ADHYAYAN Volume 15, Issue 2, 2025 Online ISSN: 2455-8656

Impact of HRIS with Reference to the Efficiency of HR
Processes and Decision Making on Private Sector Banks
in Uttar Pradesh

Benazeer Fatima?, Vinitendra Pratap Singh?

Print ISSN: 2249-1066

"Research Scholar, Babu Banarasi Das University, Lucknow
2Professor, Babu Banarasi Das University, Lucknow

ABSTRACT

The linkage between information technology and human resource management is facilitated by a system referred to as the
Human Resource Information System (HRIS). It is commonly referred to as a collection of software programs that cater to
the needs of human resources in terms of workforce planning, employee data management, and compliance with employer
regulations. It enables the integration of ICT, human resource management, and the fundamental responsibilities and
practices of human resource. Currently, HRIS is a crucial and indispensable instrument for the whole banking industry. HR
managers can utilize HRIS to measure their company’s performance by monitoring attrition costs, measuring the return
on training expenses, and analysing other indicators. This data can be utilized to persuade upper management of HR's
credibility as a strategic partner and its importance in achieving organizational objectives. Experts believe that a major
concern related to the potential implementation of an embedded HRIS is the decrease in human engagement with workers.
Depersonalization is commonly regarded as a consequence of automation and the use of self-service portals by personnel.
Moreover, specialists predict that the growing utilization of information technology will improve the administration and
implementation of human resources (HR) and is expected to bring about a change in how individuals within firms see the
essence and objective of HR in the near future
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INTRODUCTION

According to Marcia Moore, a Human Resource
Information System (HRIS) is a software solution
designed to store, manage, and process employee-
related data. It functions as a central tool for handling
nearly all HR operations, providing accurate and timely
information for operational, tactical, and strategic
decision-making. HRIS supports tasks such as tracking
attendance, forecasting staffing needs, analyzing
turnover, and ensuring compliance. It is widely used
in areas like recruitment, application tracking, and
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workforce planning. In the banking sector, HRIS plays a
crucial role in streamlining HR processes and enhancing
decision-making through the use of advanced
information technology.

Importance of HRIS in Banking Industry

“The human resources (HR) operations of organizations
are undergoing fast transition due to changes in social

and organizational contexts, as well as advancements
in information technology.” HR professionals face
mounting pressure to provide enhanced services that
are of superior quality, delivered expeditiously, and
seamlessly integrated with other company functions
due to societal and organizational advancements. The
advancement of communications technology has not
only provided the necessary tools, but it has also raised
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the expectations for the HR function. This has directly
influenced the expectations of employees, managers,
consumers, suppliers, and regulators, who rely on HR
professionals to deliver services. Consequently, these
expectations have simultaneously increased. Although
many global HR systems can facilitate HR processes
ranging from employee recruitment to termination, they
are not without difficulties. Conversely, a global Human
Resource Information System (HRIS) enables more
accurate strategic planning and facilitates transparent
decision-making. Global HRIS goes beyond the ability to
find and use personnel data by facilitating the sharing
of new ideas and promoting a sense of cultural unity
and closeness among employees in globally scattered
organizations. HR information systems provide
support for activities such as identifying potential
employees, managing employee data, and developing
programs to enhance employees’ skills and talents.
HRIS significantly enhances various HR operations by
providing all HR-related departments, such as payroll,
compensation, rewards, and pension, with access
to a unified database. This obviates the necessity of
duplicating tasks, hence enhancing the efficiency
of various employment operations. Furthermore,
a Human Resources Information System (HRIS) can
facilitate several HR procedures, including employee
interactions, compensation, staffing, pay, and salary
projections. Based on observations, it is becoming
more challenging to convince higher-level executives
of the need to replace an inefficient system, since they
sometimes view the cost as an unnecessary additional
investment. One major obstacle to the use of an HRIS
is the potentially substantial cost associated with its
initial implementation and continuing maintenance.
Researchers have determined that the primary hurdle
to deploying HRIS is a lack of sufficient financial support.
Compared to other company activities, the Human
Resources and Management (HRM) function is one of
the last managerial functions to be automated due to its
complexity and high data requirements. Organizations
often realize early on in the process the cost savings and
productivity improvements that come with deploying
an HRIS system. This provides the necessary evidence
to successfully initiate and launch the project. The
payback period, also referred to as the time it takes
for the investment to recoup its costs, might be as
little as 1 to 3 years. Implementing a Human Resource
Information System (HRIS) can assist companies in
preventing costly errors related to employee benefits,
resulting in significant cost savings. Moreover, the
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implementation of the Human Resources Information
System (HRIS) will enable the organization to reduce
costs by automating tasks that previously necessitated
significant manual effort. Utilizing a web portal for HR
departments enables them to provide services that
are more complete and effective, thereby enhancing
the overall efficiency of the organization. An effective
human resource information system (HRIS) can aid in
the strategic planning and implementation of critical
management tasks such as executive decision-making,
process streamlining, and corporate reporting systems
inside an organization. As a result, the implementation
of the new HRIS enabled employees to engage more
easily with the organization and with one another,
resulting in enhanced productivity and business
performance. Human Resource Information Systems
(HRIS) serve multiple essential functions that enhance
organizational efficiency and employee experience.
One key function is Performance Management, which
enables organizations to guide and evaluate employee
performance through goal setting, continuous
feedback, and progress tracking. This fosters a culture of
accountability and improvement. Another vital feature
is Employee Self-Service (ESS), which allows employees
to independently manage various HR tasks—such as
updating personal information, accessing pay-slips,
or applying for leave—thereby reducing HR workload
and enhancing employee autonomy. Additionally,
Benefits Administration is streamlined through HRIS by
automating the management of employee perks like
health insurance, retirement plans, and paid time off.
This not only simplifies processes for HR departments
but also ensures accurate and timely benefit delivery
to employees. Collectively, these functions make HRIS
a powerful tool for modern HR management. This study
examines HRIS effectiveness in HSBC and IDFC First
Bank, focusing on its application in managing employee
information and performance. The findings aim to guide
bank managementin developing HRIS-based strategies
to enhance employee efficiency and profitability. The
research also offers insights forimproving HR processes
and decision-making across the Indian banking sector.
The Human Resource Information Systems (HRIS) used
by IDFC First Bank and HSBC Bank are comprehensive
digital platforms designed to manage all aspects of
employee data and HR activities. These systems are
tailored to meet each bank’s specific operational and
organizational needs. At both banks, HRIS is used to
track vital employee information, such as job roles,
personal details, and employment history, while
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also managing updates and changes efficiently. The
systems also handle essential documents like employee
handbooks, compliance policies, and safety guidelines.
In addition, they streamline processes such as benefits
enrollment, leave management, and payroll processing.
By customizing their HRIS platforms, IDFC First and
HSBC ensure that their systems support smooth HR
operations, enhance data accuracy, and improve overall
employee management.

LiTERATURE REVIEW

Yu and Boon (2003) found that electronic banking
channels like ATMs and web banking improve service
delivery but require careful cost analysis before
implementation. Lustik (2004) showed that electronic
channels reduce banking costs, though savings are
limited by the slow closure of traditional channels.
Michael et al. (2006) emphasized the need for innovative
services and business models to support e-banking
transformation. Manoharan (2007) highlighted that
despite the growth of systems like RTGS in India, cash
remains dominant, urging stronger promotion of
e-payments and legal frameworks. Singh and Malhotra
(2007) noted that private and foreign banks adopted
internet banking faster than public banks, influenced by
cost structures and operational efficiency. Suresh (2008)
concluded that e-banking enhances profitability and
service, but its success depends on retaining strategic
and technological capabilities.

OBJECTIVES

« To evaluate the impact of HRIS on the efficiency
of core HR processes such as recruitment, payroll,
attendance management, and employee records.

« To analyze how HRIS influences the quality and
speed of HR decision-making in areas such as
performance management, talent planning, and
compliance.

- Toidentify the key benefits and challenges associated
with HRIS implementation from the perspective of
HR professionals in private banks.

« To examine the relationship between HRIS usage
and overall HR process efficiency and strategic
decision-making.

ReEseARCH METHODOLOGY

The present research study is descriptive in nature.
The study employed both primary and secondary data
sources. Primary data was collected through a structured
questionnaire, the reliability and validity of which were

confirmed using Cronbach'’s Alpha. Secondary data was
obtained from official reports, and office circulars. The
research focused on private sector banks operating in
Kanpur, Lucknow, and Noida, with IDFC First Bank and
HSBC Bank selected as the sample banks due to their
prominence and significant human resource bases.
A total of 120 respondents participated in the study,
comprising 53 employees from IDFC First Bank and 67
from HSBC Bank. Simple random sampling was used
to ensure unbiased selection. Data was collected using
structured and semi-structured questionnaires based on
a 5-point Likert scale, and analyzed using percentage
methods to interpret the results effectively.

Hypothesis

There is a significant positive impact of Human Resource
Information Systems (HRIS) on the efficiency of HR
processes and decision-making in private sector banks
(Tables 1 and 2).

A standard deviation of 0.4714 in HRIS metrics
indicates low variability, suggesting consistent and
uniform HR practices. In contrast, values above 1.0
reflect higher variability, pointing to inconsistencies
that may require further analysis.

Standard deviation values in HR processes highlight
the consistency of practices. Lower values (e.g., 0.2344-
0.5000) suggest stable and uniform operations, while
higher values (above 1.0) indicate variability that may
require attention.

Standard deviation values in decision-making
processes indicate the level of consistency. Lower
values (e.g., around 0.2344) suggest stable and uniform
decision-making practices, while higher values (e.g.,
above 1.5) point to greater variability, indicating
potential inconsistencies that may require further
analysis (Table 3).

A Cronbach’s alpha value of 0.885 for a 9-item
scale indicates good internal consistency, suggesting
that the items reliably measure the same underlying
construct. This level of reliability is generally considered
acceptable for research purposes, indicating that the
scale is dependable for assessing the intended concept.
However, it's important to note that while a high
Cronbach’s alpha reflects internal consistency, it does
not guarantee that the scale is unidimensional; further
analysis may be necessary to confirm that all items assess
a single construct (Table 4).

A Pearson correlation analysis examining the
relationship between Human Resource Information
Systems (HRISAVG) and the efficiency of HR processes
(HPAVG) revealed a moderately strong, statistically
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Table 1 : Variables

Variables
Independant Human Resource HRIS1 Employee self Service
Variable Information System HRIS2 Benefits of Administration
HRIS3 Performance Management
Dependant Hr processes HP1 Payroll Process Time
variables HP2 Leave and Attendance Accuracy
HP3 Employee Record Management
HP4 Training and Development
Decision Making DM1 Forecasting and Workforce Planning
DM2 Policy Implementation Scheme

Source- Created By Scholar

Table 2: Analysis And Interpretation

Variables Mean Standard deviation
HRIS1 4.08 0.8579
HRIS2 4.19 0.7670
HRIS3 411 0.7615
HP1 4.03 0.8212
HP2 3.95 0.8836
HP3 4.20 0.7810
HP4 3.97 0.8844
DM1 4.19 0.7702
DM2 4.11 0.7615
Source- Calculated From The Data Collected
Table 3 : Reliability Statistics
Cronbach’s Alpha N of Items
.885 9
Table 4 : Correlations
Hrisavg Hr processes avg
Hris Average Pearson Correlation 1 .613%*
Sig. (2-tailed) .000
N 120 120
Hr Processses Avg Pearson Correlation .613%* 1
Sig. (2-tailed) .000
N 120 120

** Correlation is significant at the 0.01 level (2-tailed).

significant positive correlation (r = 0.613, p < 0.001).
This suggests that increased adoption or effectiveness
of HRIS is associated with enhanced efficiency in HR
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processes within private sector banks. The significance
level (p < 0.001) indicates that this correlation is highly
unlikely to be due to chance, supporting the hypothesis

9



Impact of HRIS on HR process in Banking Sector

Table 5 : Correlations

Pearson Correlation

Hrisavg Sig. (2-tailed)

N

Pearson Correlation
Decision Making Avg Sig. (2-tailed)

N

HRIS avg

1

120

.934**

120

Decision making avg
.934%*

0

120

120

**Correlation is significant at the 0.01 level (2-tailed)

Table 6 : Coefficientsa

Unstandardized Coefficients

Standardized Coefficients

Model B Std. Error Beta t Sig.
1 (Constant) 1.566 .299 5.237 .000

Employee self service 249 .067 330 3.746 .000

Benefits of administration .070 .081 .082 .854 395

Performance management .283 .079 332 3.596 .000
a. Dependent Variable: hr processes avg

Table 7 : Coefficientsa
Unstandardized Coefficients  Standardized Coefficients

Model B Std. Error Beta t Sig.

1 (Constant) 2.220E-15 .000 .000 1.000
Employee self service 9.707E-16 .000 .000 .000 1.000
Benefits of administration ~ .500 .000 .562 150452339.140 .000
Performance management .500 .000 .558 155901133.520 .000

a. Dependent Variable: Decision Making Avg

that HRIS implementation positively impacts HR
function performance.

The Pearson correlation coefficient between
Human Resource Information Systems (HRISAVG) and
decision-making efficiency (DMAVG) is r = 0.934, with
a significance level of p < 0.001. This indicates a very
strong positive linear relationship, suggesting that
increased effectiveness or usage of HRIS is associated
with substantial improvements in decision-making
efficiency within HR departments of private sector
banks. The statistical significance at the 0.01 level
confirms that this relationship is unlikely due to chance,
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providing robust evidence to support the positive
impact of HRIS on HR decision-making processes
(Tables 5 and 6).

A regression analysis examining the influence of
different HRIS components on HR process efficiency
(HPAVG) shows that both Employee Self Service and
Performance Management significantly and positively
impact efficiency levels. Specifically, Employee
Self Service ( = 0.330, p < 0.001) and Performance
Management (3 = 0.332, p < 0.001) are strong predictors
of improved HR operations, indicating that increased
use of these features enhances HR process performance.
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In contrast, Benefits Administration (3 = 0.082, p =
0.395) does not exhibit a statistically significant effect,
suggesting it does not contribute meaningfully to
HR efficiency in this context. The constant term (B =
1.566) represents the expected baseline of HR process
efficiency when all variables are held constant. These
results highlight the strategic value of prioritizing
impactful HRIS functions like employee self-service and
performance management to optimize HR outcomes in
private sector banks (Table 7).

A regression analysis evaluating the influence of
various Human Resource Information System (HRIS)
components on decision-making effectiveness
(DMAVG) in private sector banks revealed that both
Benefits Administration and Performance Management
modules have a statistically significant and positive
impact. Specifically, Benefits Administration (3 = 0.562,
p < 0.001) and Performance Management (3 = 0.558,
p < 0.001) are strongly associated with enhanced
decision-making capabilities within HR departments,
highlighting their critical role in facilitating data-driven
and timely decisions. Conversely, Employee Self Service
did not exhibit a significant effect on decision-making
(p = 1.000), suggesting it may not directly contribute
to strategic or operational HR decisions in this context.
However, the presence of unusually high t-values
and zero standard errors indicates potential data
anomalies, such as multicollinearity or data entry errors,
necessitating a thorough review of the dataset to ensure
the validity of the findings.

The overall analysis demonstrates that Human
Resource Information Systems (HRIS) play a vital
role in enhancing HR functions within private sector
banks in Uttar Pradesh. The data reflects consistent
HR practices, supported by low standard deviation
values, and high reliability with a Cronbach’s alpha of
0.885. Correlation analysis reveals a strong, statistically
significant relationship between HRIS and both HR
process efficiency (r = 0.613) and decision-making (r
= 0.934). Regression findings highlight that key HRIS
components—particularly Performance Management
and Employee Self Service—substantially improve
HR processes, while Benefits Administration and
Performance Management enhance decision-making
capabilities. These insights confirm that effective
implementation of HRIS contributes meaningfully to
streamlined operations and better strategic outcomes
in HR management.

FINDINGS

The study stated a high level of implementation of
Human Resource Information Systems (HRIS) in both
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IDFC First Bank and HSBC Bank. While the foundational
infrastructure is in place, several components including
leadership development, real-time attendance,
consolidated payroll handling, welfare-fund
management, and on-system performance appraisal—
are not fully operational which means they remain
partially manual. Inspite of this, employee awareness
toward HRIS implementation were generally positive,
with all related items scoring mean values between
3.95 and 4.20 on a five-point Likert scale which points
out to a favourable attitude towards HRIS among the
employees. Furthermore, the standard deviations, which
ranged from 0.76 to 0.88 (with an overall HRIS SD of 0.47),
suggest uniform practices and experiences across the
respondent group.

The reliability of the measurement instrument was
verified through Cronbach’s alpha, which produced a
strong coefficient of 0.885, confirming the resilience
of the survey tool. A profound statistical analysis
demonstrated that HRIS implementation considerably
influences HR process productivity. Pearson’s correlation
coefficient demonstrated a moderately strong,
statistically significant relationship between HRIS
usage and HR-process effectiveness (r = 0.613, p
< 0.001). Regression analysis further revealed that
specific HRIS modules—namely Employee Self-Service
(B = 0.330, p < 0.001) and Performance Management
(B = 0.332, p < 0.001)—were major contributors to
improvements in HR-process efficiency. Conversely,
Benefits Administration did not yield a significant effect
(p = 0.395) in this regard.

In terms of HR decision-making, a very strong positive
correlation was observed with HRIS implementation (r
= 0.934, p < 0.001). Regression results indicated that
Benefits Administration (3 = 0.562, p < 0.001) and
Performance Management (B = 0.558, p < 0.001)
significantly enhanced the quality and timeliness of HR
decisions. Interestingly, Employee Self-Service did not
show any notable direct impact on decision-making
processes (p = 1.000). These results collectively confirm
the hypothesis that HRIS exerts a positive and significant
influence on both HR process efficiency and decision-
making effectiveness in private sector banks in Uttar
Pradesh.

However, qualitative observations from the study
highlighted several operational gaps. Payroll processing,
welfare fund disbursement, and performance appraisal
activities continue to rely heavily on manual inputs,
limiting the full potential of HRIS. Additionally,
attendance data are not automatically integrated into
either the appraisal or payroll modules, undermining
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performance-linkage mechanisms. Succession planning,
though recognized as important, is still handled
informally and not systematically recorded within
the HRIS, thereby weakening long-term strategic
planning efforts. Overall, the study concludes that
where HRIS functionalities are fully deployed—
particularly in employee self-service and performance
management—noticeable efficiency and decision-
making improvements are achieved. Nevertheless,
underutilized modules and persistent manual processes
dilute the overall strategic advantage that these systems
are capable of delivering.

CONCLUSION

This study set out to examine the impact of Human
Resource Information Systems (HRIS) on HR process
efficiency and decision-making effectiveness in private
sector banks in Uttar Pradesh, with a specific focus on
IDFC First Bank and HSBC Bank. The findings confirm
that HRIS, when effectively implemented and fully
utilized, can significantly enhance both operational
efficiency and the quality of strategic human resource
decisions. Modules such as Employee Self-Service and
Performance Management were found to contribute
meaningfully to the streamlining of HR processes, while
Benefits Administration and Performance Management
played a critical role in enabling informed, timely
decision-making.

The research also highlighted that while overall
perceptions of HRIS are positive, practical limitations
exist. Several HR functions—such as payroll processing,
attendance tracking, and succession planning—remain
only partially integrated into the HRIS, relying instead
on manual or semi-digital processes. This partial
utilization not only restricts the full benefits of system
implementation but also adds complexity to routine HR
tasks, reducing efficiency and potentially compromising
data accuracy and strategic insights.

The statistical robustness of the study was ensured
through high reliability scores and significant correlation
and regression results, lending strong empirical support
to the hypothesis that HRIS positively influences both
HR efficiency and decision-making. Nonetheless, the

presence of operational gaps points to a need for greater
investment in system integration and user training. For
HRIS to function as a true enabler of strategic HRM,
banks must commit to closing these gaps and fully
leveraging the technological infrastructure they have
already established.

In conclusion, while the adoption of HRIS represents
a significant step forward for the banking sector’s HR
practices, its potential will only be fully realized through
complete implementation, regular system updates,
user engagement, and alignment with strategic human
resource objectives. Future research may consider
extending the study to public sector banks and other
regions to generalize the findings and offer broader
policy recommendations.
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