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ABSTRACT

Over the years , Information System has advanced so much that we are able to operate better in an organization which
is better than what used to happen in the past. Information Systems derived from the term data processing. The purpose
of Information Systems is to provide efficient and reliable ways on how to perform functions in an organization.
Computers have important role in evolution of Information System. There have been a lot of applications of Information
System in the organizations today including human resource operation as the main field of concern, accounting and
finance, logistics and planning among others. Internet is the recent development in the use of Information. Studies have
been carried out on Information System and its application but none of the studies have looked at the role Information
System plays in typical organizational operational functions especially in the Human Resource Operations. This
therefore leaves the gap in research that this paper sought to breach. The study is conducted through analysis of
literature review from journals, and surveys. The paper therefore recommends that organizations should apply
Information Systems in Human Resources operations in order to reap these benefits.
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INTRODUCTION

A business process is a logically related set of activities that define how specific business tasks are performed.
Business processes are the ways in which organizations coordinate and organize work activities, information, and
knowledge to produce their valuable products or services. How well a business performs depends on how well its
business processes are designed and coordinated. Well-designed business processes can be a source of
competitive strength for an organization if it can use the processes to innovate or perform better than its rivals.
Conversely, poorly designed or executed business processes can be a liability if they are based on outdated ways of
working and impede responsiveness or efficiency. Information systems automate manual business processes and
make an organization more efficient. Data and information are available to a wider range of decision-makers more
quickly when information systems are used to change the flow of information. Tasks can be performed
simultaneously rather than sequentially, speeding up the completion of business processes. Information systems can
also drive new business models that perhaps wouldn't be possible without the technology.

Computers have become the foundation stone in the communities' cultures and in different fields of life. It is
considered to be a tool for knowledge, and since nowadays is an information era, it's systems and searching for the
best uses of it with the least effort and time, is the reason why the importance of information has increased in the
current years due to the development in technology that was followed by the development of computers, which lead
to saving time, effort and the rapid transformation of data and information to it's users.

Since it became acknowledged that organizations can be studied and analyzed according to the business processes
they perform, process-based organizational analysis and design has become a prominent matter of study in both the
management science and Information Systems (IS) fields. Apart from the focus on processes, the most distinctive
characteristic of contemporary change management approaches is the heavy importance they generally place on the
role of Information Systems in enabling process change. [1] asserts that, ‘by virtue of its power and popularity, no
single business resource is better positioned than information system to bring about radical improvement in business
processes'. Computers are used in several ways, such as storing and data processing which is considered to be a
vital element of the decision making elements especially in this field that is going to be studied in the in organization
process which is the most important of information that the Information Systems as a structural factor and instrument
transforms architect of organizations, and is increasingly integrated into Human resource operations. The importance
of knowledge and human capital make extra suppression on Human Resource (HR) operations and new
competencies for Organizational professionals are expected [2].

Institutions and companies in their different fields, whether it industrial, service, or productive companies use
Information systems to provide suitable information and delivering it when needed to its users from the management
levels of the company of the contributors. Due to this perspective, this term paper came along to acknowledge the
role of Information System on the properties of Human Resource operations from the organizations point of view,
through knowing the identity and quality of the Human Resource Information System that the organization seeks to
gain and its importance in making congruent decisions.

By not using the computer in storing and processing the Human Resource operations could lead to problems
associated with human mistakes, not taking full advantage and timing in a proper way, subsequently working on the
ability to contribute in solving problems that Management could face by knowing and determining the most important
features for the Human Resource Information System that could effect the management decisions. Information plays
an important role in the transfer of mankind from ancient times to the resent, where this age is described as
information era because of the importance of information in conducting of people life especially economically. So
attention has increased toward information systems and investment in it to reach an accurate output, able to meet the
user's needs, through the development, activation and increase the efficiency of its components [3]. Organizations
must treat information as any other resource or asset. It must be organized, managed and disseminated effectively
for the information to exhibit quality. Within an organization, information flows in four basic directions as upward,
downward, horizontal and outward/inward [4]. Taking into account that there is a huge amount of information flow in
organizations, it will be paramount to understand the importance of information systems and the roles in the
organizations.

In order to be competitive in the information age an organization must have new capabilities [5]. As organization
information technology infrastructure and core enterprise information on Human Resource Information System
(HRIS), information as the management of information resources, networking and communications-based information
system for the smooth operation of the organization, provide for the efficient operation of business process with
sufficient information in real time.

In this paper, the Role of Information System on HR operations processes are studied. The paper seeks to identify
the uses, role, and the importance of using information systems for effectiveness in organizations HR operations. The
Human Resource Information Systems to support their decisions are the most important properties of the information
systems and declaring the range of the achievements in these processes the user seeks to gain in order to make the
right decisions. Therefore, the paper is aimed at discussing the role of Information System in effective HR operations.
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THE OBJECTIVES

This paper aims at the following objectives:
i To establish the uses Information System in Human Resource Operations
ii. To establish the Role of Information System in Human Resource Operations

iii. To Establish the benefits derived from the use of the information System in Human Resource

METHODOLOGY

The paper is based on review of various discussions that have been conducted in various parts of the world.
Discussions from various journals, books, magazines, websites have been taken. Data from various journals have
been part of discussion. The advantage of the literature review drawn from other journals or past publication and
books will help the researcher to explore deeply and identity the gaps which forms the bases of more research [6].

DISCUSSION
Overview of Human Resource (HR)

Human resource professionals initially relied on technology just for administrative tasks such as time, attendance and
payroll. Information system today enhances many of the recruitment function’s sub processes such as long and short-
term candidate attraction, the generation, pre-screening, and processing of applications or the contracting and on
boarding of new hires[31 ]. Nowadays, HRIS provides human resource professionals with the time needed to direct
their attention towards more business critical and strategic level tasks, such as leadership development and talent
management  [30]. HRIS, by producing, organizing, storing and distributing manpower information help the
organization managers at various levels make proper decisions. In modern world, the majority of successful
companies are using human resource information systems to support daily operations of human resources. HR
professionals also rely on automated systems to direct employee benefit contributions. Such systems automatically
direct a portion of workers' pay towards their retirement savings plans unless employees opt out, for instance. And
while total rewards statements that alert employees to the total value of their compensation benefits packages being
around for years, many organizations are now making that information available to workers electronically through HR
information systems or self-service sites [28]

Human Resource Information Systems (HRIS)

Human Resource Information Systems (HRIS) is a process that utilizes the information technology for the effective
management of human resource functions and applications. It is a computerized system typically comprising a data
base or inter related data base that track employees and their employment specific information [29 ].1t is an integrated
system designed to provide information used in HR decision making [27]. Although an HRIS does not have to be
computerized, but most are. [ 7] defined HRIS as a system used to acquire, store, manipulate, analyze, retrieve, and
distribute information regarding an organization's human resources. An HRIS is not simply computer hardware and
associated HR-related software. Although an HRIS includes hardware and software, it also includes people, forms,
policies and procedures, and data. HRIS refers to a computerized system designed to manage the company's HR
decisions. While information system has impacts on human resource (HR), at the same time managers, employees,
customers and suppliers increase their expectancies for HR operations [7]. Effective management of a firm's human
resources is a key source of competitive advantage for organizations. Increasingly, the delivery, support and
management of HR all depend on technology specifically, human resource information systems. Research shows
that implementing HRIS can enhance a company's long-term productivity and profitability. HRIS is not only increasing
efficiency, they are also transforming the HR function. The importance of knowledge and human capital make extra
suppression on HR and other functions in the organization. Computers have simplified the task of analyzing vast
amounts of data, and they can be invaluable aids in HR management, from payroll processing to record retention.
With computer hardware, software, and databases, organizations can keep records and information better, as well as
retrieve them with greater ease [8]

Purpose of HRIS

An HRIS serves two major purposes in organizations. One relates to administrative and operational efficiency, the
other to effectiveness. The first purpose of an HRIS is to improve the efficiency with which data on employees and
HR activities is compiled. Many HR activities can be performed more efficiently and with less paperwork if automated.
When on-line data input is used, fewer forms must be stored, and less manual record keeping is necessary. Much of
the reengineering of HR activities has focused on identifying the flow of HR data and how the data can be retrieved
more efficiently for authorized users. Workflow, automation of some HR activities, and automation of HR record
keeping are key to improving HR operations by making workflow more efficient [8]
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The second purpose of an HRIS is more strategic and related to HR planning. Having accessible data enables HR
planning and managerial decision making to be based to a greater degree on information rather than relying on
managerial perception and intuition. For example, instead of manually doing a turnover analysis by department,
length of service, and educational background, a specialist can quickly compile such a report by using an HRIS and
various sorting and analysis functions. HR management has grown in strategic value in many organizations;
accordingly, there has been an increased emphasis on obtaining and using HRIS data for strategic planning and
human resource forecasting, which focus on broader HR effectiveness over time.

Role of HRIS

Cost decrease: Effects of IS on HR costs appear in several ways. First, it reduces costs of processes and works. For
example, transforming from traditional HR to e-HR reduces costs of some HR applications, such as, postal cost,
announcement cost and data processing cost [12]; [11]. Using self service technology reduces the processing costs
of HR up to 75%. E-selections and e-recruiting decrease costs of staffing and selections due to reduced employee
turnover, reduced staffing costs, and increased hiring efficiency [13]. Second, using self service HR allows employees
to perform their own work themselves directly. Thus, HR professionals spend less time on routine tasks [14].

Saving Time: IS allows HR professionals to spent less time on routine tasks [15] and make easier to acquire and
analyze information [16]. For example, researches show that recruiting process shortens twelve days [14].

Increase in Efficiency: Intense use of IS aromatizes and standardizes routines. HR professionals may focus less on
administrative activities and more on interpreting information. HR professionals may spend more time on other
aspects of their jobs. Thus, HR professional can access more information, respond the problems in a timely major
from managers and employees and evaluate the complex information more effectively [15]. Comparing with manual
processes, reducing data errors, simplifying and fastening processes of HR practices make HRIS more
advantageous [10];[11].

Enabling Communication and Collaboration: IS is a tool for effective communication and collaboration. E-mail,
messaging, discussion lists, videoconferencing, virtual teams, electronic workgroups, and tele-working have changed
the nature of workplace communication and collaboration. These make workplace interactions possible for
employees even they are not physically present in the workplace. [17]. IS improves the skills of workers for
collaborating, accessing information and decision making [18] Participative decision making becomes an
organization-wide activity. Internet and web based technologies facilitate sharing of decision making responsibility
through the organization hierarchy and structure [15]. HRIS as an integrated system also increases the capacity of
reporting in the organization [19].

Competency Management: IS tools enable HR professionals both to reach larger candidate pool and make decision
making more objective and effective to employ more relevant and competent candidates by means of decision
making techniques in the selection and recruiting process. Improving and shortening the recruiting process increases
competencies of incumbents and as a result quality of works. At the same time, because of distance access HR can
be used to develop human capital of the organization effectively [12].

Knowledge Management: Knowledge management is a systematic process of acquiring, creating, capturing,
synthesizing, learning, and using information, insights, and experiences to enhance decision making [20]. Knowledge
management system is a natural extension of HRIS and HR development activities. HR professionals should
integrate traditional HR functions into knowledge management [11]. Because organizations should acquire and
manage organizational knowledge to prevent knowledge looses when employing. Using IS tools such as intranet,
virtual collaborations, data storage and data mining can improve skills for knowledge acquisition and distributions
[20]. These tools also facilitate knowledge participation and empower the specific task areas [18]. IS assists HR
professionals to access and disseminate information more efficiently [15].

Structuring Strategic HR: Strategic role of HR focuses on aligning HR activities with HR strategies [21]. So, HR
should work with managers and line managers in collaborations. IS is accepted as an important impetus for strategic
HR. It builds stronger HR units and allows HR to engage in more significant strategic roles. IS solutions free HR
from the burden of routine administrative tasks [22]. If HR professionals rely on IS, they hold a more strategic role.
Because they will have time to interpret information, develop strategies and think about corporal transformation [15].

Adaptation of IS in HR functions has created new HR processes. These applications are e-learning, virtual
recruitment, self service HR and portal technologies and new types of working. e-learning or web based training is a
growing HR application [13]; [11]. IS tools can be used for formal and informal education activities like; e-mail, mail
lists, dash boards, message systems, web pages, online courses, and media applications are some of business tools
which support learning in workplace [17].

Virtual recruitment: Web based recruitment; virtual interview, CV searching, online psychological test and online job
announcements have changed and fastened the recruitment process. These applications also removed the potential
obstacles to reach larger candidate pool [11];15].
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Self Service HR and portal applications: Employees can perform some of their own HR activities by means of
accessing HRIS. This is called self service HR. Self service applications can include 60 percent of all HR activities
[10]. Employees who use self-services can easily update and verify personal information, have information about
internal job vacancies, access corporate handbooks, and receive notices about training programs. Managers can
analyze candidate profiles, construct salary models, view benefits programs and monitor absentee trends. Moreover,
performance appraisal and career development can be managed [23]. This also increases perceived quality of
supplied HR services [9]. HR portals are complex information technology tools [24]. HR portals give the chance for
each individual user to arrange or customize his or her own portal according to his or her own job responsibility or
preferences [11].

Assist with decision making: The long-term success of an organization depends on the adequacy of its strategic
plans. An organization's management team uses information systems to formulate strategic plans and make
decisions for the organization's longevity and prosperity. The business uses information systems to evaluate
information from all sources, including information from external references such as Reuters or Bloomberg for
instance, which provide information on the general economy. This analysis of and comparison to market trends helps
organizations analyze the adequacy and quality of their strategic decisions.

Benefits of HRIS integration in Organizational Business processes

There are several benefits to organizations in using HRIS [25]. They include the following: Providing a comprehensive
information picture as a single, comprehensive database; this enables organizations to provide structural connectivity
across units and activities and increase the speed of information transactions [26]. Increasing competitiveness by
improving HR operations and improving management processes. Collecting appropriate data and converting them to
information and knowledge for improved timeliness and quality of decision making. Producing a greater number and
variety of accurate and real-time HR-related reports. Streamlining and enhancing the efficiency and effectiveness of
HR administrative functions. HRIS increase efficiency and reduce costs. Efficiency comes from automating existing
processes, using software that generates a better and more intuitive user experience, more self-service, and reduced
HR staffing which requires expertise in process design, organization design, and work design. It offers tremendous
potential for improving performance in most firms. There is increased Effectiveness. Effectiveness is increased by
outsourcing work that is done more efficiently and effectively by outside vendors specializing in a given process or set
of activities. Almost all HR functions outsource some activities today, with payroll, benefits administration, and
sourcing of recruits most commonly outsourced. It transforms the HR role. It Shifts the focus of HR from the
processing of transactions to strategic HRM. HR leaders often hope that the function will gain a greater strategic
perspective on the business and play a more impactful role than before the adoption of the new technology. The
primary way in which HRIS spur HR transformation is through robust reporting and analytic capabilities. There is
broad recognition that new different HR capabilities are needed to elevate the role of HR. HR metrics need to help
executives manage the business for example, ways to change the cost structure of the firm or identification of key
types of talent that are critical for business success, not simply reflect the efficiency of HR processes for example,
time to fill job openings or percentage of employees receiving training in a given year. Reengineering HR processes
and functions Improving employee satisfaction by delivering HR services more quickly and accurately to them. From
the use of dashboards to display key metrics graphically and in real time, to tools for analyzing and reporting on
results from complex, disparate datasets, HRIS ups the HR game.

CONCLUSION AND RECOMMENDATION

Human resource information systems have dramatically altered how HR services are delivered and managed by
organizations. By automating Human Resource practices, HRIS will save time and money, effectively reallocate work
processes and thus provide competitive advantage and add strategic value to the organization. Implementing IS
within an organization can prove to be costly but the benefits and its role are far much reaching than not adopting the
system. HR is tied to the broader process of strategic planning, beginning with identifying the philosophy and mission
of the organization. Human resources can provide a core competency for the organization, which may represent
unigue capabilities of the organization. The HR unit has major responsibilities in HR planning, but managers must
provide supportive information and input. An HRIS is an integrated system designed to improve the efficiency with
which HR data is compiled and to make HR records more useful to management as a source of information. An HRIS
offers a wide range of HR uses, with payroll, benefits administration, and Equal Employment Opportunity affirmative
action tracking being the most prevalent. Information on past and present conditions is used to identify expected
future conditions and forecast the supply and demand for human resources. Modern business organizations have
been investing increasingly substantial amounts of money in information systems with the objective of improving their
operational efficiency and competitive ability in the industry. IS investments can really promote the organizational
operational performance by reducing costs, raising profit margin, upgrading production levels, increasing service
quality, advancing customer satisfaction and improving overall operations hence contributing to the development and
growth of the country's economy.
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