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The Role of Human Resource Information Systems on
Organizational Performance of Bangladeshi Private Firms
Proshanta Kumar Podder”

[Abstract : Human Resources Information Systems (HRIS) has become a global
HR practice in the developed nations for its strategic contributions. However,
developing countries like Bangladesh appear to be having difficulty in
implementing HRIS in various sectors, particularly the corporate sector.
Regardless the size of the company, HRIS is used in almost all of them. It is
already well-known in the whole world. In Bangladesh, however, the majority of
manufacturing and service organizations have begun to use HRIS software to
manage their human resource departments. It must go a long way to ensure that the
implementation is successful. In Bangladesh, the adoption of HRIS is hampered by
a lack of management commitment and high costs. The importance of using HRIS,
on the other hand, is acknowledged by respondents from 10 different
organizations. We gathered information from the organization’s HR professionals,
HR managers, HRIS officers, and software developers, and analysed it using SPSS
software and human preferences. The findings suggest that practitioners adopt the
HRIS as soon as possible to gain a first mover advantage and avoid the bandwagon
effect, which causes HRIS-related competitive advantages to vanish quickly.]
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1. Introduction

Human Resource Information System (HRIS) is defined as a set of interconnected
components that work together to collect, process, store and disseminate data to aid
in decision-making, coordination, control, analysis and utilization of an
organization’s human resource management activities (Laudon and Laudon, 1998).
Human resource management has become a critical component of business success
on a global scale (Nee, 2006). That’s why, in order to improve the competitiveness
of a business firm, information technology is constantly used in most of the world’s
organizations. Human resource information system is the term for this method of
utilizing technology in the workplace (Maier et al., 2013). The process of storing
data and information for each individual HR professional in order to make
performance appraisal decisions can be defined as a human resource information
system (Beulen, 2009). To a greater extent, the use of technology for human
resource management frees the human resource professional from many daily
manual tasks (Huselid, 1995). Simultaneously, HRIS practices keep managers
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informed on a daily, if not hourly, basis about various aspects of the employee,
such as salary and payroll, compensation, leave, accidents, benefits, and other
administrative and managerial functions, allowing them to make more effective and
efficient business decisions (Altarawneh and Al-Shqairat, 2010). In most
organizations of Bangladesh, human resource management was done manually, but
this is changing dramatically now (Kabir et al., 2013). The majority of businesses
(both manufacturing and service) use a computer-based information system to
manage their human resources (Absar and Mahmood, 2011). However, there are
numerous obstacles to HRIS practice success in ongoing HRIS practices. The main
impediment in this regard is a lack of understanding of the benefits and the
difficulty in calculating the return on HRIS investment (Jahan, 2014). Payroll,
people administration, performance evaluation, leave and absence, compensation
and benefit, recruitment and selection, training and development are the major
applications of HRIS (Kundu and Kadian, 2012). In order to implement HRIS in an
organization, some challenges must be overcome, such as a lack of management
commitment, the complexity of the HRIS, and a reluctance to accept new
technology (Wei and Feng, 2013). Human Resources Information System (HRIS)
is widely used to make the HR function more strategic (Shaikh, 2012).

The aim of this paper is to identify the role of Human Resource Information
Systems on Organizational Performance. The area of the study covers some
selected private companies of Bangladesh. The research finding can be the piece of
reconsidering for the Corporate Shakers of Bangladesh about the HRIS part of an
organization that expands the employees’ productivity and the organization’s
profitability. This paper started from the introduction, to the Literature review,
followed by the objective and the methodology used and its results. The final
section summarizes the conclusion, the implications, and the limitations of the
study.

1.1 Objectives

The aim of this research is to identify the role of Human Resource Information
Systems on Organizational Performance of Bangladeshi Private Firms. The specific
objectives of the study are to ascertain the followings :

e To study the effectiveness of HRIS practices in different private
manufacturing and service organization in Dhaka;
To evaluate the effectiveness of HRIS for organization development; and
To suggest remedial measures for improving effectiveness of HRIS in
various private firms in Dhaka.

2. Literature Review

Since the late 1960s and early 1970s, when the term human resources (HR) first
appeared, human resources have undoubtedly played a critical role in helping
organizations succeed. In today’s economy, HR performance is crucial to an
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organization’s success (Lippert & Michael Swiercz, 2005; Troshani, Jerram, &
Hill, 2011). This significance is measured in terms of improved employee
performance as a result of increased work commitment and dedication.

Aksoy & Sallam, 2018 in their paper analysed that the successful use and effects of
a human resource information system (HRIS) in a developing country context are
poorly understood. This study used the Unified Theory of Acceptance and Use of
Technology to assess the adoption of a human resource information system
(UTAUT). Performance expectancy, effort expectancy, social influence,
facilitating condition, and the extended factors of UTAUT model employee
involvement and training support all had a significant impact on HRIS adoption,
according to the study.

Arefin & Hosain, 2019 had point of view that Job analysis, recruitment and
selection, performance appraisal, and communication are the four HRIS
applications used in the study. The findings of this study should be useful to HR
departments in adopting and understanding the conductive results of HRIS
applications in organizations, as well as academics studying the impact of HRIS in
this area further.

Bhuiyan, Rahman & Gani, 2015 had point of view that the impact of HRIS
applications on organizational financial performance was demonstrated in this
study. The results shown that HRIS application’s have a direct and positive impact
on the financial results of the company. HRIS applications’ financial impact,
combined with their relatively justified intangible/ non-financial benefits, improved
HR professionals’ perceived status within the company. According to the study, HR
professionals, managers, and employees should emphasize the successful
applications of HRIS in their businesses in order to become strategic partners in the
company’s success.

Das & Saha, 2018 identified in their paper analysed that HRIS is being used in a
variety of organizations on a regular basis. In this study, an attempt was made to
demonstrate the use of HRIS in private universities in Bangladesh, as well as how
it is assisting in the reduction of daily critical jobs and the transition to a green
management system.

Hosain, 2017 identified in his paper that the goal of the study is to determine the
true impact of E-HEM practices on firm effectiveness and performance. It also
highlighted the current state of E-HRM practices in Bangladeshi service sector
companies. This study hopefully be of great assistance to those attempting to
determine the impact of implementing electronic HRM practices in HR
departments in order to improve organizational effectiveness and, as a result,
financial and strategic performance

Karim & Rahman, 2018 had point of view that in many private enterprises, human
resource information systems (HRIS) have emerged as a competitive advantage
driver and strategic decision-making tool. HRIS is being used by many global
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organizations to gain a competitive advantage. In Bangladesh, the use of HRIS in
private sector businesses is gradually increasing. This research also added to the
existing HRIS literature and raise awareness of the strategic importance of HRIS
implementation in both private and public enterprises in Bangladesh.

Khan, Hasan & Rubel, 2015 had point of view that the purpose of this paper is to
identify the factors that influence organization’s adoption of Human Resource
Information Systems (HRIS) in a developing economy. In this paper, attempt has
been made to demonstrate the influential factors of HRIS adoption in Bangladesh.
Some factors such as organization, Technology and Environment of the
organization are found to be most influential for HRIS adoption by the
organizations

Masud & Islam, 2017 designed HRIS practices are critical for the efficient
management of all HR department activities. This research discovered the
importance of using a human resource information system in Bangladesh. It was
discovered that the main reasons for using HRIS in Bangladesh are management
commitment, cost, and increasing efficiency.

Masum, Mamun, Islam & Beh, 2020 point out that Human Resource Management
(HRM) and Information Technology (IT) are combined in one platform with
Electronic Human Resource Management (¢HRM). The study found a link between
eHRM practice and organizational performance that was both positive and
significant. Furthermore, HRM professionals’ job satisfaction appears to partially
mediate the practice-performance relationship.The conclusion postulates the
practical implications of the study’s findings as well as the scope of future research.

Masum, Kabir & Chowdhury, 2015 had point of view that the purpose of this study
is to look into the factors that influence firm’s E-HRM adaptation decisions in
Bangladesh. In order to better investigate the relationship between individual,
organizational, technological, and environmental determinants and E-HRM
adoption, this study developed a research framework based on the theoretical
foundation and previous literature. According to the study, top-level management
support, individual employee characteristics, system complexity, IT infrastructure,
and industry pressure are the most influential determinants influencing E-HRM
adoption decisions.

Nyame & Boateng, 2015 in their paper analysed that this paper used quantitative
data to validate HRIS adoption in Ghanaian companies, based on theories from the
technological innovation literature. Organizational characteristics, out of the three
contexts identified in the model, are the most important in determining the decision
to adopt HRIS. Adoption of HRIS is more likely to be influenced by factors such as
the size of the firm, the type of organization, and the age of the organization.

Saleem, 2012 in his paper Researchers and practitioners in the field of human
resources must reconsider how to achieve organizational goals through the use of
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modern technology. The purpose of this research is to look into the role of human
resource information systems (HRIS) in operational, functional, and strategic
human resource management (HRM) processes. As a result, it is recommended that
organizations use HRIS for operational and functional HRM.

Several studies reveal that a lot of study was conducted on Human Resource
Information System issues but none of these studies looked into the role of Human
Resource Information System on Organizational Performance of Bangladeshi
Private Firms. So, there is a need to conduct study on Private Companies in
Bangladesh.

3. Materials and Methods

This research is based on both primary and secondary data. The study is empirical
in nature because it aims to identify the role of human resource information system
on organizational performance of Bangladeshi private firms. We collect primary
data through a structured questionnaire. The data was collected from 10
organizations of Dhaka city: ACI Limited, BEXIMCO, Bashundhora Group,
PRAN-RFL Group, Ha-meem Group, City Group, Navana Group, Square Group,
Akij Group, Abul Khair Group. The respondents were mainly the HR professionals,
HR managers, HRIS officers and software developers of the organizations. These
respondents were chosen due to their significant roles in HRIS practice. The
questionnaire was designed in light of the study objectives and reviews of past
relevant studies. In the questionnaire, the 5 point Likert Scale was used to measure
agreeableness of the employees where Strongly Agree, Agree, Neutral, Disagree
and Strongly Disagreed notes the value — 5, 4, 3, 2, 1 respectively. They also
indicate 0%-20%, 21%-40%, 41%-60%, 61%-80%, and 81%-100% respectively to
measure the satisfaction level of employees regarding HRIS practices. The study
found a lot of insights regarding the HRIS practice in Bangladesh. Secondary data
were collected from previous research. Collected data was then analysed through
SPSS software. The respondents were informed regarding the purpose of the study.

4. Results and Discussion

Table-01. Opinions of Respondents about Better integration helps in HRIS
practice

o Strongl . Strongl
Organization ggrlgey Agree | Neutral Disagree | irs(;ré%e}é Total
Frequency 16 60 14 10 0 100
Point 5 4 3 2 1
Outcome 80 240 42 20 0 382

Source : Personal Survey
Outcome = Frequency (Survey Figure) x Point Assigned

Weighted Average = Total Outcome/Sample Size
=382/100 = 3.82
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In the above findings, it has been found that out of 100 respondents 16 respondents
strongly agreed and 60 agreed about that better integration helps in HRIS practice.
The weighted average value is 3.82 which is satisfactory. That means if the whole
integration is perfect then it helps in HRIS practice regularly.

Table-2. Opinions of Respondents about User friendliness facilitates HRIS
practice

Organization Sg(élrlegéy Agree | Neutral Disagree ]S)Ers(;ré%gé Total
Frequency 25 55 15 5 0 100

Point 5 4 3 2 1

Outcome 125 220 45 10 0 400

Source : Personal Survey

Outcome = Frequency (Survey Figure) x Point Assigned

Weighted Average = Total Outcome/Sample Size
= 400/100 = 4

In the above findings, it has been found that out of 100 respondents 25 respondents
strongly agreed and 55 agreed about user friend liness facilitates HRIS practice.
The weighted average value is 4.00 which is highly satisfactory. So, Employees feel
that HRIS practices are user friendly but in previous studies we didn’t get
satisfactory results on that time employees are not used to in using HRIS systems.

Table-3. Opinions of Respondents about Better accessibility and HRIS practice

Organization Strongly Agree | Neutral Disagree Strongly Total

Agree Disagree
Frequency 16 60 14 10 0 100
Point 5 4 3 2 1
Outcome 80 240 42 20 0 382

Source : Personal Survey

Outcome = Frequency (Survey Figure) x Point Assigned

Weighted Average = Total Outcome/Sample Size
= 416/100=4.16

In terms of accessibility in HRIS, it is found that about 60 out of the 100 users are
agreed with that, 28 of them are strongly agreed and 12 of them are neutral about
that service. The weighted average value is 4.16 which is highly satisfactory. In
previous studies if we observed that when lots of obstacles employees faced to
access in HRIS practice.
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Table-4. Opinions of Respondents about HRIS facilitates Efficiency of the
organization

Organization Strongly | Agree | Neutral | Disagree | STONEY | 1o

Agree Disagree
Frequency 32 53 12 3 0 100
Point 5 4 3 2 1
Outcome 160 212 36 6 0 414

Source : Personal Survey

Outcome = Frequency (Survey Figure) x Point Assigned
Weighted Average = Total Outcome/Sample Size

=414/100 =4.14

In the above findings, it has been found that out of 100 respondents 32 respondents
strongly agreed and 53 agreed about HRIS facilitates efficiency of the organization.
The weighted average value is 4.14 which is highly satisfactory. If we see the
results in our previous studies that it’s not clearly said about HRIS facilitates
efficiency of the organization.

Table-5. Opinions of Respondents aboutVendor support for HRIS practice

Organization Strongly | Agree | Neutral | Disagree | STongly | o

Agree Disagree
Frequency 12 70 10 8 0 100
Point 5 4 3 2 1
Outcome 60 280 30 16 0 386

Source : Personal Survey
Outcome = Frequency (Survey Figure) x Point Assigned
Weighted Average = Total Outcome/Sample Size
= 386/100 =3.86
In the above findings, it has been found that out of 100 respondents 12 respondents
strongly agreed and 70 agreed about vendor support for HRIS practice. The
weighted average value is 3.86 which is satisfactory. As Vendors were not much

available in starting the time of HRIS practices so that in previous studies we see
that there had lack of efficient vendors support for HRIS practice.

Table-6. Opinions of Respondents about System complexity and HRIS adoption

Organization Strongly | Agree | Neutral | Disagree | STongly | o

Agree Disagree
Frequency 15 55 18 12 0 100
Point 5 4 3 2 1
Outcome 75 220 54 24 0 373

Source : Personal Survey
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Outcome = Frequency (Survey Figure) x Point Assigned
Weighted Average = Total Outcome/Sample Size
= 373/100=3.73

It can be seen that out of 100 respondents 55 are agreed and comfortable with HRIS,
15 of them are strongly agreed and 18 of them are neutral about the service. The
weighted average value is 3.73 which is satisfactory. In previous research we found
that lack of proper knowledge and training facilities employees feel HRIS practices
a complex system and they didn’t adopt this system easily.

Table-7. Opinions of Respondents about Relationship between implementation
cost and HRIS adoption

P St 1 . Strongl
Organization ggrlegey Agree | Neutral Disagree Disa g% e}é Total
Frequency 25 45 20 10 0 100
Point 5 4 3 2 1
Outcome 125 180 60 20 0 385

Source: Personal Survey

Outcome = Frequency (Survey Figure) x Point Assigned
Weighted Average = Total Outcome/Sample Size

=385/100 =3.85

To define adoption cost of HRIS for business firms in Bangladesh, it is found that
about 45 among the 100 users are agreed with the service, 45 of them are strongly
agreed, 10 of them are disagreed and other 20 are neutral. The weighted average
value is 3.85 which is satisfactory. As at present many organizations are working
with HRIS systems, so its implementation cost is comparatively reliable than as
before.

Table-8. Opinions of Respondents about Management commitment and HRIS
practice

P Strongl . Strongl
Organization A(érrlegey Agree | Neutral Disagree Disa g%e}é Total
Frequency 22 70 8 0 0 100
Point 5 4 3 2 1
Outcome 110 280 24 0 0 414

Source: Personal Survey

Outcome = Frequency (Survey Figure) x Point Assigned
Weighted Average = Total Outcome/Sample Size
= 414/100=4.14

In the above findings, it has been found that out of 100 respondents 22 respondents
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strongly agreed and 70 agreed about management commitment and HRIS practice.
The weighted average value is 4.14 which is highly satisfactory. If we see that in
our previous research we can find that Management are not reluctant and committed
in HRIS practices.

5. Conclusion & Recommendations

It is obvious that HRIS facilitates applications such as employee recruitment,
selection, placement, payroll management, pension management, training
development, and performance evaluation by supporting planning, administration,
decision making, and control. These information systems improve both
administrative and organizational performance. It aids in the creation of reports that
aid in better decision-making. The impact of technology and the environment on the
successful adoption of HRIS context is positive.

Organizations should set up HRIS with high network externalities to improve
service delivery and increase daily work performance, which will help to reduce the
cost of running the human resource department while also increasing the efficiency
and effectiveness of the department. Also, as a starting point for successful HRIS
adoption by employee competency, organizations should focus on establishing a
qualified and specialized IT team, as well as training automatic performance
indicators that enable them to interact with HRIS step by step in a logical and
critical manner.

6. Limitations and Directions for Future Research

There is no error-free study in the social sciences (Azim, 2008; Hug, 2005). The
current research has some limitations. The study only focused on perceptions of
HRIS practices from the HR managers of the surveyed companies. The study did
not cover all aspects of the companies’ HRIS practices. Future research may be
conducted in a number of directions. In-depth studies on the impact of HRIS
practices on organizational performance may be conducted. Other industries’ HRIS
practices could be investigated.
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