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Abstract

This research is to examine the relationship between the usage of Human
Resource Information System (HRIS), Strétegic Human Resource Management
(SHRM) practices and Human Resource (HR) ‘department performance. Utilizing
the quantitative method, questionnaires was distributed to 300 of manufacturers
within Klang Valley, Malaysia. A total of 80 valid responses were obtained and the
results showed that the usage of HRIS is positively related to the SHRM practices.
However, there is no significant relationship between SHRM practices and HR
department performance. This study proves that SHRM practices can be improved
by the usage of HRIS and the study may contribute to the industry in the decision

making process of investing in HRIS within the organization.
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Chapter 1

Introduction

1.0 Introduction to Chapter

This chapter discuss mainly on the overyiew of the study in providing a brief
background of the studies. Besides, research gaps about the lack of study in the
relationship of human resource information system (HRIS) between strategic
human resource m'ah'agement (SHRM) practices and department performance of
manufacturers in Klang Valley is also identified. This chapter also discusses about
the significance of study towards academias, industries and government, as well as
highlighting the limitations of conducting this study in line with the research
objectives identified. Besides, the research model for this study is also highlighted

in this chapter.

1.1 Background

According to Kuppusamy and Lan (2010), the inevitable issues in global
business world, for example the worldwide economy crisis, unprecedented health
issues and the natural disasters across the globe, had forced the organizations to
search and develop competitive strategies, not only for their profit making, but most
importantly business survival. As a result, information systems (IS) had emerged
as one of the most common tools to be adopted by organizations in order to
support efficient and cost-effective business operations, and ultimately improving
overall business performance. IS is defined as a set of interrelated components,
which collect, process, store and distribute information, that support decision
making, coordination, and control in organization (Laudon and Laudon, 2011).

The business world had encountered a period of difficult time due to the

recent economic downturn. The crisis had even strained existing business models

and systems to an extent that the business is facing sustainability issue. The world
is now experiencing great transformation and radical changes and new

developments, which is called the era of Human Age (Manpower.com, 2011). As a
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result, organizations will have to redesign their business models in order to cope
and adapt to the changing environment. Human resource management (HRM),
which plays a vital role in managing talent, will be the major focus of all business
functions in assisting the organization to achieve competitive advantage

strategically (Kossek et al., 1994).

1.2 Problem Definition

Strategic human resource management (SHRM) refers to the coverage of
overall HR strategies adopted by organization and tries to measure their impacts
on performance. The theory of SHRM can be traced back in the 1920’s where the
employers tried to obtain competitive advantages by adopting a unique
management approach on HRM which focus on the unity of interest between
employers and employees, cooperation and treating the employees as assets
instead of just mere resources to be exploited (Lengnick-Hall et.al., 2009).

Though there are numerous researches focus and 'study on the impact of
HRM practices towards the performance of project team or organization (Ahmad
and Schroeder, 2003; Belout and Gauvreau, 2004; Hussain, Wallace and Cornelius,
2007), there is limited research focus on the role of human resource information
system (HRIS) in facilitating the SHRM practices towards departmental
performance. As a result, this research is designed to fill the above-mentioned
research gap. Besides, this research will also facilitate readers with information
about the importance of HRIS towards SHRM practices and department
performance in Malaysia’s manufacturers.

Future research may need to focus on new information systems as an
improved IS to be adopted in SHRM practices, if any, in view of the fast-moving
and constantly development of technologies in the world. Besides, other
components such as leadership styles adopted may also be focused for the
research done in the future, in order to provide a more comprehensive dimension

on the SHRM practices towards department performance.
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1.3 Research Objectives

The main objective of this research is to evaluate and understand the
importance relationship between human resource information systems (HRIS),
strategic human resource management (SHRM) and department performance
within the organization. The sub-objectives are as follows:

1. To examine the relationship of the usage of HRIS towards SHRM practices.

2. To examine the relationship of SHRM practices towards Department

Performance.

1.4 Significance of The Study

As mentioned by Laudon and Laudon (2011), the utilization of IS will benefit
organization with few advantages. The first advantage of utilization of IS is to
achieve operational excellence. Organization would be able to increase their

efficiency and effectiveness of their operations with the facilitation of automation by

the IS utilized. The second advantage that organizations can gain is improving

customer supplier intimacy. This can be achieved by using the 1S in different

|
department to communicate with different stakeholders, and further enhance the |
relationship with them. Thirdly, automation provided by the IS can also enable firms

to produce and develop new products and services. Furthermore, organization can

change or develop their business model as well. With the updated information |
stored in IS, organizations are able to make decision in time to overcome certain

crisis. Hence, the organizations are able to survive longer in the business world, or

even develop their own competitive advantage through 1S.. Advantages mentioned

above are crucial for a business organization, especially during hard times with

intense competition. Human resource information system (HRIS) refers to the

information system utilized by organization in supporting the function of human

resource, including staffing, training, storing data, and other functions. This

research will eventually provide company with suggestions towards the role and
importance of HRIS towards the relationship between SHRM and HR department
performance.
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This research will also be benefiting future researchers in their academic

4

work where they will be able to understand the relationship between the three
variables including the HRIS, SHRM practices and department performance. With
the help of this research, they should be able to produce a more overwhelming
research in the future with more arguments.

In terms of contribution to govemmenf, this research may be taken as
information to support training information in the training session. Government
department will be able to utilize the information to conduct training session to train
the public sector servants in order to improve their SHRM practices, with the help

of HRIS, and thus improving in their department performance.

1.5  Scope of the Study

The focus the study will be organization adopting HRIS in their SHRM within
Malaysia, mainly manufacturers. Manufacturers are selected as the unit of analysis
as they are expected to have an independent HR department in the firms in view
as compared to other smaller firms. Besides, the questionnaires will be given to HR
managers or HR practitioners in the organization in order to have a more
persuasive result. Geographically, this study will be focusing on the states of
Selangor. The reason for selecting this location is that Selangor is one of states
which is crowded by manufacturers and the industrial areas. Industrial areas such
as Subang Jaya and Shah Alam can be easily accessed, in view of the time
limitation for this research.

A sample size of 300 were distributed with 100 valid sample size is set as
target for this research. However, only 80 of the responses collected were valid to
be used for this study. One of the main issues encountered while conducting the
Survey was that the unit of analysis had their emails settings being set to
automatically block or filter emails sent via general email such as Hotmail, Gmail
and Yahoomail,
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