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ABSTRACT
Information Systems (IS) are widely acknowledged as critical for organisations to survive and grow in today's 
competitive global economic climate. Information systems have become vital lifelines, serving as "enablers and 
facilitators" in the provision and analysis of coherent data. It is due to a highly competitive climate that has 
driven businesses to perform at lightning speed in order to maintain their existence and place in the industry. As 
a result, businesses are continuously battling to develop new products and create efficient procedures in order to 
obtain a competitive advantage. Hospitals who use high performance systems to develop, encourage, and 
empower individuals to begin and innovate will undoubtedly be the victors of tomorrow. The HR department is 
included at the strategy table rather than in administrative meetings in these businesses. That can only happen if 
HR managers are able to give the appropriate information at the right time, as accurate data is one of the 
foundations of any decision. It is an information system based on information technology that can give fast and 
reliable data. However, one of the key benefits of automating HR procedures is that it allows HR employees to 
spend more time on strategic activities and obtain a competitive advantage by reducing the amount of time they 
have to spend on operational activities.
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1.1 INTRODUCTION
Human resource management has changed dramatically in recent years (HRM). The emphasis has changed 
away from administrative management activities and toward a strategic partner role in the organization's overall 
strategy as a result of the significant support offered by information technology improvements in this area of 
expertise. Information technology's broad adoption has had a significant impact on current human resource 
management techniques. It has improved human resource (HR) procedures and practises, such as data 
processing, storage, usage, and exchange. Several HRM processes have increased in efficacy, and the HR 
department has been more involved in company strategy as a result of this enhanced service quality. Human
resources and its specialists will be impacted significantly by this new role in company strategy. This chapter 
examines the impact of information systems on human resource management, taking into account previous 
studies and describing the potential benefits and drawbacks of their implementation. We also give an overview 
of a few technological applications in the human resource management functional domains. Markets, industries, 
and services evolve at breakneck speed, needing an operating environment that can respond swiftly to 
innovations and reduce time to market. In this competitive market, human capital is more important than ever, 
as new business models need unique types of human contact. Human resource professionals must evaluate the 
opportunities given by changing social, economic, political, legal, and technical situations in order to rethink 
fundamental human resource management processes and procedures that are critical to the organization's goal 
and objectives. Human resource management must adopt a new logic to adapt to these difficulties, and the 
majority of human resource managers must discard existing patterns, methods of thinking, and acting. They 
must, on the other hand, assist firms in growing their human capital by helping them define goals and implement 
programmes.
In this aspect, information systems have improved human resource management efficacy by improving 
recruiting processes, internal communication, employee engagement, and human resource management abilities. 
As a result, human resource departments must link human capital initiatives to the most effective technological 
solutions available. The goal is to create a human resource management organisation that focuses on linking 
people and business strategy in order to promote rapid adaptability to changing individual and organisational 
needs. HRMs are becoming increasingly significant as a result of these demands. However, not all HR 
professionals are active in strategic HRM. Many people are stressed out and waste their time dealing with day-
to-day issues. To maximise time and dedication to the company, the administrative load must be removed or at 
least reduced. We hope that by publishing this chapter, we will be able to better describe the role of HRIS in 
human resource management, as well as the involvement of HR professionals in this process.
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According to a quick evaluation of its goals, personnel management is by far the most important role in 
industrial management. The incorporation of raw materials into the production process is not automatic. 
Machines are useless without humans to operate them. Rather than a collection of computers and technical 
procedures, it is a human body. It is a human complex, not a problem. It achieves its aim through the use of 
human energy rather than impersonal power—the individuals who make up a company originate and direct all 
of the company's operations. The management of the human component is the most crucial and fundamental of 
all management operations, since it serves as the foundation for all others. Leading management experts have 
determined that it is excellence in human resource management, not technology, that has compelled managers to 
accept the ongoing challenge of the twenty-first century. Similarly, it is expected that organisations with the
greatest ability to attract, cultivate, and retain a diversified pool of the industry's finest and brightest human 
capital will preserve its economic and strategic advantage in the future. Historical research may show how 
employees are no longer just a means of production in the industrial system of the twentieth century, but also a 
critical source of long-term competitive advantage in the knowledge-based economy of the twenty-first century. 
This paper depicted the historical evolution of HRM in the United States, highlighting five important stages in 
its development.
The National Institute of Personnel Management in India defines human resources - personal management as 
"that element of management concerned with people at work and their relationships inside an enterprise" 
(NIPM). Its purpose is to put together and grow a successful organisation of the men and women who make up 
an enterprise, while also considering the well-being of people and working groups so that they can offer their 
best to the success of the enterprise." Human resource management (HRM), according to Decenzo and Robbins, 
is concerned with the "people dimension" of management. Obtaining the services of people, enhancing their 
abilities, encouraging them to greater levels of achievement, and ensuring that they remain dedicated to the 
business are all crucial to attaining organisational goals. This is true whether we're talking about a government, 
business, school, or community endeavour, and it's true regardless of the type of enterprise (or another 
enterprise).
Bratton and Gold (2003) define HRM as a long-term human resource management strategy that stresses 
developing individuals' capabilities to improve competitiveness over time. We can achieve this by employing a 
unique employment approach, services techniques, and procedures. Human resource functions included training, 
recruiting, assessment, performance management, and benefits. According to Alan Price, HRM is also 
committed to hiring competent, adaptable, and motivated personnel, as well as promoting development and 
excellence through engagement (2004: 32). Abecker and his colleagues, HRM researchers, have proposed a 
viable alternative method to HRM (2004). Human resources management is seen as a complete method to 
managing all of a company's assets. Employee satisfaction with their human resources is significantly 
influenced by efficient and effective resource management.
Furthermore, the authors demonstrated how HRM is used in the surrounding area. This includes issues like staff 
requirements and personnel relocation training (Ibid). Following is a graphical representation of the sector. 
Furthermore, numerous management academics have contributed essential HRM viewpoints. Because it entails 
critical thinking about the topic, this viewpoint has the greatest research on its side—both Dessler and his 
research collaborators in 1999 and Torrington and his colleagues in 2000. (2005).
According to Torrington et al. (2005: 5), HRM is at the heart of every management practise and has evolved 
from a range of thought strands. It's easier to conceive of it as a broad approach to people management rather 
than a specific method. HRM has been viewed as a tool of personnel administration rather than a departmental 
function as a result of this distinction (carrying out people-oriented organisational activities than traditional 
personnel management).
By successfully utilising the abilities and creativity of its people to achieve defined goals, a firm can obtain a 
competitive advantage. Torrington et al. defined the role of human resource functions in attaining the key 
objectives (2005: 5). These four objectives are at the heart of all HR tasks. These fields include, for example, 
staffing, efficiency, change management, and administration. The goal of staffing is to discover the right human 
capital pool so that the labour force is fully and punctually supplied (Ibid). The design process includes staff 
design, job descriptions, employee identification, and staff training.
A performance goal aims to motivate staff to achieve the highest level of output feasible. Preparation and 
growth of the workforce are essential for efficient labour use. Change management is a challenge in any 
industry. Leaders that can engage and lead the innovation process, on top of everything else, are essential. 
People are employed to see the link between process modifications and reward schemes. Workers' engagement 
is encouraged and valued in this work environment. That is what you must do if you do not want to succeed and 
appreciate your achievements (attitude, philosophy, or long-present organisational norms). In an administrative 
position, you are more concerned with the flawless operation of the organisation than with producing money.
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Specific employee data and performance records, terms and conditions, attendance records, training, and a job 
description, as well as their general health and personal information, must all be provided to the employee.

1.1.1 Specifically HRM aims
∑ employees it needs; 
∑ Foster and support personal growth in employees to help them stay in their positions.
∑ such as "rigorous recruitment and reward systems combined with growing management needs and 
improvements in performance (Becker et al., 1997)
Cultivate cooperative work environments I can see the purpose of these goals being obvious but dismissed as 
rhetoric This study  of rhetoric and facts found a significant difference. Management may have the best 
intentions to accomplish these tasks, but implementing them can be difficult. No matter what anyone may say, 
workers tend to resist any changes.
HRM concepts applied 
the terms "hard" and "soft" to management controls to describe two ways of  managing employees," 
according to Truss (1999. Eaton (1985) describes McGregor's 

fostering interdependence of organizational and individual 
responsibilities can be found in the concept of mutualism found in the works of McGregor and Walton.
The idea of Human Resources Management appeared amid a thick cloud of prominent authors during the mid-
1980s. The principles and attributes of the Peters and Waterman (1982) studied were included: along with 
Peters and Waterman (1981), those studied by 

erroneous beliefs about the significance of solid cultures and dedication.

1.2 RESEARCH METHODOLOGY
Research Philosophy Approach and Strategy

This research shares some positivist characteristics, such as recognising just facts and observable phenomena 
and following a deductive framework. Theories give the basis for explanation, allow for the anticipation of 
events, forecast their occurrence, and so allow them to be controlled under positivism (Collis and Hussey, 
2009). Explanation entails establishing causal linkages between variables through the use of causal rules and 
connecting them to a deductive or integrated theory (Collis and Hussey,2009). Study is related with quantitative 
methods of analysis since it is considered that social processes can be measured. Though HRIS, HR functions, 
and the business environment alter to some extent, the study's findings can be applied to any context.
This study used a deductive research approach, in which a theory and hypotheses are created, then a research 
strategy is devised to evaluate the hypotheses. The research shifted from theory to data in order to understand 
causal links between variables. The research is based on quantitative data analysis, and a deductive research 
approach was found to be the most appropriate. After considering several research methodologies such as 
experiments, case studies, and so on, it was decided to conduct this research using a survey, which is a 
prominent and widespread strategy in business and management research. It also has a connection to the 
deductive method.

1.3 DATA SURVEY
analyzed and presented 

in three sections. The response rate is examined, and the potential limiting factors are thoroughly investigated.
Response Rate of the Respondent

people responding to the survey, representing a 53% response rate. It took over eight 
weeks to interview all of the respondents, but only 100 (50%) of the 105 were used. The 
low response rate can be attributed to the sample universe being too small and the lack 
of personal contact information and financial constraints. Because the questionnaire was 
not filled out, five of the responses were useless. Two respondents explained that their 
HR departments were in different locations and would not be able to participate. Their 
HR had been outsourced in the other case. These are not the only reasons for the lack of 
responses. It was likely that the addresses for the individual hospitals were incorrectly 
written and could not be reached by the respondents or that the addresses were correct 
but had changed. It is also possible that the majority of hospitals are not doing so well.
∑ There was no human resources department and no HR manager or director for 

that matter.
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∑ Have multiple HR managers or directors and are unsure who is responsible for 
filling out the survey questionnaire.

∑ They had outsourced or relocated their human resources departments outside of 
Finland. This was essentially the case for the three unusable cases. 

Due to their busy schedules, respondents were unable to complete the survey. 
conducting this type of statistical analysis.

1.4 RESULTS AND DISCUSSION
Availability of HR Department in Hospitals
Researcher visited 20 hospitals in different locations of Lucknow. There are four tehsil

researcher in Lucknow City.
Table No.-.1 .1

Availability of HR Department in Hospitals

Availability of HR
Department

Hospitals Percentage

Yes 8 40%

No 12 60%

Total 20 100%

The above Table No. 1 shows that most of the hospitals in Lucknow are not having HR department. Around 
40% hospitals having HR department and 60% not, It is clear 

outsourced their HR activity.

Respondents Age Groups

respondents  affects  action.  The  respondents'  age  is  one  of  the  most  significant 

reflects a person's level of maturity, so it becomes more important to analyze the answer 
as they get older.
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Table No.-1.2
Age Group of the Respondents

Age (In years) Frequency Percentage

Below 30 years 48 48%

31-50 years 36 36%

Above 50 16 16%

Total 100 100

It is clear from the above Table and graph No. 2 that most of the respondents 48% are belonging to the age 
group of below 30 yrs followed by the age group of 31-50 yrs i.e. 36%. It could be appropriate to say that 
most of the HR employees (48%) in the age group below 30 yrs are working in HR department, 36% from the 
age group of 31 to 50 years and 16% from the age group of above 50 years.

1.5 Hypothesis
Human Resource 

Management.
Hypothesis 1 ‘HRIS plays a major role in strategic HR tasks’
The findings showed that the argument that HRIS plays a significant role in strategic HR tasks has much 
support. The results support organizations‘ increased dependence on 

ratings after using HRIS. As a result, Hypothesis 1 is approved.
Hypothesis 2 ‘HRIS are used by HR professionals in support of strategic HR tasks’
HRIS has been shown to assist with strategic HR activities. The results are in line with 

hypothesis 2 is believed to be accurate.
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1.6 CONCLUSION AND SUGGESTIONS

multiple t-tests. Many of the theories were accepted but to varying degrees. Hypothesis 1 was found to be true. 
'As a result, HRIS plays an important role in strategic HR tasks.' 
Hypothesis 2 was  accepted:  "HR  professionals  use  HRIS  to  help  strategic  HR 
activities.

depending on the organization's form. Most strategic HR activities, such as networking, 

firms/companies. In contrast, there was no substantial difference in the proportion of 
users in SME and large corporations when it came to HRIS use in favor of engagement 

practitioners and the company as a whole.

1.7 NEED FOR THE STUDY
Human resources are a significant asset for every organisation because they are one of the key cradles for long-
term competitiveness, thus companies are leveraging them through IT. HRIS assists organisations in effectively 
managing their human resources while also allowing HR experts to focus on strategic challenges. Its direct 
impact on SHRM, on the other hand, is still in the early stages.
Although HRIS use is not new in India, a survey of the literature reveals a scarcity of HRIS research in the 
country. Either a lot of HRIS research hasn't been done in India yet, or it hasn't been published yet. Although 
there is substantial literature on HRIS from other nations, and a number of studies have discussed the strategic 
benefits of HRIS, no empirical study work has been found to illustrate the amount of HRIS' impact on SHRM. 
The current study intends to fill this gap by providing empirical proof that HRIS deployment has an impact on 
HR strategic alignment, i.e. SHRM.
With a qualitative methodology, this study adds to the body of knowledge in the HRIS sector by giving new 
insights into the influence of HRIS on SHRM. In addition, this research aims to determine the extent to which 
Indian businesses use HRIS and the perceived benefits of HRIS deployment. If the results are positive, the 
organisations will be better able to appreciate the HRIS and will be able to improve its deployment and use 
across the board.
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