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Abstract 

 

The Essential part of the human resource management is Human Resource Information System(HRIS). The 

study aims to examine many challenges and opportunities and noteworthy changes that Human Resource 

Information system in the digital era has brought out adoption of these digital technologies. The heart of 

these creative is capsulated in the title, "HRIS Unleashed: Pioneering the Path to the Digital Techno Scape" 

the study came to examine to the many aspect of this investigation by mean open extension of examination 

and Exploration of significant discovered in the subject of Human Resource Management digital technology 

play a crucial role to enhancing HR work numbers. In general the study highlights how digital technologies 

more especially HR analytics have the power to fundamentally alter HR processes and boost organizational 

efficiency. In addition, the study demonstrates how HRIS plays a vital role in streamlining HR procedures 

and providing organization with the analytical tools they need to successfully negotiate the challenges of the 

modern corporate environment. HR analytics yielded important themes and emphasized the role and culture 

of the company change management and user friendly interfaces have in influencing the success of HRIS 

initiatives. Exploration of significant discovered in the subject of Human Resource Management digital 

technology play a crucial role to enhancing HR work numbers investigators and academic have examined the 

effect of digital technology on HR management and have found multiple in which these Technology applied 
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INTRODUCTION 

 

 

The study takes a unique perspective by examining Human Resource Information System transmits method 

and its conventional limitations and instead influence fundamental advancement in digital technology the 

heart of these creative is capsulated in the title, "HRIS Unleashed: Pioneering the Path to the Digital Techno 

Scape. Instead of passively witnessing Human Resource Information System(HRIS) advancement be actively 

influence its future and how it effect on Human capital and Technology it may realizing its extensive impact 

on the integrate relationship between technology and Human Resource Information system can help business 

reach never before seen levels of productivity and work for dynamics it is clear from carrying out and 

extensive investigation that Human Resource Information System(HRIS) is a change that promote businesses 

into the future in addition to being a helpful tool digital technology is not previously investigated The word 

"unleashed" describes HRIS because as this study conclude that it has the capacity to radically old the wave 

be used considered and perceive digital technology HR related Data Collection achieving analyzing and 

retrieval are all in by HR information system it is an advance technology approach to organizing and 

implementing and enhancing HR processes and integrity system cold and Human Resource Information 

System(HRIS) uses database applications hardware and software that are the business ounce and maintain to 

automated and optimize HR processes. Risker Wegig Pratitis,&Hesti Maheswari. (2021) the Effective 

Human Resource Information Application at PT Pertamina (Persero) in the Journal of Human Resource 

Management and Energy Business This paper examines how well the Human Resource Information System 

has been implemented. Laszewski et al. (2016), AIS Transactions on Human-Computer Interaction, Policies 

and Privacy on Human Resource Information System. According to the study, when HRIS data were utilized 

solely for organizational purposes as opposed to employee benefits, people felt that an HRIS was a greater 

violation of their privacy. , Azwir & Ramadhany (2020) Designing Database System for Human Resources 

Department Management, Jahan (2014) An analytical viewpoint G. M. Azmal Ali Quaosar and Md. Siddique 

Rahman (2019), Journal of Human Resource and Sustainability Studies, published by Journal of Human 

Resource and Sustainability Studies Among the most advanced HR technologies available to contemporary 

businesses is HRIS. Since the turn of the century, it has gained popularity in developed nations. More 

references such as Lengnick-Hall, M. L., and S. Moritz (2003) looked into how e-HR affected people's and 

the function of Human resource management. Research on opportunities and challenges is revealed in the 

books Stone & Deidrick (2015) impacting human resource management's future, F. Piazza (2014) and D. L. 

S. Stroh Meier (2014) discuss possible future advancements and challenges pertaining to human resource 

management. 

 

A summary of handling and analyzing massive volumes of data in memory In 2014, T. H. Davenport 

Gaining knowledge from experience: Why HR analytics is more than just the newest trend in management T. 

Bondarouk and M. R. Olivas-Luján (2016) A dynamic capabilities view on HR shared service centers in the 

digital J. H. Marler and J. W. Boudreau (2017): An analysis of HR Analytics supported by evidence) eIn 

2010, Davenport, T. H., Harris, J., and Shapiro, J., competed via analytics Employee self-service capabilities, 

reduce costs, and increase operational effectiveness, which will support the business's overall success.A 

survey of massive data handling and processing in memory Davenport, T. H. (2014) Acquiring knowledge 

via Raussian's (2014) experience: How HR analytics stays away from being a trendy approach in 

management.6T. Bondarouk and M. R. Olivas-Luján (2016): A dynamic capabilities view on HR shared 

service centers in the digitalJ. H. Marler and J. W. Boudreau (2017): An analysis of HR Analytics supported 

by Evidence ceIn 2010, Davenport, T. H., Harris, J., and Shapiro, J., competed via analytics HR data driven 

approach. Employee empowerment, the growth of self-service capabilities, cost savings, and improved 

operational efficiency are all factors that will support the organization's success How many such information 

system, Compass already HR related data onto a single platform organizations can make educated decision 

with the assistance of accurate and up-to-date data.. As per the D&M model, an array of factors such as 

system quality, information quality, usage behavior, user satisfaction, and individual efficiency can be 

employed to evaluate the performance of human resource information. Using the D&M model to implement 

a robust strategy makes it easier to understand how HR information systems could improve organizational 

performance. Finding out how to use a human resource information system organization for the acquisition, 

editing, relieving, retrieving, and sharing of HR data can foster employee development, speed up HR 
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procedures, cut down on time and expense, and enhance decision-making. How many such information 

system organizations use in his personal data management? Suharti and Sulistyo (2018). By providing a 

centralized Pal platform, the human resource information system also fosters enhanced collaboration and 

communication between human resource and other departments (Duc et al., 2013). It provides a single 

platform for all HR-related data. The human resource information system has the capacity to combine IT 

solutions and IT analytical tools, which helps managers make decisions more easily and accurately in a large- 

scale integrated system. Deployment of human resource information systems is essentially for enterprises to 

reap their benefits and gain competitive advantages for the organization. (Tariq et al., 2017). 

 

 

THE DIGITAL ERA 

 

The subject to the Human Resource Information system within the dynamic environment of the digital Era is 

navigated in the research paper title Human Resource Information system and unleashing the pine drink path 

to the digital techno scape the study came to examine to the many aspect of this investigation by mean open 

extension of examination and Exploration of significant discovered in the subject of Human Resource 

Management digital technology play a vital role to enhancing HR work numbers investigators and academic 

have examined the effect of digital technology on the Human Resource Management and have found 

multiple in which these Technology applied (Sakka & colleagues, 2022). Human Resource management 

efficiency and efficiency is one area of attention Scholars have highlighted how Digital technology like 

Human Resource Information System may improve efficiency and steam line HR procedures digital 

technology such as Human Resource Information System have the potential to fundamental they HR 

functions and processes are carried out and rich claims that and individual are now seen as organization’s 

most valuable asset Digital Technology has completely change the human resource landscape (Gadi, 

2022).Organizational approaches to labor employment and employee relation have also change as a result of 

digital technology digital technology were previously only used to automate personal records in HR 

management however as digital technology have advanced business are increasingly implementing new 

methods for managing HR this innovative methods acknowledge how a critical is to be established report 

with staff members and use digital technology to efficiently handle a variety of HR task for the more are 

number of advantages of Human Resource information system It has been found that adoption in businesses 

These advantages include reducing the number of administrative employees, improving the effectiveness of 

the HR operations team, streamlining the workflow of the HR department, and enabling quick 

heading processes. Big data integration and predictive analytics have also been identified as significant 

influencing factors in HR management. When paired with big data and predictive analytics, digital 

technology can have a significant impact on HR practices in a variety of industries. Individualized employee 

experiences are made possible by digital technology, which also enhances recruiting and retention. In 

addition to data-driven business decision-making, strategic digital technology looks for and identifies 

patterns and trends in employee behavior and performance (Sakka et al., 2022). The meaning and effective 

use of digital technology have brought about many changes and opportunities for development in HR 

management for businesses at all levels, including national and international. (Odegaov et al., 2019). 

 

 

INFLUENCE OF DIGITAL TECHNOSCAPE ON HRIS 

Increase employee involvement and improved management by enhancing efficiency and effectiveness in HR 

processes and the capacity to make data driving choices or some of these developments. In order to compete 

and adapt to the changing demands of the modern workplace, human resource management is becoming 

more and more dependent on digital technologies, which are more essential human resource information 

systems. This overview of the literature highlights this trend. The significance of the HR information system 

for the enterprise's adoption of these digital technologies is also a focus of this study. To sum up, the 

contemporary digital economy has enabled the use of digital technology and human resources as information 

systems. even more significant and vital. Sajewaniee & Sulochana (2017). Human Resource Information 

Systems are being used by organizations more and more. These systems have replaced conventional HR 
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practices in many advanced countries due to their numerous short- and long-term benefits. However, there is 

limited evidence to suggest that HRIS adoption has resulted in a widespread transformation of the HR 

function (Dery et al., 2013). Despite the potential benefits highlighted in research and marketing material, 

HRIS adoption has not produced significant transformation in the HR function Early surveys on HRIS usage 

indicated that these systems were primarily used for automating routine tasks and replacing filing cabinets. 

According to Odegov et al. (2019), Organizations or now using innovative methods for HR management 

companies are seeing the benefit of introducing digital HR management solutions, building a Digital 

workplace and digitizing. Best of these technologies have the potential to significantly in his HR operations. 

By streamlining procedures, improving productivity, reducing administrative duties, cutting costs, and easing 

more complex processes, the integration of big data and predictive analytics into HR management enables 

the identification of patterns and trends in employee behavior as well as more informed decision-making 

within the company. HRIS's critical role in increasing productivity and optimizing HR procedures is often 

highlighted in the literature. According to Stone and Deadrick (2015), the significant reduction in 

administrative work brought about by the introduction of HRIS has caused HR professionals to also focus on 

strategic initiatives. As HR shifts from a transactional to a strategic role, one of the key benefits is that it 

enables organizations to more effectively match HR practices with overall business objectives.Furthermore, 

research highlights how HRIS supports data-driven decision-making, as demonstrated by studies like Marler 

and Boudreau's (2017). Organizations can proactively handle challenges and seize opportunities in the 

dynamic business environment by leveraging the unstructured volumes of data generated by digitizing HR 

procedures. Employers can gain valuable insights into talent analytics and work-for-stand performance 

metrics. by utilizing these data-driven tactics to spur wise decision-making. The integration of HRM and 

search information systems within the organizational structure is not without its challenges and historical 

background. Jackson highlights the significance of adopting a Monday source information system with a 

strategic approach. Andrew Drummond (2019) highlighted the importance of aligning the system with 

businesses' goals and culture. Poor performance and low productivity can result from employee 

dissatisfaction. If there is a mismatch between an organization, the human resource information system, and 

the workforce in the organization as per the previous literature study. 

 

 

NEED OF THE STUDY 

 

Organizations operating in the contemporary digital era are increasingly depending on technology to 

optimize their human resource management procedures, and an investigation into the effect of digital 

technology on HR practices and their potential benefits for businesses is required with the title of the study, 

HRIS Unleased: Pioneering the path to the digital technology project is to investigate the variables that 

impact the implementation and utilization of HR information systems, particularly in developing nations. 

Through conducting the study, it gained more insight into the advantages and difficulties of utilizing HR and 

how it can improve the hiring process, such as work force planning, employee engagement, HR operations in 

general, and organizational performance. Furthermore, this study aims to elucidate the ways in which digital 

technologies have transformed HR departments and the nature of HR operations. The advantages and 

difficulties of implementing HR as a strategic decision making process are now more evident. The study also 

attempts to shed light on how digital technologies function in terms of hiring the best candidates for a 

company and producing results. By looking at the factors that influence a firm's decision to use HRIS, the 

study may offer more insight into the digital transformation of HR and how it might enhance the efficacy, 

efficiency, and decision-making of the department. The study also intends to add to the corpus of information 

on HRS distribution, acceptability, and acceptance. In order to follow the aims of the study, a few objectives 

are taken with the help of previous studies. 
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OBJECTIVES 

 

 

1. To evaluate the degree of HRIS adoption and change currently occurring within the HR department of 

businesses. 

2. To examine the organizational, technological, and environmental elements that affects the effective 

implementation of HRIS in businesses. 

3. To analyze any biases and difficulties that can come from integrating digital technology into HR 

management. 

 

 

 

METHODOLOGY 

 

 

This research employs a conceptual approach and is entirely dependent on the examination of relevant 

literary works. The essay acknowledges HRIS and how it Influence the digital technologies, and the reasons 

why HRIS is important in the digital era. Furthermore, recommendations for the organizations to use and 

implement the HR with digital technologies The information obtained from newspapers, journals, websites, 

and magazines makes up the source for the data that is provided. To finish this study, more than 50 literary 

works total from the various sources mentioned in the preceding phrase are being used. 

 

 

 

IMPACT OF HRIS ON DIGITAL TECHNOLOGIES & HUMAN RESOURCE MANAGEMENT 

 

Digital technologies have had a profound impact on various aspects of HR management (Sakka et al., 2022). 

These technologies, such as social media, mobile applications, cloud computing, analytics, artificial 

intelligence, and virtual reality, have revolutionized HR practices and processes by enabling organizations to 

streamline and automate HR tasks, improve recruitment and selection processes, enhance employee 

engagement and performance, and effectively manage talent (Naidoo & Ndlovu, 2022). Furthermore, digital 

HRM technologies have also facilitated the transformation of HR organizations by enabling the use of big 

data and predictive analytics to make informed decisions and drive business outcomes .Research shows that 

the implementation of human resource information system may enhance employee satisfaction by providing 

benefits such as in his communication channel, self-service, alternatives and increase autonomy by putting in 

place in human resource information system has multiple uses which includes productivity and decision 

making ability factors like user friendly, interfaces and successful change management strategy need to be 

careful considered. In addition, the deployment of medicines information system has brought implication in 

the field of human resource as a whole, impacting its development into a more strategic and useful things 

inside the firm empirical research, including studies by Smith and Curry 2016 and Rasmussen and Ulrich 

(2018), Highlights the critical functions that human resource information system performance in digitizing, 

HR processes and augmenting their overall efficiency. Therefore as companies proceed with implementing 

human resource information system, they must take urgent action to address privacy and data security 

concerns in the digital world.High cyber security protection or required to protect critical H a data while also 

safeguard employee privacy and legal requirements in order to fulfil the success of woman resource 

information system projects while employed allocates to change in sufficient training programmers and 

complex system architecture or hindrances preventing human resource information system from being widely 

used despite its immense potential to HR works. The study aims to provide more knowledge that empowers 

stakeholders to take benefit of the transformative potential of HR technology, through a thorough analysis of 

intra interactions between cutting-edge technology and HR system. This innovative research use as a 

blueprint for enterprise impressing digital transformation, demonstrating how humans as information system 

can be the driving force behind a tech tribe in future. Since they offer a platform for managing human 
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resource, HR information system have become essential to modern businesses, diverse HR operations and 

procedures in an affective and digital Way by storing processing and energizing home at source data in for 

using information technology, the system in power HR professionals to make wise decisions and strategically 

contribute to the success of their organizations. This research aims to investigate the many challenges and 

opportunities and noteworthy changes that human resource information system in the digital era has brought 

out human resource information system adoption in organization. So many shows information system use in 

organizations has lately grown as more companies realize the benefits it provides. (Ankrah & Sokro, 2016). 

Study have highlighted the benefits of human resource information system which include cost, saving, faster, 

information, access, reduce cost and better accuracy using HR highest to assist them to their duties. More 

efficiently and competently will allow HR manager to focus on higher levels strategic initiatives. Human 

resource information system on the one hand offers opportunities for better HR management procedures and 

increased productivity as it makes it possible for human resource information to be effectively integrated into 

an organization’s business strategy. On the other side, installing an human resource information system 

presents additional difficulties. These challenges include overcoming reluctant to change among employees, 

ensuring data, security and privacy. Closing the digital divide in underdeveloped countries and forcing HR 

professionals to complete the requiring training. There is also difference in the adoption of human resource 

information system Between developed and developing nations. However, despite the benefits of human 

resource information systems, adoption, and the evolution of human resources, there is still a dearth of 

research on the problems and obstacles associated with human resource information system adoption among 

organization members in developing nations (Tamrakar & Shrestha, 2022). Therefore, most studies are 

required to identify the unique obstacles and facilities of human resource information system adoption in 

developing nations in order to support the effective deployment and application of human resource 

information systems in the settings. Apart from the difficulties and possibilities associated with the 

implementation of human resource information systems, it is vital to comprehend the ways in which HR 

impacts strategic decision-making procedures and transforms into a strategy. Collaborators in firm’s 

organizations may reduce costs, increase productivity, and improve service quality by utilizing human 

resource information systems. (Ibrahim et al. 2018). By optimizing purchasers, boosting productivity, and 

facilitating the promotion of vital information, the human resource information system has the ability to 

transform HR practices and improve overall organizational success. Furthermore, by simplifying processes 

and lowering anxiety, a human resource information system can help businesses continue to run more 

successfully and efficiently for ten more years by streamlining processors and minimizing manual labor. 

Utilizing an HR Information System can enhance employees' productivity. In addition, the integration of HR 

information systems enables the acquisition and assessment of human resource information system support 

for organizational HR development at a reasonable cost (Imran, 2014). 

 

Additionally, efficient information collection and assessment of human resource information systems help 

with Imran (2014) states that HR information system integration facilitates organizational HR development. 

In addition, Businesses can obtain data more affordably and assess how to best use it by integrating human 

resource information systems. The development of corporate human resources is supported by a well- 

designed HR Information System. Numerous studies have been conducted on the specific topic of HRIS 

technology and digital platforms. Integration as well accompanies. Research on the two effects of digital 

technology's efficacy in HR tasks is still being done. Bare.. Although technology can alter HR practices and 

create opportunities for competition benefits. Additionally, a dearth of research has been conducted on the 

factor influencing the adoption and execution of information system for human resources and human 

resources, especially in developing countries. 

 

DISCUSSION 

Human Resource Information System have grown to be essential components of HR departments, providing 

a host of advantages to HR specialists, line managers, and the entire company (Siregar & Dachyar, 2018). 

Organizations may improve data accuracy, decision-making, and HR procedures by utilizing HRIS. HRIS 

also makes it possible for efficient planning and management, helps with hiring and placement of staff, 

manages payroll and reimbursement, supports career pathing, training predictions, equity monitoring, and 
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productivity assessment. Moreover, HRIS is essential for coordinating HR strategies with organizational 

objectives, which supports strategic choice-making and overall company performance (Pivac et al., 2014).By 

emphasizing the role that HRISs play in expediting the processes of development, planning, decision- 

making, and HR administration, the introduction establishes the framework for the review article. Efficient 

data storage, updating, classification, and analysis is made possible by these systems, which ultimately leads 

to quick and excellent decision-making. Moreover, by transforming unprocessed data into insightful 

knowledge, the use of HRIS in businesses has been demonstrated to enhance management and human 

resources procedures (Samy et al., 2023).Employee happiness and long-term corporate objectives may be 

supported by using this data to reengineer administrative processes and make strategic decisions. In the 

modern world, the use of digital technology has changed many businesses, including human resources. HR 

professionals are now embracing "Smart HR 4 (Mehrotra & Khanna, 2022).0" as part of Industry 4.0 in order 

to effectively manage human resources. In order to enhance and modernize HR processors inside businesses, 

this study and the research paper "HRIS Unleashed: Pioneering the Path to Digital Technoscape" concentrate 

on the application of HR analytics and its impact on talent management and organizational performance. The 

study report focuses on how integrating ethics and HR in businesses can improve individual management and 

result in more efficient HR operations. (Chino, 2023). 

 

In addition, the paper addresses the difficulties that come even with using HR and ethics such security and 

privacy issues. Additionally, the study highlights how digital technology has effective HR departments, 

explaining how the changes have improved or casual effectiveness and changes HR processes (Nawaz & 

Gomes, 2019). The report also emphasizes the part of artificial intelligence in finding the best personal and 

revealing areas that require training. Furthermore, the research revealed that HR analytics may result in more 

effective and efficient personal management for Indian IT organizations (Chino, 2023). In conclusion, the 

study highlights significant issues with the data assess ability, employee involvement and data, privacy and 

absenteeism as the primary implementation hurdles for HR analytics (Jasni et al., 2022).In general the study 

highlights how digital technologies especially HR and takes drastically, altered HR processes, and post 

organizational efficiency. (Nawaz & Gomes, 2019). All things considered the study, the real revolutionaries 

impact of digital technology, a particularly HR analytics in changing HR processes and enhancing 

organizational efficiency is highlighted in this research (Avrahami et al., 2022). Costs associated with data 

retrieval and storage have decreased because to HRIS. It has also been shown that HR planning and 

development are significantly impacted by HRIS.In addition to supporting efforts for training and 

development aimed at augmenting the abilities and competencies of the workforce, it streamlines and 

improves the recruiting procedure, which helps the employment recruitment system. According to Duc et al. 

(2013), using HRIS has generally shown to be quite advantageous for businesses. All things considered, 

HRIS has shown to be an indispensable instrument for incorporating HR data into a company's business plan 

(Pivac et al., 2014). HRIS has developed into an essential tool for businesses to manage the flow of human 

resource information and use it to make strategic and operational decisions that support the overall success of 

the company by automating administrative processes, improving the quality, and improving HR-related 

decisions. 

 

FUTURE IMPLICATIONS 

 

 

Businesses are more capable to foresee and take advantage of new trends in acknowledgement of HRIS to 

the studies window into possible future scenarios The impact of digital technologies on HRM practices has 

garnered more attention recently, both domestically and globally (Nankervis & Cameron, 2022). As per 

Poba-Nzaou & Associates (2020), the Odegov group (2019 Human resource management) practices in digital 

Era discuss how Technology will affect HRM in future. The growing field of digital HRM has given 

organization more option to transform their HR department and increase productivity robots gasification, 

block chain, analytics social media Cloud Computing Smartphone apps and virtual reality are some 

examples of the recent technology is advert advertisement HR department operating in a completely new way 

thanks to The Mechanic learning employees engagement performing management, Training recruiting and 

selection are all made possible by these Technology as digital HRM Technology became more widely used 

organizations can enhance decision making by using data drive inside streamline HR procedure and boost 
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overall organization efficiency effectiveness by implementing digital HRM practices business can also 

improve their ability to hire And retain top talent and their effectiveness in succession planning the study 

discuss how digital technology affecting HR management paying special attention to 3 important areas 

digital workforce digital workplace and digital HR system the article also identifies potential obstacles to 

digital HRM practices of adoption that forms may encounter and offer solution digital HRM practices and 

technology of studies on HRIS and digital technology 

 

 

 

FUTURE SCOPE 

 

 

Focus on how digital technology is affect HRM practices has increased recently both internationally and in 

Australia and curve is and Camreon 2022 Odgav, et al 2019 Pova and Nzaou and Associates 2020) Impact of 

Human resource information system in digital technologies and its future that cover in Human Resource 

Management practices in the digital era and Organization now have more opportunity to change their HR 

department and post productivity things to the developing area of the digital HRM the HR industry is 

undergoing a radical change as a result of emerging Technology including block chain social media mobile 

phone and text Cloud Computing robots and machine learning this technology is provide up new possibility 

of hiring using candidates training managing performance and posting employee involvement organizations 

that help in fostering the overall organization performance optimize HR procedure and make better decision 

through data driver inside to the growing usage of the digital HRM Technology (Sakka et al., 2022). 

Additionally by using digital HRM practices firms may better recruit and retain top individuals and support 

efficient preparing for the future digital HR system, digital workforce and digital workplace are the three 

mains of focus for this papers analysis of how digital technology are affecting HR management in addition to 

examine possible business advantage and the study looks at how digital technology are changing these fields 

in addition the report and identify possible of circumstances that companies into when implementing digital 

HRM practices and offer counter measures in 2022 Chapeno research has demonstrated the substantial 

influence of Technology and digital HRM practices on HR management 

 

 

CONCLUSION 

Findings from the previous studies, the study by taking different literature review or study by the author 

indicates statically significant relationship between HR adoption, efficiency improvements, and data driven 

decision making; these results highlights the critical role that HRIS plays in streamlining HR procedures and 

providing organization with the analytical tools they need to successfully negotiates the challenges of the 

modern corporate environment. The study also demonstrates how HRIS may help HR professionals move 

from transactional to the real world perspectives from workers, managers, and HR specialists. The 

participants engaged in a discourse about the noteworthy impact on employee experience, challenges faced 

throughout the digital transformation process, and instances of strategic alignment. Thematic analysis yielded 

important themes and emphasized the role and culture of the company change management and user friendly 

interfaces have in influencing the success of HRIS initiatives. This study gives academic and business 

expertise important information that can be work as a road map for companies hoping to completely using 

in changing the nature of work Screening. It is evident that HRIS has received a charge role in business at a 

time when traditional laser practice and digital Frontier are merging all the while releasing efficiency benefits 

and data driving decisions making the integration of HRIS into the digital technology alignment in hands 

employee experience and reverse renovation of HR function as big contribution to the business success 

however that runs formation path is not without its challenges the importance of cyber security changes 

management and strategic planning for the successful implementation and long term outcome of HR is 

initiatives has been underline by the study in order to fully achieve the potential of HRIS in the digital age 

companies must be received and provocative in addressing this challenges the finding of the study required 

more analysis and adjustment as a company strike to implement HRIS as the digital techno scope guideline 

business town of future in which human resources and Technology collaborate peaceful for a long term 
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success of the organizations. 

 

 

REFERENCES: 

 

1. De Kervenoael, R. J., Hasan, R., Schwob, A., & Goh, E. (2020). Leveraging human- robot interaction 

in hospitality services: Incorporating the role of perceived value, empathy, and information sharing into 

visitors’ intentions to use social robots. Tourism Management, 78, 104042. 

2. Al-Harazneh, Y.M. and Sila, I., 2021. The impact of E-HRM usage on HRM effectiveness: 

highlighting the roles of top management support, HR professionals, and line managers. Journal of Global 

Information Management (JGIM), 29(2), pp.118-147. https://doi.org/10.4018/JGIM.2021030107. 

3. Heerink, M., Kröse, B., Evers, V., & Wielinga, B. (2010). Assessing Acceptance of Assistive Social 
Agent Technology by Older Adults: the Almere Model. International Journal of SocialRobotics, 2(4), 361–

375. https://doi.org/10.1007/s12369-010-0068-5 
4. Riek, L. D. (2012). Wizard of Oz Studies in HRI: a systematic review and new reporting guidelines. 
Journal of Human-robot Interaction, 119–136. https://doi.org/10.5898/jhri.1.1.riek 

5. Filippini, C., Perpetuini, D., Cardone, D., Chiarelli, A. M., & Merla, A. (2020). Thermal Infrared 
Imaging-Based Affective Computing and its Application to Facilitate Human Robot Interaction:A review. 

Applied Sciences, 10(8), 2924. https://doi.org/10.3390/app10082924 

6. Romeo, L., Petitti, A., Marani, R., & Milella, A. (2020). Internet of Robotic Things in Smart Domains: 
Applications and challenges. Sensors, 20(12), 3355. https://doi.org/10.3390/s20123355 

7. Kolling, A., Walker, P., Chakraborty, N., Sycara, K., & Lewis, M. (2016). Human Interaction with 
Robot swarms: A survey. IEEE Transactions on Human-Machine Systems, 46(1), 

9–26. https://doi.org/10.1109/thms.2015.2480801 

8. Matarić, M. J., Eriksson, J., Feil-Seifer, D., & Winstein, C. J. (2007). Socially assistive robotics for 

post-stroke rehabilitation. Journal of Neuroengineering and Rehabilitation, 4(1). https://doi.org/10.1186/1743-
0003-4-5 

9. Moniz, A., & Krings, B. (2016). Robots Working with Humans or Humans Working with Robots? 
Searching for Social Dimensions in New Human-Robot Interaction in Industry. Societies, 6(3), 23. 

https://doi.org/10.3390/soc6030023 

10. Filippini, C., Perpetuini, D., Cardone, D., Chiarelli, A. M., & Merla, A. (2020b). Thermal Infrared 
Imaging-Based Affective Computing and its Application to Facilitate Human Robot Interaction: A review. 

Applied Sciences, 10(8), 2924. https://doi.org/10.3390/app10082924 

11. Al-Adawi, Z., Yousafzai, S., & Pallister, J. (2005). Conceptual Model of Citizen Adoption of E- 
Government. Proceedings of the Second International Conference on Innovations in Information Technology 
(IIT’05), Dubai, 26-28 September 2005, 1-10. 

12. Bondarouk, T., Harms, R. and Lepak, D., 2017. Does e-HRM lead to better HRM service? The 
International Journal of Human Resource Management, 28(9), pp.1332-1362. 

13. Giri, A., Paul, P., Chatterjee, S., Bag, M., & Aich, A., 2019. Intention to adopt e-HRM (electronic - 

Human resource management) in Indian manufacturing industry: An empirical study using technology 

acceptance model (TAM). International Journal of Management, 10(4), pp.205–215. 

https://doi.org/10.34218/IJM.10.4.2019.020 

14. Zainol, Z., Fernandez, D., & Ahmad, H. (2017). Public Sector Accountants’ Opinion on Impact of a 
New Enterprise System. Procedia Computer Science, 124, 247-254. 

https://doi.org/10.1016/j.procs.2017.12.153 

15. Troshani, I., Jerram, C., & Hill, S. R. (2011). Exploring the Public Sector Adoption of HRIS. 
Industrial Management & Data Systems, 111, 470-488. https://doi.org/10.1108/02635571111118314 

16. chouten, A., Oostrom, K., Pestman, W., Peters, A., & Jennekens-Schinkel, A. (2002). Learning and 

Memory of School Children with Epilepsy: A Prospective Controlled Longitudinal Study. Developmental 

Medicine and Child Neurology, 44, 803-811.https://doi.org/10.1111/j.1469- 8749.2002.tb00770.x 

17. Ruel, H. J. M., Bondarouk, T. V., & Veiled, M. V. D. (2007). The Contribution of e-HRM to HRM 
Effectiveness Results from a Quantitative Study in a Dutch Ministry. Employee Relations, 29, 280-291. 

https://doi.org/10.1108/01425450710741757 
18. Quasar, G. M. A. A. (2018).The Adoption of Human Resource Information System in developing 

http://www.ijcrt.org/
https://doi.org/10.1007/s12369-010-0068-5
https://doi.org/10.5898/jhri.1.1.riek
https://doi.org/10.3390/app10082924
https://doi.org/10.3390/s20123355
https://doi.org/10.1109/thms.2015.2480801
https://doi.org/10.1186/1743-0003-4-5
https://doi.org/10.1186/1743-0003-4-5
https://doi.org/10.3390/soc6030023
https://doi.org/10.3390/app10082924
https://doi.org/10.34218/IJM.10.4.2019.020
https://doi.org/10.1016/j.procs.2017.12.153
https://doi.org/10.1108/02635571111118314
https://doi.org/10.1111/j.1469-8749.2002.tb00770.x
https://doi.org/10.1111/j.1469-8749.2002.tb00770.x
https://doi.org/10.1108/01425450710741757


www.ijcrt.org                                                                    © 2025 IJCRT | Volume 13, Issue 4 April 2025 | ISSN: 2320-2882 

IJCRT2504700 International Journal of Creative Research Thoughts (IJCRT) www.ijcrt.org g90 
 

countries: An Emprical Study. International Business Research, 11, 133. 
https://doi.org/10.5539/ibr.v11n4p133 

19. Mursalin, J. A. (2015). Adoption of Human Resource Information System: An Exploratory Studyof 
Bangladesh Journal of System and Management Sciences, 5, 48-6. 

20. Huselid, M. A., & Becker, B. E. (2005). The Workforce Scorecard: To Manage Human Capital to 
explore Strategy. Harvard Business Review Press. 

21. Hartono, E., Li, X., Na, K.-S., & Simpson, J. T. (2010). The Role of the Quality of Shared Information 

in Interorganizational Systems Use. International Journal of Information Management, 30, 399-
407.https://doi.org/10.1016/j.ijinfomgt.2010.02.007 

22. Oswal, N. and Narayanappa, G.L., 2015. Evolution of HRM to E-HRM to achieve organizational 
effectiveness and sustainability. International Journal of Business Administration and Management Research, 

1(2), pp.22-26. https://doi.org/10.24178/ijbamr.2015.1.2.22 
23. Bala, H., & Venkatesh, V. (2013). Changes in Employees’ Job Characteristics during an Enterprise 

System Implementation: A Latent Growth Modeling Perspective. MIS Quarterly, 37, 1113- 1140. 

24. Al-Emran, Mostafa. 2021. Evaluating the use of smartwatches for learning purposes through the 

integration of the technology acceptance model and task-technology fit. International Journal of Human–

Computer Interaction 37: 1874–82. [Google Scholar] 

25. Alkhwaldi, Abeer F., Buthina Alobidyeen, Amir A. Abdulmuhsin, and Manaf Al-Okaily. 2022. 
Investigating the antecedents of HRIS adoption in public sector organisations: Integration of UTAUT and 
TTF. International Journal of Organizational Analysis, ahead-of-print 

26. Basuki Basuki, Katarzyna Szczepańska-Woszczyna, Ismi Rajiani, Rahmi Widyanti, and Sebastian 
Kot. 2022. Working from home arrangement in delivering public service during the COVID-19 pandemic: 

Innovation or irritation? Administratie si Management Public 39: 26–39 
27. Cueto, Lavinia Javier, April Faith Deleon Frisnedi, Reynaldo Baculio Collera, Kenneth Ian Talosig 

Batac, and Casper Boongaling Agaton. 2022. Digital Innovations in msmes during economic disruptions: 
Experiences and challenges of young entrepreneurs. AdministrativeSciences 12: 8. 

28. Jani, A., Muduli, A. and Kishore, K. (2023), "Human resource transformation in India: examining the 
role digital human resource technology and human resource role", International Journal of Organizational 

Analysis, Vol. 31 No. 4, pp. 959-972. https://doi.org/10.1108/IJOA-08-2021-2886 

29. Lederer, A. L. (1984). Planning and Developing a Human Resource Information System. TheLogic of 
a Step-by-Step Approach. The Personnel Administrator, 29, 27-39. 

30. Lin, C. Y.-Y. (1997). Human Resource Information Systems: Implementation in Taiwan. Research 
and Practice in Human Resource Management, 5, 57-72. 

31. Lippert, S. K., & Govindarajulu, C. (2015). Technological, Organizational, and 
Environmental Antecedents to Web Services Adoption. Communications of the IIMA, 6,14. 

32. Maier, C., Laumer, S., Eckhardt, A., & Weitzel, T. (2013). Analyzing the Impact of HRIS 
Implementations on HR Personnel’s Job Satisfaction and Turnover Intention. The Journal of Strategic 

Information Systems, 22, 193-207. https://doi.org/10.1016/j.jsis.2012.09.001 

33. Hartono, E., Li, X., Na, K.-S., & Simpson, J. T. (2010). The Role of the Quality of Shared Information 
in Interorganizational Systems Use. International Journal of Information Management, 30, 399-407. 

https://doi.org/10.1016/j.ijinfomgt.2010.02.007 

34. Premkumar, G., & Roberts, M. (1999). Adoption of New Information Technologies in RuralSmall 
Businesses. Omega, 27, 467-484.https://doi.org/10.1016/S0305-0483(98)00071-1 

35. Zafar, H. (2013). Human Resource Information Systems: Information Security Concerns for 
Organizations. Human Resource Management Review, 23, 105-113. 

https://doi.org/10.1016/j.hrmr.2012.06.010 

36. Winkler, S., König, C. J., & Kleinmann, M. (2013). What Makes Human Resource Information 

Successful? Managers’ Perceptions of Attributes for Successful Human Resource Information.The 
International Journal of Human Resource Management, 24, 227-242. 

37. Schouten, A., Oostrom, K., Pestman, W., Peters, A., & Jennekens-Schinkel, A. (2002). Learning and 

Memory of School Children with Epilepsy: A Prospective Controlled Longitudinal Study. Developmental 

Medicine and Child Neurology, 44, 803-811. https://doi.org/10.1111/j.1469- 8749.2002.tb00770.x 

38. Kiesler, S., Siegel, J., & McGuire, T. W. (1984). Social psychological aspects of computer-
mediated communication. American Psychologist,39,1124–1134. 

http://www.ijcrt.org/
https://doi.org/10.5539/ibr.v11n4p133
https://doi.org/10.1016/j.ijinfomgt.2010.02.007
https://doi.org/10.1108/IJOA-08-2021-2886
https://doi.org/10.1016/j.jsis.2012.09.001
https://doi.org/10.1016/j.ijinfomgt.2010.02.007
https://doi.org/10.1016/S0305-0483(98)00071-1
https://doi.org/10.1016/j.hrmr.2012.06.010
https://doi.org/10.1111/j.1469-8749.2002.tb00770.x
https://doi.org/10.1111/j.1469-8749.2002.tb00770.x


www.ijcrt.org                                                                    © 2025 IJCRT | Volume 13, Issue 4 April 2025 | ISSN: 2320-2882 

IJCRT2504700 International Journal of Creative Research Thoughts (IJCRT) www.ijcrt.org g91 
 

39. Marchington, M. (2015). Human Resources Management(HRM): Too busy looking up to see where 
itis going Longer term? Human Resource Management Review,25,176–187.Miller, J. S., Hom, 

P. W., & Gomez-Mejia, L. R. (2001). 

40. E., Stavrou-Costea, E., & Morley, M. J. (2011). The Cranet international research network on human 
resource management in retrospect and prospect. HumanResource Management Review,21(1), 1–4.Phinney, 

J. S. (1996). 

41. American Psychologist,51(9), 919–927.Roehling, M. V., Boswell, W. R., Caligiuri, P., Feldman,D., 
Graham, M. E., Guthrie, J. P., et al. (2005) 

42. Manivannan, S. K., & Valliammal, M., 2019. Implementation of electronic human resource 

management. International Journal of Recent Technology and Engineering, 8(2 Special Issue 4), pp.414–418. 
https://doi.org/10.35940/ijrte.B1080.0782S419. 

43. Troshani, I., Jerram, C., & Hill, S. R. (2011). Exploring the Public Sector Adoption of HRIS. 
Industrial Management & Data Systems, 111, 470- 488.https://doi.org/10.1108/02635571111118314 

44. Obeidat, S.M. (2017), “An examination of the moderating effect of electronic-HRM on high- 
performance work practices and organisational performance link”, Evidence-based HRM: A Global Forum 
for Empirical Scholarship, Vol. 5 No. 2, pp. 222-241, doi: 10.1108/EBHRM-11-2015-0046. 

45. Paule-Vianez, J., Gómez-Martínez, R. and Prado-Román, C. (2020), “A bibliometric analysis of 
behavioural finance with mapping analysis tools”, European Research on Management and Business 
Economics, Vol. 26 No. 2, pp. 71-77, doi: 10.1016/j.iedeen.2020.01.001. 

46. Priyashantha, K.G. and Dilhani, V.I. (2022), “Determinants of E-government adoption: a systematic 

literature review”, Kelaniya Journal of Human Resource Management, Vol. 17 No. 1, pp. 105-126, doi: 
10.4038/kjhrm.v17i1.107. 

47. Jain, A. (2014). "Study on effectiveness of human resource information system at VistaarTechnologies 
(Mumbai)", SIES Journal of Management, vol. 10, no. 2, pp. 63-78. 

48. Junaid, Z.,Muhammad, S. and Norazuwa, M. (2010). "An analysis of e-human resource management 

practices: A case study of State Bank of Pakistan", European Journal of Social Sciences, vol. 15, no. 1, pp. 

18-26.Karakanian, M. (2000). "Are human resources departments ready for e-HR?",Information Systems 

Management, vol. 17, no. 4, pp. 1-5. 

49. Ensher, E.A., Nielson, T.R. and Grant-Vallone, E. (2002). "Effects of the internet and technology on 

HR processes", Organisational dynamics, vol. 31, no. 3, pp. 224-244. 
50. Fagan, J., and Ployhart, R. (2015). "The information processing foundations of human 
capitalresources: Leveraging insights from information processing approaches to intelligence", 

Human Resource Management Review, vol. 25, no. 1, pp. 4-11. 

51. Florkowski, G.W. and Olivas-Luján, M.R. (2006). "The diffusion of human-resource information-

technology innovations in US and non-US firms", Personnel Review, vol. 35, no. 6 pp. 684-710. 

52. Galanaki, E. (2002). "The decision to recruit online: A descriptive study", Career 
Developmentnternational, vol. 7, no. 4, pp. 243-251. 

http://www.ijcrt.org/
https://doi.org/10.1108/02635571111118314

