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Abstract

HRIS (human resource information system) is the combination of human resources and
information technology. The current study is undertaken to explore the benefits, barriers, and
their solutions in HRIS implementation in KPK public sector hospitals. It is an exploratory study
where phenomenology strategy is adopted and data is collected through semi-structured opinion
interviews. The current study finds out that there are multiple benefits of using HRIS in hospitals
like saving time, updating and securing data of employees, and giving future forecasts about the
need for HR. Although, there are also some barriers in the way of implementing HRIS like lack of
funds, employee resistance and lack of interest from the government side.
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Introduction

To survive in the competitive markets, organizations move toward the adoption of new
technologies. Therefore the importance of information systems has become vital in the last few
decades. As the world becomes a global village day by day, complex problems are arising and
organizations are adopting new technologies to solve these problems. The combination of
information technology, internet technology, and information systems brings major changes in
today’s business world. In today’s world, the use of appropriate applications of information
technology is important for running an organization successfully (Zhang & Wang, 2012). Due to
the emergence of IT in HR departments, the human resource function has been transformed
dramatically and improved the efficiency of HR. It is often considered those information systems
work as a key driver of change in HR departments, which enables them to resolve problems
related to HR using information technologies (Buzkan, 2016). The human resource information
system is of the technologies used in organizations to bring efficiency.

It is a combination of database, software, and hardware which collect data from all
departments and generate useful information on the demand of human resource managers. The
use of HRIS brings many benefits to organizations. HRIS enables organizations to enter, maintain
and update the employees’ data while keeping in view organizational policies and regulations
(Hendrickson, 2003). The purpose of HRIS is to provide services to the clients in the form of
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providing data and information. It not only helps organizations in the decision-making process

e.g. to monitor the cost of different policies: recruitment and incentive policy also helps them to
reduce their cost. Further, it was found that HRIS reduces the operational cost, reduces paper
work and brings accuracy to the information regarding HR (Manivannan & Rajkumar, 2016).

There is no doubt that HRIS has many benefits but there are countries, especially
developing countries that are not getting the full benefits of HRIS. They are facing different
problems in the effective implementation of HRIS. Major barriers in the way of HRIS are
insufficient funds, poor ICT infrastructure, and inadequate knowledge (Ball, 2001). Lack of
support from top management and the deficiency of funds are hurdles in the implementation of
HRIS (Taylor, 2006). Employees have a very adverse perception of the use of new technologies.
That's why employees show resistance to the adoption of new technologies (Islam, 2016). In
Pakistan, different studies have been conducted to find out the potential barriers to the effective
implementation of HRIS. The studies (Batool, 2012; Ahmer, 2013; Habibullah et al., 2017) found
lack of funds, employees’ resistance, top management reluctance, and lack of technical staff as key
barriers. Employees have fear of changing the way they do their jobs and usually they resist against
the sudden change.

Developing countries like Pakistan are in the initial stages of adopting new technologies.
Pakistani organizations have partially adopted E-HRM (Sinha & Mishra, 2014). They are moving
towards digitization. Different quantitative studies Batool et al., (2012), Sadia et al., (2016),
Habibullah et al., (2017), Nasim (2018) and Ahmed et al., (2021) are conducted in Pakistan to study
different aspects of HRIS. According to Mobaideen (2013), research on HRIS is not only scarce in
Pakistan but also outside Pakistan. A study by Habibullah et al., (2017) recommends that an
exploratory study is require to further explore HRIS in Pakistan. The previous studies have
adopted quantitative methods to investigate the HRIS in Pakistan however the current study is
using qualitative methods to explore the phenomenon further. The researcher has studied
different aspects of HRIS like benefits, barriers, proposed solutions and its implementation in the
public sector hospitals of KP province. The practical implications of this study are important for
the government officials. This will give a deep insight of the HRIS phenomenon. The policy
makers will get to know about the problems arising in the implementation process. Government
and different regulatory bodies will get directions to formulate HR policies for the employees,
managers and owners of the organizations from the findings of the study.

Literature Review

There is great involvement of IT infrastructure and organizational level of readiness in the
implementation of e-HRM (Simons & Esteves, 2016). There are three goals behind the
implementation of e-HRM in organizations: cost reduction, improving the strategic orientation
of HRM, and improving HR services (Rahman et al., 2018). There is a differentiation between
operational HRM, transformational HRM, and relational HRM (Lepak& Snell, 1998). The
operational HRM is related to the different activities like salaries, and managing of personal data.
The implementation of e-HRM has positively influenced the overall HR functions. The first
operational goal related to the e-HRM implementation is to reduce cost by bringing efficiency to
the HR processes by increasing the speed and reducing the burden of work on the HR managers

964



GO Green Research and Education
Journal of Business and Management Research
ISSN:2958-5074 pISSN:2958-5066
Volume No:3 Issue No:1(2024)
(Parry & Tyson, 2011). The second relational goals of e-HRM are to enable the HR professional to

work themselves by providing improved HR services to the internal stakeholders. The online
recruitment process has a positive impact on people in that they have easy access to information
by using the organization's websites. The last transformational objective is to help an
organization in the achievement of its strategic goals (Gardner et al., 2003).

For more than a decade, the old traditional ways of delivering HRM services have been
challenged by the new information systems in both public and private sector organizations
(Bondarouk et al., 2015). Today, firms are aware of the fact that human resource is their important
asset and the effective use of HR can give them a competitive advantage (Kovach & Cathcart,
1999). For the enhancement of the organizational performance, they strongly depend upon the
HRIS (Lippert & Swiercz, 2005; Troshani et al, 2011). The combination of information
technology, internet technology, and information systems brings major changes in today’s
business world. Researchers have found that the technology provided an opportunity for
organizations to get a competitive advantage in the market. In the current economy,
organizational success greatly depends upon the efficiency of its manpower (Raka et al., 2016).
Organizations should use the IT systems in the HR departments to bring accuracy. Technology is
becoming the emergent factor and the study of (Beadles et al., 2005) found that the use of human
resource information system (HRIS) is an opportunity for the HR professionals to become
strategic partners.

In today’s world, the use of appropriate applications of information technology is
important for running an organization successfully (Zhang & Wang, 2012). IT has been observed
in the last two decades that organizations are monitoring, collecting, and analyzing information
regarding employees using HRIS or any other software functionally related to HRIS (Ball, 2011,
Hussain et al., 2007). The importance of implementation of HRIS varies from organization to
organization. According to the definition of Desanctis (1986) “Systematic process for retrieving,
maintaining, storing, validating and collecting the data that is required by the organization about
the organization unit, personnel activities, and human resources. It is a collection of databases
that integrate to form a vast record of all employee issues that exist within a company”. It is also
defined as the information system used to acquire, store, manipulate, analyze, retrieve and
distribute the information about the organization’s HR ( Tannenbaum,1990). There are different
interchangeable terms used for HRIS for instance HR intranet, e-HRM, computer base human
resource management systems, and web-based HR. Several authors have argued that web-based
channels or internet-based channels are the ventures of HRIS (Raka et al., 2013; Lippert &
Swiercz, 2005).

A human resource information system (HRIS) is a mix of Human resource management
and information technology (Desanctis, 1986). It is a combination of database, software, and
hardware which collect data from all departments and generate useful information on the demand
of human resource managers. HRIS is not only the combination of hardware and software related
to HR but it also includes people, policies, data, and procedures. HRIS enables organizations to
enter, maintain and update the employees’ data while keeping in view organizational policies and
regulations(Hendrickson, 2003). HRIS is also known as a human resource management system
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and use to control the information of employees systematically instead of using old systems.

According to (Beadles et al., 2005), the basic users of HRIS in an organization are the HR
executives, managers, and employees.

Benefits

Different studies were performed to find out the benefits of using HRIS in their organizations. By
2000 organizations believed that a company will be efficient when they are using IT in their
systems that support the HR activities. The adoption of new information systems brought
efficiency to the organizations. The purpose of HRIS is to provide services to the clients in the
form of providing data and information. It not only helps organizations in the decision-making
process e.g. to monitor the cost of different policies; like recruitment policy and incentive policy,
and also helps them to reduce their cost.

The benefits of HRIS have been widely accepted in the world and both the developed and
developing countries have implemented this system fully or partially in organizations (Ahmer,
2013). Investments in information technology can bring efficiency and competitive advantage to
organizations. The implementation of IT in the HRM has freed the HR personnel from the
mediatory roles so that they can focus on the strategic planning of the organization (Ferdous et
al,, 2015). It was found that the use of HRIS can improve the value of shareholder value (Brown,
2002). The involvement of technology in HRM has not only improved the HR processes but also
improve the HR functions. HRIS contributes to the reduction of cost, improves customer
satisfaction, and brings innovation to the organization (Ferdous et al., 2015). Further, it was found
that HRIS reduces the operational cost, reduces paper work and brings accuracy to the
information regarding HR (Manivannan & Rajkumar, 2016).

Barriers

There is no doubt that HRIS has many benefits but there are countries, especially developing
countries that are not getting the full benefits of HRIS. A no of research has been done to find out
the potential barriers in the implementation process. The big challenge toward its effective
implementation is related to employees’ expectations (Fisher & Howell, 2004). According to the
findings of Torrington (2002) employees have a fear that the personal interaction between them
and HR people will be lost and an informal culture will be developed. This is supported by the
findings of Oiry (2009), it may limit the communication between employees.

The study of Ngai & Wat (2006) explores the barriers to the effective execution of HRIS
in Hong Kong as; lack of funds, lack of technical staff, and the lack of information technology
support as a key barrier. Major barriers in the way of HRIS are insufficient funds, poor ICT
infrastructure, and inadequate knowledge found in the study (Ball, 2001). It was observed that
one of the big obstacles to the HRIS implementation is it requires huge funds. Lack of budget and
lack of technical experts are the main barriers to the implementation of HRIS (David et al., 2015).

Research Methodology

In qualitative research, there is an analysis of behavior, opinions, and attitudes in qualitative
terms. The current study is adopting a qualitative approach to research. This study is an
exploratory study that involves the experience and opinions of the respondents which is come out
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in the form of interviews. While using phenomenology the researcher studies the respondents’

experience and gets meaning out of it. According to Kakula and Iyenemi (2014), the more focus of
the researcher is on knowing what people experience and how they get meaning out of it. The
current study has adopted phenomenology as a research strategy. The interview method is best in
the situation where the researcher has little knowledge about the topic and the greater knowledge
is desired from the respondents (Robson and Foster, 1989). The semi-structured interview has
been adopted which allows the respondents to give detailed answers. In in-depth interviews,
comprehensive knowledge is obtained by giving a sense of empowerment to the respondents
(Hedge, 1995). The current study is adopting purposive sampling for data collection. The concept
of purposive sampling is to select the respondents according to the set criteria by the researcher.
There is no standard sample size that a researcher is following in qualitative studies
(Marshall, 1996). The word “saturation” is commonly used in qualitative studies which mean that
the researcher will continue the data collection until and unless he/she gets new information
about the studied phenomenon (Elmusharaf, 2014). The researcher has started the interviews
process and after conducting 10 interviews the new information about the studied phenomenon
has stopped, so the sample size of this research is 10. Thematic analysis is a qualitative research
method that researcher use to systematically organize and analyze complex data set. It is a search
for themes that can capture the narratives available in the account of data sets. It involves the
identification of themes through careful reading and re-reading of the transcribed data (King,
2004; Rice & Ezzy, 1999). According to Mason (2012) thematic analysis gives flexibility to
researchers in the analysis of qualitative data. Nvivo 12, software has used for the data analysis.
The researcher of this study keeps all the ethical considerations while doing this research. Firstly,
the respondents are informed about the purpose and nature of the research and a consent form is
signed which shows their willingness to participate in the study voluntarily. The gathered data is
original and all the efforts are made by the researcher itself.
Discussions/Conclusions
The study is conducted to explore the different aspects: benefits, barriers, and solutions of HRIS
implementation in government sector hospitals of KPK. The government sector organizations in
KPK are slow in the adaptation of new technologies. HRIS is the combination of HR and IT and
it provides better service to the HR department. The previous literature is studied based on which
knowledge gap is identified. After the identification of the knowledge gap three questions are set
to achieve the objective of this study. Answering the first question; there are many benefits that
the KPK hospitals are getting by using HRIS. Due to HRIS the HR personals day to day operations
become easier. Before HRIS most of the work was done in traditional ways. There was more
paperwork involved in their tasks. Now they have all the data available on their desktop screens
and everything is away with just one click. Moving from traditional ways of doing tasks, the HRIS
saves the precious time of HR personnel (Jahan, 2014; Ahmer, 2013). The outcome of the current
study confirms the findings of Deloitte, 2006; Ngai & Wat, 2006; Altarawneh & Al-Shqairat, 2010;
Jahan, 2014. Other than this mostly the employees’ data was in hard form and it was not in secured
form. Now once the data of employees are entered into the system and the personal data become
secured. Also, the data is in accurate form and it can be updated easily with time (Buzkan, 2016).
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HRIS helps the government hospitals with employees' future forecasts. They have all the

information about each employee and it’s become easier for them to know about the future and
how many HR they will need in the future. The current study further added that the HRIS greatly
helps in the future planning which means that the hospitals can predict how many human
resources they will be needed in the future. Also it is very convenient for the HR department in
saving time and giving quick access to data.

To explore the second question, different barriers are identified in this study that affects
the implementation of HRIS in government hospitals. The very first barrier which is greatly
affecting the implementation process of HRIS is the lack of resources in terms of finances.
Hospitals want to become updated with the latest technology but they lack funds. The lack of
funds stopped the hospital management to move forward in this regard. They need funds to
upgrade the existing system or adopt new technologies. The study confirms the findings of
Ferdous et al., 2015; Manivannan & Rajkumar, 2016; Ngai & Wat, 2006; David et al., 2015; Taylor,
2006). Bringing change is quite difficult in government organizations. The existing employees
resist change. Employees don’t want to leave the old way of doing day-to-day tasks so employee
resistance is also a barrier to the implementation of HRIS. Other studies like Torrington, 2002;
Fisher & Howell, 2004; Manivannan & Rajkumar, (2016) have shown the employees’ resistance
as a key barrier.

Although the government announces the digital policy in 2018, the government officials
have a lack of interest in bringing the new technologies. There is a lack of interest and lack of
follow-up from the KP government. The current study added that there is reluctance from the
government side where they have the power but their lack of interest has weakened the
implementation of HRIS in government hospitals. The new technology recently emerged,
completely changes the way of managing and administrating an organization .Of late, the HRIS
plays a pivotal role in all the organizations. The HRIS role has become strategic. The information
available at the right time to the organization improves the services of the HR department. With
the undoubted benefits of HRIS, organizations should opt to ensure the proper utilization of this
technology by knowing the challenging and interrupting issues. Findings of this research may be
helpful for the HR executives about the barriers that impede the effective execution of this
technology in the functions of HRM. Although the government hospitals have implemented HRIS
not on fully basis but it reduce cost, save time, improve the quality of decisions and helps in
employees future forecasting. Along with it there are certain barriers arises like employees’
resistance, government reluctance and lack of funds. There are some measures which should be
taken by the government by coming up with proper planning and allocating proper funds to the
hospitals.

Future Research directions

The current study is only limited to the KPK government sector hospitals. Future research should
consider all the departments of KPK to explore the phenomenon further. There is a need for a
comparative study between the public sector and the government sector. Different researchers
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have conducted studies on HRIS some have adopted qualitative techniques while others go for

quantitative. Mix methodology should be adopted in further research.
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