptual
model of the HRIS generates very useful information for the organizations individual
managers (Gardner et al., 2007). Human resource information systems have been used in HR
departments for many years, but more recently their use has changed to that of playing a
more strategic role to support HR professionals, in particular HR managers (Devenport,
1998). Introducing new technology into the workplace presents both opportunities and
challenges. HR Information Systems (HRIS) have the potential to transform HR into a more
efficient and strategic function by allowing HR to move beyond simple administrative tasks
to strategic applications (Ngai, et al., 2006). Globalization is forcing HR to expand its
horizons, perspectives and use of technology.

HRIS help employees to control their own personal information and by allowing managers to
access relevant information and data, conduct analysis, make decisions, and communicate.
Organizations change their HR policies and practices due to technological development. It



also provides a lot of information to top management in taking timely decision on
administrative matters (Hendrickson, 2003). With the help of sound HRIS the organizations
can adopt new changes in HR functions such as planning, recruitment, selection and training
of employees.

Today, many companies are transforming their HR functions from manual workflow to
computerized workflow. Computers have made the resource data into a simple task.
Computer hardware, software, and databases help organizations maintain and retrieve human
resource records better and simpler. Human Resource Information System (HRIS) will help
organizations “keep an accurate, complete, updated database that can be retrieved when
needed from reports” (Morley et al., 2006).

HRIS can support also long range planning, with information for labor force planning, and
supply and demand forecasts; staffing with information on equal employment, separations,
and applicant qualifications; and development with information on training program costs
and trainee work performance (Tansley et al., 2001). With employee data neatly woven into
an orderly web of HRIS databases, HR executives become free to pursue more critical and
creative-thinking projects. The automation of the data significantly reduces the likelihood of
entry errors and discrepancies between records (Williams, 1997). The formation of one vast,
unified reservoir of employee information allows for more complex and integrated analysis
by company executives, facilitating better decision making and greater business efficiency
(Panayiotopoulos et al., 2005).

This study aims to find out the contribution of Human Resource Information System (HRIS)
to HR division throughout its various subsystems such as recruitment and selection, training
and development, employee administration, compensation, and performance management
within the perception of senior HR Executives. These basic HRIS activities provide a
foundation for the readers and academicians to understand and explore how computerized
information can assist human resources (HR) executives achieve certain human resource
objectives and analyze the practices and identify the challenges organizations have faced
when adopting and implementing HRIS and human resources issues in regards to
information technology.



1.2. STATEMENT OF THE PROBLEM

With the changing world and constant new technology that is available and environment of
increasing in competition locally and globally, organizations must become more adaptable,
resilient, agile, and customer-focused. Managers need to be aware of the technology that will
increase effectiveness and improve efficiency in their organizations. Human resource
information systems (HRIS) have a significant contribution in transforming and improving
the efficiency and effectiveness of the HR department and the organizations (Pichault, 2007).

HR used to have a manual system where they had to collect applications from employee and
maintain a ledger for each and every employee in order to keep their records. This
entire process was extremely time consuming & more over it had high probability
for data discrepancies. Issues relating to continuous poor employee management systems,
delayed personal data aggregation, poor talent management and poor staff file management
continue to hinder human resource service delivery in the organizations. Four organizations
that already had implemented and using the HRIS system were selected and their heads of
HR were interviewed to identify the problems. Their annual reports were referred in order to
identify their policies.

Ethiopian air line was identified as a successful HRIS user mostly in HR administration
functions. The organization stands out as a successful HRIS user because they have good IT
governance policy. In the past, the organization managing the process of attracting new
applicants and facilitating the training was handled through a paper-based process that began
with placing an advertisement for job openings in various newspapers. As the company
continued to grow and each new advertisement generated hundreds of resumes, continuing to
use a paper-based system just did not fly. Too much time was spent evaluating nonqualified
candidates and not enough time was allocated for assessing the applicants’ skills and talents,
limiting their ability to effectively evaluate potential employees. Due to the volume of
resumes received by HR department, those who were at the top of the stack got looked at
first, and the process did not allow the recruitment managers to necessarily consider an
applicant for all the openings for which they might best suited. The company needed an
automated solution that would not only improve the overall training and hiring process but
also improve the quality of applicants seen by the hiring managers. Then the organization



continues to give attention to outline the IT systems in line with its strategies and objectives
by the principles of with good IT governance, HRIS investments can be well planned and
take place.

Tracking human resource information with spreadsheets is a hefty and laborious task for any
HR professionals (Devenport, 1998). According to Oromia regional health bureau HRIS
expert, the organization already have implemented the system in collaboration with Tulane
University to enhance the productivity and improve the performance of the bureau but they
still use it only for administrative activities such as payroll system and employee information
management. They did not use the system effectively as a management tool which
contributes to HR activities such as recruitment, selection, succession planning, performance
evaluation, training, and development. Since the organization has already spent a
considerable amount of money on HRIS, they don’t need to afford a new system. Though
they need to identify inadequacy of the existing system and solve the challenges. Therefore,
in such organization, HRIS does not play a significant role in transforming and automating
the functions of HR department and failed to manage their employees fairly, equally &
transparently.

The current HRIS system at Ethiopian Revenue and Customs Authority (ERCA) involves a
lot of manual feeding. The employee data is stored in the excel sheet and various other
important factors like attendance records, pay roll, employee information, etc are stored
under different fields in excel. Excel has macros which is a feature very helpful to automate
few calculations. But as the number of employees increase and the data doubles, it becomes
highly inefficient to store and process data and uses the derived information to make
decisions. According to head of HR division of ERCA, HRIS is used to reduce the cost and
increase the productivity by compensating employee shortages which has led to flatter their
organization with wider spans of supervision. The authority used traditional recruiting
sources rather than the e-recruiting facilities of HRIS when recruiting employees due to lack
of support from the current system. But organization is still struggling to align their existing
HRIS system facilities with the HR department functionalities to meet their objectives.

Organizations like Ethio telecom are smart enough to set overall information system policies
in advance seem to acquire HRIS to fulfill their HR functions. Though the existing HRIS



system supports HR department functionalities of the organizations, they do not fully utilize
the system functions effectively and efficiently due to the dependence on traditional
methods.

These issues and problems demand that HR departments need to continually assess their
internal processes, systems and capabilities. Therefore, Human resource information systems
(HRIS) have a significant role in solving these challenges and transform the functions of HR
department as well as the organizations. This research aims to investigate the contribution of
HRIS to human resources division through its various subsystems. Furthermore, the study
would also guides future HRIS users to make optimum use of HRIS functionalities in their
HR division.

1.3. BASIC RESEARCH QUESTIONS

With the aim of addressing the general and specific objectives of the study, the entire efforts
of the paper revolve around seeking answer to the following question:

1. How does the HRIS recruiting subsystem contribute to the automation and integration

of HR division of an organization and facilitate decision making?

2. What is the role of training subsystems of HRIS in the transforming the functions of
human resource department of the firms?

3. Does the performance management subsystem of HRIS play a significant role in
producing successful and integrated HR department of an organization?

4. How does the compensation management HRIS subsystem facilitate the activities of
HR division of an organization?

5. To what extent employee information management subsystem of HRIS plays a
relevant role in the transformation of HR department of the organization and support
decision making process?

6. What are the challenges of adopting, implementing and practicing of human resource

information system?



1.4. OBJECTIVES OF THE STUDY

1.4.1. GENERAL OBJECTIVE

The general objective of the study is to investigate the practices and pinpoint the challenges
associated with human resource information system adoption and implementation in selected
public sector organization in Addis Ababa.

In light of this and in order to satisfy the research questions, the specific objectives are:

1.4.2. SPECIFIC OBJECTIVES

1. To evaluate the current practice of the HRIS recruitment subsystem and pinpoint
strong area and areas that needs improvement.

2. To assess the current practices of training subsystem of HRIS and shows what
Process improvements will support HR division in providing the highest quality of
service to the employees.

3. To have insight to the present practice of HRIS performance management sub
system of the firms and show possible ways of further improvement

4. To examine the level of HRIS compensation subsystem practice and indicate the
main success and failure factor associated with it in the organizations.

5. To explore how human resource information system (HRIS) employee
information management sub system are contributing to an organization’s
performance.

6. To locate problems, gaps, lapses, failings in the practices of HRIS and to see areas
of wrong or non- implementation that hindered achievement of its predetermined
objective & activities.



1.5. DEFINITIONS OF KEY TERMS
1.5.1. Human Resource Information System

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. HRIS
are built to reduce the manual work of HR expertise (Pichault, 2007).

1.5.2. Recruitment

Recruitment is the process of discovering potential candidates for actual or anticipated
organizational vacancies or, from another perspective (Mayfield et al., 2003). HRIS
recruitment subsystem includes information on the position name and number, the
department in which the position resides, whether the position has been approved, and
whether the position is full-time or part-time (Hendrickson, 2003).

1.5.3. Training

Training is a tool for improving the skills in need for the productivity and effectiveness of
employees (Sambrook, 2005). HRIS training subsystem includes data on an employee’s
skills & competencies, training courses taken, & career planning in terms of which positions
might be most appropriate for employee based on skills & competencies (Teo et al., 2001).

1.5.4. Compensation Management

Compensation management is a process involves all forms of pay or rewards accrued to
employees and arising from their employment. Policies on the type of increases allowable
when an employee receives a promotion, data regarding pay grades and ranges for each
position and bonus structure included in the HRIS compensation subsystem (Deloitte, 2006).

1.5.5. Performance Management

Performance management is the integrated process by which an organization involves its
employees in improving effectiveness in the accomplishment of organizational mission and
strategic goals. HRIS web based performance appraisal subsystem help the organizations
quickly creates high value performance appraisal for employee (Ruona and Gibson, 2004).



1.6. SIGNIFICANCE OF THE STUDY

Human resource management is one of the most crucial aspects of an organization, which
can be facilitated by HRIS functionalities. A number of vendors supply HRIS software to the
market under different names and prices. Organizations spend substantial amounts to acquire
and implement HRIS software. After a while, they suffer when they try to align the available
HRIS functionalities with their goals. Sometime though organizations support HRIS features,
they do not use all the functionalities due to poor response from the users. This research is
significant for the following reason:

& |t will provide the basic building blocks for HR executives and managers to better
understand the essential constructs of human resource information system which
leads them to design further strategies to use it efficiently.

& The findings of the study will give additional input for management of the firms in
producing the paper that serve as a bench mark for further evaluation of the success
and failure factor associated with HRIS implementation.

& It will indicate how HRIS could be significant to HR division of the organization in
transforming the HR systems and facilitating decision making by providing
accurate and timely information.

& The study would contribute to the body of knowledge by filling the existing
knowledge gap in the aspects of HRIS studies by analyzing the senior HR
executives’ behaviors, opinions and awareness of HRIS functionalities towards
integration and automation of HR department.

& It will helps readers and academicians in understanding how far the HR
information system practiced in selected public sector organization by overcoming
the challenges faced in the processes of implementation and practicing of the
system

& |t will initiate others interested researchers to carry out more extensive studies in
the area.



1.7. SCOPE OF THE STUDY

HRIS user population is small since most organizations cannot afford it. Especially small
organizations cannot use integrated HRIS within an affordable cost. Though, it is not
possible to gather data from everybody and all organizations. Within the research, senior HR
executives’ perception is considered as the measurement for the practices and challenges of

HRIS since they are mostly involved in HRIS.

The scope of the study is limited to the area of the HRIS subsystems such as recruitment and
selection, employee information management, training and development, compensation and
benefit administration and performance management and identifying the challenges
organizations faced during practicing HRIS. Although there is time, money and other
anticipated limitations to visit all public sectors, four public sector organizations in Addis
Ababa, namely, Ethiopian Revenue and Customs Authority (ERCA), Ethio telecom, Oromia
Regional Health Bureau and Ethiopian air line were visited in order to incorporate the
important personnel who can provide pertinent information. The organizations were chosen

on a basis of they had already implemented and were using the system.



CHAPTER TWO
LITERATURE REVIEW

2.1. INTRODUCTION

This chapter focused on the reviews of HRIS concepts and its contributions in the process of
automation and integration of human resource service delivery through its various sub
systems and the review was guided by the objectives that guided the study.

HRIS is employed by organizations to improve their performance by spending substantial
amounts of money. This literature survey attempts to gather the existing knowledge based
studies on the HRIS functional area such as recruitment and selection, training and
development, performance management, compensation administrations and employee
information management. The chapter also discusses the benefits of practicing HRIS; the
challenges faced during implementing and practicing the systems and indicate suggested
HRIS software vendors. Finally the researcher tried to review the existing empirical studies
to reveal and fill the knowledge gap.

2.1.1. HISTORY OF HRIS

The Human Resource Information System (HRIS) is a system, which in recent years has
become critical to the operation of HR division of large companies. Information systems
in HR have evolved from the automated employee recordkeeping of the 1960s into
complex reporting and decision systems of today (Deloitte, 2006).

From 1960 to 1970, major companies were in search of a centralized personnel management
system. Software programs were then created in large computers to facilitate storage of data
mainly for payroll purposes (DeSanctis, 1986). The Human Resource Information System,
also known as Human Resource Management System, emerged as the preferred main system
for managing human resource data, using the new client server technology instead of the old
mainframe system (El-Kot & Leat, 2008).

By the 1980s, HRIS was equipped with new tools and capabilities that assisted the
compensation scheme and helped manage manpower. The system became more sophisticated
by 2000 when it became a tool for performance learning management.
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In the 1990s there existed various expectations of how HRIS should have affected an
organization’s HR activities and business planning. Studies about advantages of using HRIS
and about users of HRIS were performed. An organization was considered efficient if it had
technology and IS to support HR activities (Devenport, 1998).

In the new millennium electronic services such as e-learning, e-commerce and e-business
became possible and common because of the invention of World- Wide-Web (WWW)
(Gardner et al., 2007).

2.1.1.1. DEFINITIONS OF HRIS

Human Resource Information System is a systematic procedure for collecting, storing,
maintaining, retrieving, and validating data needed by an organization about its human
resources, personnel activities & organization unit characteristics (Tannenbaum, 1990).

Human Resource Management System (HRMS) or Human Resource Information System
(HRIS) refers to the systems and processes at the intersection between human resource
management and information technology. Human resources information system allows
business processes to function productively and cost efficiently in a web-based environment
by reducing paperwork (Kovach and Cathcart, 1999). The system also allows an agency real
time capability to enter, update, maintain and secure employee data while adhering to
policies and regulations as is the case with any complex organizational information system
(Hendrickson, 2003).

An effective HRIS provides information on just about anything the company needs to track
and analyze about employees, former employees, and applicants. Organizations will need to
select a Human Resources Information System and customize it to meet their needs (Deloitte,
2006). 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
(Tansley et al., 2001).
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2.1.2. HRIS AND HR TRANSFORMATION

An effective HR transformation requires the adoption of a comprehensive human resource
information management strategy. To build a more effective workforce the firm must
develop a cohesive HRIS that is tightly linked to the overall business goals and objectives.
Leading HR technologies are critical to executing HRIS successfully because it enables HR
function to move beyond administrative activities and transactions to add value to

organizations wide business processes.

HR transformation initially focused on making HR operations more efficient and effective
through process standardization and technology. The next generation of HR transformation is
more tightly linked to corporate strategy and to creating business value through HR services
that address a company’s most pressing strategic challenges (Mayfield et al., 2003). HR
department*s role gently shifts from transaction and administration to business and strategic

transformation (Beulen, 2009).

The HR information system (HRIS) element of an Enterprise Resource Planning system
incorporate records for employee resources, rewards, training, etc (Morley et al., 2006).
Personal data on employees can potentially be used much more flexibly to transform the way
people are managed within organizations and to transform the role of the HR department
(Kovach and Cathcart, 1999). An integrated HRIS offers the potential for the flexible and
imaginative use of stored personal data, which can in turn encourage a transformation of both
the management style used and the role of the HR department (Ruona and Gibson, 2004).

The strategic role of the HR function means not only being involved in strategic planning
from the outset and during the implementation phase but also matching employee resources
with business needs (Panayiotopoulos et al., 2005). However, this does not mean that the
administrative role will cease to exist, although there is an inherent tension between the
outlook required for a strategic HR role and that of the HR executives in a traditional role.
Specifically, HRIS may contribute to firms’ strategic positioning in a number of ways, for
instance, by improving customer service levels to managers and employees and enhancing
the lines of communication between the company and its employee (Ashbaugh & Miranda,
2002).
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Beadles et al. (2005) have postulated that HRIS will be implemented at three different levels:
the publishing of information; the automation of transactions; and, finally, a change in the
way human resource management is conducted in the organization by transforming HR into
a strategic partner with the line business. The evolution of HR as promoted by HRIS evolves
from information to automation and from automation to transformation. HRIS allows the
HR function to become more efficient and to provide better information for decision-making
(Deloitte, 2006).

In order to analyze the practice and challenge of HRIS, HRIS users’ perception towards its
functionality is very important. This research study would fill the existing knowledge gap in
literature regarding HRIS in Ethiopia; examine the practice of HRIS and explore the
challenges public sector organization have faced during the process of implementing and
practices HRIS in Addis Ababa.

2.1.3. STAGES OF ORGANIZATIONS BASED ON THEIR HRIS

The function of Human Resources departments is generally administrative and common to
all organizations. Organizations may have formalized selection, evaluation, and payroll
processes. Efficient and effective management of Human Capital progressed to an
increasingly imperative and complex process (Pichault, 2007). The HR function consists of
tracking existing employee data which traditionally includes personal histories, skills,
capabilities, accomplishments and salary. To reduce the manual workload of these
administrative activities, organizations began to electronically automate many of these
processes by introducing specialized Human Resource Information Systems. For these
systems and processes, organizations are classified in to three related with HRIS (Yang et al.,
2007). These are: Basic personnel system, Augmented HR system, and Comprehensive and
Interactive HRIS system

2.1.3.1. Basic Personnel System

A bare-bones HRIS approach incorporating databases that may mix written records on file
with other data elements stored on a computer database (Yang et al., 2007). The data
maintained by this focuses on the following area:
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» Employee records- such as individual profile, personal information sheet, application
form, employee contract etc

» Payroll-such as wage or salary, attendance, benefits data

» Staffing-such as job description for key organizational job

» Basic data required for compliance with pertinent labor legislation and etc.

2.1.3.2. Augmented HR System

Movement to the second stage, an augmented HR system, occurs when the organization
decides to commit the resources to become more proactive with respect to policy decisions.
A stage two set up requires the HRIS to move beyond the basic record keeping functions. In
this stage, the HRIS becomes entirely computer based, and the data elements in stage one
typically are augmented by a variety of information determined by a needs analysis
(Hendrickson, 2003).

2.1.3.3. Comprehensive and Interactive HRIS

This type of HRIS configuration enables the HR staff to run future “what if” scenarios to
determine the future policy alternative given a range of possible outcomes. As well,
relational databases enable the user to customize the HR data to be investigated, thereby
offering wide variety of reaches and analysis to be conducted (Deloitte, 2006). Although a
comprehensive and interactive HRIS is the goal of many organizational HR planning
systems, especially because of its orientation towards analysis of future scenarios and
decision making options, it is not necessarily optimal for all organizations. Relatively few
companies have evolved to the stage-three setup of a comprehensive and interactive HRIS
(Panayiotopoulos et al., 2005).

2.1.4. USER OF HRIS APPLICATIONS

HRIS meet the needs of a number of organizational stakeholders. According to Beadles et al.
2005, people in the firm who interact with HRIS are segmented into three groups:

(1) HR professionals

(2) Managers in functional areas (production, marketing, IT etc.)

(3) Employees.

14



HR professionals rely on the HRIS in fulfilling job functions (regulatory reporting and
compliance, compensation analysis, payroll, pension, and profit sharing administration, skill
inventory, benefits administration etc.). Thus, for the HR professional there is an increasing
reliance on the HRIS to fulfill job task (Devenport, 1998). As human capital plays a larger
role in competitive advantage, functional managers expect the HRIS to provide functionality
to meet the unit’s goals & objectives. Moreover, managers rely on the HRIS’s capabilities to
provide superior data collection & analysis (Yang et al., 2007).

Individual employees become end users of many HRIS applications. The increased
complexity of employee benefit options and the corresponding need to monitor and modify
category selections more frequently has increased the awareness of HRIS functionality
among employees (Ashbaugh & Miranda, 2002). Additionally, it also includes skill testing,
assessment and development, résumé processing, recruitment and retention, team and project
management, & management development (Williams, 1997).

2.1.5. BENEFITS OF HRIS

In modern era, human resources information system (HRIS) is a fully automated system,
primarily consisting of employee information management, payroll processing, performance
appraisal, training & development and recruitment management. HR need for integrating
data across departments, bringing in transparency of information & data integrity for
improving productivity (Kovac and Cathcart, 1999). Functional HRIS create an information
system that enables an assimilation of policies and procedures used to manage the firm’s
human capital as well as the procedure necessary to operate the computer applications
(Hendrickson, 2003). Some of the HRIS benefits include:

2.1.5.1. Increasing Efficiency

Rapid computing technology has allowed more transactions to occur with fewer fixed
resources. Typical examples are payroll, flexible benefits administration, and health benefits
processing (Gardner et al., 2007). Though technologies of early mainframes provided
significant efficiencies in these areas, the difference is that the record processing efficiencies
that were once only available to large firms are now readily available to any organization
size (Morley et al., 2006).
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2.1.5.2. Increasing Effectiveness

Most often, computer technology is designed to improve effectiveness either by in terms of
the accuracy of information or by using the technology to simplify the process. This is
especially the case where large data sets require reconciliation (Savage, 1996). Using
computer technology ensures accurate results and offer substantial simplification over
manual processing. Consequently, the vast majority of HR functions have some degree of
automation applied in order to gain both efficiency & effectiveness (Reddic, 2009).

2.1.5.3. Data entry cost reduction

When data is entered at one place and used by different departments, the clerical cost
associated with data entry in other departments is reduced. Without HRIS, different
departments have to use different applications and have to enter the same data number of
times which would increase the cost associated with data entry (Ulrich, 2001). By
eliminating both duplicate data entry and associated errors, the bottom line also increases as
the expenses are reduced.

2.1.5.4. Strategic Alignment

Information from the system can help organizations align HR activities more effectively with
their strategic plan (Panayiotopoulos et al., 2005). if the organization’s plan was to enter into
a new market and it required a certain number of certain types of employees, the data from
the system can tell management whether it has these employees, and if not, when they are
expected to be hired (Hendrickson, 2003).

2.1.5.5. Enhancing Decision Making

The ability to extract data from the HRIS and use these data not just to create information but
also to improve the quality of management decisions has become increasingly important
(Stacey, 2007). HRIS can access a data warehouse, or central repository for all the data

collected by firm’s business systems (Tansley et al., 2001).
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2.1.6. SUBSYSTEMS OF HRIS

There are several different components, called subsystems, which compose an HRIS. They
are employee administration, recruitment, time and attendance, training and development,
performance evaluation, compensation and benefits administration, organizational
management, and health and safety (Deloitte, 2006).

2.1.6.1. Employee Administration Subsystem

A basic component of an HRIS system is its administrative function. The typical information
that would find in an HRIS system for each employee would include hire date, name,
address, telephone, e-mail address, birth date, sex, salary, emergency contact information.
Department code, location, employment status (full-time, part-time, or contract), the start
date of each position held, position titles, and benefit information also included in this
subsystem (Mayfield et al., 2003).

2.1.6.2. Recruitment Subsystem

This subsystem includes information on the position name and number, the department in
which the position resides, whether the position has been approved, and whether the position
is full-time or part-time. In some cases, online forms will be available so that applicants can
be tracked and resumes can be scanned for key words to identify skills and experience
(Beulen, 2009).

E-recruitment is a comprehensive online solution to the organization recruiting needs.
Scalable for large organizations, recruitment management system provides natural
recruitment work flow that takes through the recruitment process, while tracking details for
later analysis. E-Recruitment system increases the efficiency of recruitment process (Ruona
and Gibson, 2004). Darrag et al. (2010) define recruitment as the process of discovering
potential candidates for actual or anticipated firm’s vacancies or, from another perspective, it
is a link activity bringing together those with jobs to fill & those seeking jobs.
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The process of recruitment begin with advertising vacancies, this may be done internally or
externally or both and can be achieved using a range of media, which may involve using the
organization web site. The use of the Internet for recruitment purposes has become very
popular (Tansley et al., 2001). However, there are different levels of technical sophistication
found among organizations in relation to the use of new technology in selection.

According to El-Kot and Leat (2008), there is a range of selection practices that may be used
including: applications forms, curriculum vitae, one-to-one and panel interviews,
psychometric testing, assessment centers, job trials, job specific aptitude or knowledge tests,
graphology, group-based activities and references. Darrag et al. (2010) have studied
recruitment and selection methods in detail and they have focused their attention on how new
technology could enhance and strengthen the recruitment and selection process of an
organization. The results of the modules are to robust e-recruitment, manages job
descriptions and job vacancies, search for candidates and the interview process. It is also
referred to as an applicant tracking system; the web-based application that enables the
electronic handling of organizational employment needs. These activities include posting job
advertisement on web sites to stimulate and attract candidates, known as job boards. Job
boards allow candidates to apply on-line and the candidates’ data are stored on a database
that allows screening and filtering of applications (Hendrickson, 2003).

2.1.6.3. Training and Development Subsystem

This subsystem includes data on an employee’s skills and competencies, training courses
taken, costs of courses, developmental activities, and career planning in terms of which
positions might be most appropriate for an employee based on skills and competencies
(Sambrook, 2005).

Training and development could no longer be based on the good will of the senior employee
to train subordinates (Panayiotopoulos et al., 2005). The training and development
intervention needed to be carefully designed and implemented and linked to organizational
goals and strategy, for the training investment to pay off. Glaveli and Kufidu (2005) said that
the training and development function is essential for changing behavior and culture and
reinforcing the new behavior and culture. Training was the tool for enhancing the knowledge
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of employees on the new employee role and expectations and the services and products
offered through induction courses. Training was also a tool for improving the skills in need
(sales skills, communication skills, service skills, etc.), the productivity and effectiveness of
employees (Gardner et al., 2007). There are differences between training & development
practices relative to organization size, and small firms face unique barriers, including access
to, time for, and the cost of training (Pichault, 2007).

E-training provides a complete open infrastructure that allows organizations to manage,
deliver, and track employee training participation in on-line or classroom based
environments. Managers set the business flow from order processing to delivery and
performance management to training output automatically. E-training systems deploy content
to global learners; make use of mixed media and multiple discrete sites on a single instance
of the application, define competencies attained by trainees, and update the trainees’
competency profiles (Lengnick-Hall and Moritz 2003).

2.1.6.4. Performance Management Subsystem

This subsystem includes information regarding performance appraisal ratings, the date these
ratings were received, the type of appraisals that were used, comments about the appraisal,
and performance objectives and goals (Savage, 1996). HRIS includes web
based performance appraisal subsystem that helps the organizations quickly create high
value performance appraisals for all employees. It'sa powerful, easy to use tool for
cultivating high performance workforce that is completely aligned with the
organization's goals and priorities. HRIS  is an innovative, cutting edge  solution to
manage employee performance appraisals (Rodriguez and Ventura, 2003).

Performance management is an integral part of this capability and allows managers and
employees to monitor, schedule and complete the review process on line. In today's corporate
world human resources has come to play a very critical role in a business. Whether it
concerns the hiring and firing of employees or whether it concerns employee motivation, the
Human Resources department of any organization now enjoys a very central role in not only
formulating company policies (EI-Kot and Leat, 2008). A complete HRIS links all human
resources data from the time professionals enter pre service training to when they leave the
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workforce. Continuous monitoring and evaluation is vital in determining what an HRIS is
accomplishing, what needs to be improved and whether results are being achieved (Williams,
1997).

Performance appraisal defined as any procedure that involves setting work standards,
assessing employee’s actual performance relative to the standards, and providing feedback to
the employee with the aim of motivating the worker to eliminate performance deficiencies or
to continue to perform effectively (Darrag et al., 2010). According to Purcell et al., 2003,
processes in performance appraisal contain three steps: defining performance expectations,
appraising performance, & providing feedback.

2.1.6.5. Compensation and Benefits Administration Subsystem

Information regarding the company’s compensation and benefits plans and the policies
relating to these plans are found in this subsystem. Policies on the type of increases allowable
when an employee receives a promotion, data regarding pay grades and ranges for each
position, positions that are entitled to a bonus and bonus structure could be included
(Mayfield et al., 2003). An HRIS system allows a business to streamline the administration
of employee benefits. In many cases, employees and new hires may electronically enroll in
benefit plans. They may also have the capability of logging onto the system to monitor and
update their current coverage throughout the year, changing status, dependent information
and contact data as required. A self-service system allows for benefits to be efficiently
administered with as little manpower as possible, saving an organizations time and money
(Deloitte, 2006).

Employee compensation involves all forms of pay or rewards accrued to employees and
arising from their employment. This however consists of two main components: direct
financial payments, and indirect payments (Hendrickson, 2003). While direct financial
payments are in the form of wages, salaries, incentives, commissions, and bonuses, indirect
payments are in the form of financial benefits like employer-paid insurance and vacations.
Benefits are indirect financial payments given to employees. These may include
supplementary health and life insurance, vacation, pension, education plans, and discounts on
company products (Gardner et al., 2007).

20



2.1.7. COMPARISON OF TRADITIONAL HR TO HRIS

Table: 2.1. Comparison of Traditional HR to HRIS

Recruitment

-Paper resume & paper posting
-Position filled in month
-Limited by geographical location

-Electronic resume and internet posting

-Positions filled in weeks or days
-Unlimited access to global applicant

Selection -Cost directed at attraction -Cost directed at selecting

-Manual review of resume -Electronic review of resume (scanning
Performance -Supervisor evaluation -360 degree evaluation
Evaluation -Face to face appraisal -Appraisal software

-Time spent on paperwork (benefit

-Time spent on assessing market salary

changes) -Emphasis on ownership & quality of life
Compensation -Emphasize on salaries & bonuses | -Knowledgeable employee
and Benefit -Change made by HR -Change made by employee online
Training & -Standardized classroom training -Flexible on line training

Development

-Development process is HR driven

-Development process employee driven

-HR lays out career paths

-Employee manage their career with HR

Career -Reactive decision -Proactive planning with technology
Management -Personal networking (local area) -Electronic and personal networking
-Focus on employee-mgt relations | -Focus on employee-employee relations
Employee -Strong Union presence -Weak Union presence
Relations -Equal employment opportunity -Intellectual property & data security
-Task performance monitoring -Use of technology monitoring
Retention -Online employee opinion survey
Strategy -Not a major focal point -The critical HR activities currently
-Cultivating effective company culture
Work/Family -Not a major focal point -Development & monitoring of program
balance -Erosion of work/home boundaries

Source:- Lengnick-Hall and Moritz, 2003
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2.1.8. CHALLENGES OF PRACTICING HRIS

2.1.8.1. Resistance by Employers and Employees

Employers and employees resist HRIS as they view that it increases the work load of
employees & preparing programme for securing the human resources require more skill &
facilities including development. The other reason for their resistance is that HRIS aims at
controlling employees’ thorough productivity maximization (Yang et al., 2007).

2.1.8.2. Lack of Training

Lack of training in existing hardware/software and related technologies and inadequate
education regarding new developments in Information System are critical barriers to success.
Training needs occur at two levels in the organizations: firstly is the training and
development of Information System staff, and secondly training and education of user
department personnel in appropriate technologies (Teo et al., 2001).

2.1.8.3. Lack of Funding

Funding is a problem in two areas in the organizations. The first is lack of funding to acquire,
update, and maintain critical HRIS and new technologies; and the second is the specific
funding opportunities that create uneven or inappropriate investment in particular
technologies especially in donor funded organizations (Gardner et al., 2007).

2.1.8.4. Poor ICT Infrastructure

It is expensive to build an infrastructure and to maintain the equipment update. Likewise,
there is low connectivity in the third world countries where the communication bandwidth is
slow and access to the internet, the job portal and downloading application forms is a
problem (Kovach and Cathcart, 1999). The overall Network connectivity continues to pose a
challenge especially in the rural areas.

2.1.8.5. Information Insecurity

The challenge is to keep information protected all the time from being accessed by
unauthorized persons, system hackers, web spam and document viruses. There are
inadequate technical and operational skills within the Public service and levels of computer
literacy of users are very low (Reddic, 2009).
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2.1.9. STAGES OF HRIS IMPLIMENTATION

Organizations can decide if they want to purchase a system that brings “best practice” or,
alternatively, they can purchase a system and customize the software to fit their existing
processes (Mayfield et al., 2003). Organizations are different in terms of their information
needs, their existing technology, size and culture of the organization, and the human
resources available to devote to a technology upgrade. A company may need a simple system
that captures time card and payroll information or it may need a very sophisticated system.
According to Ashbaugh & Miranda, 2002, organizations follow process to select HRIS.
These are: - adoption phase, implementation and Institutionalization phase.

2.1.9.1. Adoption Phase

In this phase, organizations typically engage in a needs analysis to determine what type of
system they will purchase. A needs analysis helps the organization decide on what the
system should be capable of doing and what the technical specifications will be, and helps
the organization develop an information policy about how the information should be
managed with respect to storage and access (Haines and Petit, 1997). Additionally, a needs
analysis will provide the firms with a frame work to evaluate vendors of software.

2.1.9.2. Implementation Phase

In this phase, the company selects a project team. This team typically comprises consultants
who have the knowledge and expertise on the technical side and also expertise in change
management to help the organization with the implementation (Rodriguez and Ventura,
2003). The activities involved in this phase focus on getting the system up and running
within a controlled environment so that the system can be tested to ensure it is functioning as
the organization requires (Ashbaugh & Miranda, 2002).

2.1.9.3. Institutionalization Phase

The final step in implementing an HRIS is to train the users on the system. The
organization’s goal is to use the system and reap the benefits identified through the needs
analysis. However, many difficulties can arise with the implementation of a new system. As
with any change, people need to become comfortable and trained to use the system
efficiently (Williams, 1997).

23



2.1.10. MODELS OF HRIS

2.1.10.1. Hyde-Shafritz Model

Albert C. Hyde and Jay M. Shafritz were among the first to attempt a conceptual framework
for the HRIS (McLeod and Anctis, 2001). In 1997 journal article, they identified sixteen
database modules, which were integrated in that they had the capability of exchanging data

(McLeod and Anctis, 1995). It was a very primary model, which listed the modules as

sixteen inputs and outputs (Figure 2.1).

Both position and person data are entered into the HRIS to enable management to perform

the planning function. The HRIS produces reports organized along the lines of the modules,

which facilitate accountability. A feedback loop enables the objectives to be modified to

reflect actual performance.

This is a typical closed-loop systems model, consisting of input,

processing, output, and feedback loop (McLeod and Anctis, 1995).

DATA INPUTS
MODULE OBJECTIVES

=Career planning
= Equality monitoring

SYSTEM THRUPUTS DATA OUTPUTS
MODULE DATA ARRAYS/REPORTS

=Career planning
= Equality monitoring

= Expansion files
= Handicap program

Position & = Expansion files
Data Planning % - Handicap program

= Intake planning
= Position classification

"y = Intake planning
o - Position classification
-] = Position/person matching

¥
= =
-
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= Productivity evaluation

= Promotion calculations

= Recruitment

p = Productivity evaluation
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# = Recruitment

= Resource allocation

L Accountabilit ]
Person |l - . = Resource allocation

Data - Separations

= Separations
= Training assignments

= Training assignments

= Training projection ‘
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Figure: 2.1.

= Training projection
= Vacancy reporting

Hyde-Shafritz HRIS Model
Source: McLeod and Anctis, 1995 pp. 76
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2.1.10.2. The Manzini-Gridley HRIS Model

Andrew Manzini and John D. Gridley viewed the HRIS in terms of interfaces with a

corporate human resources database.

According to this model, users interface with the

system by means of on-line devices, such as PCs or terminals, and receive outputs in the

form of hardcopy reports and responses to ad hoc queries (De Lone and McLean, 2003). An

administrative function called HRIC (Human Resources Information Centre) exists within

HR for the purpose of assisting users, providing database security, and enforcing privacy

controls. This model was a much improved model than the earlier models since it consisted

of ad hoc queries.
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Figure: 2.2. Manzini-Gridley HRIS Model
Source: De Lone and McLean, 2003 pp. 61
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2.1.10.3. The Components of Resource-Flow HRIS Model

The resource-flow model illustrated in Figure 2.3 consists of three subsystems devoted to

data input, a HRIS database, and six subsystems devoted to transforming the data into

information and making it available to users. The input data obtained from both internal and

environmental sources, and the users consist of individuals and organizations both inside and

outside the firm. This model was presented by McLeod and Anctis in 1995.

Input subsystems

processing

—*| Transaction
» system

Internal
sources

Human
resources

research
subsystem
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Human
resources
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subsystem

Figure: 2.3. Components of a Resource-Flow Model of a HRIS
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Source: McLeod and Schell, 1998, pp. 80
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2.2. REVIEWS OF EMPIRICAL LITERATURE

The size of organization determines HRIS usage, the type of module it adopts, and how
information is analyzed. In addition, certain core subsystems for example employee
administration precedes over others like training and administration. Similarly, new HRIS
users normally opt for low cost solutions. In-house database development is a trendy option
for smaller organization adopting HRIS for the first time (Ball, 2000). This was also in line
with Kovach and Cathcart (1999) observations that smaller organization would go for low
cost and low risk HRIS purchases, typically cheaper, more software that was flexible or in
house HRIS development.

HRIS defined as integration between human resource management (HRM) and Information
Technology. These information systems increase administrative efficiency and produce
report capable of improving decision making (Udani, 2009). Hussain et al., (2006), observed
in their research ‘The use and impact of human resource information systems on human
resource management professionals’ that, few differences existed between small and large
organization HRIS’ usage, and that specific use of HRIS for strategic collaboration enhanced
professional standing.

Many studies cited HRIS benefits, such as the improvement in accuracy, the cost saving and
the timely and quick access to information through HR reports (Panayiotopoulos et al.,
2005). In HR, reports can be generated from data input into a HRIS database via previously
programmed report generators, thereby making transparent HR collective data from the
aggregation of the personal data actually input (Tansley et al., 2001). Hendrickson (2003)
studied how HRIS reduced the cost of an organization & how it maintained customer
satisfaction, improved quality, and innovations.

HRIS was not only designed to automate HRM activities to gain administrative advantages;
rather, it could also be used for decision making to provide strategic advantages for
companies (Gardner et al., 2007). The key element in the support HRIS provides for the
company‘s HR strategy is the availability of information as input for HR relating decision
making processes (Reddic, 2009). Ngai and Wat (2006) listed benefits of HRIS: increases
competitiveness by improving HR operations, shifts the focus of HR from the processing of
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transactions to strategic HRM, makes employees part of HRIS and reengineers the entire HR
function of companies.

Ngai and Wat (2006) concluded that cost of adopting, operating and maintaining the HRIS is
relatively high. Cost created barriers and kept HRIS away from small organizations. Same
issues caused the lack of attention given to develop and enjoy sophisticated benefits of HRIS.
Deloitte (2006) say that HRIS may create resistance from employees due to emotional
resistance to change or use technology due to learning difficulties, and fear of measures
taken to ensure the security of information.

Moreover, Buckley et al., (2004) in their study ‘The use of an automated employment
recruiting and screening system for temporary professional employees’: A case study,
showed conservative savings due to reduced employee turnover, reduced staffing costs, and
increased hiring-process efficiencies. The researchers revealed a cumulative savings yielded
a return on investment and that was attributable to the use of an HRIS.

Furthermore, Gardner et al., (2003), in their research work ‘Virtual HR: the impact of
information technology on human resource professional’ investigated the extensive use IT
influence on jobs in one professional occupational segment, human resources (HR). They
concluded that extensive use of IT enabled HR professional to have more information
autonomy, and it is positively associated with HR professional spending and a more time on
IT support activities.

Tansley et al., (2001) examined the move towards HRM style practices in organizations that
had developed HRIS as an opportunity structure that could enable a break with the past.
They found the case evidence contrary to case company’s mission statement, which
suggested that the introduction of the HR system could potentially provide the stimulus to
effect the required change in employee management practices.

HRIS implementation is costly and requires careful planning and vivid examination of
various critical success factors (Brown, 2002). Hendrickson (2003), in support of this asserts
that the size of a company might have an impact on the achievement of a number of benefits
and on the obstacles faced when implementing HRIS. Again, top management support was
one of the most important factors in successful implementation of HRIS.
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Kovach and Cathcart (1999) mentioned that lack of top management support, funds, HR
knowledge of system designers and HR solutions are the main factors that keep organizations
away from HRIS. A research conducted by the Institute of Management and Administration
(2002) indicated the challenges in managing a HRIS include: lack of staff; lack of budget;
problems with time management; need to work with other departments; and lack of
information technology (IT) support. Tansley et al. (2001) found costs to be the main barrier
to the implementation of HRIS.

Tye and Chau, (1995) realized that conditions in the firm’s external and internal environment
might enable or constrain the capacity of HR systems to develop and exploit organizational
competencies. HRIS’ role of integrating human resource management (HRM) and
Information Technology, which leads to competitive advantage, has attracted many HR
professionals and managers. HRIS usages have increased markedly among firms of different
sizes due to their enhancing strategic role in human resource management (Teo et al., 2001).
HR Systems however do not adequately meet important business needs. Moreover, it takes
too long to implement, and sometimes exceed expected costs due to lack of clarity and
common understanding. However, a painstaking of HRIS will yield favorable results,
especially if certain critical factors are considered (Mayfield et al., 2003).

Ball (2001) identified two fundamental differences between small and large firms when
purchasing HRIS: cost and risk. Small firms cannot afford advance HRIS Systems (i.e. SAP,
oracle) due to cost. The risk of implementing new software was high for small organizations.
They needed longer time to develop HRIS to have more sophisticated facilities. Martinson
(1994) as cited by Ball (2001) showed that small organizations have a lesser possibility of
implementing HRIS due to lack of funds. However, Ball (2001) foresaw suitable HRIS
systems for small organizations though they did not facilitate all the features that large
organizations gain. He states that the small business sector is seen as a growth area by some
HRIS software vendors who prefer flexible, low-cost, genetic, windows-based products.
Recent practitioner literature examining the use of HRIS in organizations advanced the view
that the issues they face regarding HRIS uses are slightly different to their counterparts, yet
research in HRIS to date is oriented to the larger organization (Lengnick-Hall and Moritz
2003).
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2.3. HRIS SOFTWARE VENDORS PROFILE

There is more than 140 human resources information system software being offered by more
than 100 vendors in the world. A recent survey indicated that overall costs of system
implementation ranged from US$1000 to US$ 12 million. Human resources information
systems (HRIS) can be defined as integrated systems used to gather, store, and analyze
information regarding organization’s human resource.

2.3.1. Oracle

Oracle Corporation is a U.S based computer technology provider. Oracle offer a number of
business software solutions including HRIS. HRIS products offered by Oracle include Fusion
HCM, E-Business Suite HCM, PeopleSoft HCM, JD Edwards Enterprise One HCM and JD
Edwards World HCM. The software solutions are offered with number of deployment
options including cloud, hosted & installed systems.

Support is offered for Oracle HRIS products through premier support which includes 24/5
technical support, support resources and product updates. Training is available for Oracle
HRIS products through the Oracle University which offers classroom training, live virtual
class, training on-demand, self-study courses and private events and 99% of users of this
training would recommend the training to others.

2.3.2. SAP

SAP is a leading global provider of business software including HRIS software. SAP HCM
provides businesses with a fully integrated HRIS solution with a wide range of core HR &
payroll functionality. The analytics, HR planning and cloud functionality of SAP HCM was
boosted due to acquisition of business execution cloud software provider Success Factors.

As the largest enterprise application vendor, SAP offers a mature HRIS solution that has
substantial adoption among its global ERP customer base. SAP will draw on its substantial
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technology resource like in memory computing, cloud, analytics, and mobile to innovate its
product around the edges, but needs to step up efforts to enrich its user experience and
business configuration flexibility in order to remain a leader in this category. The pending
acquisition of success factors will help SAP supplement its core HRIS with best of breed
capabilities in talent and learning management.

SAP offers a number of support plans including Enterprise Support, Standard Support, Max
Attention and Active Embedded. All of these support plans include updates to systems,
incident support, remote guidance in special situations and knowledge resources. SAP also
offers training for its HRIS solution including live instruction, eLearning, virtual live class
rooms, SAP e Academy, online knowledge products and the SAP mobile training app. SAP
HCM - Integrated HRIS solution provided through on premise, on-demand and on-device
platforms to organizations & mid-sized businesses.

2.3.3. EPICOR
EFPIC O

Business software vendors Epicor, offer Epicor HCM software a standalone Human
Resource Information System (HRIS). Based in Dublin, California, Epicor has over 40 years
of experience serving small, mid-sized and large organizations. Epicor provides support for
Epicor HCM through 14 support centers located around the world with over 350 dedicated
support staff. Customers of Epicor also have access to EPICweb. EPICweb provides clients
with access to information, resources, services which include a knowledge base, product
documentation and online forums. Training provided by Epicor includes on-site and remote
classroom training, eLearning resources, user conferences and technical & end-user reference
guides.
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2.3.4. Sage

software

The Sage Group is a global provider of business management software with over 6 million
customers across 24 countries. The company’s Sage HRIS product, originally Sage Abra, is a
fully integrated HR & payroll solution. Sage provides customer support for their Sage HRIS
system through a variety of support plans. These incorporate telephone support, online
support and live chat support. Sage also have a resource center available to clients which
includes product feature sheets, HR best practices and tools, blog posts, webcasts and demos.
Sage HRIS targeted towards large and mid-sized businesses.

2.3.5. Workday

workday.

Workday is a provider of HR and finance cloud HRIS. Founded in 2005, Workday delivers
HRIS through the company’s human capital management (HCM) and payroll management
systems. This HRIS solution is targeted towards businesses ranging from midsized
companies to Fortune enterprises (www.workday.com).

Support for Workday HRIS is available through 24/7 online access to experts in payroll,
benefits, compensation, accounting and more. Product patches are applied across the
multitenant landscape, ensuring a perpetual elimination of product issues. This multi-tenant
system also develops a community, through which businesses and employees can connect
and collaborate to share knowledge and resources. Workday HCM - Cloud-based, integrated
HRIS software suite targeted at mid-sized to large enterprises.

32



CHAPTER 3

RESEARCH DESIGN AND METHODOLOGY

3.1. INTRODUCTION

This chapter presents the research methods. It deals specifically on the research design,
sampling procedure, time horizon, data collection methods, and method of data analysis in

order to develop methodology to address research questions.

3.2. RESEARCH DESIGN

Research strategy was developed to plan and answer the research questions. The research
design of this study is Descriptive. Descriptive researches are those studies which are
concerned with describing the characteristics of a particular individual, or of group and it
includes surveys and fact-findings enquire of different kinds (Sekaran, 2003). Due to the
nature of the research and to achieve the specific and general objectives of the study,
quantitative and qualitative methods were used to analyze the collected data. This research
study was an academic research, which had to be completed with limited available resources:
both time and money. Therefore Survey strategy used to collect large amount of data using a
questionnaire from a sample population in a highly economical way.

3.3. POPULATION AND SAMPLING TECHNIQUES

HRIS user population is restricted to large scale organizations due to implementation and
maintaining cost, lack of knowledge, technical problems, etc. Selected public sector
organizations in Addis Ababa are the population of the study. This comprised the Human
Resource Managers and Human Resource Executives. These were considered relevant
because they are the ones who are acquainted with the information needed on the topic under
discussion.

Although there is time and other anticipated limitations to visit all public sectors, the
researcher was attempted to visit four public sector organizations in Addis Ababa, namely,
Ethiopian Revenue and Customs Authority (ERCA), Ethio telecom, Oromia regional health
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bureau and Ethiopian air line in order to incorporate the important personnel who can
provide pertinent information.

A total sample of 96 was used in this study and 65 feedback received were analyzed. A non-
probability Purposive sampling technique was adapted and used to select the HR managers

and executives of the organizations with the required information for the study.

Table 3.1 The numbers of feedback received from each of public sector organizations

Public Sector Organizations Senior HR Executives | Feedback Response
[Who uses HRIS] Received Rate
1. | Ethiopian Air line 35 21 60
Ethiopian Revenue and Custom

2. | Authority [ERCA] 20 13 65

3. | Oromia Regional Health Bureau 15 11 73.3

4. | Ethio Telecom 26 20 76.9
Total 96 65 67.7

3.4. DATA COLLECTION METHODS
3.4.1. Primary Data

Primary data are those that are gathered for a specific purpose or for a specific research
project. In this research the information were collected through a structured questionnaire
and interview. The primary data frequently gives the detailed definitions of terms and
statistical units used in the study. These are usually broken down into finer classifications.
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3.4.1.1. Semi-structured Interview

The pilot survey was done with head of HR departments using semi-structured interview to
clarify the research arena. After identifying the research area, questionnaire was designed to
address research questions in order to collect primary data for further analysis. According to
the view of experts, senior HR executives were chosen since they are mostly dealing with
organizational HRIS.

3.4.1.2. Questionnaire

Questionnaire provided an efficient way of collecting responses from a large sample prior to
quantitative analysis. Questionnaire was self distributed to the participants and Respondents
were senior HR executives involved in HRIS practice. Questionnaire consisted of scale
questions to collect opinions. Five point Likert-style rating scale (1: strongly disagree, 2:
disagree, 3: neutral, 4: agree, 5: strongly agree) was used when designing the questionnaire.

Questionnaire was the first option for data collection. It allows a chance to get data easily
from the respondents. A survey guarantees the same starting points for all participants and it
allows a chance to plan questions beforehand. A survey is easy to proceed and it is easy for
the respondents to reply. Few disadvantages are that respondents might understand questions
in a wrong way and give narrow answers. In addition, it is easy to analyze the questions but
on the other hand there might be some misunderstandings by the respondents. The
questionnaire was thoroughly planned and pretested with test employees.

3.4.1.2.2. Questionnaire Structure

The questionnaires are based on six main sections; The first questionnaire sections includes
statements on the function of HRIS in recruitment and selection to find out how efficiently
and effectively does the HRIS recruiting subsystem contribute to HR division. The second
section consists of statements on the role of HRIS in training and development to find out
how does the training and development subsystem of HRIS contributes effectively to HR
department. The third section includes questions about the HRIS performance management

subsystem contribution to HR division. The fourth section consist questions on HRIS
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compensation and benefit subsystems practices. The Fifth section includes statements on
HRIS employee information subsystem. The final section outline statements on the

challenges organizations faced during HRIS adoption and practice.

3.4.2. Secondary Data

The secondary sources of data was come from published articles from social science
journals, books, theses, reports, websites and related studies on human resource information
system. Acquiring secondary data are more convenient to use because they are already
condensed and organised. Moreover, analysis and interpretation are done more easily.

3.4.2.1. Organizations Annual Reports Reviews

In this study, secondary data was also collected using organizational annual reports, books
and information reviews. Annual reports such as company investments on HRIS report,
HRIS documented policies, systems, process and employment records was used. HRIS
reports sent to various departments and their inspection report have provided enough
information for assessing organizations’ current HRIS practices and used to cross-reference
the responses of employee.

3.4.3. Validity and Reliability

A pilot survey was done with four HR head using semi structured interview. According to
their answers, the questions were fine tuned and further tested using HRIS expert and
academicians. Therefore, respondents had no problems in answering the questions enabling
to obtain some assessment of the questions’ validity of the data. There was a remark column
in order to add respondent’s comment if they want. The reliability of the questionnaires was
improved through pre-testing of pilot samples from the HR managers and executives. This
enabled the re-phrasing of some questions.
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Furthermore, reliability of the scales was done with the application of the Cronbach
Coefficient Alpha for the computations so as to check for the internal consistency of the
scales.

Table: 3.2. Reliability of Scales

Cronbach Coefficient

Alpha value

1 | The current HRIS recruitment subsystem practice automate and

facilitates the function of HR department of the organizations 872
2 | Training subsystem of HRIS improve systems and support HR

division in providing the highest quality of service to employees. 785
3 | HRIS performance management sub system of firms improve &

introduces possible ways for HR division further improvement 798
4 | Effective utilization of HRIS compensation subsystem results

successful HR division within the organizations 896
5 | HRIS employee information management sub system is

contributing efficiently to an organization’s performance. 833
6 | Challenges of Practicing Human Resource Information Systems 918

Source: primary data, July 2013

The table above displays the reliability coefficients for all constructs used in the study. All
alpha reliabilities (o)) for all scales were above 0.7, ranging from .785 to .918. Therefore it
meets acceptance standards for the research (Sekrarn, 2003).

3.5. PROCEDURES OF DATA COLLECTION

Within the study, first, the pilot survey was done with four Heads of HR of selected
organizations using semi-structured interview to clarify the research arena. Their
experiences, knowledge, personal views on HRIS were documented. After identifying the
research arena, questionnaire was designed and developed to address research questions in
order to collect primary data for further analysis.
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The questionnaire cover the areas of HRIS functions such as recruitment and selection,
performance management system, compensation & benefits, training and development,
employee information management & others.

Once the lists of questions were developed, evaluation of the current HRIS practices and
documents that support the responses of questionnaires was done. HRIS policies, systems,
process, employment records, HRIS reports sent to various departments and their
inspection report were provide enough material for assessing the current HRIS practices of
the organizations.

After collecting the information, analysis was done to indicate towards strengths and
opportunities for HRIS improvement. Analysis was shown areas that are strong and weak.
Analyzing the outcomes became helpful for drawing possible recommendations about overall
HR division performance against the HRIS practice.

3.6. METHODS OF DATA ANALYSIS

Senior HR executives were involved in the research study. The study was based on four
different public sector organizations: Ethiopian Revenue and Customs Authority (ERCA),
Ethio telecom, Ethiopian air line, and Oromia regional health bureau.

The data collected through the questionnaires and interview were grouped according to
themes and then converted to statistical packages for analysis and interpretation. The goals
are to integrate themes and concepts into a theory that offers an accurate, detailed and subtle
interpretation of the research arena. SPSS (Statistical Package for Social Sciences) version
19 was used to analyze the data set. Ms Excel was used to create bar charts expecting more
flexibility and clear graphs. Mean and SD through measure of central tendency were also
used to analyze data. Tabulation method, frequency distribution, description of facts based
on some statistical analysis was also performed to present and interpret the data.

In addition, document and reports collected from the organizations HR department was
analyzed and interpreted to determine whether departmental procedures, practices and
policies have been followed in the practice of HRIS and overview how the process are being

monitored.
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3.7. CONCEPTUAL FRAMEWORK

Conceptual framework (Figure 3.1) portrays HRIS contribution to HR division through the
five subsystems: HRIS recruiting, HRIS training and development, HRIS employee
management, HRIS performance management, and HRIS compensation subsystem. HRIS
recruiting subsystem represents the functionalities of HRIS job analysis, e-recruiting and
skill inventory. HRIS training and development subsystem contributes the features of HRIS
Training Need Analysis, HRIS training program evaluation and HRIS succession planning,
HRIS performance management represents performance appraisal and competency
assessment. Employee information management subsystem of HRIS includes personnel
detail, job detail and information management. Various HRIS sub systems results in
automated HR division, facilitated decision making and it is against a mere transaction
processing system.

HRIS
Subsytems

Recruitin Performance Compensation& Training & Employee
Y- 9 Management Benefit Development Information
ubsystem Subsystem Subsystem Subsystem

I I
! !

Challenges
encountered in the
Implementation of

HRIS Practices
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&~ AUTOMATED & INTEGRATED HR SYSTEM
¢~ EFFECTIVE AND EFFICIENT HR DIVISION
¢~ FACILITATED DECISION MAKING

39
Figure 3.1: Schematic diagram for the conceptual framework



CHAPTER FOUR
RESULTS AND DISCUSSIONS

4.1. INTRODUCTION

This chapter presents the results of the study and interpretation of the findings. The chapter
comprised of three sections. The first section presents the background characteristic shows
gender, work experience, level of education and age categories of respondents using cross
tabulation. The second section presents statistics that explain the study variables under study
using the item bar chart, tables and utilizing descriptive mean and standard deviation. The

third section discus the results and overall responses.

4.2. PRESENTATIONS OF RESPONDENTS BACKGROUND

To present background characteristics, frequency tabulations were used. These
characteristics included gender, experience, level of education and age of respondents. The
characteristics were presented based on the responses from the respondents. HR executives
who use HRIS from four different public sector organizations participated to the research (n
=65). The social demographic qualifications of the participants are as follows: 49 Male (75.3
%) and 16 Female (24.7 %) participated to the research. This implies there might be
discrimination on sex or may be because of other reason. The educational backgrounds of the
participants are; 4 peoples (6.1 %) people have diploma; 46 (70.9 %) have undergraduate
degree and 15 people (23.1%) have masters degree. This indicates that the respondents who
comprised of the study were qualified to provide the required responses for the study.

The age categories of participants shows that; 20 people (30.7 %) are under 25; 39 people
(60.1%) are between 25-35; 4 people (6.1 %) are between 36—-45 and 3 people (4.61 %) are
more than the age of 45. Work experience of respondents are; 22 people (33.8 %) have 1-4
year work experience; 31 people (47.6%) have 5-9 year work experience; 9 people (13.9%)
have 10-13 year experience and 3 people (4.61 %) have seniority more than 14 years.
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From the results, majority of the respondents had spent 5-9 years at their respective
organizations.

Table: 4.1. Respondents Background

Male 49 75.3
Gender Female 16 24.7
Total 65 100
Diploma 4 6.1
Education BA/B. Sc 46 70.9
MA/M. Sc 15 23.1
Under 25 20 30.7
Age 25-35 39 60.1
36-45 4 6.1
Above 45 3 4.61
1-4 22 33.8
Work experience 5-9 31 47.6
10-13 9 13.9
Over 14 years 3 4.61

Source: primary data, as July 2013

4.3. PRESENTATION OF VARIABLES
4.3.1. Responses Regarding HRIS Recruitment Subsystem

This section presents the results of HRIS recruitment subsystem HR executives’ responses.
The analysis indicates how the recruiting subsystem of HRIS contributes to the automation
and integration of HR division of the organizations through its e-recruitment and skill
inventory sub functions. Item frequency tabulations were used to present the results as

presented in table 4.2 and 4.3 below.
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4.3.1.1. HRIS e-Recruitment

Table 4.2: Responses Regarding HRIS e-Recruitment
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STATEMENTS »< @
L. | HRIS performs comprehensive reporting and 9 21 15 13 7

tracking of applicants efficiently. (13.8%) | (32.3%) | (23.1%) | (20%) | (10.8%)

HRIS eliminates unsuitable applicants early and | 7 28 10 17 3

2. | focuses on promising candidates.

(10.8%) | (43.1%) | (15.3%) | (26.5%) | (4.6%)

HRIS uses exams and personal profiles in the
3. | selection &recruitment process of the new | 4 19 31 11 -

employee & leverages employee's talent in the 6.2%) | (292%) | (47.6%) | (16.9%) | -
right place at the right time.

HRIS recruitment program linked with our | 7 33 14 9 2
4. .. , . .
organizations’ HR objectives. (10.8%) | (50.19%) | (21.5%) | (13.8%) | (3.1%)
Organizations HRIS e-recruitment saves the time | 5 27 18 15 -
S. spent on processing paperwork & on correcting
- (7.6%) | (41.5%) | (27.6%) | (23.1%)

Source: primary data, as July 2013

As table 4.2 shows, 31.1% of the participants replied unfavorable answers with statement
that their organizations HRIS eliminates unsuitable applicant early and focus on promising
candidates, while 43.1% agreed. Forty six percent of respondents believed that their HRIS
performs comprehensive reporting and tracking of applicants efficiently while 20%
disagreed. In additions, majority of responses indicates that e-recruitment of the
organizations linked to the HR objectives of the organizations. Almost more than half of
participants responded neutral suggestion with statement that their HRIS leverages
employee's talent in the right place and at the right and uses exams and personal profiles in
the process selection and e-recruitment of new candidates. These results indicate that the
organizations need to follow the criteria that HRIS e-recruitment policy states and this will
create trust and confidence for the existing employees as well as for new applicants.
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The analysis shows that the effects of the HRIS on time savings are mixed since only 49.1%
of the respondents believed that their organizations had realized some savings in the time

spent on processing paperwork and on correcting errors.

4.3.1.2. HRIS Job Analysis & Skill Inventory

Table 4.3: Responses on HRIS Job Analysis & Skill Inventory
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Strongly
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" | nan orriaton
HRIS recruiting subsystem are better utilized

3 & meet our expectation.

A HRIS maintains skill inventory (ability,

Capacity, qualification and career goals).

(29.2%) (15.3%)

(23.1%) | (26.2%)

(6.2%)

Source: primary data, as July 2013

As table 4.3 shows, 52.3% of HR executives agreed with statement that their HRIS identifies
unfilled positions accurately, while 26.2% disagreed. In addition 33.8% of them agreed that
their HRIS analyses each job position and its job title in the organization and 43.1% felt
neutral. Moreover, 41.5% of participants respond unfavorably with statement that their HRIS
maintains skill inventory (ability, Capacity, qualification and career goals). Finally, 35.4% of
the executives believed that their HRIS recruiting subsystem are better utilized and it had met
their expectations, while 36.9% disagreed.
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4.3. 2. Responses on HRIS Training and Development Subsystem

This part presents the results of the assessment on the role training and development
subsystem of HRIS played through its training need analysis and succession planning sub
functions in improving the human resource management service delivery and in the
transformation of the functions of the HR department of the firms. Table 4.4 and 4.5 below
presents tabular frequency of the results.

4.3.2.1. HRIS Training Need Analysis and Evaluation

Table 4.4: Responses Regarding HRIS Training Need Analysis and Evaluation
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HRIS provides insight into organizational | 2 15 12 28 5
training needs. (3.1%) | (23.1%) | (18.5%) | (43.1%) | (7.81%)
The company's HRIS training program establish | 8 27 18 11 1

clear objectives and detailed plan relevant to
their employees needs.

(12.3%) | (41.5%) | (27.6%) | (16.9%) | (1.5%)

HRIS evaluates the effectiveness of training 4 10 23 25 3
programs. (6.2%) | (15.4%) | (35.4%) | (38.5%) | (4.6%)
HR executives need training & development 15 28 13 9

programs on HRIS to use it efficiently. (23.1%) | (43.1%) | (20%) | (13.8%)

HRIS selects right person to be trained at right | - 15 24 23 3
time. - (23.1%) | (36.9%) | (35.4%) | (4.6%)

Source: primary data, as July 2013

According to the results in table 4.6 above, 41.5% of respondents agreed that the
organization’s HRIS training program establish clear objectives and detailed plan relevant to
their employees’ needs, while 24.6% of them disagreed. In addition, majority of respondents
disagreed that their organization’s HRIS provides insight into organizational training needs.
The result also shows, just 65.9% of HR executives need training and development programs
on HRIS to use the system efficiently. This showed that the training program of the company
had not satisfied employees and creates grievance with management. This indicates that the
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organizations HRIS has a clear policy regarding training and development program but there
were problems concerning its implementation and this will makes difficult for HR
department to optimize their contributions to the organization’s objectives. Therefore,
provision of training and development program to the management members as well as to
employees with the aim of enhancing their knowledge, skill, and ability makes them always
competent and responsive in performing their duties, is considered to be one of the key
strategies that enhance the organization’s efforts to achieve its objectives.

4.3. 2.2. HRIS Succession Planning

Table 4.5: HRIS Succession Planning Responses
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HRIS makes better and faster decisions about
1. | successor rankings.

HRIS identifies specific key positions and
2. | target specific employees as potential
successors.

HRIS minimizes costs associated with
3. | succession planning or applicant tracking.

HRIS plays a vital role in administrating
4. | training programs.

(16.9%)

Organization uses HRIS T&D subsystem at an
5. | optimum level

Source: primary data, as July 2013

(15.4%) | (20%) | (51.1%)

As table 4.5 shows, majority of respondents believed that their organizations HRIS makes
better and faster decision about successor ranking by assessing employee job skills,
knowledge and ability, and minimize the cost associated with succession planning while 24.6
and 20 % of them disagreed with statements respectively. While, 33.7% of participants
replied favorable responses with statement that their organizations HRIS play a vital role in
administrating training program, forty one percents were disagreed. Finally, majority of
respondents disagreed that their organizations uses HRIS training subsystem at an optimum
level.
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4.3. 3. Responses Regarding HRIS Performance Management Subsystem

This section presents the results related to HRIS performance management subsystem
participants’ responses. It emphasize the role performance management subsystem of HRIS
played in producing successful and integrated HR department in organizations through its
performance appraisal rating and competency assessment sub functions. The item frequency

distribution tabulation was used to present the results as presented below in table 4.6 and 4.7.

4.3.3.1. HRIS Performance Appraisal Rating

Table 4.6: Responses on HRIS Performance Appraisal Rating
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L1 The company’s HRIS performance evaluation 11 26 23 5 -
establish clear objectives and performance (16.9%) | (40%) | (35.4%) | (7.8%) |-
measurement criteria linked to the specific job
HRIS Performance appraisal do reflect an - 22 27 12 4

2. employee's positive behavior as well as results N (33.8%) | (41.5%) | (18.5%) | (6.2%)
HRIS Performance management module Describe

3. | the past and current performance appraisal system | 5 25 15 10 6
in the organization. (7.8%) | (38.5%) | (23.1%) | (15.4%) | (9.2%)
All evaluations follow the written schedule - 15 17 26 7

4. | described in the employee handbook & company - . - -
HRIS Performance policy management (23.19) | (26.2%) | (40%) | (10%)

Source: primary data, as July 2013

As table 4.6 shows, majority of the HR executives respond favorably with statement that
their company's HRIS performance evaluation establish clear objectives and performance
measurement criteria are linked to the specific job while 35.4% of them gave neutral
suggestion. For statement that HRIS performance appraisals do reflect an employee's
positive behaviors as well as results, 33.8% of them agreed, while 41.5% felt neutral.
Moreover, 38.5% of respondents agreed with statement that their HRIS performance
management module describe the past and current performance appraisal system in the
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organization and 25.5% of them disagreed. Just, 50% of participants respond unfavorably
with statement that all evaluations follow the written schedule described in the employee
handbook & company HRIS Performance policy management while 23.1% of them agreed.

4.

3. 3.2. HRIS Competency Assessment

Table 4.7: Responses Regarding HRIS Competency Assessment

STATEMENTS

The company's HRIS performance management
include a written plan to improve employees
knowledge and skills

HRIS make easy for those employees who are better
performers able to receive higher pay increase than
poor performers

The organization’s HRIS has resulted with less error

Strongly
Agree

Disagree

Strongly
Disagree

(16.9%)

(7.6%)

(13.8%)

The organizations HRIS capture the creative insight
of employees by soliciting their ideas for
improvement

5.

HRIS has improved the quality of work performed
and reduced the cost of HR.

(38.5%)

(24.6%)

(43.1%)

(32.3%)

(38.4%)

(38.5%)

(12.3%)

(27.6%)

(4.6%)

(1.5%)

Source: primary data, as July 2013

The results in table 4.7 above show, 38.5% of respondents agreed with the statement that
their organization's HRIS performance management include a written plan to improve
employees’ knowledge and skills employee, while 12.3% disagreed. In addition, 27.6% of
participants disagreed that their HRIS make easy for those employees who are better
performers able to receive higher pay increase than poor performers and 38.4% of them felt
neutral. Majority of respondents agreed with statement that their HRIS has improved the
quality of work performed and resulted with less error and cost reduction.
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4.3.4. Responses on HRIS Compensation Management Subsystem

This section deals with the results related to HRIS compensation management subsystem HR
executives’ perception. The finding indicates how the compensation HRIS subsystem
through its benefit administrations and payroll structure can facilitate the activities of HR
division of an organization. The items frequency tabulation was used to present the results of

the respondents as presented below in table 4.8 and 4.9.

4.3.4.1. HRIS Benefit Administration

Table 4.8: Responses Regarding HRIS Benefit Administration

The HRIS compensation policy of the company | 8 23 18 14 2
1. | contain procedures to guide managers on how | (12.3%) | (35.4%) | (27.6%) | (21.5%) | (3.1%)
to implement the compensation system

HRIS compensation and benefit subsystem | - 10 21 27 8
2. | integrated with performance evaluation.

- (15.4%) | (32.3%) | (41.5%) | (12.3%)

Overall compensation and benefit process of | 4 20 25 11 5
3. | our organization’s improved due to HRIS (6.2%) | (30.7%) | (38.5%) | (16.9%) | (7.6%)
HRIS makes the compensation among division | - 13 18 26 8

4. | are reviewed by management for consistency &

: . : . - (20%) | (27.6%) | (40%) | (12.3%)
equity before increasing benefit

Source: primary data, as July 2013

As the results in table 4.8 above shows, 35.4% respondents agreed that their organizations
HRIS compensation policy contain procedures to guide managers on the process of
implementing the compensation system, while 21.5% of them disagreed. Moreover, 40% of
respondents disagreed with statement that their organizations HRIS makes the distribution of
compensation among division are reviewed by management for consistency and equity
before increasing their benefit while 20% of them agreed. Similarly, 41.5% of respondents
disagreed that their organizations HRIS compensation and benefit subsystem integrated with
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performance evaluation and 38.5% of them felt neutral about improvement brought by
overall compensation and benefit process of their organization’s HRIS system.

4.3.4.2. HRIS Payroll Structure

Payroll is the process used to administer the financial record of an employees' salary, wages,
bonuses, net pay and any related deductions. Payroll is usually updated and delivered weekly
or monthly, and is managed by human resource executives for the company. The HRIS
payroll system is the application that HR executives will access to store update and manage
all tax information for every employee. This sub section presents the responses of HR
executives on their current HRIS payroll sub functions performance.

Table 4.9: Responses on HRIS Payroll Structure
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Disagree
Strongly
Disagree

Agree

Qié
J J

The organization has a HRIS policy clearly
stating its position on employee compensation
(salary) structure

HRIS eases the communication of the

2. | organization compensation philosophy clearly
and effectively to all employees

HRIS analyze and compare compensation

3. | packages using internal and external salary data
to ensure competitiveness in the marketplace.

(6.1%0)

215% (27.6%) | (36.9%)

(33.8%) | 3.1

(13.9%)

As can be seen in Table 4.9, around 36.9% of the HR executives disagreed with the
statement that their HRIS eases the communication of the organization compensation
philosophy clearly and effectively to all employees and 27.6% felt neutral with statement. In
addition, 40.1% of the executives believed that their HRIS analyze and compare
compensation packages using internal and external salary data to ensure competitiveness in

the marketplace, while 34% of them disagreed.
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4.3.5. HRIS Employee Administration Subsystem Responses

The table 4.10 & figure 4.3 below outlines the results of HRIS Employee Administration
subsystem HR executives’ responses. The finding indicates the extent employee information
management subsystem of HRIS played in the process of transforming the HR department of

the organization and shows the roles of HRIS in facilitating decision making.
4.3.5.1. HRIS Information Management Subsystem

Table 4.10: Response on HRIS Information Management
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Agree
Strongly
Disagree

i

i Agree
i Neutral
i Disagree
X

HRIS has improved their ability to disseminate

1. | information and has also increased the amount of (13.8%) | (43.1%) | (21.5%) | (20%) | (1.5%)
useful information.

Information generated by the HRIS results in value
2. | added to the organization and enhanced
coordination between the HR department and the | (16.990) | (409%) | (30.8%) | (12.3%) [ -
administrators.

3. | HRIS supports Personnel files are to be completed

accurately and on time and held currently. (7.8%) | (47.6%) | (27.5%) | (10.8%) | (6.2%)

HRIS made personnel file to be easily accessed and ‘

4. | decreased the time spent on communicating
information within firm (13.8%) | (38.4%) | (26.1%0) | (21.5%) | -

Source: primary data, as July 2013

One area in which the HRIS apparently has had strong positive effects involves information.
El-Kot & Leat, (2008) suggest that the HRIS will become the mechanism for sharing
information across the functional area of an organization. As indicated in the table 4.10
above, 43.1% of respondents agreed that their HRIS has improved their ability to disseminate
information and increased the amount of useful information, while 20% of them disagree. In
addition, 55% of participants responded favorably that their HRIS support personnel files to

be completed accurately and on time and held currently. The result shows, 38.4% of
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respondents agreed that their HRIS has decreased the time spent on communicating
information within the organization, while 21.5% disagreed. Finally, majority of respondents
believed that the information generated by the HRIS results in value added to the
organization and enhanced coordination between the HR department and the administrators.
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4.3.5.2. HRIS as Strategic Partner & Decision- Making Responses

The HRIS that being used as a strategic partner directly supports an organizations human
resources vision and the achievement of human resources objectives. HRIS user
organizations regularly produce a set of standard reports for managers across their
organizations. The system allows managers to validate the information on an ongoing basis,
better understand the strategic nature of the human resources function and its reliance on
accurate, timely data from managers and more effectively plan, monitor and adapt to changes
in their human resources needs over time. This sub section presents the HR executives
responses regarding the contributions of HRIS in facilitating the decision making process and

HRIS as strategic partnerships.

Q 1. The information generated from our HRIS has improved the strategic decision making

Q 2. The organization’s administration thinks that HRIS is effective in meeting strategic goal.
Q 3. The organization’s HRIS support decisions making concerning promotion and especially
those decisions related selection, compensation, the timing of training and hiring

Q 4. The organization’s HRIS has made the HR department very important to the organization

|‘

......
,,,,,

m S, agree

m Agree
= Neutral
——— mDisagree
S.disagree

HRIS DM Q1 HRIS DM Q2 HRIS DM Q3 HRIS DM Q4

B
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|

Figure 4.3: HRIS as Strategic Partner & Decision- Making responses
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HRIS has been envisioned as having a substantial impact on the importance of human
resource departments, leading to a more strategic role and contributing to the organization’s
competitiveness, as well as creating new paths for HR to add value to the organization
(Lengnick-Hall and Moritz, 2003). A general purpose of an HRIS is to provide decision
support applications that help HR and non-HR managers, as well as employees, make better
decisions, and the key is to make better decisions rather than simply produce data faster
(Kovach and Cathcart, 1999). However, based on the results contained in figure 4.3, the
HRIS appears to have little effect on decision making. HR executives did not believe that the
HRIS had expected positive impact on the role of the human resources department in the
organization; only 36.9% of them agreed that the information generated from their HRIS has
improved the strategic decision making. Regarding the strategic role, 31% of the participant
responded that the administrators thought the organizations’ HRIS helped them to meet
strategic goals, and just 40% of them believed that HR decision making had become more
effective. Finally, only 41.3% of them felt that their HR department had become more

important and had become more of a strategic partner in the organizations.
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4.3.6. Responses on Challenges of Practicing HRIS Subsystems

This section presents the responses of participants on the challenges of practicing HRIS. It
emphasized on the challenges pinpointed during adopting, implementing and practicing the
human resource information system as perceived by HR executives. Table 4.11 shows the
tabular analysis of the respondents.

Table 4.11: Responses on Challenges of Practicing HRIS

=
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Agree

Disagree
Strongly
Disagree

The organization’s has faced Insufficient 8 31 19 7 -

1. | financial support for effective HRIS 4.16 | .308
implementation (12.3%) | (47.6%) | (29.2%) | (10.8%) | -
The organization have poor ICT infrastructure | 13 25 16 11 -

2. | which result in ineffective HRIS 351 |.362

implementation (20%) | (38.5%) | (24.6%) | (16.9%) | -

Organization’s has faced Inadequate 10 27 16 9 3
3. | knowledge in implementing the system (15.4%) | (41.1%) | (24.6%) | (13.8%) | (4.6%) | 3.76 | .242
HRIS not perceived as an advantage at all - 9 14 30 12
4, - (13.9%) | (21.5%) | (46.2%) | (18.5%) | 3.04 | .596
5. | Lack of commitment from top managers are 6 25 15 12 7

barriers for effective HRIS implementation (9.23%) | (38.5%) | (23.1%) | (18.5%) | (10.8%) | 3.62 | .486

6. | The organization’s has faced a lot of paper 9 20 17 14 5
work that is difficult to computerize (13.8%) | (30.7%) | (26.2%) | (21.5%) | (7.6% ) | 3.10 | .425
7. | Organization have faced resistance from 7 22 26 8 3
employees because they prefer traditional 3.82 | .351
methods (10.8%) | (33.8%) | (40%) | (27.6%) | (4.6%)

8. | Employees and managers have negative 11 19 23 10 2
attitude towards new things are a challenge | (16.3%) | (29.2%) | (35.4%) | (15.4%) | (3.1%) | 3.91 | .139
for HRIS effectiveness

9. | Keeping data protected all time from being 5 23 21 13 2
accessed by unauthorized persons makes - - - - - 3.73 | .610
HRIS practice ineffective (7.8%) | (35.4%) | (32.3%) | (20%) | (3.1%)

10. | The organization’s has faced lack of 8 27 15 9 6
expertise in IT for effective HRIS (12.3%) | (41.5%) | (23.1%) | (13.8%) | (9.23%) 4.04 | 417

implementation
Source: primary data, as July 2013
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As the table 4.11 shows, several challenges were hindering HRIS system implementation
among of which included; insufficient financial support (Mean=4.16), poor ICT
infrastructure (Mean=3.51), inadequate knowledge (Mean=3.76), HRIS not perceived as an
advantage at all (Mean=3.28), lack of commitment and involvement from top managers and
all employees (Mean=3.62), lot of paper work that is difficult to computerize (Mean=3.10).
Likewise, resistance from employees because of they prefer traditional methods
(Mean=3.82), difficulty in changing the organization’s culture (Mean=3.91), fear of keeping
data protected all time from being accessed by unauthorized persons (Mean=3.73), and lack
of expertise in IT (Mean=4.04) undermined the achievement of the full potential of HRIS.
This implies that the existence of gaps in the HRIS hindered the effective delivery of HR
services.

4.4. DISCUSSION

In this section, the results of the study in line with the objectives of the research are
discussed. From the 96 distributed questionnaires, 65 were returned and used for the analysis.
The overall response rate was 67.7 percent. A summary of the sample characteristics were
presented in Tables 4.1 - 4.11. The paper has presented a survey analysis of implementations
and practices of HRIS and challenges of its adoption by putting several objectives.

The first objective of the study was to find out how the recruiting subsystem of HRIS
contributes for the automation and integration of HR division of the organizations through its
e-recruitment and skill inventory sub functions. Table4. 2 and 4.3 gives the tabular analysis
of respondents.

From analysis of the result, 46.1% of respondents were believed that their HRIS performs
comprehensive reporting and tracking of applicants efficiently and majority of responses
indicates that e-recruitment of the organizations linked to the HR objectives of the
organizations. Almost more than half of participants responded neutral suggestion with
statement that HRIS leverages employee's talent in the right place and at the right and uses
exams and personal profiles in the process selection and e-recruitment of new candidates.

Moreover, 52.3% of HR executives said that their HRIS identifies unfilled positions

accurately, while 26.2% of them disagreed. Similarly, 33.8% of respondents agreed that their
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organizations’ HRIS analyses each job position and its job title effectively while 43.1% of
them felt neutral. Moreover, 41.5% of participants respond unfavorably for statement that
their HRIS maintains skill inventory (ability, Capacity, qualification and career goals).
Finally, 35.4% of the executives believed that their HRIS recruiting subsystem are better

utilized and it had met their expectations while, 36.9% disagreed.

Employing candidates through HRIS e-recruitment reaches a wider audience than posting
advertising vacancies in print media. When organizations delivered a message to a larger
number of people, there is a higher likelihood that some of the respondents will be ideal for a
particular job. But, an effective sorting tool must be in place to determine which candidates
are ideal, because manually sorting through the hundreds of applications will be time-
consuming and expensive. In addition, e-recruitment allows for appropriate interaction with
candidates. Since the process is personal and direct, questions are addressed quickly, and
there is unimpeded flow of information from both sides. Moreover, e- recruitment brings
employers close to potential employees, and when an application is not suitable for the
position applied for, organizations can retain the resume in their database for future openings
that may be right for the applicant. As the result shows the organizations HRIS e-recruitment
process were unsatisfactory. Therefore, the organizations should have to updates and revise
their existing HRIS recruitment policies and procedures to improve the efficiency and

effectiveness of their recruitment process.

The other intended benefit of HRIS e-recruitment subsystem is to reduce time spent on
administrative processes (Kovach and Cathcart, 1999). But, the results shows that the effects
of the HRIS on time savings are mixed since only 49.1% of the respondents believed that
their organizations had realized some savings in the time spent on processing paperwork and
on correcting errors. This indicates the traditional HR tasks of recruiting and staffing were
not positively affected as there was little decrease in the amount of time spent on these
activities and communicating information within the organizations.

The second objective of research was to investigate out the role training and development
subsystem of HRIS through its training need analysis and succession planning sub functions

contributed to the transformation of human resource department of the firms. Table4. 4 and
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4.5 gives the tabular analysis of the respondents. The analysis shows, 41.5% of respondents
agreed that their organization’s HRIS training program establish clear objectives and detailed
plan relevant to their employees’ needs, while 24.6% of respondents disagreed. In addition to
this, majority of respondents disagreed that their organization’s HRIS provides insight into
organizational training needs. Moreover, 65.9% of HR executives need training and
development programs on HRIS to use the system efficiently. As the result indicated
majority of respondents need more training and development on the system. They believed
that additional and better training would lead them to better results. Several of the responses
also reinforced the notion that the system was being underutilized and that they were not
taking full advantage of the capabilities. They believed that other applications were needed
and that the system could be more effectively utilized with the addition of some other
features that were not currently part of the system. So, the potential contributions of HRIS

are recognized, but further advances are need before the potential can be realized.

Executives are often responsible for productivity, customer satisfaction, employee retention,
implementation of change and, of course, the leadership of their team members. Successful
executives lead their teams to excel in the areas, which leads to increased profitability.
Organizations that do not invest in developmental training of their executives will suffer
financial consequences. Therefore, organizations should have to give proper training &
development program to the executives and employee in respect of HRIS on-the-job and off-
the-job and online training and tests should be conducted for those employees who use HRIS
to the maximum extent to enhance their skills.

The third objective was to analyses the role performance management subsystem of HRIS
played in producing successful and integrated HR department through its performance
appraisal rating and competency assessment function. Table 4.6 and 4.7 gives the tabular
analysis of the participants.

From the analysis of results, 38.5% of respondents agreed with the statement that their
organization's HRIS performance management include a written plan to improve employees’
knowledge and skill, while 12.3% disagreed. Just, 27.6% of participants disagreed that their
HRIS make easy for those employees who are better performers able to receive higher pay
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increase than poor performers and 38.4% of them felt neutral. Moreover, majority of
respondents agreed that their HRIS has improved the quality of work performed and resulted
with less error and cost reduction. The persistent pressure to reduce human resource costs has
resulted in reduced HR staffing, benefits slashing, and decreased HR services. As HRIS is
integrated and automated, organizations can enjoy the ultimate benefit of an all-in-one
system that can decrease errors, lower cycle times, reduces turnaround time, and support
management decisions (Darrag et al. 2010). Almost, 40% of respondents disagreed that their
organizations HRIS capture the creative insight of employees by soliciting their ideas for
improvement. This result shows that the organizations’ HRIS performance management
structure should be reviewed and includes employee participation in the process of
improvement and has to be clearly communicated to all employees regularly.

HRIS performance management subsystem is an integral part of the capabilities and allows
managers and employees to monitor, schedule and complete the review process on line. In
today's corporate world human resources has come to play a very critical role in a business.
Whether it concerns the hiring and firing of employees or whether it concerns employee
motivation, the human resources department of organizations now enjoys a very central role
in not only formulating company policies. Therefore organizations should complete their
HRIS links to all human resources data from the time professionals enter pre service training
to when they leave the workforce. Continuous monitoring and evaluation is vital in
determining what an HRIS is accomplishing, what needs to be improved and whether results
are being achieved.

In addition, managers of the organizations should rely on the HRIS’s capabilities to provide
superior data collection and analysis, especially for performance appraisal and performance
management. They should have to include skill testing, assessment and development; resume
processing, team and project management, and management development. According to
Gardner et al., (2003), increasing the use of human resource information systems (HRIS)
allows professionals to achieve improved performance and thus facilitate participation of HR
executives in internal consultancy activities.

The fourth objective of the study was to explore how the compensation HRIS subsystem
through its benefit administrations and payroll structure can facilitate the activities of HR
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division of an organization. Table 4.8 & 4.9 shows the tabular analysis of respondents. As
the analysis of the results shows, 35.4% respondents agreed that their organizations HRIS
compensation policy contain procedures to guide managers on the process of implementing
the compensation system, while 21.5% of them disagreed. Moreover, 40% of respondents
disagreed with statement that their organizations HRIS makes the distribution of
compensation among division are reviewed by management for consistency and equity
before increasing their benefit while 20% of them agreed. Similarly, 41.5% of respondents
disagreed that their organizations HRIS compensation and benefit subsystem integrated with
performance evaluation and 38.5% of them felt neutral about improvement brought by
overall compensation and benefit process of their organization’s HRIS system. These results
shows that the organizations HRIS compensation subsystem not used at optimum level and
need further improvement and alignment with the organizations goal and strategies.

The benefits administration subsystem enables executives to conveniently observe and
manage employee participation in the various benefits programs offered by the organizations.
HRIS packages allow organizations to establish and maintain medical benefits and retirement
investments through their software. Such applications allow employers to have a one-stop
shopping experience for all of their human resources data management needs. Therefore, the
organizations should to add certain feature as self-service capacity to allow employees access
their benefits, review their program options, and easily enroll in those plans for which they
qualify.

The HRIS payroll system's primary advantage is the accessibility to other data used in the
human resource process, including hiring, benefits administration and training. In an
integrated system, the margin for error is decreased as commonly needed employee
information like name, date of hire, pay grade, wage summary and deductions, wage register
for the production of tax reports, wage and tax verification, and address can be found in one
centralized location.

On average, majority of selected organizations used HRIS for payroll services and employee
information management. The Payroll subsystem collects employee time & attendance
information from the databases, calculates taxes and other deductions, and automatically
generates paychecks according to executive dictate. However, HRIS is not only designed to
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automate HRM activities to gain administrative advantages; rather, it can also be used for
decision making to provide strategic advantages for the organizations. Therefore
organizations should pay attention to this area in order to obtain the full benefits of HRIS.

The fifth objective of the research was to find out the extent employee information
management subsystem of HRIS contribute in the transformation of HR department of the
organization and explore the roles of HRIS in facilitating decision making. Table 4.10 and
figure 4.3 shows the frequency analysis of respondents.

As table 4.9 reveals, 43.1% of respondents agreed that the organizations” HRIS has improved
their ability to disseminate information and increased the amount of useful information,
while 20% of them disagreed. Moreover, 55% of participants respond favorably that their
HRIS supports Personnel files to be completed accurately and on time and held currently.
When new systems are employed, employees expect more data and more accessibility than
ever before. As employees are able to manage more personal data and use the systems, they
seek broader information to answer questions and make decisions (Ulrich, 2001). The result
shows, 38.4% of respondents agreed that their HRIS has decreased the time spent on
communicating information within the organization, while 21.5% disagreed.

HR executives at organizations are generally aware of their human resources accountabilities
and understand the basic human resources processes. However, the understanding of
information management procedures varies from manager to manager. As a tool used to
enable human resources management, the HRIS is entirely dependent on timely, accurate and
reliable data coming in from across the organization. The development of information
management policies and procedures for more human resources activities is underway and
showing good progress. Nevertheless, the current lack of consistently understood information
management policies and procedures supporting a more strategic collection of human
resources information leads to inaccurate data in the HRIS and negative perceptions of the
usefulness and reliability of the HRIS. Therefore, the policies and procedures for data entry
and validation should be developed and documented, and they should include an appropriate
quality control framework.
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In addition, there are problems in the area of information flow management of HRIS.
Therefore, the organizations should have to emphasize on the significance of HRIS in
facilitating information flow and improve the performance of employee through proper
training in respect of HRIS on-the-job and off-the-job, seminars, role plays, manuals,
discussions and presentations. Furthermore, online training and tests should be conducted for
those employees who use HRIS to the maximum extent to enhance their skills. Moreover,
organizations should have to give employee access to their information since it increases the
transparency of HR processes and helps employees better understand the role HR plays in the
organization. Increasing employees’ perception of control over their information can also

lead to an increased sense of fairness and job satisfaction.

The organizations also need to ensure the reliability and timeliness of the employee
information in the HRIS to deliver continuously adequate management information that
properly supports planning and decision making regarding human resources. Therefore it is
important to develop a comprehensive awareness and training program, aimed at producing a
high level of engagement among managers. This will support the implementation and
understanding of data management policies and business processes, and it will support

having quality information on human resources in HRIS.

Moreover, the functions provided by HRIS information administration subsystem allows the
type and quality of the information provided to the top management and determine the
effectiveness of the HR department to make better decisions. One of the general purposes of
an HRIS is to provide decision support applications that help HR and non-HR managers, as
well as employees, make better decisions, and the key is to make better decisions rather than
simply produce data faster (Kovach and Cathcart, 1999). Based on the results contained in
figure 4.3, however, the HRIS appears to have little effect on decision making. Only 36.9%
of them agreed that the information generated from their HRIS has improved the strategic
decision making. Regarding the strategic role, only 31% of the participants responded that
the administrators thought that their HRIS helped them to meet strategic goals, and just 40%
believed that HR decision making had become more effective. The results were similarly
negative pertaining to the role of HRIS on decisions especially those decisions related to
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selection, compensation and the timing of training and hiring. And finally, only 41.3% felt
that their HR department had become more important and had become more of a strategic
partner in the organizations.

Organizations that have a HR strategy spend more time on strategic activities. The
organizations that are viewed as strategic business partners by the organization’s leadership
have greater control over budgets and allocation of resources; and are more effective at using
metrics to manage HR operations and influence business decisions throughout the
organization. Hannon and Brandes, (1996), have argued that HR should move into this role
in addition to performing an administrative or transactional role. Haines and Petit (1997),
also suggested that the use of technology within HRM may facilitate the move to a more
strategic role for HR executives through the removal of administrative burden and the
capability for data-driven decision-making.

The efficient HRIS usage for strategic HR tasks leads to enhanced professional standing in
the organization. The findings showed that HR executives provided value to the
organizations and improved their own standing in the organizations by using HRIS. The
implications of this disclosure are that HR executives should need to develop their IT skills
and become a breast with HRIS’ technology in order to remain competitive. This means that
firms should also need to develop and plan HRIS capacity development programs for
existing system and for HR executives in line with specific strategic HR tasks since enhanced
professional standing implies effective and efficient work force which leads to improved
performance and increased output resulting to higher profit margins and acceptable returns
on investment.

The last objective of the study was to pinpoint the challenges of adopting, implementing and
practicing of human resource information system. Table 4.11 shows the tabular analysis of
respondents. The analysis shows that the perception of the challenges to the implementation
of HRIS was investigated by asking respondents to rate each of the potential challenges
shown in Table 4.11. Table shows the mean ratings and the ranking of the potential
challenges to the implementation of HRIS in their organizations. As can be seen from Table
4.11, the potential challenge expressed as “insufficient financial support” had the highest
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mean score (4.16). The potential challenge “HRIS not perceived as an advantage at all” had
the lowest mean score (3.04).

Lack of commitment from top managers was one of the frequently cited challenges to the
implementation of HRIS in the organizations. The support of top management is one of the
most important factors in the successful implementation of HRIS (Deloitte, 2006). Top
management takes primary responsibility for providing sufficient financial support and
adequate resources for building a successful HRIS. The lack of financial support and
adequate resources will inevitably lead to failure. A comprehensive HRIS requires a sizeable
budget to implement and maintain. If top managements do not understand how the HRIS
bring the benefits to the organization, they will not be willing to allocate valuable resources
to the effort of implementation. Further promotional efforts as well as an action plan to
demonstrate the concrete advantages of using HRIS are necessary if top management is to
become aware of the benefits that can be achieved from implementing HRIS. Therefore, the
roles of the top management must be emphasized because all the changes and willingness
will cascade from the top to down and everyone should understand the need and benefits of
the system and the organizations HR has main role to get employees and managers
convinced about the system. In addition, committed managers will take care of
communication towards employees to make sure everyone is aware of the new way of
working.

The other demanding challenges faced the organizations during the implementation and
practicing HRIS system, as HR executives respond were employees and managers’ negative
attitude towards new things. Individuals do not feel that it is important to act according to the
new processes and use the new system. HR executives were also concerned about employees
and managers to be suspicion of security of the information, skepticism about the need for
change at hand and fear of increased workload. In every new processes there is some change
resistance observed. Adjustment time could be shortened with adequate preparation to face
challenges beforehand. Therefore, organizations should have to give attentions to
communication, training and frequent situation updates since it could help with the negative
attitude. Benefits also should be emphasized to employees and managers. This might help to
understand that the change is permanent and not going to change after a year or so.
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Security also another challenge the organizations faced to the implementations of the system.
Human resources information system (HRIS) houses sensitive employee data. These
confidential details include birth dates, salaries, performance ratings, ethnicity data, home
addresses and other relevant information. The security risks are intensifying the HR
departments to roll out self-service features that require employers and managers to input
their own HRIS data. So the organizations should consider the security of the system.
Selecting a system that does not meet the minimum security requirements can make an
organization a target for hackers. HR executives should use specific security measures to
safeguard against any breaches to their HRIS programs, such as limiting access rights among
users or encrypting data. Gardner et al., (2007) suggests that utilizing Secured Sockets Layer
ensures the employees’ personal data is encrypted and not easily hacked by unauthorized
users. Therefore the security systems of the organizations should have to ensure that the
passwords into the HRIS cannot be easily guessed so as to prevent unauthorized users from
gaining access.

Another potential problem mentioned by the respondents was the need for more training on
the system. They believed that additional and better training would lead to better results.
Several of the responses also reinforced the notion that the system was being underutilized
and that they were not taking full advantage of the capabilities. They believed that other
applications were needed and that the system could be more effectively utilized with the
addition of some other features that were not currently part of the system.

While suitable policies and procedures are in place to enable effective use of the HRIS
application by the organizations, the supporting business processes for the effective and
timely identification, collection, capture and validation of information from operational
managers are not yet in place. Therefore, organizations should have to develop supporting
policies & business processes for the effective identification, communication, capture and
validation of human resources information that are salient for organizational management.

The implementation of an HRIS can also dramatically affect the relationship between HR
executives and employees. Employees used to working with an HR professional face to face
may find it challenging to use the computer to complete tasks or answer questions. They may
miss the “high-touch” feeling of working with HR staff. As more HR content is made
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available online and more basic administration is pushed to employees to manage, the need
for personal contact between HR staff and employees is reduced. This increased distance can
make it more difficult for effective communication to occur and can weaken the relationship
between HR and employees. HR executives should consider the impact of this and take
measures to mitigate it.

In addition, organizations need to consider the advantages of separating out HR
administration from more strategic work and of standardizing and centralizing the activities
in an in house HR service centre. Actionable measures give organizations information that
can be used to determine future strategies. By analyzing patterns and topics, organizations
gain insight into employees' top concerns. This information can then be used to develop

targeted programs to resolve problems before they cause harm.

Finally, this study provided some insights into the implementation of HRIS by public sector
organizations in Addis Ababa, which would help HR executives, acquire a better
understanding of the current status, benefits, and the challenges to the implementation of
HRIS. Further research should address into exploring the roles of HRIS in transforming the
functions of HR and facilitating decision making among more public & private sectors by

overcoming the challenge mentioned in the study.

65



CHAPTER FIVE
CONCLUSIONS AND RECOMMENDATIONS
5.1. INTRODUCTION

This chapter presents the conclusions and recommendations arising out of the research
findings and objectives, and suggests areas for further study. The research has generated
several findings most of which are in line with existing literature and previous research

findings

5.2. CONCLUSIONS

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. By
implementing HRIS, organizations can have ball in their feet. Quality of the practice of HRIS
has a vital impact on the performance of organization to achieve its mission and visions. The
findings of the research show that HRIS helps the organizations in planning their human
resources both quantitatively and qualitatively. By being an information system of human
resources, HRIS assist the organizations in storing voluminous data about the employees,
that not only helps in identifying the occupied and unoccupied positions but also whether the
person at particular position is fit for the job or not. In additions, organizations gain
competitive advantage by implementing the system which in turn facilitates healthier HR

decisions and enhance supervision and control of manpower.

Because of their HRIS, organizations also improved the efficiency and effectiveness of their
HR department activities. These activities include training and development of management,
succession planning, applicant tracking in recruitment and selection and employee
information and identification, salary planning, competency assessment, absenteeism
analysis, turnover analysis and performance appraisal rating. These activities can be
explained as HRIS compares the job position with candidate’s qualification and capabilities

and hence helps in identifying the training to be given to fill the gap. Organizations HRIS
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also helps in tracking the attendance of the employees to know their regularity and devotion
for the organization. This not only helps in benefit planning but also in performance

management.

Moreover, the assessment of the study revealed that due to the implementations of the
system, organizations improves their recruiting process by recruiting right candidates and
develop their employee skills through training which in turn improved their performance. In
addition, the system improved their ability to access and disseminates information, provided
increased levels of useful information and the information generated intern increased the
coordination between the HR department and administrations. However, the overall results
of the study indicate that most of the key parameters of HRIS practices are found

unsatisfactory.

Meanwhile, several challenges were also pointed out from the study among which included
inadequate funds, inadequate knowledge, lack of expertise in IT to operate the HRIS,
insufficient financial support, lack of information technology (IT) support, difficulty in
changing the organization’s culture, fear of changing the way doing things, the HRIS not
being perceived as an advantage, lack of commitment and involvement by top management
and lot of paper work that is difficult to computerize undermined the achievement of the full
potentials of HRIS. The other challenge for HR executives that was identified are integrating
the traditional HR function of the organization seamlessly with other business value adding
activities because HR information is now being recognized for its potential in strategic
planning and decision support. The finding also demonstrate the reason for the limited role of
the HRIS was that those who were involved in the implementations of the HRIS had a
restricted view of the potential of the system, seeing it merely as a tool to automate the HR
information, rather than transforming HRM in the organizations. Therefore, HR systems
should be designed to develop and reinforce ideas of intellectual capital and knowledge

management that propel strategy formation.

The main message from the survey suggests that while the use of HRIS varies among

organizations, these systems appear to offer a range of benefits to HR executives, particularly
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in the areas of employee information management, training & development, recruitment,
compensation and performance management. The organizations should have to continue and
grow their HRIS usage with considering updates of their existing systems in the near future
since the potential for the system in linking human resource management activities with
broader organizations objectives is somewhat underutilized & need further improvement. In
conclusion, the practices of HRIS should be integrated with the overall strategy to ensure
effective use of people and provide better returns to the organizations. Unless the HRIS
practice is designed in this way, the organizations stand to lose from not utilizing the system

fully and this does not happen well for the success of the organization.

Therefore, strategies need to be put forwarded to counteract the challenges observed. These
includes that ensuring the sources of funds to cover the costs of setting up and maintaining
HRIS, mobilization of financial resources, support from top management, training of staff on
the operations HRIS, change of employee and management attitude towards the HRIS and
sourcing for the required expertise. Finally, it is concluded that HRIS is an excellent tool for
HR division and the organizations but there is still some bones to pick up and the actions that

HRIS has not absorbed, should need to work on it.
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5.2. LIMITATIONS AND FURTHER RESEARCH

The Research was subject to certain limitations that can have impact upon the results
received and the conclusions drawn. Limitations in this survey includes:-

& The foremost research limitation is on the area of public sector organizations
perspective. HRIS role in enhancing the functions of HR divisions can be studied in
any of other sector as human resources are assets of the organizations irrespective of
the sector. Future research efforts should be focused into exploring the role of HRIS
in transforming HR division and facilitating decision making among more public and
private sectors.

& There are some possibilities of measurement errors since the study focused on
perception of the respondents. This could have resulted in some degree of perceptual
inflation of self-assessment scores. Those who enjoyed great satisfaction with the
systems may have inflated their responses with respect to their intention to continue
to use the systems. Additionally, since the instrument was also self-administered,
there could be situations where respondents may need further clarification, which was

not available.

@ Some of HR staff was not genuinely forward their opinion because of they are too
busy and some senior HR executives were not willing to express their opinions due to

reasons of confidentiality.

& Qther limitation is the static nature of the study, that is, the study is based on the
existing scenario of the level and usage of HRIS; but HRIS can be enhanced in future.
Therefore Research should be conducted in future to know whether HRIS is

improving with changing time or not within the organizations.

& The research study was restricted to 65 respondents. Therefore, a detailed research
would be needed to explore the functions and contributions of HRIS to HR division,
especially; with much, bigger sample size and a higher response rate so that a deeper
analysis can be done for generalization.
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5.3. RECOMMENDATIONS

In the evolution of organizations one thing that persisted over ages is the need for change.
With globalization of economies & technological advances this change became all the more
important to exist & sustain. Each and every sub function of an organization undergoes
changes to be innovative and efficient on quality, cost and time. Human resource function
needed to undergo transformation to keep pace with the other functions and HRIS play

significant role in supporting and transforming all operations inside of the HR division.

After analyzing the semi-structured interviews, questionnaires and the available document
related to HRIS in selected four public sector organizations, the following recommendations
are forwarded.

& The HRIS recruitment and selection subsystem of the organizations should follow the
HR policy and procedures of the organizations. Since human capital plays a larger
role in competitive advantage, HR executives of the organizations should need to
revise the existing recruitment and selections policies to provide various
functionalities to meet their unit’s and organizations goals and objectives. This is in
line with the findings of the study which revealed that the core competencies of the
HRIS are clearly defined, and the ability to create, apply and extend knowledge of the

HRIS recruitment subsystem promoted the success of the organization.

& The organizations should need to amend the current HRIS compensation and benefit
scheme, unless the labor turnover will be high. Human resource managers should
have to administer and improve the compensation and benefit structures. Since
retaining excellent staff depends on outstanding pay and benefits which are critical
factors that ultimately determine how well employees feel about the organizations and

the likelihood that they will remain with company in the future.

& The HRIS performance evaluation system should be clear, objectives and related to
the specific task and redesigning of HRIS performance reviews are needed to manage

the performances of employees effectively as an integral part process. Maintaining
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and effectively monitoring its implementation should be an important function of HR
department for better performance of the organizations. In addition organizations
need to develop an HRIS system that clearly links individual performance to
corporate business goals and priorities. Each employee should have well defined
reporting relationships and evaluation becomes fairer if it is based on the records of

periodic counseling & achievements of the employees tracked over the year.

Human resource training and development is one of the factors that the organization’s
has productive and their competitive advantage will be consistent. Training and
development skills are vital assets for HR executives. The ability to create training
programs that solve employee performance problems will yield important benefits for
organizations. However, as the result of study shows, practicing of HRIS can be
hindered through inadequate knowledge and expertise in IT to operate the HRIS.
Here, the organizations should have to identify the right staff and undertake them
through HRIS development training as a means of imparting knowledge and skills
that are desirable for the operation of the HRIS. Therefore, in order to gain the
competitive advantage, the organization’s HRIS training and development subsystem
should be strong and clearly communicated to all staffs effectively and executives

need to be trained on the application of the system.

Organizations should have to continue to develop their capacity for human resources
information management at both the strategic and the tactical levels. Identifying key
information that will be used by management is an essential step in properly
managing human resources information. The current processes with respect to
information management and validation should also be enhanced in order to better
support organization’s human resources objectives. Appropriate policies and
procedures are important to ensure that reliable and timely data is fed into the HRIS
from across the organizations. The organizations’ HR division should have to take
steps to enhance all related human resources business processes to ensure accurate

and timely data entry; confirm associated quality assurance activities; and provide
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managers with easy access to meaningful, standardized reporting formats. These
efforts should also be complemented by the implementation of a comprehensive
training and communications plan targeted to all executives. This enables the human
resources management processes for capturing accurate and timely information in the
HRIS.

Several challenges were pointed out from the study among which included inadequate
funds, lack of expertise in IT to operate the HRIS, insufficient financial support, lack
of commitment and involvement by all employees and lot of paper work that is
difficult to computerize undermined the achievement of the full potential of HRIS.
Therefore, organizations need to put the strategies forward to counteract the
challenges and managements of the organizations should carry out a lot of
benchmarking from more experienced organizations that are already have operating
the system and should seek advice on how to effectively carry cost effective HRIS

implementation.

Moreover, HRIS must be driven by strategic vision and it should be an open system,
where IT facilitates communication freely between integrated features; since such
information sharing is crucial to learning organizations that view their employees as
their main competitive advantage. Therefore, a comprehensive and effective HRIS
must be driven by organizational vision, value, and culture. A synergistic HRIS will
enable organizations to realize visions through their employees, the most important

assets in the organizations.
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Appendices A

St. Mary University
School of Graduate Study

Questionnaires to be filled by HR executives

Instructions to the Questionnaire

This is a research on the topic “The Practices and Challenges of Human Resource
Information System the case study of Selected Public Sector Organizations in

Addis Ababa’’. The research is carried out in order to fulfill the requirement of Graduate
Studies of St. Mary University, as the final year thesis for Masters in Business
Administration degree. You have been selected as a respondent to this questionnaire
because | believe the information that you will provide will be very useful in enabling me
realize the objectives of the study. The information you avail in this questionnaire will be
used for strictly academic purposes and confidentiality will be ensured. You don't need to
write your name on it and nobody will ask you what and why you write. Please try to
answer all of the questions and complete the questionnaire; and don't leave any out.

In answering the question you may be requested to put a tick (v') mark inside the box that
indicate your level of agreement for each statements regarding the critical human resource
information systems (HRIS) service delivery of your organization. | highly appreciate
the fact that you have taken time to fill in this questionnaire. Thank you very much.

Markos Mulat

Back ground
1. Gender Male Female
2. Age under 25 25-35 36-45 above 45

3. Educational back ground

12 complete |:| Diploma [ ] BA/B.Sc. degree |:|

MA/MSC If other |:|
4. Work experience in the organization

1-4 5-9 10-14 over 14 years




Part 1: HRIS FUNCTION IN §
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Disagree

HRIS performs comprehensive reporting and tracking
of applicants efficiently.

HRIS eliminates unsuitable applicants early and focuses
on promising candidates.

3. | HRIS uses exams and personal profiles in the selection
&recruitment process of the new employee & leverages
employee's talent in the right place at the right time.

4. | HRIS recruitment program linked with our
organizations’ HR objectives.

5. | Organizations HRIS e-recruitment saves the time spent
on processing paperwork & on correcting errors.

HRIS identifies unfilled positions accurately.

HRIS analyses each job position& its job title in an
organization.

8. | HRIS maintains skill inventory (ability, Capacity,
qualification and career goals).

9. | HRIS recruiting subsystem are better utilized & meet
our expectation.

I't 2: HRIS FUNCTION IN TRAINING

1. | HRIS provides insight into organizational training
needs.

2. | The company's HRIS training program establish clear
objectives and detailed plan relevant to their employees
needs.

3. | HRIS evaluates the effectiveness of training programs.
4. | HR executives need training programs on HRIS to use it
efficiently.

5. | HRIS selects right person to be trained at right time.

6. | HRIS makes better and faster decisions about successor
rankings.

7. | HRIS identifies specific key positions and target specific
employees as potential successors.

8. | HRIS minimizes costs associated with succession
planning or applicant tracking.

9. | HRIS plays a vital role in administrating training
programs.

10 | Organization uses HRIS Training subsystem at an
optimum level




Part 3. HRIS ROLE IN COMPENSATION AND BENEFIT

Disagree

1. | The HRIS compensation policy of the company contain
procedures to guide managers on how to implement the
compensation system

<
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=
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2. | HRIS compensation and benefit subsystem integrated
with performance evaluation.

3. | The organization has a HRIS policy clearly stating its
position on employee compensation (salary)

4. | HRIS makes the compensation among division are
reviewed by management for consistency & equity
before increasing benefit

5. | HRIS eases the communication of the organization
compensation philosophy clearly & effectively employee

6. | HRIS analyze and compare compensation packages
using internal and external salary data to ensure
competitiveness in the marketplace.

7. | Overall compensation and benefit process of Our
organization’s improved due to HRIS

rt 4: HRIS FUNCTION IN PERFORMANCE MANAGEMENT

1. | The company's HRIS performance evaluation establish
clear objectives and performance measurement criteria
linked to the specific job

2. | HRIS Performance appraisal do reflect an employee's
positive behavior as well as results

3. | HRIS Performance management module Describe the
past and current performance appraisal system in the
organization.

4. | All evaluations follow the written schedule described in
the employee handbook & company HRIS Performance
policy management

5. | The company's HRIS performance management include
a written plan to improve employees knowledge and
skills

6. | HRIS make easy for those employees who are better
performers able to receive higher pay increase than poor
performers

7. | The organization’s HRIS has resulted with less error

8. | The organizations HRIS capture the creative insight of
employees by soliciting their ideas for improvement

9. | HRIS has improved the quality of work performed and - ‘
reduced the cost of HR. 3k
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HRIS has improved their ability to disseminate
information and has also increased the amount of useful
information.

Information generated by the HRIS results in value
added to the organization and enhanced coordination
between the HR department and the administrators.

HRIS supports Personnel files r to be completed
accurately and on time and held currently.

HRIS made personnel file to be easily accessed and
decreased the time spent on communicating
information within organization.

The information generated from our HRIS has
improved the strategic decision making

The organization’s administration thinks that HRIS is
effective in meeting strategic goals.

The organization’s HRIS support decisions making
concerning promotion and especially those decisions
related to selection, compensation, training and hiring

The organization’s HRIS has made the HR department
very important to the organization

I't 6 : CHALLENGES OF PRACTICING HRIS FUNCTION

1. | Organization’s has faced Insufficient financial support
for effective HRIS implementation

2. | The organization have poor ICT infrastructure which
result in ineffective HRIS implementation

3. | Organization’s has faced Inadequate knowledge in
implementing the system

4. | HRIS not perceived as an advantage at all

5. | Lack of commitment from top managers are barriers for
effective HRIS implementation

6. | The organization’s has faced a lot of paper work that is
difficult to computerize

7. | The organization have faced resistance from employees
because they prefer traditional methods

8. | Employees and managers have negative attitude
towards new things are a challenge for Hris effectiveness

9. | Keeping data protected all time from being accessed by
unauthorized persons makes HRIS practice ineffective

10 | The organization’s has faced lack of expertise(s) in IT for

effective HRIS implementation
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