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ABSTRACT

Perception is the process by which individuals piga and interpret their sensory
impression in order to give meaning to their enwinent (Robbins & Judge, 2011).
Perception leads to decision making and actiomtglat the most basic level, the decision to
act or not to act, and this depends on how an iicdal develops motivation. The objective
of the study was to determine the perception datifeness of human resource management
information system by branch managers in Kenya Cernial Bank Ltd. The target
population consisted of all the 155 Branch ManagefsKenya Commercial Bank
countrywide. The study sampled 100 respondentmd®yi data was obtained using a semi
structured questionnaire. Descriptive statistics wsed to analyze the data. It was assumed
the data analysis that the results obtained wete gepresentative for the general population
considering the sample size,The study found thatdmresource management information
enhanced information quality in Kenya CommerciahBaThe study revealed that branch
managers support the functions of the human resamanagement information system in
Kenya Commercial Bank Ltd The branch managers dgiee adoption of the system was a
success. The study recommends that commercialsbsimbuld adopt the human resource
management information system and conduct moreitigai as it was found to give current
and quality information critical for decision maginThe study recommends that future
researchers should perform a longitudinal studycheck the trends in adoption of a
successful human resource management informatsterayby commercial banks in Kenya.
This is because this study was done in one pefitiche.
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CHAPTER ONE

INTRODUCTION
1.1Background
There is a global perception that human resoureekisy business partner to realization
of organizational strategic goals (Storey,2004).cémtemporary society, corporations
consistently advance the value of human assetgindwn organizations for monitoring
their competitiveness (Tahssain & Zgheib, 2011)umidn resource managers should
comprehend how their decisions contribute to bwssingurplus incorporating human
competence and performance to the organizatios; ¢an only be achieved with an
effective human resource management informatiotesyqLengnick-Hall & Moritz,
2003).In today’s organizations human resource mamagt is considered as one of the

key aspects of business growth (Wilson2002).

The last decade has seen a significant increageinumber of organizations gathering,
storing and analyzing human resources data usintahuesource information systems
(Ball, 2001; Barron et al., 2004; Hussain et alQZ, Ngai et al., 2006). Organizations
must treat information as any other resource orasset. The information must be
organized, managed and disseminated effectivelyHerinformation to exhibit quality

(Haag & Cummings, 2008). Businesses invest in madion systems as a way of coping
with and managing their internal production funoicand key demand factors in their
environments (Laudon & Laudon, 2009). The effectmanagement of human resource
management information system enables a firm to gampetitive advantage in the

market place required for timely and accurate mi@ion on current employees and
1



potential employees in the labor market (Armstrd@f)8).Human resource management
and information system technology are the elemt@vasmany firms are learning to use
as strategic weapons to compete, thus human resonanagement and information
system are two critical factors that will lead twetdevelopment of human resource

management in the new era (Cole, 2002).

1.1.1 Concept of Perception

Perception is the process by which individuals oiz@a and interpret their sensory
impression in order to give meaning to their enwinent (Robbins & Judge, 2011). It
involves organizing and interpreting various stimuito physiological experience.

Similarly, Vance, Konopaske, and Matteson, (200&)ne&d perception as the cognitive
process by which an individual selects, organizel give meaning to environmental
stimuli. Perception leads to decision making artebadaking, at the most basic level, the
decision to act or not to act, and this dependeam an individual develops motivation.
Our perception and judgment of a person’s actibasefore will significantly influenced

by the assumptions we make about that person’maitstate (Robbins & Judge, 2011).

Greenberg and Baron (2003) viewed perception asialgrocess, they argued that it is
the process of combining, integrating and interpgeinformation about others to gain an
accurate understanding about them. In the same Rebbins& Judge (2011) stated that
when an individual looks at a target and attemptsnterpret what he or she sees,

interpretation is heavily influenced by the perdooharacteristics of the individual



perceiver. Personal characteristics that affectquion include a person’s attitudes,

personality, motives, interests, past experienceexipectations.

Perception affects management decisions, whetheididg to hire new employees,
giving performance review, or making a major demsiregarding the direction or
position of their business. Perception has beedeeluto play a significant role to
behavior in organizations; perception can be degdiab three organizational activities:
employee performance appraisal, the employmentrviete, and organizations
development of its corporate image (Greenberg &BaR003). Factors in the situation
or context in which the perception is made, thainmse, work setting and social setting

(Robbins & Judge, 2011).

1.1.2 Concept of Effectiveness of Human Resour ce Management I nformation

System

According to Wilson, (2000), human resource infotiora management refers to the
planning, organizing, directing, and controllingammation within an open system and
use of technology and techniques for effective mganmeent of information, knowledge,
resources and assets in an organization. Humamunes management information is
crucial for an organization to identify and manageious means and tools from both
knowledge management and information managemembagipes (Mudor & Tooksoon,
2011). Increasing demands placed upon human resounanagers by co-workers are
rendering manual human resource management systamdetely inadequate (Beckers

& Bsat, 2002). Given such trends Tinsley and Wat$2000), argued that information
3



systems has considerable potential as a tool thaagers can use both generally and in
human resource functions in particular to increameabilities of the organization. Ngai
and Wat, (2006) stated that those managing hunsouree functions have not ignored
such advice and a widespread use of human resiacenation systems has occurred.
However, few organizations systematically attenapinieasure the effectiveness of their
human resource management information system,ar kwow how to do so (DeLone&
McLean, 2003; Ngai&Wat, 2006). Consequently humasource managers as well as
information system researchers are stressing tleel e better understand how to
measure the performance of human resource managéem@mation systems.Ngai and

Wat, (2008).

An effective human resource management informasigsiem has been defined as the
organization wide capacity of creating, maintainnegrieving and making immediately

available the right information, in the right plaaethe right time, in the hands of the
right people, at the lowest cost, in the best méaliaise in decision making (Langemo,
1980). In the same vein,Cole (2002) defines effecthuman resource management
information system as the economic, effective adir@tion of the production, control,

storage sources, in order to improve the performafthe organization and retrieval and
dissemination of information from external and mtd sources, in order to improve the

performance of the organization.

Tinsley and Watson, (2000) distinguished betweemiaidtrative applications, talent

management applications, workforce management cagtjghs, service delivery
4



applications, workforce analysis and decision sup@oplications. This means a shift has
been made from labor-intensive human resource neamagt to technology-intensive
human resource management (Beardwell & Claydon/RQ® transformation that has
been all but simple. Ngai and Wat (2006) affirmbdtthuman resource management
information system was the only way to achieve batministrative and strategic
advantages of human capital. Human resource mareagemnmformation system
functionality nowadays includes corporate commuioca recruitment, selection,
training, employee opinion survey, compensationyrqlh services and employee
verification as well as general information. As @asequence Kovach, Hughes, Fagan
and Maggitti (2002), stated that management shaldys consider getting the staff to

adopt and adapt to the human resource manageniemhation system.

Human resource management information system sagpphiformation for strategic
tactical and operational decision making at allsygbems within an organization, this
information provides an essential part of the fetbcontrol mechanism in these areas
and is necessary for the realization of subsystbjactives (Curtis & Cobhan, 2002).
However a case study conducted in Australia in 280¢gested that the potential of
human resource management information systemdslteer the strategic competencies
promised remains largely unrealized and that imsteaman resource management
information system is used to increase administeadifficiency and obtain compliance
support. Specifically, find that the implementatiaand use of human resource

management information system is being hinderetht®e main challenges: maintaining



organizational attention, addressing the complexiéissociated with people management,

and managing user acceptance of the change assbwidh the system (Wiblen, 2006).

1.1.3 Kenya Commercial Bank, Kenya

Kenya Commercial Bank is a financial services pileviheadquartered in Nairobi, Kenya
(Muthoka, 2011). The history of Kenya CommerciahBalates back to 1896 when its
predecessor, the National Bank of India openedutieton Mombasa. Eight years later
in 1904, the bank extended its operations to Nairgbich had become the headquarters
of the expanding railway line to Uganda. The nexjan change in the bank's history
came in 1958, Grindlays Bank merged with the Naiddank of India to form the
National and Grindlays Bank. Upon Kenya's indepanden 1963, the Government of
Kenya acquired 60% shareholding in National & Glaiyd Bank in an effort to bring
banking closer to the majority of Kenyans. In 19#®& Government of Kenya acquired
100% ownership of the bank's shares to take fuiltrob of the largest commercial bank
in Kenya. National and Grindlays Bank was renamexhy@ Commercial Bank. The
Government has over the years reduced its shafapadlld Kenya Commercial Bank to

23%, as of December 2008 (Ambira & Kemoni, 2011).

Kenya Commercial Bank has an automated human msoaformation system which
was purchased in 1999, the software is known gsagreThe management information
system is a unit within the human resource depantnmeKenya Commercial Bank Ltd,
(Maranga, 2010). The human resource managementmatmn system within Kenya

Commercial Bank Ltd, has several functions likeorddkeeping, bio-data related to staff,
6



information related to organizational structurgnsition of staff, maintaining records
related to staff compensation, information on fregrand development of staff within the
organization, leave management and other functieeiated to staff information.

(Maranga, 2010).

1.2 Resear ch Problem

Human resource information system has become arortami source of enterprise
competitive advantage. Wilson (2000) noted thatehs a general consensus in our
rapidly changing technological world that humanotese information systems have
increasingly become difficult to keep up with teological advances (Foot & Hook,
2008). On the contrary, Nyakoe (2003) argued tfeatdt length of time as to how often
human resource information system should be upgdréae a matter of functionality.
Laudon and Laudon (2003) reported that when magaginuman resource management
information system, a human resource manager must find out exactly what
information decision-makers require to completatedd human resource functions.
Kenya Commercial Bank adopted a prepay systeman 3899 to automate their human
resource functions from the manual system. Degpgeautomation of data, there have
been problems on accuracy and timely data fromhtimean resource department, the
bank has been faced with a plethora of challengesiding lack of an updated reward
system, an inefficient bio-data system, which afetecisions on career development in
Kenya Commercial Bank (Ambira & Kemoni, 2011).Witie ongoing development of

knowledge, economy and information technology usethe banking sector, the



realization of human resource information systetmmkKemya Commercial Bank has not
been comprehensively investigated, (Cheruto, 2005).

A number of studies have been done on human resouaoagement information system
in the banking and corporate sector. Muturi (20@88)died the development of human
resource information system in the banking industri{enya; Cheruto (2005), examined
the use of human resource management in the baskttigr in Nairobi; Nyakoe (2007),

investigated the extent of use of information comroation technology in human

resource management in large manufacturing firmkanya; Kanini (2008), looked at

the implementation of strategic information systam€ommercial Banks in Kenya. The
area of perception of effectiveness of Human resoiManagement Information Systems
by Managers in Kenya Commercial Bank Limited is enstudied. This study therefore
seeks to examine how managers perceive the ekeess of Human Resource
Management Information Systems in Kenya CommeRaalk Ltd. This therefore leads

to the research question, “What are the perceptdmeanagers of the effectiveness of

Human Resource Management Information Systems my&&€ommercial Bank?”

1.3 Resear ch Objective
To determine the perception of effectiveness of &mmesource management information

system by branch managers in Kenya Commercial B#ohk

1.4 Value of the study
The research project is important to human resoprggessionals; it will shade light on

the value of incorporating effective human resour@nagement systems. The findings
8



would support the importance of continued monit@raf human resource management
systems to leverage their effects in maximizingdhés for the organizations.

Other organizations intending to adopt a human ugo management information
system, will find this information helpful espedjato policy makers. They may therefore
find this research helpful as a basis of settingfi@ctive human resource management

information system.

Scholars and researchers may use it for referesce laasis for further research. The
findings of this study will act as a spring boaad future researchers who may wish to

conduct further studies on area of human resoustgagement information system.



CHAPTER TWO

LITERATURE REVIEW
2.1 Introduction
This chapter reviews studies that have been donéhenarea of human resource
management information system and managers’ péocegihe use of human resource
information system has been advocated as an oppwyrtdor human resource
professionals to become strategic patners withmiapagement. The idea has been that
human resource management information system wallda for the human resource
fuction to be more efficient and provide betterormhation for decision making. The

guestion remains whether human resource informatystem has fulfilled the promise.

2.2Management Information Systems

Organizations ensure that different departments hodiness processes are well
coordinated. These departments have their own gmalsprocesses and they obviously
need to cooperate in order for the whole businessitceed. Firms achieve coordination
by hiring managers whose responsibility is to eaghe various parts of an organization
work together. The hierarchy of management is caag®f senior management which
makes long term decisions, middle management whesaut programs and plans and
operational management which is responsible foritoong the daily activities of the

business (Laudon & Laudon, 2009).

Management information system is designed to asm@bagerial and professional

workers by processing and disseminating vast amsoohtinformation to managers’
10



organization-wide Alavi & Leidner, (1999). Managamenformation system supplies
information for strategic, tactical and operatiomkcision making to all subsystems
within the organization. This information provides essential part of the feedback
control mechanism in these areas and is necessarthé realization of subsystem
objectives (Curtis & Cobham, 2002). Managementrimiation system is any system that
provides information for management activities iearrout within an organization. The
information is selected and presented in a fornablé for managerial decision making
and for the planning and monitoring of the organargs activities. (Curtis & Cobham,

2002).

2.3 Human Resour ce M anagement

Human resource management focuses on managing epaufhin the employer-
employee relationship. Specifically, it involve®throductive use of people in achieving
the organization’s strategic business objectiveds #me satisfaction of individual
employee needs (Stone, 2002).0Organizations mugtitrwrmation as any other resource
or asset. It must be organized, managed and disagdi effectively for the information
to exhibit quality. Within an organization, infortian flows in four basic directions as
upward, downward, horizontal and outward inward ggla& Cummings, 2008).
Organizations understandably place considerablgevah achieving the optimum use of
their resources, given that fact that human ressuconstitute such an important part of
any organization’s resource base, the departmemtfaimation system which provides
ongoing assessment of utilization of these resasuiseessential element for effective

decision making. (Kanini, 2008).
11



The effective management of human resources inrath gain a competitive advantage
in the marketplace requires timely and accuratermétion on current employees and
potential employees in the labor market. With tlveletion of computer technology,

meeting this information requirement has been treathanced through the creation of
human resource management information system. ik bBasumption behind this book is
that the effective management of employee inforomator decision makers will be the
critical process that helps a firm maximize the abé&s human resources and maintain

competitiveness in its market (Haag & Cummings,2008

2.4Human Resour ce Management | nformation Systems

Increasing pressure to support strategic objectwekgreater focus on shareholder value
has led to changes in both job content and expectadf human resource professionals
(Storey et al., 2000; Ball, 2001). Similarly, Wit§@002) and Mayfield et al., (2003)
noted that one such major change included conteamparse of information system in
support of the human resource management process. 34, a careful analysis indicated
that increased human resource management informaigage enabled improved
professional performance and thus facilitated imeolent in internal consultancy
activities. In addition, Ulrich (1997) argued thasing human resource management
information system provides value to the organaratand improved human resource
professionals’ own standing in the organization.amother development, Armstrong
(2008) suggested the need for human resource tonEe@ strategic partner in the

business process.

12



Technology in the past decade has drastically adrije human resources function.
Providing support for mainly administrative actieg such as payroll and attendance
management in the beginning, information technolégyay enhances many of the
recruitment function’s sub processes such as lodgshort-term candidate attraction, the
generation, pre-screening, and processing of agimits or the contracting and on
boarding of new hires. Online job advertisementsaporate web sites and internet job
boards, online curriculum vitae databases, diffefenms of electronic applications,

applicant management systems, corporate skill daedy and information system
supported workflows for the contracting phase ang tew examples of the various ways
by which information systems today support recreitn processes (Keim &

Weitzel,2009).

Human resource management information system imetefas an “integrated system
used to gather, store and analyze information d#ggran organization’s human
resources’ comprising of databases, computer agits, hardware and software
necessary to collect, record, store, manage, del@sent and manipulate data for
human resources function” (Hendrickson, 2003).Agaaizations become complex the
amount of information needed increases, hence fmedutomated systems. (Kanini,
2008). Organizations must determine what kind @rmation is needed, and what kind
of decision it will be making based on the humasotece information system. (Ngai and

Wat, (2006).

13



2.5 Measures of an Effective Human Resour ce Management | nfor mation System.

The use of an effective human resoure managemdotmation system has been
advocated as an oppourtunity for human resourcéegsimnals to become strategic
partners with top management. The idea has bednhtiaan resource management
information system would allow for the human reseuiuction to become more efficient

and provide better information for decision mak{Bgown, 2002).

According to Victor and Andre (1997) an effectivainian resource management
information system has a role in influencing usetis§action of the system,
characteristics or design of information systemiemgortant conditions to increase user’'s
satisfaction. Perceived effective human resourc@age@ment information system is
defined as the quality of the information that progls and delivers (DeLone & McLean,
1992). Wilblen (2006) stated that human resourc®rimmation quality, suggested
delivering relevant, updated and easy to underst#odmation to significantly influence
users satisfaction. User satisfaction is often wmed surrogate measure of information
system effectiveness. An effectives system is defias one that adds value to the
organization; hence an effective system must hasitipe influence on users behavior,
Gatian (1994). User satisfaction is also beemeefias users believe that the information

system meets their requirements (Brown, 2002).

14



An effective human resource management system sldganizations to address human
resource issues adequately. This helps the workidetver high quality services, despite
internal and external challenges to the organimatid robust human resource
management system helps organizations prioritizgr tbhrganizational and business
strategies while effectively managing the changdserent in their daily operations.
Human resource management helps attract and retaimpetent employees, assists
employees and managers in adapting to organizatobraage, and facilitates the use of
technology to determine how and where work is ddt@nagement Sciences for Health,
2001). Further, human resource can help identity laarmonize different performance
improvement interventions, even if they are noediy related to human resource issues.
To this end, a solid human resource system provltedasis for employee performance
improvement. According to the Management ScienoesHiealth, (2001) performance
improvement is a process for achieving individuad aorganizational results by
identifying the key elements of strong performanaed then making sure that these
elements are in place. Since an organization @gtex system, plans for organizational
improvement must address all the different partghef system, in an integrated way

(Tannenbaum, (1990).

An effective human resource management system onbe realized if the system
output is quality, easy to use and perceived usefid, (McLean, 2003). In 1992 a survey
by Overman (1992) concluded that the potential athges of human resource

management information system are faster procesgreater information accuracy,

15



improved planning and program development, easeotiseformation, and enhanced

benefits of the system to employees.

The use of an effective human resource managemdatniation system can be

measured with reduced costs bt automating infoomatind reducing the need for large
numbers of human resource employees, by enabliqpdogees to be able to contol their
own personal information and allowing managerscteeas relevant information, conduct
analysis and make decisions without consulting humegource professionals, ( Awazu
& Desouza, 2003; Ball, 2001). Ideally with an effree use of human resource

information system less people should be needg@riorm administrative tasks such as
record keeping and more time would be made avdéddbahuman resource managers to

assist by providing data on strategic level ( Bro2e02).

A significant problem with deciding wherther humasource management benefits the
organization is that measuring the effect of humesource and more particulary human
resource management information system on therndit@. There are few clear ways to
measure the value of human resource managementmition, while there are
measurements for administatrative human resourf@niation system such as cost
reductions in human resource departments. It f&cdif to measure precisely the return
on investment and specific improvements in produgti within human resource
departments (Mayfield, Mayfield & Lance, 2003). $hs why user satisfaction and
perception of the system has often been used asxy measure for effectiveness of the

system (Haines & Petit, 1997).
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CHAPTER THREE
RESEARCH METHODOLOGY
3.1 Introduction
This chapter specifically explains how the studil s conducted, the methodology and

instrument used to collect and analyze data.

3.2Resear ch Design

A descriptive survey research design was used.ddsgn was considered appropriate to
determine perception in the target group. Accordiog Frankfort Nachmias and
Nachmias (1996), descriptive survey design wasabrtbe most appropriate methods of

data collection in social sciences since it focusesdata rather than theory.

3.2 Population
The target population for this study consisted Ibthe 155 Branch Managers of Kenya
Commercial Bank countrywide as shown in the table low obtained from Kenya

Commercial Bank’s Annual Report of 2011.

3.3 Sample
Using table 3.1,100 branch managers were seleeprdgenting all the five regions in the
country using simple random sampling. Accordind<tithari (2004), a sample of thirty

percent and above is adequate to make inferences @i entire population.

17



Region Number of Branches Percentage
Nairobi 31 20.0

Great rift valley 53 34.2

Central 46 29.7
Western 35 22.6

Coast 21 13.5

Total 155 100.0

Table 3.1, Source (Kenya Commercial Bank Annual Report, 20Rage 32.

3.4 Data collection

Primary data was used for this study. The primaayadwas obtained using a semi
structured questionnaire. The questionnaire wasleivin two sections A and B. Section
A collected demographic data while section B wasde&termine the perception of
managers of the effectiveness of human resourcegeament information system. The

guestionnaire was administered through both drajppéek method and through email.

3.5 Data Analysis
Descriptive statistics was used to analyze the. ddtase included the use of percentages,
means, standard deviations and frequencies. Themation was presented by use of bar

charts, graphs and pie charts.

18



CHAPTER FOUR
DATA ANALYSIS, RESULTSAND DISCUSSION
4.1 Introduction
This section covers data analysis and findingshefresearch. The main instrument for

primary data collection was a semi structured qoesaire.

4.2 Responserate

The study target was 100 branch mangers from K&@uoramercial Bank, country wide.
Out of the one hundrend (100) branch managers ay&&€ommercial Bank who were
sampled and questionnaires administered only ei@B60) responded. This gave a

respond rate of 80%, which the study consideredwate for analysis.

4.3 Demographic Char acteristics
This section presents the demographic charactsrisif the respondents, including

gender, age, length of service of the staff anchtbkest level of education.

4.3.1 Gender
Out of 80 respondents, a total of 50 were males, Was a proportion of 63%, while 30
respondents were female representing 37%. The mage is representative of the

population since majority of Kenya Commercial Bémi&nch managers are male.
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Figure4.2.1: Gender distribution of the respondents
The study found that most of the respondent as sHpn43.8% indicated that they had

been branch managers for 5 to 10 years , 32.6%eofeispondent indicated that they had
beenbranch managers for more than 10 years a6éoa¥.the respondent indicated that

they had been branch managers for 2 to 5 years.

Age of therespondents

The study found that 43.8% of the respondents agesl between 35 to 45 years, 38.2%
of the respondents were aged between 45 to 55 ydeseas 18% of the respondents
were aged between 25 to 35 years. The distributiage followed a normal distribution
with the mode age group being the age group of eyegls ranging between 35 to 45

years.

50

40 -

30 -

20 -

25to 35 vyears 35to 45 years 45to 55years

Figure4.1. Age of therespondents
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Length of Service
The found that majority of the respondents fal\etn 5 to 10 years in service. A total
of 35(43.8%) had between 5 to 10 years, 18(23.68d)detween 2 to 5 years, 27(32.6%)

respondents were over 10 years in service.

More than 10 years | s 32.6
Sto 10 years | : 438
2to 5 years J J ' 236
1 ) /,, Py )

Figure4.2.Length of Service

4.3.4 Highest level of education

The level of education is a very good pointer iatperson’s ability to use the human
resource management information system, henceemdkl their perception. The study
found 35(43.7%) respondents had attained bachettaigees, 15(18.7%) respondents
had attained Master's degree, while 30(37.5%) nmedeots had attained diploma

certificate, as their highest level of formal eduma
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4.4 Effectiveness of Human Resour ce Management Infor mation System

4.4.1 System Quality

The findings indicate 95% of the respondents sfisoagreed that the human resource
management information system allows informationb& readily accessible to them,
while 5% neither agreed or diasagreed.75% of tepaedendends strongly agreed that
the human resource management system content niests needs, 20% of the
respondends agreed , 3% of the respondends neitjieed nor disagreed, 2% of the
respondendsstrongly disagreed. 89% of the respasdsnongly agreed that the human
resource management system returns feedback torégeiests and its flexible to adjust
to their demands, it was generally agreed the huresource management information
system at Kenya Commercial Bank has a positive ainpa the overal organization
objective, hence the system has lead to an efedtivman resource management
department. Effective business partner leads teigve that human resource organization
is efficient, this is consistent with the work ofrd8kbank (1999), which finds that

performance is higher when human resource depatsni@rus more on strategy.

4.4.2 Information System Success

After administering the questionnaires, 76% of thgpondends strongly agreed that the
human resource management information system eelaptannng, 2 % of the
respondends neither agreed nor disagreed, while 8R%e respondends strongly
disagreed. Majority of the respondends who disabveere aged between 25 to 35 years
and had 2 to 5 years of service at the Bank. 75%efrespondends agreed that the

human resource mangement has increased employeegite enhanced effective
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recruitment, performances and also assessmentawiing needs, while 25% of the
respondendents neither agreed nor disagreed.Magdrithe respondendes who are more
than 75% agreed the human resource managementmatfon system at Kenya
Commercial Bank is a success, it has translatedare productivityin the organization,

These results are consistent with those of Surzhadg (2006).

4.4.3 Information Usefulness

The findings indicate that 65% of the respondetisngly agreed the human resource
management information system enables them perfeoork quickly, hence it has
translated in them being effective at work plac¢hatr roles as branch managers, while
20% of the respondents agreed that the human EEsaunagement information system
enables them perform their work quickly and theg amore effective, 10% of the
respondents neither agreed nor disagreed, 5% akedpondents disagreed. Majority of
the respondents feel the human resource managemfentation system at Kenya
Commercial Bank is useful. Users who perceive {istesn useful are expected to use the
system to a greater extent, Gupta (2004). Thiscppie refers to the degree to which one
believes that using human resource managementnatmn system would enhance his
or her performance within an organizational sett{dgvis, 1989). A user’'s primary
motivation to use human resource management intovmaystem will derive from the
functions it performs to the system user, it is am@nt for an organization to have a
quality system for it to be useful, The findingeicate that, a proportion of 85%
respondents had confidence in the usefulnesseo$ybtem at Kenya Commercial Bank

guestionnaire. This finding echoes those of SunZirathg (2006).
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4.4.4 System User Satisfaction

The findings indicate 71% of the respondents agthat human resource management
information system meets the human resource fumgtid5% of the respondents neither
agreed nor disagreed, while 14% of the responddiaggyreed. 55% of the respondents
strongly agreed that they are satisfied using tinadn resource management information
system and it has met their expectations as branahagers, while 30% of the
respondents agreed, while 15% neither agreed sagdied, Majority of the respondents
who were neutral which was 15% response rate Hathetl a diploma certificate as the
highest level of education. These findings indicatajority of the respondents were
satisfied with the human resource management irdbom system which has increased
efficiency within human resource management andqeges. User satisfaction is often
used as a surrogate measure of information systiettieeness. An effective system is
defined as one that adds value to the organizatongeffective system must have a
positive influence on the user behavior, transtatmimproved productivity and decision

making, Gatian (1994).

4.4.5 Ease Use of the System

The findings indicate 62% of the respondents siyoagreed that the system was easy to
use, while 10 % of the respondents neither agreediisagreed, 28% of the respondents
strongly disagreed, from my findings branch mansgeed between 45 years to 55 years
found it difficult to use the system. Perceivedesakuse is the degree to which a person
believes that using a human resource informatistesy will be free a mental effort

(Davis, 1989). Ease of use is an important deteantiof use of technology or systems
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and its perceived usefulness. Perceived ease ofsuee degree to which a person
believes that using a human resource managememmation system will be free a
mental effort (Davis, 1989). Ease of use is an irtgmd determinant of use of technology
or systems and its perceived usefulness. Perceisetliiness applies to the extent to
which a person believes that using a system wonltcgigce his or her job performance
(Wiblen, 2006).This will support in decision makjngence majority of the branch
managers forming 62% felt the system was easy ¢owlsle a considerable portion

consisting of 28% respondents felt the system wagasy to use.
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CHAPTER FIVE
SUMMARY, CONCLUSION AND RECOMMENDATIONS
5.1 Introduction

This section deals with summary, conclusion andmmenendations of the study.

5.2 Summary

On the human resource information system infornrmatjoality, the study revealed that
the managers support the functions of the humasures information system; first, they
get the information they need in time that is uggléde and accurate. The human resource
management information system also provides repbatsare customized according to
what they need, with clear and comprehensive inftion that is well-organized and
timely. This human resource management informasiggtem in my organization also

provides complete information.

On the managers’ perception on human resourcenmafbon system quality, the study

revealed that human resource management informagstem in my organization can

flexibly adjust to new work demands which also erdeasalary advice.

However, the management had reservations concemingmber of issues stemming

from the use of the human resource informationesystt is difficult to access system
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resources for personal use, and this relates te &yal facilities that are commonly used

for daily operations, e.g. reports and daily operst summaries.

All in all, the human resource management infororatsystem in my organization is
versatile in addressing needs as they arise, aedpbnds to user requests quickly. Using
the human resource management information systekesnia easier to do the task at
hand, and it is easy to become skillful and inceeasiployee benefits while using this
management information system. It also improvesgeldormance and individuals can
perform work requirements faster. Using human resoumanagement information
system increases an individual's productivity. Agait is easy to use and it makes

information easily available to authorized users.

From the finding on the managers’ perception on d&umesource information system
satisfaction perceived ease of use, the study faimadl using the human resource
management information system enhances recruitarghiperformance management, is

of high quality and has met users’ expectations.

5.3 Conclusion

The study revealed that human resource managementation enhanced information
quality; the study found that managers had a p@sifierception on human resource
information system quality. The study also reveadlest the managers perceived human
resource information system as easy to use andilus¥i the manager’'s perception on

the satisfaction with the human resource infornmaggstem, the study revealed that the
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managers were satisfied with the human resouragnration systems. The study also
revealed that the managers perceived that humamnees information system was a
success.

5.3 Recommendations

The study recommends that commercial banks shalddgtdhuman resource information
system as it was found to give updated qualityrmtttion. The study also recommends
that there is need for the commercial banks in letioyinvest in technology and training

as this will effectively enhance their adoptiorhoiman resource information systems.

5.4 Suggestionsfor further study

There is need to replicate the same study in ahegis of the economy so as to check
whether the same results would hold. Such areadenagrears such as manufacturing
sector and other service allied sectors. The stedpmmends that future researchers
should perform a longitudinal study to check tlemtts in adoption of a successful human
resource management information system by comniebdaks in Kenya. This is

because this study was done in one period of time.
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APPENDIX 1. QUESTIONNAIRE
Please complete the questionnaire to the bestwf kimowledge by filling in the blanks

where space is provided or by ticking @gainst the most appropriate answer.

Section 1: Demographic Data
1. Please indicate your gender. Male )( Female( )
2. YOUN DranCh ... e
ICTI (o]0 e (=151 o | o F= 11 o] o AR P

4. How long have you served as a branch manager?

Less than lyear [ ]
2 to 5 years [ ]
5 to 10 years [ ]
More than 10 years [ ]

5. What is your age bracket?

Below 25 years [ ]
25 to 35 years [ ]
35 to 45 years [ ]
45 to 55 years [ ]
Above 55 years [ ]

6. What is your highest level of education? (Tick wehappropriate)

Master’s degree [ ] Diploma Clegtite [ ]
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Bachelor’s degree [ ] Certificate I

0 -Level [ ] KCSE [ ]

Section 2: Perception of effectiveness of Human Resource Management

I nformation System

Pleasetick (V) inside the appropriate box

To what extent do you agree with the following etaénts with regard perception of
effectiveness of human resource management infaymaystem?

1. Strongly Disagree

2. Disagree

3. Neither Agee Nor Disagree

4. Agree

5. Strongly Agree

SYSTEM QUALITY 1 2 3 4

1 Human Resource Management Information Systenwsllo

information to be readily accessible to me

2 Human Resource Management Information Systemenbnt

meet my needs

3 Human Resource Management Information Systenurnet

answers to my requests quickly
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Human Resource Management Information System

adjust to new work demands

can

INFORMATION SYSTEM SUCCESS

Human Resource Management Information System yn

organization enhances planning

Human Resource Management Information System yn

organization increases employee benefits

Human Resource Management information Systemneels

recruitment and performance management

D

Using Human Resource Management Information 8yste

my organization improves the assessment and taimeeds

INFORMATION SYSTEM USEFULNESS

Using Human Resource Management Information 8Syste
my organization enables to perform work’s requiretag

more quickly

U

10

Human Resource Management Information in

organization my job performance

my

11

Human Resource Management Information makeasieg

to do my job

12

Using Human Resource Management Information entsa

my effectiveness in the job

nce
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EASE USE HUMAN RESOURCE MANAGEMENT |1
INFORMATION SYSTEM

13 | Learning to operate Human Resource Management
Information is easy for me

14 || find it easy to get Human Resource Management
Information System to do what | want it to do

15 | It is easy for me to become skillful using HunR@source
Management Information System

16 | | find Human Resource Management Informationte3ys
easy to use

INFORMATION QUALITY 1

17 | Human Resource Management Information Systermyn
organization provides accurate information

18 | Information content provided by Human Resource

Management Information System meets my needs

19

Human Resource Management Information Systepubig

presented in a useful format

20

Human Resource Management Information Systemidga

reports that seem to be just exactly what | need

21

Human Resource Management Information Systewides

comprehensive information
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22

Using Human Resource Management Informationefyst

my organization provide up to date information

23 | I get information Human Resource Management
Information in time
24 | Using Human Resource Management Informatione8ysh

my organization improves my job performance

25

Human Resource Management Information Systehupes

comprehensive information

26

Human Resource Management Information Systermym

organization is clear

27

Human Resource Management Information Systermym

organization provides complete information

28

Human Resource Management Information Systermym

organization provides precise information thatédhe

HUMAN RESOURCE MANAGEMENT

INFORMATION SYSTEM USER SATISFACTION

29

Human Resource Management Information Systermym

organization meets the human resources requirasn

your area of responsibility

~—+

31

The Human Resource Management Information Byste

my organization is of high quality
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32 | The Human Resource Management Information System
my organization has met your expectations.
33 | I'm satisfied with using Human Resource Manageim

Information in my organization System

THANK YOU FOR YOUR COOPERATION
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