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Abstract - Human Resource Management has been into a changing phase for past few years. It has moved from traditional function of HR
department, that used to focus on the welfare of personnel to multitude and diversified functions to be performed these days. Earlier much emphasis
was laid on finance and marketing fields of any organization but now the time has come when HR functions are egalitarian, these are considered to
be significant in the same way. This has made it a challenging task for the HR personnel to fulfill the expectations of the organization. With
consideration to this, IT is proving to be salutary; its application into HR methodology is possible by means of the electronic errands application. By
making use of updated technology things in the HR field are improving in an efficient as well as effective manner. This paper primarily deals with
the transformation in the HR functions and coping up of this change by making use information technology is another aspect of the paper. It gives a
brief description of usage of HRIT within the organizations and the positive repercussions they avail thereafter.
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l. Introduction

According to Valverde et al. (2006), HR function is “all
managerial actions carried out at any level regarding the
organization of work and the entry, development and exit of
people in the organization so that their competencies are used
at their best in order to achieve corporate objectives”. It
includes the actors, as well as their relevant responsibilities
and tasks. The actors are not only people from HR department
but involve all the people at any level: HR professionals, line
managers, the employees, etc. (Hales, 2005; Andolsek &
Stebe, 2005; Francis & Keegan, 2006; Valverde, Ryan &
Soler, 2006; McConville, 2006). HR has always been a vital
function of any organization, it is just that earlier this fact was
not taken into consideration but with time it has gained
significant position in the organization.

With the passage of time changes are occurring in this field,
which are in the form of functions performed earlier by the
HR department and their functions in the present panorama.
Considering it to be an essential function of any organization
now the departments possess more byzantine activities to be
performed and not just acting as the supportive personnel
activities for a company. This transformation in the field is
taking place because of many reasons such as change in
business  environment, changes happening in the
administration of the organizations, differentiation in the
workforce and the technological innovation occurring at every
now and then.

Presently environment of business is undergoing considerable
change; various challenging situations are to be handled by the
HR department, it is expected that the department should
understand the business strategy, formulate the corresponding
management strategy on human resources to improve
delivered service, and act as a strategy partner with top

http://www.ijritcc.org

management team. And with this exacting situation, comes the
part of IT in HR in order to put the things in an organized
manner, and to make the utilization of redesigned innovation
with the end goal of gaining advantage in the HR department.

The researchers expect that the increasing use of Human
Resource Information Technology (HRIT) can improve the
performance of HR professionals and makes them involved in
the company internal consulting activities (Albers et al. 1997).
In addition, Ulrich (1997) mentions that the use of HRIT
provides value to the organization and raise HR professionals’
status in the organization.

1. The Traditional HR Function

Earlier, the HR function was perceived as the faculty
administration that concentrates on organization (choice,
evaluation, prize, and improvement), welfare and modern
relationship. The HR office was not treated as less important
function than money related and promoting divisions, in light
of the fact that it didn’t make immediate value for the
organization, nor has any choice power on key issue
(Fombrun, Tichy, & Devanna, 1984; Hall & Goodale, 1986).
The customary faculty administrators gave careful
consideration to work administration, yet did not take an
interest into an organization's arranging and system choice.
They paid extraordinary thoughtfulness regarding control their
workers, including painstakingly outlining the contracts and
guidelines for observing the workers (Story, 1995)

Since 1980s, the work force administration began to move to
"human asset administration”, because of the way that HR
experts were considered to include in key business choices
(Fombrun, Tichy, & Devanna, 1984; Lobby & Goodale,
1986). The fundamental undertakings of HR experts still
centered on the every day organization however grew



administration exercises are included in the HR function,
which reflected that the HRM started to give careful
consideration to the association with key business issue.

At this point, the HR capacity was still considered as the
selective execution done generally by HR division, and it
spread its fundamental exercises onto three levels. The most
minimal level was the operational level, which dealt with the
day by day work force issue of the association. The second
was the managerial level which fundamentally concerned how
to deal with the skilled workforce by securing, maintenance
and advancement. The most abnormal amount was the
methodology level. HR capacity gave careful consideration to
the future advancement of business. The fundamental
obligation was to get the qualified individuals, and set the
approaches and programs for long haul human assets request.
Then again, the absences of the joining with the line
administration level, and the absence of the force were the two
significant snags influencing the viability of HR capacity. The
fancy routine errands and over-burden paper work additionally
made the HR capacity wasteful. To be more viable on
administration conveyance, HR capacity required to be key on
operational and managerial level, and to get to be more
mission-situated (Hall & Goodale, 1986).

A. The New HR Function

Human asset administration has produced for just about
twenty years; and the HR function has changed a great deal
from the exercises to administration level. It makes the
customary structure of HR capacity diverse that the line
supervisors furthermore representatives include in HR issue.
In any case HR experts are still considered as the center of
workforce  administration,  particularly  towards the
methodology perspective. Therefore, Ulrich has characterized
the "four parts of HR expert model” in 1997, and later creates
the model in 2005 to inspect the changing of HR experts.

In today’s panorama the role of HR professional and the role
of the employee working for the organization with respect to
the function of HR have also changed, a brief detail is below:

B. The role of HR professional

As indicated by Ulrich (1997), "vital accomplices” are the HR
experts, who cooperate with top administrators to make
focused business methods and to figure suitable HR
methodologies, strategies, practices and assignments to
backing the business procedures. What's more they ought to
additionally verify the usage of the procedures. In the
meantime, they ought to create certain assessment strategy to
gauge business results. The second part of HR expert is
"regulatory masters"”, who ought to make HRM lives up to
expectations more powerful and effective. This can be attained
through reengineering authoritative procedures, enhancing the
limit of associations to addition focal points, decreasing
expense, including worth, also deciding in sourcing and
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outsourcing systems for better HR administrations
conveyance. "Worker champions” is the nomination of
workers. That implies, at this position, the first thing HR
experts ought to do is to comprehend and find out the interest
of workers, by taking neighborly and helpful correspondence
with them habitually. In the meantime, they ought to give
fundamental assets to workers. The HR experts ought to rouse
their workers, and give certain preparation and learning
projects to offer assistance representatives understand their
potential. Worker champion likewise implies that HR experts
speak to the voice of representatives in the association, and
they are in charge of improving representative responsibility,
creating representatives' ability, and improving the capacity of
representatives for the intensity of association. "Change
operators” are the HR experts that help and deal with the
association change and the progressions. In the evolving
procedure, "change operators" need to make new society to
help association parts get enough inspiration to take an interest
in the new circumstance.

C. The role of employee

Previously, representatives should be inactive recipients from
HR exercises. Presently, HR experts attempt to make their kin
have positive demeanor on the everyday work (Ulrich, 2005).
Case in point, making representatives included into choice
making procedures can inspire them to consider how to go
after the objective and which sort of preparing system is
required. This kind of inspirational mentality can help workers
to attempt on the profession improvement, and to make more
prominent worth for association as opposed to inactively
taking some compelled learning projects. As it were, the
change of HR capacity makes workers autonomous, and
makes them take the activity to take part into both individual
and association advancement.

1. HR function transformation

In this segment, two sections are sorted out to make profound
investigation of HR function change. The primary part is
about the need of change, also the second part chiefly
concentrates on the meaning of HR capacity changes. The
business world is getting to be more requesting: the expanding
rivalry and globalization on the planet business, the needing of
creating ability for long haul survival, and the enhancing profit
to addition market offer. Such requests have constrained
associations to reconsider how they can keep alternately
achieve their playing point in the consistent changing business
environment through making the best utilization of their
people (Beer, 1997; Appelbaum & Wohl, 2000; Stockport,
2000; Sagie & Weisherg, 2001; Knapp, 2004). Moreover,
there are other main thrusts pushing associations to reevaluate
their HR capacity to meet the key business requests and the
future corporate achievement, for example, business natural
change, client fulfillment, administration enhancement, and
advancement of information and innovation (Yeung,



Brockbank & Ulrich, 1994; Beer, 1997; Robertson, 2000;
Appelbaum & Wohl, 2000; Aston, 2002).

These main impetuses press the HR capacity to develop under
the weight of environment and to stay away from the
drawback of existing frameworks. Some more reasons of the
need of change or transformation of HR function are:

A. Change in business environment: The central
changes good to go world have constrained the HR
capacity to move and put the HR capacity into a vital
status  (Schuler, 1990). These progressions
incorporate the instability of faculty administration
created by the quick business change. They likewise
incorporate the expanding focused weight on benefit
drives the associations to lessen the expense from
different  viewpoints  counting  work  force
administration cost. The last however not the
minimum change is the complex circumstance on
representative administration when there are more
associations running worldwide business, for
example, overseeing representatives of diverse
business capacity, in distinctive product offerings, or
with diverse society foundation, and so forth. All
these progressions request adaptable and compelling
administration style. In this section, two parts are
organized to make deep exploration of HR function
transformation. The first part is about the necessity of
transformation, and the second part mainly focuses
on the definition of HR function transformations.

B. Administration change: An essential capacity of
HRM is to conveyance its administrations to both
inside and outside clients, and it ought to guarantee
that the administrations are successfully conveyed
(Yeung, Brockbank & Ulrich, 1994). In any case, the
customary HR work just concerns the essential
administrations, for example, selecting the right
individuals for associations, dealing with the database
of workers, or evaluating the workers. Presently, the
expanding requests from the clients constrain the HR
capacity to be more important on its undertakings.

C. Differentiate of workforce: Individuals are
dependably the first need of the business
achievement. With the global business improvement,
the workforce can be isolated focused around general
variables as sexual orientation, financial status,
geology, and era crevices (Sagie & Weisberg, 2001).
For instance, the expanding number of maturing
individuals in the created nations and changing
estimations of the youthful era in the under-creating
nations oblige principal change of the undertakings of
the work force administration (Selmer, 2001). The
multi-groupings of representatives lead to different
worth and multi-social nature's domain, which asks
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the HR experts to make amicable association society
and generally worthy work values.

D. Technological Innovation: The last determined power
for HR capacity change is the technology headway.
The technology empowers associations to enhance
their business ability through different angles. For
instance, technology changes the administration of
data, and discharges the trouble of distributed data of
HR office. The quick engineering changes
additionally request HR experts to get new aptitudes
through instruction, or sourcing HR experts who have
particular IT capacity. Yeung et al. (1994) report that
more than 50% of the organizations which they
question have utilized the HRIT to incorporate their
databases, and their data framework give better data
access to administrators and representatives. In
addition, Sagie and Weisberg (2001) perform
scrutinize about HR work in organizations in Israel
and discover that the engineering levels have
separated the HR office into two sections: the cutting
edge and low-tech segments. The innovative segment
concentrates on the key issues while the low-tech part
manages conventional undertakings. The HR
capacity needs to change itself to boost the profit of
utilizing HRIT.

A change in HR capacity can be translated two viewpoints, as
indicated by the historical underpinnings: firstly, the primary
assignments of HR experts have changed. A moderate and
steady change in HR office, by updating its structure, or out-
sourcing the entire HR division (Mohrman & Lawler, 1997;
Knapp, 2004), happens to take care of the demand of the
association (Selmer, 2001; Rowley &Bae, 2002). The inside of
the HR work is no more the essential organization; however it
moves at the administration advisor and technique viewpoints.
Besides, it is a change of administration level. An evident
change is the investment of line manager and workers into the
staffing issue alongside the HR experts.

In short, transformation is business processes that change the
tasks and expands the involvement of actors in HR function,
and, which makes HRM concentrate more on strategic, value-
creating activities for the long-term business objective.

V. Role of IT in HR function transformation

HR information has different structures, including chronicled
and current strategies, work records, representatives' close to
home information, preparing projects, singular execution
subtle elements etc. The HRIT gives the likelihood to store
and over and again utilize the data as electronic database,
which could be open by anybody, whenever and anyplace
inside the association. For HR work, the HRIT can be
connected into HR assignments and help enhancing the HR
administration conveyance. The application of IT into HR



methodology is possible by means of the electronic errands
application. The data distributed, case in point, is an easiest
and most effortless usage of the HRIT (Gardner, Lepak &
Martol, 2003), which is somewhat restricted correspondence
from the higher administration level to lower ones. The data
can be the strategies, news, and productions from the
association. Despite the fact that this basic capacity just needs
to give the data through the site, it profits the association
through the lessening of printing cost, the moment conveyance
of the data on-line, and re-availability to data at whatever
time.

The more elevated amount application of HRIT is the
robotization (Gardner, Lepak & Martol, 2003): to utilize IT to
deal with the workforce information. At this level, the HRIT
utilizes the intranets together with webs. There are two sorts of
information: one is the individual information of all workers,
and the other is the business information, such as the structure
of the association, position plan, and compensation scale thus
on. This essential information is utilized for all the HRIT
applications for HR capacity. HRIT computerization can
decrease the measure of the routine works, for example,
business records upkeep, which at one time must be carried
out physically by HR experts.

Presently, representatives can overhaul their data by
themselves, and HR experts can be liberated from the drawn
out errands, and concentrate on translating the data (Gardner,
Lepak & Bartol, 2003). People can acquire data from the
HRIT stage, as well as can give back their criticisms. By
specifically sifting data, representatives can take the activity to
mastermind toward oneself their profession, which turns the
occupation arranging from division orientated to
representative orientated.

Also, the cooperation capacity can interface the diverse offices
together to impart the administration and utilize the general
population data to achieve congruous work stream. Through
the collaboration of work process and trade of information,
both inside what's more outer HR experts can bear on the
collaboration of the unending HR program. The most elevated
amount of HRIT application includes imagine of the HR
capacity. From the data to computerization to connection and
afterward to imagine, HRIT begins to move the HR work past
the conventional center, out of the limits of HR office, and
towards a vital one. In light of the rich information, HR
experts can acquire the data through information detail and
examination, in the same way as system accomplishments
appraisal, worker preparing, examination record, etc. Further,
they can utilize detail results to plan methodology to take care
of with the future demand on the human asset of an
association, and arrangement pay scale of representatives with
respect to budgetary offset pattern. Both the HRIT application
and the HR capacity change have effect on one another. The
change of HR capacity obliges influential apparatuses to help
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and help chiefs and representatives to improve things and
improve things.

On the other hand, the application of HRIT makes the change
of HR capacity get to be reasonable, and to some degree,
changing the HR capacity profoundly — it obliges HR experts
to take in the new and blended abilities for HRIT, and pulls in
HR experts to give careful consideration to HRIT steady and
transformational exercises. As a sort of the new HR capacity
design, the HRIT is the product stage that moves HR capacity
around the system and learning based exercises.

While the application of HRIT in human asset administrations
has been produced since 1990s, the impacts of IT on HRM are
growing over years (Florkowski, Olivas-Lujan, 2006).
Thinking of it as' capability of helping the generally speaking
execution of association, HRIT helps the central changes
concerning the HR capacity.

Hempel (2004) has created a model of the communications
between the technology and the HRM, including the
configuration of the association and work, the HR experts, and
workers. As per the model, another improvement of
engineering can result in the progressions in reengineering the
association and work outline, which changes modify the result
of HR rehearses. HR experts get all the more effective
advances to cultivate changes happened inside association,
through dealing with the imaginative and proficient workers.
From this sentiment of perspective, the relationship between
HRIT and HR capacity is slightly connection. Hempel (2004)
considers that the HR experts are on the get up to speed
position. Because of the way that the advances first change the
structure of the work, for example, virtual worldwide work
bunches; HR capacity needs to develop with a specific end
goal to help these progressions. HR experts as of now include
into the upgrade process, in this manner they need profound
understanding of the business on both operational and key
sides to handle and backing the development.

V. HRIT functions

At the point when considering the effect of HRIT on the HR
day by day exercises, some specialists have analyzed HRIT
from its capacities, for example, the e-selecting framework, e-
determination framework, e-execution framework, and e-
remuneration framework, and called attention to that HRIT
can have both positive and negative impacts on HR capacity
(Stone, Romero & Lukaszewski, 2006). Through the
examination on these capacities, the understanding of HRIT
impact on the change of HR capacity can begin from the data
streams, social connection examples, saw control of people
and framework acknowledgement (Ashbaugh & Miranda,
2002; Stone, Romero & Lukaszewski, 2006).



The formulation and implementation of HRIT into the
organization comes up various changes that occur at diverse
stages, here are some of them:

Information flows: The application of HRIT can change the
informational flow fundamentally; because of the way that the
framework empowers clients all the more productively to
gather, spread what's more get to the data (Stone, Romero &
Lukaszewski, 2006). For case, in the recruitment, without the
eye to eye meeting and request HRIT can make the candidates
simpler to gather data about occupations and to access to the
HR experts. In an alternate case, HRIT can give more
incessant input to representatives, and enhance the supporting
capacity of an association. Additionally, the data streaming
among the different offices can help the HR experts hold the
complete and quintessential data for method making. Despite
the fact that HRIT has expanding an association's capacity on
information accumulation and administration, there still some
limit on this angle. For example, the e-execution
administration framework might not have the ability to
measure all the practices of the workers (Stone, et al., 2006).
The framework can measure the amount, however not the
quality.

Hence, HRIT permits the HR experts to oversee extensive
measure of data with extraordinary precision. The
robotization of HRIT is thought to be the most ideal approach
to enhance the viability, and it turns into an important patron
of HR capacity. Anyhow now and again, the framework may
not be as valuable as conventional systems (Haines &
Lafleur, 2008).

a. Social interactions: The HRIT diminishes the eye to
eye communications in associations. Every part can
be associated through web, for example, inner email
and working from home framework, so work can be
collaborated without the area oblige (e.g. working at
home, worldwide organization). Starting here of
perspective, the HRIT grows the communication
among the representatives inside the association.
Notwithstanding, then again, because of the up close
and personal cooperation’s are diminished, HRIT
may have negative impacts on trust levels among
supervisors  furthermore representatives (Stone,
Romero & Lukaszewski, 2006), which requires the
HR experts to modify the trust and relationship
among representatives.

b. Perceived control:  The  customary  staff
administration is to control and screen the workers.
With the application of HRIT, whether the
controlling of people is more powerful than before or
not is questionable.
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From one side, the expanding representative and supervisor
organization toward oneself requests more interest in
people. In this sense, such decentralization gives more
flexibility on administration of representatives (Ashbaugh &
Miranda, 2002). The managers are accounted for expanding
fulfillment on HRIT frameworks in light of the fact that the
frameworks give more prominent measures of criticism and
control over their worker's execution than customary ways
(Stone, Romero & Lukaszewski, 2006). Then again, the
same HRIT framework likewise has all the more firmly
control on individual execution; because of diminish the
opportunity and controls levels of people (Stone, Romero &
Lukaszewski, 2006). For instance, the supervisors can
precisely check the time of every representative use on their
errands. It may prompt negative respond to the e-execution
administration frameworks. In addition, invalid information
about the execution of workers, and representatives may act
in inflexible ways that make them look great from the
frameworks additionally harm the association in the long
run (Stone, Romero & Lukaszewski, 2006).

In whole, HRIT strengths the customary HR capacity towards
the change, and progressions their method for administration.
HRIT brings the capability for all parts to disentangle work,
measure exercises, give moment input, and lessen squandered
time (Ashbaugh & Miranda, 2002). The application of HRIT
meets the need of end-clients and genuine circumstance of
association. Generally, the diminished social collaborations
and negative impact on both quality control and data
precision can harm the profit of association (Stone, Romero
& Lukaszewski, 2006). HR experts need to give careful
consideration to manage the downsides when appreciating
the profits brought by HRIT.

VI. Reasons of Emerging trend of IT in HR

Changes have made it essential on the part of organization to
come up with updated technology available to the HR
department, the need is not only on the internal part of any
organization but also the innovation in the technology in
outside world allures people to adopt these technology to give
better and improved performance as the contribution to the
success of the organization. Some of the reasons of need of IT
in HR are:

A. HR programming frameworks are maturing: The
normal HRMS framework in expansive organizations
today is more than 5 years of age and more than half
are in excess of 7 years of age. Furthermore endeavor
programming gets to be almost old in seven years,
heading most organizations to shop around.

B. Cloud HR programming is presently simple to
purchase: Almost every real HR programming
supplier now offers their solution in the cloud,



making it feasible for corporate HR supervisors to
stop the disappointing cycle of overhauling
frameworks every year or two.

This incorporates center HR suppliers, for example, Oracle,
SAP, Workday, ADP, ultimate, Infor (Lawson) and also
ability sellers such as corner stone on demand (developed at
61% last quarter), Silkroad, Sumtotal, lumesse, Halogen
(simply opened up to the world), People fluent, Saba, Kenexa
(possessed by IBM) and numerous others.

a. New User Interfaces are a top driver for substitution:
The greatest test HR programming purchaser’s face is
the fear that individuals won't utilize the frameworks.
But with change happening a large portion of the
merchant arrangements now have versatile
applications additionally, empowering
representatives to deal with their excursion, time
sheets, and worker registries out and about.

b. Companies have too many systems and are ready to
consolidate: New research shows that only 13% of
organizations have a single HR system and on
average companies have 3-4 different HR
applications (one for HRMS, another for learning,
another for recruiting, for example).

Vendors have gobbled each other up, making most platforms
more complete than ever. The result: nearly half of the buyers
we surveyed this year told us they are willing to sacrifice
features for a single vendor solution.

c. The Potential for Bigdata Analytics is Driving
Adoption: Second on the rundown of purchasing
criteria is the craving to make better ability
investigation. While a great part of the center HR
engineering has now turned into merchandise,
dissection is still another zone of innovation and
seller arrangements here differ incredibly.

SAP (Success factors is currently a $billion business), Oracle
(Fusion, Peoplesoft, and Oracle E-Business), ADP, Workday
(developed at 61% last quarter), and the various enormous
ability administration suppliers offer coordinated examination
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now, giving purchasers the guarantee of discovering a solitary
arrangement finally.

d. Ability has now turned into a standout amongst the
most imperative issues on the brain of the CEO:
Lastly, as the worldwide economy recoups more
organizations understand that ability is their greatest
test. Key selecting, representative improvement,
interpersonal interaction, and inside  worker
interchanges are all basic business issues.

VII. Conclusion

The transformation happened in the HR function from
traditional to present functions have led the associations to
consider this field of activity to be noteworthy as the exercises
performed by the office has developed its coliseum from
fundamental capacities to vital and key capacities of the
association which are of utmost importance. To cope up with
this wider aspect of work IT has an important role to be
performed. To be specific the expanding cognizance of data
and independency of representatives have requested
transparent and clear human asset data. They give careful
consideration to customized human asset advancement
undertaking, acknowledge organization toward oneself, and
expert profession improvement on own drive, and they are
likewise energetic to pick suitable considering system. HRIT
offers opportunity to every individual in the relationship to
take an interest toward HRM; it lives up to expectations and
decentralizes a couple of commitments of HR ability to them.
The delegates can pick the HR information and organization in
solitude. Thusly, they can get the information at any moment
and make the move to get result.

To some degree, the workers no more need to sit tight for
whatever other individuals coming to tackle their issues or to
answer their inquiries, in light of the fact that those can be
effortlessly managed through HRIT, for example, on-line
correspondence, or getting answer from information database.
With consideration to this, it can be stated that use of IT in HR
is proving to be salutary for the efficient and effective
management of the HR department.



