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FACTORS INFLUENCING SUCCESSFUL ADOPTION AND USE OF HUMAN 

RESOURCE INFORMATION SYSTEM: AN EXPLORATORY STUDY 

 

ABSTRACT 

 

Of late, Human Resource Information System (HRIS) is slowly gaining prominence in Nepal. 

Last decade has witnessed virtually a HRIS wave in a majority of Nepali organizations. It was 

implemented in some nascent form since early 90s by mid to large-sized firms largely due to 

individual, organizational, environmental, and technological factors. However, adoption of an 

Integrated HRIS is an exception rather than a reality. Information was elicited through interviews 

with 18 key informants working for MNCs, Government, and Private sector representing 

education and development domains. After the coding process, different HRIS themes emerged 

and they were further grouped to form sub-themes. The exploratory study could unearth not only 

the conditions necessary for successful adoption and implementation of HRIS but also the factors 

that pose as stumbling blocks in the process. After exploring the dynamics and various 

dimensions of HRIS domain, a Generic Model for conditions that are necessary for successful 

adoption and use of HRIS in Nepali organizations is designed. The limitations of the present 

study are mentioned and practical/research implications of the same are discussed towards the 

end. The researchers are of the opinion that the findings of this preliminary study can be taken up 

to the next level for carrying out quantitative research in HRIS domain in the context of Nepal. 

 

Keywords: Human Resource Information System (HRIS), Adoption and Use, Conditions, 

Qualitative research, and Grounded theory. 

 

INTRODUCTION 

 

Staying competitive in the current workplace requires, among other things, an adequate and 

efficient use of technology. Human Resource Information System (HRIS) is one of the several 

tools that helps organizations remain competitive by providing technology, that can help to 

acquire, store, generate, analyze, and disseminate timely and accurate employee information. 

HRIS is an intersection of human processes and technology through a HR software solution that 

allows electronic processing of HR processes and activities (Gupta, 2013). In similar lines, 

Anitha and Aruna (2013) state that HRIS provides a pool of information systems that integrate 

different HR processes for business excellence. In organizations that have adopted Information 

Technology, HRIS has invariably become an essential part of it as it helps organizations in 

carrying out their HRM functions efficiently. HRIS has now become an integral part of 

organization information management along with the development of computer and database 

network techniques (Jie, 2014).  
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Research report published by Sage People (2017) found that though 83% of global HR leaders 

agree that all people decisions should be based on data and analytics, only 37% are actually 

using them. HRIS has not been implemented in Pakistani health sector owing to multitude of 

factors ranging from infrastructure, lack of expertise, low budget, and lack of maintenance 

(Kumar et. al. 2013). This suggests that adoption of HRIS and its use has not been fully 

functional in majority of organizations globally and we can surmise a similar situation in Nepal 

as well.  

Further, there is wide gap between the intended and actual use of HRIS demanding an 

inquiry into factors that affect successful adoption of HRIS. There is no precise data on the 

number of organizations using HRIS or IT enabled HR systems in Nepal. Use of HRIS is 

increasing even more rapidly in the last five years compared to the earlier decades. Use of HRIS 

is found to be more in banking sector followed by other sectors such as Private, MNCs, 

Development, and Public. Among total number of businesses, only 250-300 organizations have 

HRIS in place. This information can be supported by the fact that there are 12-15 major 

developers of HR software in Nepal. Each of them has some 15-20 clients as listed in their 

websites on average and the cumulative number totals to 250-300. Even in the global context, 

literature on HRIS has remained limited wherein researchers have focused on the barriers and 

conditions for successful adoption that cannot be generalized for all sectors and contexts. 

Additionally, the models proposed by previous researchers in a developed context may not work 

well in a developing context. This sets fertile ground to carry out scholarly inquiry into the 

domain of HRIS in the context of Nepal.  

 STATEMENT OF THE PROBLEM 

 

Given the backdrop provided in the Introduction section, the basic research questions this study 

intends to explore in the context of Nepali Organizations are:  

1. What is the current status of adoption and use of HRIS and the key HR functions for 

which it is used? What is the general understanding of HRIS among Nepali HR 

professionals? 

2. What are the barriers/constraints in and facilitating conditions for the adoption and use of 

HRIS? 
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 OBJECTIVES OF THE STUDY 
While the overarching goal of this study is to develop an initial understanding of HRIS in Nepal 

and its current usage status, it also aims to delve into issues related to constraints and factors for 

successful adoption and use of HRIS. More specifically this research aims: 

1. To gain insights about HRIS use and its adoption status in Nepal and generate 

understanding of the same through practicing HR professionals. 

2. To understand the factors that pose as barriers in the adoption and use of HRIS. 

3. To understand the facilitating conditions for successful adoption and use of HRIS. 

4. To explore the dynamics and dimensions of HRIS domain and design a Generic Model 

for conditions that are necessary for successful adoption and use of HRIS in Nepali 

organizations  

 SIGNIFICANCE OF THE STUDY 
The findings of the study have both theoretical and practical implications. On the theoretical 

side, it has the potential to add to the domain knowledge of HRIS besides filling in the research 

gap by identifying factors that lead to successful adoption and use of HRIS in the Nepali 

organizations. Organizations intending to adopt HRIS come to know about the required measures 

to be kept in mind before using it effectively. For the academicians, benefits lie in home grown 

knowledge about factors leading to successful adoption. It becomes the initial reference point for 

researchers and scholars for pursuing further quantitative researches by setting the tone on the 

existing condition of HRIS and its current usage status. Information about the barriers and 

conditions for its adoption can be used for subsequent empirical research and also by HR 

practitioners. 

 RESEARCH METHODOLOGY 

There is no single published or unpublished qualitative or quantitative research in the domain of 

HRIS conducted in Nepal. This has called for an exploratory research for inquiry into its nature, 

current adoption status, usage, barriers and conditions for successful adoption. Researcher aims 

to explore the dynamics and dimensions of HRIS in the context of Nepal through qualitative 

research.  

 Research Design 

Under the Grounded Theory approach, semi-structured in-depth interviews with key informants 

are collected. Semi-structured interview is chosen as it provides the required flexibility (Myers, 

& Newmann, 2007).  
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In-depth interviews are taken with the HR Managers and Professionals to unearth issues related 

to the conditions of HRIS usage and successful conditions for adoption and usage. Given the 

nature of HRIS, this method is appropriate as their adoption and use can be better understood 

from the perspectives of the users of such systems, consisting of HR managers and professionals. 

Using grounded theory approach, this study has explored themes that posed as barriers and 

conditions for successful adoption and use of HRIS. This can be developed into a model to 

depict conditions for successful adoption of HRIS. Based on interactions and discussions and 

with key representatives of HR and four key representatives of HR, including a software 

developer, organizations having a minimum 200 employees within Kathmandu valley that 

adopted HRIS or are in the process of adoption are considered. It is ensured that all informants 

are knowledgeable about HRIS and its adoption status or at least are influential in arranging the 

interview with the key informants useful for the study.  

 Population and Sample Selection 

Based on the preliminary discussions with the personnel concerned in the HR industry, the 

prospective informants are identified. Additional respondents are decided based on snow ball 

technique where one respondent also refers other prospective respondents.  

 Data Collection 

Once the interviews are taken, data is transcribed and open coding is done. Open coding is the 

first stage of qualitative data analysis (Myers, 2013). Data collection and data generation for 

production of qualitative information primarily relies on the method adopted for data analysis.  

Semi-structured interviews are utilized as technique to gather information about the current 

usage status of HRIS, barriers for adoption, and conditions for successful adoption and use. 

 Interviews 

For the purpose of data transcribing, the number of respondents is 18. However, two respondents 

each from two organizations are considered as one respondent apiece as the responses obtained 

from them for that particular organization are similar. 

 Transcribing: 
Interview data collected are transcribed through the help of audio and researchers note. Attempt 

is made to produce a verbatim account with sincerity to the original language and also maintain 

the flow of information while transcribing. 
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 Data Analysis 

Once all the interviews are compiled, themes and sub- themes are generated.  Since grounded 

theory follows iterative process, data collection and analysis is done till the point where any 

additional data stopped generating any new themes or categories.  

 RESULTS 

Results derived from the Grounded Theory approach are presented here. As per the grounded 

theory methodology, the demographic profiles of the participants and background of the 

organizations have been presented. Then with the help of coding process and method of constant 

comparison, themes and sub-themes and categories generated during the data analysis have been 

presented. Themes for each case have been mentioned separately.  

 Contextual Analysis 

Characteristics of each of the participants and their organizations are analyzed to find out the 

contextual and situational relevance of the research. This information mainly has come through 

the predesigned fact sheet.  

 Participant Characteristics 

Participants for the study hailed from different age groups having different educational 

backgrounds and knowhow on the subject matter. Age of the participant varied from 29 to 57 

years. Out of the total number of participants interviewed, six are female. Out of the 18 

participants interviewed, two of them have Bachelor’s degrees while all others have Master’s 

degrees. They have minimum of three and a maximum of 25 years of experience having been 

involved in their current organizations for more than a year. All of them are aware of HRIS, its 

requirements, necessary conditions and have been involved in the implementation of the same. 

 Organization Characteristics 

The selected organizations for this study ranged from private, government, development, 

educational, and MNC sectors having their HRIS at different stages of its adoption—nascent 

stage to full scale. They also differ in terms of their investment appetite for procuring HRIS 

related software. All the organizations have a minimum of 150 and a maximum of 2500 staff 

members. Majority of the organizations procured software from local vendors while one or two 

used software from Indian vendors. The initial coding of interviews and grouping them 

according to different cases helped in identifying the major sub-themes related to current 

adoption status, barriers for adoption and use, and conditions for successful adoption and use.  
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It can be fairly surmised that when barriers for adoption and use are removed, it leads to 

facilitating conditions for successful adoption and use. The same are grouped under three 

categories viz., individual, organizational, environmental, and technological factors as identified 

through discussions with the people concerned. Summary of Findings is captured in the form of a 

Generic Model for Successful Adoption and Use of HRIS in Nepali organizations and is shown 

in Table 1 below. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 1: Conceptual Model for Successful Adoption and Use of HRIS 

I. Individual Factors 

Change in attitude, Experience and expertise of 

HR professionals, Overcoming resistance in trying 

new systems, Empowered employees’ 

technological knowhow, Perceived usefulness of 

the system, Better informed employees 

II. Organizational Factors 

Top management support, Training and 

Development opportunities to employees, 

Investment in software, Support of IT 

department, better infrastructure 

IV. Technological Factors 

Availability of vendors with expertise, 

governmental regulation, Labor Act, IT 

infrastructure, Better customized 

software at reasonable price, Pirated 

software not used, Increase in number of 

software vendors, Competition 

 

 

 

 

 

 

 

Successful 

Adoption 

and Use 

of HRIS 

III. Environmental Factors 

System’s ease of use, Security of the system, 

State of technology use and Development 
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 SUMMARY, DISCUSSION, AND IMPLICATIONS 

 

Here, we intend to discuss about the findings obtained through this exploratory study in the 

domain of HRIS in Nepal involving in-depth interviews with the HR professionals in the light of 

existing literature and presents the practical/research implications, limitations of the study, and a 

critique there of. An increase in organization’s size and capabilities as well as advancements 

made in IT are making it imperative for organizations to migrate to automated HR systems and 

processes for better organizational productivity and efficacy. Even Governmental regulatory 

mechanisms and legal provisions under the Labor Act have mandated that the employees be duly 

compensated and provided with benefits. Tracking of employee’s personal records, their 

compensation, and benefits is bound to become cumbersome in the absence of an automated 

system making the use of HRIS limited only to operational purposes than for strategic uses.   

 HRIS in Nepali organizations:  

First, the answers derived from interviews were coded and sub-themes were generated for each 

interview. After analyzing the findings of each interview, major themes were derived. These 

major themes have been categorized as individual, organizational, environmental and 

technological factors. These are discussed in detail below. 

 Individual Factors Influencing Adoption of HRIS 

Majority of the participants believed that ‘attitude’ holds the key in the adoption of HRIS along 

with the technical expertise and experience of the HR professionals for effective implementation 

and use. Fortunately current well-educated and informed employees are more open for 

experimentation and risk taking with new systems and are aware of the benefits of software.  

 Organizational Factors Influencing Adoption of HRIS 

Top management’s non-ambivalent support in terms of the needed investment for enabling 

infrastructure such as cell phones and other hand-held devices for employees in the field and 

commitment for implementation is crucial. As long as the acquired software gives returns, cost 

ceases to be an issue for management. While Training and Development opportunities facilitate 

better adoption, the technical role of IT department in adoption of software and liaising with 

software vendors on a continuous basis can’t be overemphasized. 

 Environmental Factors Influencing Adoption of HRIS 

One of the compelling factors for adoption of HRIS is the imperative of complying with a 

plethora of recent governmental regulatory and legal provisions.  
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The current fierce competition among the software vendors is undoubtedly beneficial to 

organizations as it helps in acquiring most economical and quality software along with more 

knowledgeable HR Software developers. As against cumbersome and costly manual systems, 

any HRIS adopted in large-sized firms is always hassle-free and cost effective in the long-run. 

However, organizations need to provide enabling IT infrastructure that is handy for employees 

travelling to remotest places. There is always a risk in adopting free or cheap pirated software 

and firms have to go for customized solutions offering the most critical after sales support 

especially when HR professional do not have the requisite knowledge of the software. 

 Technological Factors Influencing Adoption of HRIS 

It is no denying the fact that IT infrastructure has to be simple to understand, user-friendly, and 

robust to support the software and to facilitate easier and better HRIS adoption. Systems should 

be safe, secure, and free from privacy concerns maintaining end-to-end data about the employees 

from pre-entry to post-exit stages. Implementation of the software on online platforms or even in 

handheld devices requires reliable technology as some HRIS software is available as mobile 

applications.  

 DISCUSSION 

Findings of the study are similar to those from earlier studies. Under the organizational factors, 

top management support and commitment have been identified as key factors in influencing 

adoption of HRIS which was similar to the findings by (Ahmer, 2013; Chakraborty, & Mansor, 

2013; Troshani, Jerram, & Gerrard, 2010) and contradictory to the findings by Al-Mobaideen, 

Allahawiah, & Basioni, 2013. Similarly, under the environmental factors, competition and 

governmental regulation were identified as factors influencing the adoption of HRIS. These 

findings were similar to the findings by (Anitha, & Aruna, 2013; Chakraborty, & Mansor, 2013). 

Likewise, under the technological factors, technology infrastructure or state of technology use 

were found to be affecting the adoption of HRIS which was similar to the finding by 

(Chakraborty, & Mansor, 2013). It was also found that HRIS currently has been used for 

operational purpose than strategic one. Hence, the better use of HRIS needs to incorporate 

strategic aspects in the days to come such as succession planning, competency mapping, linking 

their appraisal with training need assessment. This requires knowledgeable HR professionals, 

provision of technology and skilled HR software vendors who can understand the needs of 

clients better and serve them accordingly. 
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 PRACTICAL IMPLICATIONS 

First, the findings of the research can be used by practitioners to suggest their management in 

adoption of software. Second, they can understand and realize the importance of creating 

necessary infrastructure for adoption and prepare beforehand. Third, this research will help HR 

practitioner to understand the relevance of HRIS in our Nepali organization by following the 

home-grown models and identify factors for successful adoption. Findings from the research 

have practical implications for those in education to share the home-grown model on adoption of 

HRIS.  

 Research Implications 

This research adds value to the existing domain of knowledge on HRIS by providing a home-

grown model for adoption of HRIS. Digging into issues related to adoption requires exploratory 

studies especially in the developing nations’ context (Zikmund, Babin, Carr, & Griffin, as cited 

in Rahman, Qi, & Jinnah, 2013) for which the method adopted for this study is justifiable. 

Additionally, this research now allows for further quantitative study in the area of HRIS in the 

Nepali organizations. 

 CRITIQUING OF THE STUDY 

Researcher, through this exploratory study, aimed to investigate the factors that influence 

successful adoption and use of HRIS in Nepal. The individual perceptions and judgments of the 

informant-HR professionals are bound to influence the answers. The environment, context, and 

timing of the study might also have impacted on the participants interviewed. The fact that the 

setting for interviews is their offices also might have restricted them to be very open about the 

systems, processes, and barriers in adoption. Samples for the study represent people with diverse 

backgrounds and hence the viewpoints are expected to be distinctly different. Approachability is 

the yardstick for targeting and selecting respondents initially on a convenience basis while the 

remaining ones are referred ones by the participants themselves causing selection bias on the part 

of researcher.                                                                                                       

                                                                                                                            [2870 Words] 
REFERENCES 

 

Ahmer, Z. (2013). Adoption of Human Resource Information Systems Innovation in Pakistani 

Organizations. Journal of Quality and Technology Management, 9(2), 25-50. 

Alharthey, B. K., & Rasli, A. (2012). The Use of Human Resource Management Systems in the 

Saudi Market. Asian Journal of Business Ethics, 1, 163-176. 



10 
 

Al-Mobaideen, H., Allahawiah, S., & Basioni, E. (2013). Factors Influencing the Successful 

Adoption of Human Resource Information System: The Content of Aquaba Special 

Economic Zone Authority. Intelligent Information Management, 5, 1-9. 

Altarawneh, I., & Al-Shqairat, Z. (2010). Human Resource Information Systems in Jordanian 

Universities. International Journal of Business and Management, 5(10), 113-127. 

Anitha, J., & Aruna, M. (2013). Adoption of Human Resource Information System in 

Organizations. SDMIDD Journal of Management, 4(2), 5-16. 

Ankrah, E., & Sokro, E. (2016). Intention and Usage of Human Resource Information Systems 

among Ghanaians Human Resource Managers. International Journal of Business and 

Management, 11(2), 241-248. 

Arora, K. (2013). Importance of HRIS: A Critical Study on Service Sector. Global Journal of 

Management and Business Studies, 3(9), 971-976. 

Bailey, J. (2008). First Steps in qualitative data analysis: transcribing. Family Practice Advance 

Access, 127-131. 

Bamel, N., Bamel, U.K., Sahay, V., & Thite, M. (2010).  Usage, Benefits, and Barriers of 

Human Resource Information System in Universities. VINE, 44(4), 

Bedell, M. (2003). Human Resource Information Systems. Encyclopedia of Information Systems, 

2, 537-550. 

Bitsch, V. (2005). Qualitative Research: A Grounded Theory Example and Evaluation Criteria. 

Journal of Agribusiness, 23(1), 75-91. 

Bondarouk, T., Ruel, H., & Heijden, B. (2009). e-HRM effectiveness in a public-sector 

organization. A multi-stakeholder perspective. The International Journal of Human 

Resource Management, 20(3), 578-593. 

Chakraborty, A.R., & Mansor, N.N.A. (2013). Adoption of Human Resource Information 

System: A Theoretical Analysis. Procedia Social and Behavioral Sciences, 75, 473-478. 

Corbin, J., & Strauss, A. (1990). Grounded Theory Research: Procedures, Canons, and 

Evaluative Criteria. Zeitschrift fur Soziologi, 19(6), 418-427. 

David, S., Shukla, S., & Gupta, S. (2015). Barriers in Implementing Human Resource 

Information System in Organization. International Journal of Engineering Research and 

Management, 2(5), 116-120. 

DeSanctis, G. (1986). Human Resource Information Systems: A Current Assessment. MIS 

Quarterly, 10(1), 15-27. 

Di-Cicco-Bloom, C., & Crabtee, B.F. (2006). The qualitative research interview. Medical 

Education, 40(4), 314-321. 

Ferdous, F., Chowdhury, M.M., & Bhuiyan, F. (2015). Barriers to the Implementation of Human 

Resource Information Systems. Asian Journal of Management Sciences and Education, 

4(1), 33-43. 

Francis, J.J., Johnston, M., Robertson, C., Glidewall, L., Entwistle, V., Eccles, M.P., & 

Grimshaw, J.M. (2010). What is an adequate sample size? Operationalizing Data 

Saturation for Theory-based Interview Studies. Psychology and Health, 25(10), 1229-

1245. 

Gupta, B. (2013). Human Resource Information System (HRIS): Important Element of Current 

Scenario. IOSR Journal of Business and Management, 13 (6), 41-46. 

Haines, V.Y., & Petit, A. (1997). Conditions for Successful Human Resource Information 

System. Human Resource Management, 36(2), 261-275. 



11 
 

Harris, S., & Spencer, E. (2015). 2015-2016 HR Systems Survey. 18th Annual Edition. 

Innovation, Insights and Strategy. Retrieved from 

file:///C:/Users/Matilda/Desktop/HRIS/Sierra-Cedar_2015-

2016_HRSystemsSurveyWhitePaper.pdf 

Hosnavi, R., & Ramezan, M. (2010). Measuring the effectiveness of Human Resource 

Information System in National Iranian Oil Company. Education, Business, and Society: 

Contemporary Middle Eastern Issues, 3(1), 28-39. 

HRIS Technology Trends and Next-Generation Needs. (2015). Retrieved from 

https://www.comparehris.com/hris-technology-trends-and-next-generation-needs/ 

HRIS Trends for 2017. (2017, February). Retrieved from 

https://www.peoplematters.in/article/hcm-hrms-hris/hris-trends-for-2017-15025 

Iwe, C., & Bendict, H. (2013). Economic recession and investment on Human Resource 

Information Systems (HRIS). Perspectives on some South African firms. Journal of 

Management Development, 32(4), 404-418. 

Jahan, S. (2014). Human Resources Information System (HRIS): A Theoretical Perspective. 

Journal of Human Resource and Sustainability Studies, 2, 33-39. 

Jie, X. (2014). Research on the Realization of Human Resource Management System. Advanced 

Material Research, 926-930, 3930-3933. 

Johnson, R.D., Lukaszewski, K.M., & Stone, D.L. (2016). The Evolution of the Field of Human 

Resource Information Systems: Co-Evolution of Technology and HR Processes. 

Communications of the Association for Information Systems, 38(28), 533-553. 

Kananu, K.M., & Nyakego, M.O. (2016).  Challenges and Strategies in the Implementation of 

Human Resource Information Systems in Kenyan Universities. Research on Humanities 

and Social Sciences, 6(18), 148-161. 

Kariuki, M.M. (2015). Human Resource Information System and Competitive Advantage of 

Companies Listed in Nairobi Security Exchange in Kenya. European Journal of Business 

and Management, 7(21), 198-206. 

Kassim, N. Md., Ramayah, T., & Kurnia, S. (2012). Antecedents and Outcomes of HRIS use. 

International Journal of Productivity and Performance Management, 61(6), 603-623. 

Kavanagh, M.J., Thite, M., & Johnson, R.D. (2009). The Future of HRIS. Emerging Trends in 

HRM and IT. Retrieved from 

file:///C:/Users/Matilda/Desktop/HRIS/Chapter17The%20future%20of%20HRIS.pdf 

Kavanagh, M.J., Thite, M., & Johnson, R.D. (2015). Human Resource Information Systems. Sage 

Publications. 

Kaygusuz, I., Akgemci, T., Yilmaz, A. (2016). The impact of HRIS usage on Organizational 

Efficiency and Employee Performance: A Research in Industrial and Banking Sector in 

Ankara and Istanbul cities. International Journal of Business and Management, 4(4), 14-

52. 

Khashman, I.M.A., Khashman, A.M. (2016). The Impact of Human Resource Information 

System (HRIS) Applications on Organizational Performance (Efficiency and 

Effectiveness) in Jordanian Private Hospitals. Journal of Management Research, 8(3), 

31-44. 

Kovach, K.A., & Cathcart, Jr., C.E. (1999). Human Resource Information System (HRIS): 

Providing Business with Rapid Data Access, Information Exchange and Strategic 

Advantage. Public Personnel Management, 28(2), 275-283. 

 

https://www.comparehris.com/hris-technology-trends-and-next-generation-needs/
https://www.peoplematters.in/article/hcm-hrms-hris/hris-trends-for-2017-15025
file:///C:/Users/Matilda/Desktop/HRIS/Chapter17The%20future%20of%20HRIS.pdf


12 
 

Kothari, C.R. (2004). Research Methodology: Methods and Techniques. New Age International. 

Kumar, R., Shaikh, B.T., Ahmed, J., Khan, Z., Mursalin, S., Memon, M.I., Zareen, S. (2013). 

The human resource information system: a rapid appraisal of Pakistan’s capacity to 

employ the tool. BMC Medical Informatics and Decision Making.doi  10.1186/1472-

6947-13-104 

Mujeeb, L. M. (2013). Importance of best human resource management practices and the need 

for human resource information system (HRIS) for the public health sector in Sri Lanka. 

Sri Lanka Journal of Bio-Medical Informatics, 3(2), 55-62. 

Myers, M.D. (2013). Qualitative Research in Business and Management. Sage Publications Inc. 

Myers, M.D., & Newman, M. (2007). The qualitative interview in IS research: Examining the 

craft. Information and Organization, 17(1), 2-26. 

Nagendra, A., & Deshpande, M. (2014). Human Resource Information Systems (HRIS) in HR 

planning and development in mid to large sized organizations. Procedia- Social and 

Behavioral Sciences, 133, 61-67. 

Noutsa, F.A., Kamdjoug, J.R.K., & Wamba, S. F. (2017). Acceptance and Use of HRIS and 

Influence on Organizational Performance of SMEs in a Developing Economy: The Case 

of Cameroon presented at World Conference on Information System and Technologies. 

Oliver, D.G., Serovich, J.M., & Mason, T.L. (1995). Constraints and Opportunities with 

Interview Transcription: Towards Reflection in Qualitative Research. Social Forces, 

84(2), 1273-1289. 

Poland, B.D. (1995). Transcription Quality as an Aspect of Rigor in Qualitative Research. 

Qualitative Inquiry, 1(3), 290-310. 

Qureshi, M.O., Kaur, M.K., & Sajjad, S.R. (2013). An empirical analysis of organizations using 

human resource information system (HRIS) in India: An employee perspective. 

International Journal of Economics and Management Sciences, 2(9), 54-63. 

Rahman, M.A., Islam, M.D., & Qi, X. (2017). Barriers in Adopting Human Resource 

Information System (HRIS): An Empirical Study on Selected Bangladeshi Garments 

Factories. International Business Research, 10(6), 98-105. 

Rahman, M.A., Qi, X., Jinnah, M.S. (2016). Factors affecting the adoption of HRIS by the 

Bangladeshi banking and financial sector. Cogent business and management,3, 1-10. 

Rangriz, H.,  Mehrabi. J. & Azadegan, A. (2011). The Impact of Human Resource Information 

System in Strategic Decisions in Iran. Computer and Information Science, 4(2), 81-88. 

Sadiq, U., Khan, A.F., Ikhlaq, K. (2012). The Impact of Information Systems on the Performance 

of Human Resource Department. Journal of Business Studies Quarterly, 3(4), 77-91. 

SagePeople (2017). Becoming a People Company-the Way to unlock fast track growth. 

Retrieved from file:///C:/Users/Matilda/Downloads/Sage_People_Research_Report.pdf 

Shani, A. & Tesone, D.V. (2010). Have human resource information system evolved into 

internal e-commerce?. Worldwide Hospitality and Tourism Themes, 2(1), 30-48. 

Shibly, H.A. (2011). Human Resource Information Systems Success Assessment: An integrative 

model. Australian Journal of Basic and Applied Sciences, 5(5), 157-169. 

Shiri, S. (2012). Effectiveness of Human Resource Information System on HR Functions of the 

Organization- A Cross Sectional Study. US-China Education Review, 9, 830-839. 

Strohmeier, S. (2006). Research in e-HRM: Review and Implications. Human Resource 

Management Review, 17, 19-37. 

https://dx.doi.org/10.1186%2F1472-6947-13-104
https://dx.doi.org/10.1186%2F1472-6947-13-104
file:///C:/Users/Matilda/Downloads/Sage_People_Research_Report.pdf


13 
 

Soloman, A., Breunlin, D., Panattoni, K., Gustafson, M.,Ransburg, D., Ryan, C., Hammerman, 

M., & Terrian, J. (2011). “Don’t Lock Me Out”: Life-Story Interviews of Family 

Business Owners Facing Succession. Family Process, 50(2), 149-166. 

Thite, M., Kavanagh, M.J., & Johnson, R.D. (2009). Evolution of Human Resource Management 

and Human Resource Information Systems. Retrieved from 

https://s3.amazonaws.com/academia.edu.documents/38322126/EVOLUTION.pdf?AWS

AccessKeyId=AKIAIWOWYYGZ2Y53UL3A&Expires=1509386148&Signature=Ru%2

BRbIY6CJD8p%2FK2PXUN57lA5x8%3D&response-content-

disposition=inline%3B%20filename%3DEvolution_of_Human_REsouRcE_managEmEn

t_a.pdf 

Weeks, K.O. (2013). An Analysis of Human Resource Information Systems impact on 

Employees. Journal of Management Policy and Practice, 14(3), 35-49. 

Wimpenny. P., & Gass, J. (2000). Interviewing in phenomenology and grounded theory: is there 

a difference? Journal of Advanced Nursing, 31(6), 1485-1492. 

Troshani, I., Jerram, C., & Gerrard, M. (2010). Exploring the Organizational Adoption of Human 

Resource Information Systems (HRIS) in the Australian public sector. 21st Australian 

Conference on Information Systems. 

Turner, J.R. (2014). Grounded Theory Building for the Workplace. Performance Improvement, 

53(3), 31-39. 

Seven Reasons HR Technology Is So Hot Today (2013, May). Retrieved from 

https://www.forbes.com/sites/joshbersin/2013/05/31/7-reasons-hr-technology-is-so-hot-

today/#7dc154176fdc 
 

 

 

 

 

 

 

https://www.forbes.com/sites/joshbersin/2013/05/31/7-reasons-hr-technology-is-so-hot-today/#7dc154176fdc
https://www.forbes.com/sites/joshbersin/2013/05/31/7-reasons-hr-technology-is-so-hot-today/#7dc154176fdc

