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Abstract: Human Resource Information System (HRIS) is an emerging concept which is gaining importance
day by day with changing requirements of competing organisations. The aim of present study is to create
transformation system for making best-in-class companies with talent management practices through the
application of Human Resource Information System. The objective is to create skills development program for
upgrading the core competencies of workforce in select service companies. Present corporate world is sailing
through turbulent scenario due to economic slump across the world. Intense pressure is compelling the
corporate leaders to choose the talented workforce for survival and sustenance of business. CEOs with top
notch talent are able to find the solutions for current business uncertainties with their business intelligence
which constitute their hindsight, insight and foresight. The pivotal job of corporate leaders is to identify,
acquire, nurture and retain the human talent with the organization. Talent Management practices constitutes
learning skills, conceptual skills, relationship skills and action oriented skills. In this process HRIS plays a
crucial role at information, data and knowledge levels. Human competencies across skills level, experience
level and qualification level can be mapped onto job challenges like job roles, job competencies, key result
areas, key performance indicators, Span of Control, Maintaining current engagements, winning new business,
cost management, quality improvement, improved client service, innovation which results into techno economic
matrix. Talent Management practices of best-in-class companies can be identified, assimilated through the use
of HRIS. The present study is hypothesized significant relationship between HRIS across three primary levels
with talent management practices across three levels in select service companies. Survey research method with
a well structured measuring instrument is adopted to measure the variables in this study. Exploratory research
design is applied with HRIS as cause and talent is its effect. Stratified random sampling with proportion is
applied in designing the sample. Wherein one Indian company and one multi national software service
company have been chosen for the study. The conclusions are generalized with the inferential statistics and
descriptive statistics. While analyzing the overall contribution of HRIS for talent management information
systems is concluded that HRIS plays a vital role in building talent equipped organizations very effectively and
accurately.

Keywords: Human Resource Information System-Talent Information System-Talent Planning Process-
Innovation-Social Constructive Perspective.

I.  Introduction

Talent Management is by its nature a data — and - metric — driven discipline. It is also a discipline that
relies on data from a variety of sources and an understanding of how corporate hierarchies process and utilize
employee information. Developing and information strategy comes from an understanding of not only what
results are desired but also the required cooperate strengths to support the system successfully.

Human Resource Information System (HRIS) “A human resource information system (HRIS) is
software containing a database that allows the entering, storage and manipulation of data regarding employees
of a company. It allows for global visualization and access of important employee information.” Marcia Moore.
Talent planning process is explained in fig.1 given below.
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Fig. 1 Talent Planning Process
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Il.  Literature Review

1. Madhuchanda Mohanty and Santosh Kumar Tripathy (2009) analyzed the HRIS of NALCO in their study,
which finds the HRIS effectiveness on cost compression

2. MD. Sadique Shaikh (2012) developed three models in his research paper for HRIS designing namely basic
HRIS design model, HRIS hexagonal and HRIS phase model, which is explored the use of HRIS across the
domains of information data on knowledge.

3. Prof. Anil C. Bhavsar (2011) discusses various advantages, applications and importance of HRIS. The
author highlighted that “today's HRIS has the potential to be an enterprise wide decision support system that
helps achieve both strategic and operational objectives”.

4. Kenneth ET. al. (2002) discussed various administrative and strategic advantages of HRIS. Various
administrative advantages underlined by the author includes employee self service, interactive voice
response etc. the author also propounded that businesses can leverage from the administrative cost savings,
as well as strategic advantage in the course of information gathering, processing, and sharing.

5. Carole Tansley and Sue Newell, (2007) thrash out that the knowledge and behavior of project leadership
influenced project team trust and social capital development and stressed on the exploitation of this
knowledge in the milieu of a global HR information systems.

6. Albert C. Hyde and Jay M. Shafritz (1977) conducted their study when HRIS was a new concept and just
came into market. They portrayed HRIS as a system useful in planning and accountability of human
resources and as a talent management tool too.

I11.  Statement of the Problem/ Rationale of the Study
The challenge for any best-in-class service company is to find the association between the significant
practices of talent management and the implications of use of HRIS across the domains of across information,
data and knowledge domains.
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IV.  Research Objectives
a) To investigate the benefits of HRIS in IT organizations for Talent Management.
b) To probe the role of HRIS in talent management activities by HR managers of IT companies.
c) To explore the overall contribution of HRIS to talent management planning of IT organization

V.  Research Methodology

Data Collection

Sample of 100 respondents each collected from one Indian software company and one multi-national
software company. The research design used is exploratory. Data for this study is acquired mainly from primary
sources but secondary sources are also well thought-out. Primary sources include employees of the IT
organizations who filled up the questionnaire geared up for the study. The data is also collected from the
secondary sources including internet, websites of various IT companies etc. By means of survey and interviews,
and SPSS statistical package (used for analyzing data), this exploratory research paper aims at exploring the role
of HRIS in talent management planning in IT organization.

VI.  Limitations of the Study
e Size Limitation: The present study is taken a sample of 100 respondents each from Indian and multinational
software company which can make a hindrance on making statistical inferences.
e Sectoral Limitation: The present study pertains to service sector only. The primary and secondary sectors
are not considered which can results into a limitation on findings.
e Geographical Limitation: The present study collected data at Hyderabad in India only. Geographically
scattered data is not collected.

VII.  Scope of the Study
The present study is carried out in one Indian top software company and one multinational top software
company in respect of market share. The study is pertaining to the details of software engineers across skill
level, experience level and qualification level. Hence, the scope is restricted to software engineers working in
India in respect of domestic and foreign software companies.

VIIL. Period of the study
The data is collected through a well structured questionnaire from a sample of 100 software engineers
each from Indian and multinational software companies during the year 2013 pertaining to the details of the
application of HRIS and the talent information system prevailed in study organizations.

IX.  Data Analysis and Results

Descriptive statistics of Indian software company is displayed in Table 1 which indicates that the mean
score value is 3.64 with SD of 0.765 for highly skilled employees. The mean score value is 3.89 with SD of
0.569 for employees with more than fifteen years of service and the mean score value is 3.09 with SD of 1.011
for the employees with doctoral qualifications. The descriptive statistics for multi-national software company is
displayed in table 2. Which indicates that the largest mean score value is 3.78 with SD of 0.612 for highly
skilled employees, the largest mean score value is 3.97 with SD of 0.542 for the employees with more than
fifteen years of service and the largest mean score value is 3.29 with SD of 0.910 for the employees with
doctoral qualifications. Overall the descriptive statistics in table 1 and table 2 imply that the mean score values
for multinational software company are greater than that of Indian software company whereas the values of
standard deviation are lesser incase of multinational software company than that of Indian software company.

Correlation analysis results displayed in table 3 and table 4. Table 3 indicates the correlation
coefficients values between job challenges and talent management practices in Indian Software Company. The
largest correlation coefficient is 0.8997 between key performance indicators and action oriented skills whereas
the least correlation coefficient is 0.5607 between maintaining current engagements and learning skills. Table 4
depicts the correlation coefficients of multinational software company between job challenges and talent
management practices. The largest value of correlation coefficient is 0.9005 between key performance
indicators and action oriented skills whereas the least value of correlation coefficient is 0.5615 between
maintaining current engagements and learning skills. Overall the correlation analysis results in table3 and table
4 prove that the multinational software company is having higher values of correlation coefficients than that of
India software company. Therefore it is generalized that the multinational software company is adopting better
talent management practices coupled with job challenges by the application of Human Resource Information
System.
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Table 1: Indian Software Company (N = 100) with two tailed Descriptive Statistics

Mean | Standard Deviation Minimum Maximum Range
Skill Level Low Skilled 1.15 0.967 1 7 6
Medium Skilled 243 0.804 2 6 4
Highly Skilled 3.64 | 0.765 3 5 2
Experience Up to 5 years 1.65 0.916 2 7 5
Level 5-10 years 2.07 0.807 2 6 4
10 — 15 years 2.98 0.698 3 5 2
Above 15 years 3.89 0.569 3 4 1
Qualification B.Sc/ B.Tech 1.60 0.754 1 4 3
Level M.C.A/ M.Sc. 1.98 0.762 1 5 4
M.E/M.Tech /| 2.65 1.091 1 6 5
M.S.
Ph.D. 3.09 1.011 2 7 5
Table 2
Multi - National Software Company ( N = 100) with two tailed Descriptive Statistics
Mean Standard Minimum Maximum | Range
Deviation
Skill Level Low Skilled 1.43 0.895 2 7 5
Medium Skilled 2.69 0.719 3 6 3
Highly Skilled 3.78 0612 4 5 1
Experience Level Up to 5 years 1.75 0.802 2 7 5
5—10 years 2.24 0.795 2 6 4
10 — 15 years 3.09 0.642 3 5 2
Above 15 years 3.97 0.542 3 5 2
Qualification Level | B.Sc/ B.Tech 1.75 0.701 2 5 3
M.C.A/ M.Sc. 2.09 0.710 2 6 4
M.E/M.Tech / M.S. 2.98 0.901 2 7 5
Ph.D. 3.29 0.910 3 7 4
Table 3
Indian Software Company (N = 100) with two tailed Correlation Analysis
Alpha * =0.01)
& Talent Learning Conceptual | Relationship | Action Oriented
= Management Skills Skills Skills Skills
= = Practices
=0 .| 2
Joh Roles 06712 07093 07936 0.8611
Job Competencies 06113 0 6007 07096 0.8304
Key Results Areas 06930 0.7036 0.7942 0.7998
KevPerformance Indicators 06114 0.6930 08117 (.8097
Span of Control (3006 06010 07194 0.7936
Maintaining Current 05607 06127 0.8124 0.8027
Engagements
Winning new business 06219 06630 0.8562 0.8617
CostManagement 0.5627 0.6227 06522 0.7617
Quality Improvement (.6083 07144 0. 7646 (0.8040
Improved Client Services 0.6102 0.6030 0.6363 0.7010
Innovation 06394 06393 0.7623 0.8694
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Table 4:
Multi National Software Company (N = 100) with two tailed Correlation Analysis (Alpha * = 0.01)

g Talent Management Learning Skills Conceptual Skills Relationship Skills Action Oriented Skills

; Practices
22 |7
Job Roles 0.6720 0.7103 0.7064 0.8610
Job Competencies 0.6123 0.7003 0.7104 0.8402
Key Results Areas 0.6967 0.7064 0.7930 0.8006
Key Performance Indicators 0.6122 0.6967 0.8123 0.9003
Span of Control 0.6004 0.6027 0.7202 0.70964
Maintaining Current Engagements 05613 0.6133 0.8132 0.3933
Winning new business 0.6227 0.6653 0.8570 0.8623
CostManagement 03633 0.6233 06330 0.7623
Quality Improvement 06003 0.7132 07634 0.80438
Improved Client Services 06110 0.6038 06373 0.7018
Innovation 0.6402 (.6603 0.7633 0.8702

X.  Conclusion

In this study we have adopted a social constructive perspective approach that has enabled us to gain a
greater understanding of the relationship between talent management and HRIS. By examining the processes
associated with transitioning to HRIS based Talent Management, we were able to explore how one
organizations understanding of talent and approaches to talent management were shaped and how they were
informed by the implementation of HRIS. Talent management is spanned across learning, conceptual,
relationship and action skills. But, conceptual skills are playing a pivotal role to make an average performance
employee into a better performance employee. The application of HRIS at information, data and knowledge
levels, skills, experience and qualification levels is able to trace the various challenges of job which are
dominated by cost and time compression, quality and service improvement and innovation.

XI.  Scope for further research
The study is conducted in one top Indian software company and one top multinational software
company in India. It is restricted by sample size, sample frame and sample variety. It also differs with respect to
sectoral variations and also from geographical differentiations. Therefore, the present study may be extended
with enlarged sample size among various states of India and across various countries of the world which can
improve the validity of empirical results obtained between the use of HRIS and talent information systems
prevailed in leading service sector companies.

References
[1]. Apigian, C., B. Ragu-Nathan, Ragu-Nathan, T and A. Kunnathur, A, “Internet Technology: The Strategic Imperative,” Journal of
Electronic Commerce Research, Vol 6, No 2:123-145, 2005.

[2]. Allan, G. and C. Skinner, (Eds.) Handbook for research students in the social sciences, London, New York: Falmer Press, 1991.

[3]. April, K., and A. Jappie, "Global talent warfare: Line managers are still the determinant,” Journal for Convergence Vol 9, No1:40-
43, 2008.

[4]. Boudreau, J and P. Ramstad, "Where's Your Pivotal Talent?" Harvard Business Review, Vol 83, No 4:23-24, 2005b.

[5]. Boudreau, J., P. Ramstad, and P. Dowling, "Global Talentship: Towards a Decision Science Connecting Talent to Global Strategic

Success" CAHRS Working Paper 02-21, Ithaca: New York: Cornell University, School of Industrial and Labor Relations, Center
for Advanced Human Resource Studies, 2002.

[6]. Buckingham, M. and R. Vosburgh, "The 21st Century Human Resources Function: It's the Talent, Stupid!" Human Resource
Planning, Vol 24, No 4:17-23, 2001.

[71. , Work and Employment, Vol 21, No 3:229-241, 2006.
[8]. Devine, M. and M. Powell, "Talent management in the public sector,” 360 The Ashridge Journal Autumn: 1-6, 2008.
[9]. Dwivedi, Y., M. Kiang, M. Williams, and B. Lal, "Profiling Research Published in the Journal of Electronic Commerce Research,"

Journal of Electronic Commerce Research, Vol 9, No 2:77-91, 2008.

[10].  Eckhardt, A., S. Laumer, and T. Weitzel, "Who influences whom? Analyzing workplace referents' social influence on IT adoption
and non-adoption," Journal of Information Technology, Vol 24, No 1:11-24, 2009.

[11].  Eisenhardt, K. M. "Building Theories from Case Study Research," The Academy of Management Review, Vol 14,

[12]. Kavanagh, M. and M. Thite, "The Future of HRIS: Emerging Trends in HRM and IT," In M. Kavanagh and M. Thite (Eds.), Human
Resource Information Systems: Basics, Applications, and Future Directions, California: SAGE Publications Inc, pp 409-418, 2009.

[13]. Kinnie, N. and A. Arthurs, "Personnel specialists' advanced use of information technology,” Personnel Review, Vol 25, No 3:3- 19,
1996.

[14].  Marler, J. and B. Floyd, "Database Concepts and Applications in HRIS," In M. Kavanagh and M. Thite (Eds.),

[15].  Strohmeier, S "Research in e-HRM: Review and Implications" Human Resource Management Review, Vol 17:19-37, 2007.

[16].  Strohmeier, S. "Concepts of e-HRM consequences: a categorisation, review and suggestion,” International Journal of Human
Resource Management, Vol 20, No 3:528-543, 2009.

DOI: 10.9790/487X-17841621 www.iosrjournals.org 20 | Page


https://reference.wolfram.com/mathematica/ref/character/Alpha.html

An Empirical Study On Hris Based Talent Information System In Select Best-In-Class Service Sector Companies

[17).
[18].
[19].
[20].
[21].
[22).
[23].
[24].

[25].

Tansley, C., and T. Watson, "Strategic exchange in the development of Human Resource Information Systems (HRIS)," New
Technology, Work & Employment, Vol 15, No 2: 108- 122, 2000

Taylor, S. and R. Bogdan, In Depth Interviewing. In Introduction to qualitative research methods: the search for meanings (2nd Ed)
New York: Wiley, 1984.

Tyre, M. and W. Orlikowski, "Windows of Opportunity: Temporal Patterns of Technological Adaptation in Organisations,”
Organisation Science, Vol 5, No 1:98-118, 1994.

Van de Ven, A. H. and M. S Poole, M. S. "Methods for Studying Innovation Development in the Minnesota Innovation Research
Program," Organization Science, Vol 1, No 3: 313-335, 1990.

Voermans, M., and M. Van Veldhoven, "Attitude towards E-HRM: an empirical study at Philips," Personnel Review, Vol 36, No
6:887-902, 2007.

Williams, H. "Job Analysis and HR Planning,” In M. Thite and M. J. Kavanagh (Eds.), Human Resource Information Systems.
Basics, Applications, and Future Directions. California: SAGE Publications Inc, pp 251-276, 2009.

Wilson-Evered, E., and C. Hartel, "Measuring attitudes to HRIS implementation: A field study to inform implementation
methodology," Asia Pacific Journal of Human Resources, Vol 47, No 3:374-384, 2009.

Wu, J.-H., T-L. Hsia, and M. Heng, "Core Capabilities for Exploiting Electronic Banking," Journal of Electronic Commerce
Research, Vol 7, No 2:111-122, 2006.

Yates, J. and Orlikowski, W. "Genre systems: structuring interaction through communication norms," Journal of Business
Communication, Vol 39, No 1:13-35, 2002.

DOI: 10.9790/487X-17841621 www.iosrjournals.org 21| Page



