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Abstract  Original Research Article 

 

In today’s dynamic and technology-driven academic environment, the effective management of human resource is 

pivotal to institutional performance. This study investigates the impact of Human Resource Information Systems (HRIS) 

adoption on organizational performance in two Nigerian state universities. Grounded in the Diffusion of Innovations 

(DOI) theory, the research explores how HRIS integration influences productivity, employee satisfaction, and 

operational efficiency. A mixed-methods approach was adopted, combining quantitative survey data with qualitative 

insights from HR personnel from two (2) state universities. Using descriptive statistics, Z-tests, and regression analysis, 

the findings reveal a statistically significant positive relationship between HRIS adoption and key performance 

indicators. Specifically, HRIS adoption improves data accuracy, enhances decision-making, streamlines HR processes, 

and increases employee morale and institutional agility. Despite challenges such as implementation costs and resistance 

to change, the study concludes that HRIS is not only an administrative tool but a strategic asset essential for institutional 

sustainability. It recommends the prioritization of robust HRIS frameworks, continuous user training, and integration 

with other institutional systems to optimize performance outcomes in higher education and similar organizational 

contexts. 

Keywords: Diffusion of Innovations (DOI), Human Resource Information Systems (HRIS), Institutional Efficiency, 

Organizational Performance. 
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INTRODUCTION 
In the digital age, businesses are under more 

pressure than ever to make their operations more 

efficient, make better decisions, and stay competitive in 

a business world that changes quickly. Hendrickson 

(2003) says that HRIS is a set of systems that work 

together to collect, store, and analyze data about a 

company's employees.  Integrating technology into 

human resource (HR) processes has made Human 

Resource Information Systems (HRIS) a key tool for 

reaching these goals. HRIS uses both traditional HR 

functions and information technology to make operations 

run more smoothly, manage data better, and make 

strategic decisions. 

 

The evolution of HR practices from manual, 

paper-based systems to sophisticated, automated 

platform reflects the growing emphasis on data-driven 

approaches in managing human capital. Today, HRIS 

facilitates critical functions such as recruitment, payroll, 

performance appraisal, training, and employee 

engagement, enabling organizations to align their 

workforce strategies with broader business goals. This 

technological transformation not only improves 

efficiency but also positions HR as a strategic partner in 

achieving organizational success. 

 

The role of HRIS in enhancing organizational 

performance is underscored by its ability to provide 

accurate, real-time data for decision-making, foster 

compliance with regulatory requirements, and improve 

employee satisfaction through transparent and efficient 

processes. Organizations that adopt HRIS can better 

anticipate workforce trends, reduce operational costs, 

and increase agility in responding to market challenges. 
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Despite its numerous benefits, the adoption of 

HRIS is not without challenges. High implementation 

costs, resistance to change among employees, and 

inadequate technical expertise often hinder its successful 

deployment. Moreover, organizations must navigate the 

complexities of selecting the right HRIS solutions that 

align with their unique needs and scalability 

requirements. 

 

This study examines the adoption of HRIS and 

its implications for organizational performance. By 

exploring the opportunities and challenges associated 

with HRIS implementation, the study seeks to provide 

insights into how organizations can maximize the 

benefits of HR technology to achieve sustainable 

performance improvements. 

 

In today’s competitive and technology-driven 

environment, organizations are under constant pressure 

to enhance efficiency, streamline operations, and 

improve decision-making to achieve sustainable 

performance. Human Resource Information Systems 

(HRIS) offer a comprehensive solution by integrating 

technology into HR functions, enabling organizations to 

manage their human capital more effectively. However, 

despite the growing recognition of HRIS’s potential, its 

adoption and implementation remain uneven across 

industries and organizations. 

 

A significant problem lies in the gap between 

the availability of HRIS technologies and their effective 

utilization in driving organizational performance. Many 

organizations struggle to align HRIS adoption with their 

strategic goals due to challenges such as high 

implementation costs, resistance to change, inadequate 

technical expertise, and a lack of organizational 

readiness. Additionally, there is limited empirical 

evidence on how HRIS adoption directly influences key 

performance metrics such as productivity, employee 

satisfaction, and cost efficiency, leaving decision-makers 

uncertain about its tangible benefits. 

 

Furthermore, existing literature primarily 

focuses on the technical aspects of HRIS, often 

neglecting its strategic implications and the role of 

organizational culture and leadership in ensuring 

successful adoption. This gap hinders a comprehensive 

understanding of how HRIS can be leveraged to enhance 

organizational performance in various contexts. 

 

This study examines the adoption of HRIS and 

its implications for organizational performance. By 

exploring the opportunities and challenges associated 

with HRIS implementation, the study seeks to provide 

insights into how organizations can maximize the 

benefits of HR technology to achieve sustainable 

performance improvements. This research aims to bridge 

the gap between technology adoption and strategic HR 

outcomes, providing actionable insights for 

organizations to optimize their HRIS implementation 

strategies. 

 

The general objective of this study is to examine 

the adoption of HRIS and its implications for 

organizational performance while specific objectives 

are; 

i. to explore the strategic role of HRIS in 

streamlining HR processes in modern 

organizations. 

ii. to evaluate the applications and utilities of 

HRIS. 

iii. to highlights how HRIS integrates technology 

into core HR functions in the organization.  

 

Hypothesis 

H0:  Effective HRIS has no significant impact on 

organizational productivity. 

 

LITERATURE REVIEW 
Human Resource Information System (HRIS) 

For human resource management, it is very 

important that the company can get, store, maintain, and 

use personnel information. This is because the quality of 

the information is very important for making plans for 

company activities.   HR managers and line managers 

can get all the information they need to make decisions 

about hiring, promotions, payroll, or development using 

an HR information system (Liu, Qingping, and Liu, 

2021). 

 

 Every business has a way to gather and keep 

data about Human resource, turn that data into 

information, and send that information to users.  The 

Human Resource Information System (HRIS) is the 

name of this application (Esangbedo, Bai, Mirjalili, and 

Wang 2021).   

 

 Human Resource Information System is "a 

systematic procedure for collecting, storing, 

maintaining, retrieving and validating various specific 

data needed by an organisation regarding its human 

resource, personnel activities and work unit 

characteristics (Elshaer, Azazz, and Fayyad, 2023). By 

definition, the HR Information System manages specific 

personnel data, not all data that may be available. The 

usefulness of storing all the data may not equal the costs 

that must be incurred. In addition to personnel data, HR 

Information Systems usually include various data about 

organisations and jobs (Sari, Hasibuan, Sinambela, and 

Muda, 2022). 

 

Human Resource Planning: This subsystem is in 

charge of doing special studies to gather information 

about the company's human resource. It does this in two 

steps: first, it assesses the current human resource, and 

second, it meets the future human resource needs. It 

helps HR managers make sure they have the right 

number and types of capable people in the right places 

and at the right times. Human Resource planning is a 
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process of analysing and simulating HR needs based on 

the organization's strengths and weaknesses, which are 

then linked to plans for the development of future 

departmental activities. This affects the hiring of human 

resource or the placement of human resource in a 

location or unit that needs it (Prasilowati, Farouk, and 

Ahamadi, 2021). 

 

ii. Recruiting and Selection: This part keeps track of 

information about hiring and choosing people, such as 

the cost and method of hiring and choosing people and 

how long it takes to fill a position. It also makes sure that 

users get the information they need on time. 

 

iii. Personnel Administration—This is the most basic 

step in gathering information about the personnel system. 

It gathers information about the completeness or 

complement of the general administration process related 

to personnel. It includes the process of recording general 

personnel data (Shen, Li, Zhou, Jiang, and Bao, 2023). 

 

iv. Compensation and Benefits - The process of 

determining salaries and transactions, which includes the 

process of using 'merit payments' in determining salaries 

and other income related to additional income such as 

overtime, meal allowances, housing allowances, remote 

area incentives, supervisors and the like. ii. Providing 

facilities related to needs outside the scope of work aims 

to guarantee a sense of security while working at the 

company, such as health facilities and retirement savings 

(Daly, Hughson, and Loutzenhiser, 2021). 

 

v. Performance Appraisal - It gives information about the 

performance of each employee, such as the due date of 

the appraisal and the scores. A good way to evaluate 

employee performance is through assessment and 

feedback. When doing the assessment, management uses 

the criteria that have already been set. Also, based on the 

results of the study, which are usually done by a team, 

this can be shared and talked about with the employees 

to help them understand the assessment process and what 

is expected of them in their work. It is hoped that a 

staffing system can get a more objective evaluation 

system, which is based on the facts found. before 

(Tumsekcali, Ayyildiz, and Taskin, 2021). 

 

vi. Training and Learning Management: Education is one 

of the ways that employees can help their departments 

succeed in their organisational units. This system helps 

organisations manage and keep track of employee 

training and development efforts. Advanced learning 

management systems let managers approve training, 

budgets, and calendars along with performance 

management and appraisal metrics. 

 

vii. Termination of Employment or Retirement—There 

needs to be a way to handle things that come up when an 

employee's time with the company is over, whether it's 

because they are retiring or for other reasons. The system 

keeps track of all the information about the employees 

who have worked for the company, including their rights 

and obligations, like pensions, severance pay, and so on 

(Hemberg & Bergdahl, 2020). Krishna and Bhaskar, 

2011 summarized the benefits of HRIS as mentioned in 

Figure 1. 

 

 
Figure 1: Overall benefits of HRIS 

 

HRIS benefits can be categorized as benefits for 

management, for human resource department and for 

employees. 

 

Benefits for management - Increase of overall 

decision-making efficiency, cost reducing and better 

control of budget, a clear vision of business including 

business transparency, and sharp insight into the process 



 
 

Akanbi, F. K et al, Sch J Econ Bus Manag, Jun, 2026; 13(6): 245-252 

© 2026 Scholars Journal of Economics, Business and Management | Published by SAS Publishers, India                        248 

 

 

of hiring and firing employees, at the aggregate level. 

 

Benefits for human resource department - 

Possession of single data base of all employees in the 

company with all necessary information and 

opportunities of different reports, elimination of paper 

forms that are much slower and with higher probability 

of errors, ability to update data bases in real time, on the 

basis of all changes, which is of extreme importance to 

regionally diversified companies, minimize errors that 

are caused by human factor, improved management 

system in accordance with the legislation, elimination or 

reduction of redundancy in the system and 

standardization of business processes. 

 

Benefits for employees – It saves time, the 

possibility of independent access to data, which often 

means working in one software window, increasing staff 

morale, automatic tracking and reminder to business 

obligations and events, encouraging employees to make 

decisions and initiatives on the basis of information 

obtained in the HRIS system, and has the ability to attend 

internal training courses via the web and the 

development of personal skills and knowledge. 

 

HRIS also has the potential to fundamentally 

affect revenue channels, beyond cost reduction and 

productivity improvements. It may enhance innovation, 

and speed up time to market for products. In addition, 

HRIS can fundamentally change the way individuals 

relate to one another and to their organizations through 

various communication media. 

 

Functions of HRIS 

HRIS functions interactively with human 

resource management systems such as human resource 

planning, staffing, training, and career development, 

performance management and compensation 

management (Kavanagh et al., 1990). The functions can 

also be categorized as follows; 

i.     Create and maintain employee record: The data 

being entered create an employee record and 

this record is maintained throughout 

employment. In most of the organizations the 

HRIS administrator is responsible for creating 

and maintaining these records. 

ii.     Ensure legal compliance: Data entered into the 

HRIS can be used to help the organization 

comply with government regulations in an 

accurate and timely fashion. Ensuring data 

integrity and accuracy is very important and a 

key responsibility of human resource 

professional. 

iii.     Human resource planning and forecasting: 

Information from recruitment, training and 

development, and administrative subsystems, 

such as number of open positions, types of 

positions, employee skills and competencies, 

job rates, retirement eligibility and employee 

turnover rates can be used to help managers 

develop long range staffing plans and provide 

valuable information to the human resource 

professionals. 

iv.     Talent management/Knowledge management:  

The data that are entered into the system, such 

as skills, competencies, jobs held, training and 

employee development interests, can be used to 

help managers provide development 

opportunities for their employees, ensure that 

the appropriate employees are offered positions 

that will enhance their skills, provide the 

appropriate training for employees so that they 

can advance in the organization, and highlight 

an employee’s interests and development paths. 

This information will help human resource 

professionals to provide more targeted advice 

and counsel to managers to create a 

development plan that meets organizational and 

employee needs. 

v.      Strategic alignment: Information from the 

system can help organizations align human 

resource activities more effectively with their 

strategic plan. 

vi.     Enhanced decision making: The ability to 

extract data from the HRIS and use these data 

not just to create information but also to 

improve the quality of management decision 

has become increasingly important. 

Information needs to be relevant, useful, timely 

and accurate. 

 

Organizational Performance 

Organisational performance is how well an 

organisation can use its resources to reach its goals 

quickly and effectively. It includes a range of results, 

such as financial and non-financial metrics, that show 

how well the organisation is doing at reaching its 

strategic goals. Performance is not one-dimensional; it 

can be measured at different levels, like the individual, 

the department, or the whole organisation. When it 

comes to adopting an HRIS, better decision-making, 

smoother HR processes, happier employees, and 

reaching strategic goals like productivity and compliance 

are all things that are often linked to better organisational 

performance.  

 

Theoretical Underpinning 

The Diffusion of Innovations (DOI) serves as 

the theoretical foundation for this research.  DOI Theory, 

proposed by Everett Rogers (1962), provides a 

framework for understanding how new ideas, 

technologies, or practices spread within a social system 

over time.  In the context of HRIS adoption, this theory 

explains how organizations and their members adopt and 

integrate HR technology into their workflows, 

highlighting the factors influencing the rate and success 

of adoption.  DOI emphasizes that the attributes of the 

innovation itself significantly influence adoption.  It 

classifies individuals or organizations based on their 

willingness to adopt innovations and adoption is 
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facilitated through effective communication channels, 

including formal training sessions, peer discussions, and 

technology demonstrations. Clear and transparent 

communication helps reduce uncertainty and builds trust 

in HRIS adoption.  By applying the principles of DOI, 

organizations can facilitate smoother transitions, ensure 

faster adoption, and maximize the impact of HRIS on 

organizational performance. 

 

 
Fig. 2: Conceptual framework, 2026 

 

METHODOLOGY 
This study used both qualitative and 

quantitative research designs, and surveys and interviews 

were used to collect data. The information that is 

collected is carefully chosen to make sure it is relevant 

to the research goals and that it was done using concepts 

and technical methods. The research is written in a step-

by-step format to make it easier for the reader to 

understand and to help the researcher or explorer 

understand the process better. This population of the 

study is made up of the employees of two state 

universities: Osun State University and Ladoke Akintola 

University of Technology in Ogbomoso, Oyo State. The 

population includes all the staff in the registry 

department, which includes administrative officers, 

faculty officers, and admission officers. There is a total 

of 104 people in this group. The study uses a simple 

random sampling method to choose 21 staff members 

from each university. At the end of the process, 42 staff 

members were chosen to be the study's sample size. To 

make the sample size smaller and easier to handle, the 

following expression was used: 

 

n= N 

1+N(𝑒2) 

Where: 

n= Sample size 

N= Total population 

e= error term 

1693 

Therefore; 

Given that N = 42 (as stated above), and e is assumed to 

be 5% 

Then sample size, 

n= 42 

1+42 (0.052) 

= 38 

 

METHOD OF DATA ANALYSIS 

The researcher looked at the study's data by 

counting how often things happened and finding the 

average scores.  A total of forty-two (42) questionnaires 

were sent out. Forty (40) were filled and sent back, but 

four (4) were taken out because they were not filled out 

correctly.   So, for the analysis, thirty-six (36) 

questionnaires were used. 

 

RESULTS AND DISCUSSION 
 

Table 1: Distribution of Questionnaire 

Nature No. of Respondents Percentage (%) 

No. Distributed  42 100 

Completed and returned 40 95.2 

Unreturned  2  4.7 

Not suitably completed and removed  4  9.5 

Total Used 36 85 

Source: Fieldwork Survey, 2026 
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Table 2: Demographic Information of Respondents 

Variable  Frequency Percentage 

Gender 

Male    

Female 

 

21 

15 

 

58.3 

41.7 

Age 

Below 30yrs 

Above 30yrs 

 

  6 

30 

 

16.7 

83.3 

Marital status 

Single 

Married 

 

  8 

28 

 

22.2 

77.8 

Academic qualification 

OND 

HND 

BSC 

MSC 

 

  5 

10 

15 

  6 

 

13.9 

27.8 

41.6 

16.7 

Working experience 

1-5yrs 

6-10yrs 

11-15yrs 

 

   5 

 16 

 15 

 

13.8 

44.5 

41.7 

Source: Fieldwork Survey, 2026 

 

Summary of data collected using five-point Likert's scale 

 

Hypothesis  

H0:  integration of HRIS has no significant impact on 

organizational productivity. 

In testing this hypothesis, questions 11 to15 contained in 

the questionnaire were used. 

 

Mean of population (u) = 3 x 30 x 4 = 90 

                                                4 

Mean of sample (x) =∑ √428 =107 

                                n          4 

Standard deviation (α)=∑ √(𝑥 − 𝑥)2  = √74 = 4.3 

                                                N                4 

Z = x-u = 107–90 = 17    =7.9 

       SD     4.3        2.15 

√n√4 

 1695 

 

Decision Rule: Accept the null hypothesis if the 

estimated value is less than the Z-table value. 

Otherwise, reject the null hypothesis and accept the 

alternative.  

 

Decision: 

Since the estimated value is greater than the Z-

table value (7.9 > 1.98), we reject the null hypothesis and 

accept the alternative hypothesis (H1) which stated that 

integration of HRIS has no significant impact on 

organizational productivity. 

 

Table 3: Regression Analysis – HRIS Adoption and Organizational Performance 

Variable Coefficient t-Value p-Value 

HRIS Adoption Rate 0.45 4.56 0.002 

Employee Satisfaction 0.30 3.21 0.005 

Organizational Efficiency 0.42 5.03 0.0001 

 

The regression analysis presented in Table 3 

provides compelling evidence that the adoption of 

Human Resource Information Systems (HRIS) has a 

statistically significant and positive impact on 

organizational performance. Three key variables were 

analyzed; HRIS adoption rate, employee satisfaction, 

and organizational efficiency, all of which yielded 

meaningful results. 

 

Firstly, the HRIS adoption rate demonstrated a 

coefficient of 0.45 with a t-value of 4.56 and a p-value of 

0.002. This indicates a strong and statistically significant 

positive relationship between the level of HRIS adoption 

and organizational performance. In essence, as 

universities increase their use and integration of HRIS 

technologies, they tend to experience notable 

improvements in various performance indicators. This 

confirms that HRIS plays more than just a supportive 

role; it is a strategic tool that enhances how institutions 

function and deliver on their objectives. 

 

Secondly, employee satisfaction was also found 

to significantly influence organizational performance, 

with a coefficient of 0.30 and a p-value of 0.005. This 

implies that HRIS, by streamlining HR processes such as 

payroll, appraisal, training, and internal communication, 

positively affects how employees perceive their 

workplace. Greater satisfaction often results from 

improved transparency, timely information, and the 

convenience of accessing personal and institutional data. 



 
 

Akanbi, F. K et al, Sch J Econ Bus Manag, Jun, 2026; 13(6): 245-252 

© 2026 Scholars Journal of Economics, Business and Management | Published by SAS Publishers, India                        251 

 

 

These benefits collectively enhance morale, foster trust, 

and lead to increased engagement, which in turn boosts 

productivity. 

 

Thirdly, the variable on organizational 

efficiency yielded a coefficient of 0.42 and a highly 

significant p-value of 0.0001. This finding suggests that 

HRIS contributes substantially to improving the internal 

operations of the universities. With automated data 

management, accurate record-keeping, and integrated 

systems, HRIS reduces administrative delays and 

minimizes errors that typically arise from manual 

processes. The efficiency gained from these 

technological interventions enables institutions to 

reallocate time and resources to more strategic areas, 

thus enhancing overall effectiveness. 

 

DISCUSSION OF FINDINGS 
The findings of this study affirm the central role 

of Human Resource Information Systems (HRIS) in 

enhancing organizational performance, particularly 

within academic institutions. The regression analysis 

results indicate a strong positive correlation between 

HRIS adoption and various performance indicators such 

as productivity, employee satisfaction, and operational 

efficiency. These outcomes are consistent with the 

existing body of literature, which posits HRIS as a 

transformative technology with both administrative and 

strategic implications (Hendrickson, 2003; Krishna & 

Bhaskar, 2011). 

 

Specifically, the study found that HRIS 

adoption significantly impacts organizational 

productivity (coefficient = 0.45, p = 0.002). This 

confirms that the effective use of HRIS—through 

automation of key HR functions such as recruitment, 

payroll, and performance management—directly 

contributes to improved institutional outcomes. Liu, 

Qingqing, and Liu (2021) underscore this assertion, 

emphasizing the value of real-time data processing and 

analytics enabled by HRIS in enhancing managerial 

decision-making. The empirical evidence in this study 

supports the argument that robust HRIS platforms enable 

administrators to efficiently allocate human resource, 

streamline workflows, and minimize operational costs. 

 

Additionally, employee satisfaction emerged as 

a significant outcome of HRIS implementation 

(coefficient = 0.30, p = 0.005). This suggests that when 

HR processes are digitized, transparent, and easily 

accessible, employees are more likely to feel engaged 

and valued. According to Krishna and Bhaskar (2011), 

HRIS promotes staff morale by empowering employees 

with independent access to HR services and reducing 

reliance on paper-based, delay-prone processes. In the 

context of this study, respondents acknowledged 

improvements in administrative clarity, timeliness of 

performance appraisals, and access to training and 

development initiatives—all facilitated through HRIS. 

 

Organizational efficiency was also significantly 

influenced by HRIS adoption (coefficient = 0.42, p = 

0.0001), reflecting the system’s capability to reduce 

administrative redundancies and enhance procedural 

compliance. These results echo the findings of Sari et al., 

(2022), who assert that HRIS facilitates data accuracy, 

operational consistency, and legal compliance in 

personnel management. Respondents from the 

universities reported fewer administrative bottlenecks 

and faster HR operations, suggesting that HRIS 

integration supports more agile and data-driven 

institutional management. 

 

The findings further validate the application of 

the Diffusion of Innovations (DOI) theory as the study’s 

theoretical framework. According to Rogers (1962), 

innovations such as HRIS are more likely to be adopted 

when they demonstrate clear advantages over existing 

practices. In this case, the universities under study 

experienced measurable improvements following HRIS 

adoption, thereby accelerating the diffusion process. 

Ogunyomi and Bruneel (2020) emphasize that successful 

HRIS adoption is contingent upon organizational 

readiness, effective training, and leadership support—all 

of which were observed among the institutions surveyed. 

 

SUMMARY AND CONCLUSION   
Based on the review of related literature and the 

findings obtained in this study, it has been clearly 

established that Human Resource Information Systems 

(HRIS), along with motivational tools and training, 

significantly enhance employee effectiveness across 

various job roles. However, when such information 

systems are poorly managed, they can give rise to major 

organizational issues, including confusion, unrest, and 

crisis. Although this study focuses primarily on state 

universities, its findings are applicable across different 

sectors of human endeavour, provided a careful 

assessment is conducted to determine whether similar 

challenges exist in those contexts. The value of effective 

HRIS implementation in an organization can no longer 

be overstated; its integration is essential for improving 

organizational productivity. This is particularly true for 

complex institutions such as universities, where 

comprehensive processes and activities must be aligned 

to address critical operational issues. The study 

concludes that the strategic adoption of HRIS is vital for 

institutions aiming to enhance efficiency and sustain 

growth. 

 

In conclusion, the adoption of a well-structured 

HRIS has a substantial and measurable impact on 

organizational performance in higher education settings. 

For HRIS to realize its full potential, institutions must 

commit to ongoing training, ensure technical support, 

and develop integrated policies that link HR practices to 

broader institutional strategies. The findings underscore 

the urgent need for universities and similar organizations 

to prioritize HRIS investment—not merely as an 

operational upgrade, but as a strategic imperative for 



 
 

Akanbi, F. K et al, Sch J Econ Bus Manag, Jun, 2026; 13(6): 245-252 

© 2026 Scholars Journal of Economics, Business and Management | Published by SAS Publishers, India                        252 

 

 

sustained institutional effectiveness and workforce 

development. 

 

Recommendations and Policy Implementation 

Because of the different results of the study, the 

following suggestions are made. Not having enough 

money should not stop the effective use of a human 

resource management system. State universities and 

other organisations should make it a priority to get strong 

Human Resource Information Systems (HRIS) that are 

tailored to their specific needs. This should include both 

technical and administrative help to make sure 

everything works smoothly. Clear policies should be 

established regarding data entry, management, and 

access control within HRIS platforms. This will help 

prevent data mismanagement, promote accountability, 

and enhance decision-making. 

 

Regular training programs should be organized 

for HR personnel and other system users to improve their 

competence in utilizing HRIS tools effectively. This will 

minimize misuse, enhance data accuracy, and promote 

user confidence.   

 

HRIS should not operate in isolation. 

Institutions should explore ways to integrate HRIS with 

other core business systems such as finance, academic 

planning, and institutional research to enable holistic 

decision-making.  Regular evaluations and audits of the 

HRIS should be conducted to identify gaps, security 

vulnerabilities, and performance bottlenecks. Feedback 

from staff should be incorporated to guide system 

improvement.   
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