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The application of information technology in human resource management 
has become a strategic necessity in the education sector. This study aims to 
in-depth assess the readiness of educational institutions to adopt Human 
Resource Information Systems (HRIS) and analyze the factors influencing 
their successful implementation. The study employed a qualitative approach 
with a systematic literature review of scientific publications from the past ten 
years. Content analysis was used to identify themes, patterns, and 
relationships between relevant concepts. The study's findings indicate that 
successful HRIS implementation is influenced by top management support, 
staff digital competence, technological infrastructure readiness, and the 
effectiveness of training and an organizational culture that supports change. 
HRIS has been shown to improve administrative efficiency, decision-making 
quality, personnel data accuracy, and transparency in HR management. The 
study also highlights the role of transformational leadership and the 
importance of change management strategies in overcoming organizational 
resistance. The implications of this study indicate that effective HRIS 
implementation requires a holistic approach encompassing technical, 
structural, and cultural aspects. These findings provide an important 
contribution to the development of technology-based HR management 
policies and practices in the education sector. 
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INTRODUCTION 
The digital transformation over the past five years has had a significant impact on 

human resource management (HR) in the education sector. These changes have not only 
affected teaching and administration, but also the interaction patterns between teachers, 
students, and parents, which have overall strengthened the quality of educational services. 
Hasrianti and Hidayati (2023) observed how teachers at a private high school in Kendari City 
faced digital challenges by improving their educational technology skills. Similarly, Abroor 
and Mulyati (2024) demonstrated that the implementation of a web-based information 
system has facilitated the administration and management of learning activities more 
efficiently. 

In this context, human resource management takes center stage. Hakim (2023) 
emphasized that educational organizations must adopt a modern human resource 
management approach to address digital challenges. Staff training and competency 
development are key to optimizing the use of digital technology (Rusiyati et al., 2023). 
According to Zulfa et al. (2024), digital transformation requires structural changes and the 
participation of all organizational elements, while Hermila and Bau (2023) highlighted 
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technical obstacles to implementing e-learning due to limited digital skills among teachers. 
This suggests the need for a systematic approach to capacity and infrastructure development. 

Furthermore, Nofridasari and Hidayati (2024) noted that digitalization challenges 
traditional teaching methods, forcing education to adapt. Yusuf et al. (2023) suggested 

implementing the Digital Education 5.0 concept as an innovative strategy to create interactive 
and contextual learning environments. Therefore, educational institutions require adaptive 
and collaborative human resource management strategies to effectively navigate the 

complexities of these changes. 
The main problems in human resource management in the education sector are low 

system efficiency, lack of transparency in decision-making, and limited staff digital literacy. A 
common solution highlighted in the literature is modernizing human resource management 
systems through the implementation of digital technology. Lumapouw et al. (2024) 
emphasize the importance of information systems for improving the efficiency of personnel 
data management. However, as noted by Elmortada et al. (2019), only one-third of managers 
are satisfied with the current management system, indicating the need for a comprehensive, 
adaptive and socially responsible overhaul (Bovan et al., 2022). 

One specific solution proposed is the implementation of a Human Resource Information 
System (HRIS). HRIS is a digital system that automates HR processes such as recruitment, 
training, payroll, and performance evaluation. Widyaputri and Wulansari (2023) stated that 
HRIS can reduce administrative burdens and increase staff focus on strategic tasks. Donan et 
al. (2023) also linked HRIS use to increased overall organizational effectiveness. 

Various previous studies support the importance of HRIS in supporting strategic HR 
management. Fadhli (2020) and Rizal et al. (2020) underscore the role of HRIS in identifying 
training needs and formulating data-driven strategies. Frisdayanti (2019) adds that HRIS 
facilitates employee performance analysis, which supports evidence-based decisions. 
Furthermore, HRIS supports effective internal collaboration and communication, as noted by 
Mayasari et al. (2021) and Dewi et al. (2024). 

The literature also highlights the successes and challenges of HRIS implementation in 
the education and public sectors. In the education sector, HRIS has been shown to improve 
discipline and work efficiency (Styawati & Gorda, 2020) and support strategic decision- 
making (Suharti & Sulistyo, 2018). However, technology adoption and staff training remain 
low (Hosain et al., 2020; Abuhantash, 2023). In the public sector, HRIS supports innovation 
and service efficiency (Satispi et al., 2023; Alkhwaldi et al., 2022), but is hampered by cost, 
maintenance, and a lack of technical competency (Tursunbayeva et al., 2020; Dang et al., 
2024). Panjaitan (2023) emphasizes the importance of training and management support as 
key solutions. 

This study aims to examine the implementation of HRIS in human resource 
management in educational institutions by highlighting the benefits, challenges, and factors 
contributing to its success. The novelty of this study lies in its comprehensive approach in the 
context of educational institutions in developing countries, which is still rarely explored. The 
research hypothesis is that the success of HRIS implementation is greatly influenced by 
digital infrastructure readiness, staff competence, and managerial support. The scope of the 
study includes institutional readiness, system benefits, technical and cultural barriers, and 
the role of leadership. Therefore, the results of this study are expected to provide scientific 
and practical contributions to the development of HR management systems that are adaptive 
to the digital era. 

 

METHOD 
This study uses a qualitative approach with a systematic literature review method to 

explore the implementation of Human Resource Information Systems (HRIS) in HR 
management in the education sector. This method was chosen because it is effective in 
exploring phenomena conceptually and contextually through a review of various scientific 
literature, as suggested by Astuti et al. (2024). Data were collected systematically from 
secondary sources such as journals, proceedings, academic books, and relevant research 
reports, obtained from databases such as Google Scholar, ScienceDirect, SINTA, and DOAJ, 
with a focus on publications from the last ten years. Source triangulation techniques were 
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used to ensure data validity and reliability. Data analysis was conducted using content 
analysis techniques that include literature sorting, coding themes, developing narrative 
synthesis, and drawing conclusions, as demonstrated in previous studies. Data validity was 
strengthened through repeated reflection and transparent recording of sources, taking into 
account diverse perspectives. The choice of this methodology was based on its ability to 
answer research questions related to the effectiveness, challenges, and supporting factors of 
HRIS, as expressed by Purnawan et al. (2020) and Utami et al. (2024). The main limitations of 
this study are the lack of primary data and the limited resources available on HRIS in 
Indonesian education, but these are offset by the depth of analysis and diversity of references. 
Overall, this methodology provides a strong foundation for assessing the contribution of HRIS 
to technology-based HR management in the education sector. 

RESULTS AND DISCUSSION 
This study aims to explore and analyze the application of Human Resource Information 

Systems (HRIS) in HR management in educational institutions. Based on an analysis of 
existing literature and observations of several case studies in educational institutions, several 
important findings were identified regarding HRIS implementation in educational HR 
management. 
Digital Readiness of Educational Institutions in Adopting HRIS 

The digital readiness of educational institutions to adopt Human Resource Information 
Systems (HRIS) is influenced by a combination of factors. One of the most dominant is 
support from top management. As noted by Ngai and Wat (2006), HRIS implementation 
failure is often caused by a lack of commitment from top management, especially in small 
organizations. This is confirmed by Tamrakar and Shrestha (2022), who highlight the critical 
role of management in providing resources and facilitating HRIS implementation. 

On the other hand, psychological aspects such as perceptions of new systems also play 
a significant role. Anitha and Aruna (2015) found that users from small organizations often 
feel anxious about the complexity of new technologies, which affects adoption readiness. 
Technological aspects, as explained by Dang et al. (2024), include ease of use, reliability, and 
system integration capabilities. Good management practices, such as communication and 
change management, also contribute to the acceptance of new technologies. 

Bensaid (2023) and Teo et al. (2007) emphasize the importance of training in 
empowering users to use HRIS effectively. Without adequate training, users tend to struggle 
with system adaptation. Organizational environmental factors and work culture also play a 
role. A study by Haleem and Ditsa (2024) showed that positive perceptions of HRIS benefits 
and an organizational culture supportive of technological innovation significantly contribute 
to successful adoption. 
Human Resources Competence and Infrastructure Readiness 

The success of HRIS implementation depends heavily on the digital competence of staff 
and the readiness of the technology infrastructure. Mardani and Yudantara (2023) stated that 
HR competence significantly influences the quality of information systems. Nurhabibah 
(2023) added that digital competence also impacts the ability to innovate and work 
efficiency. 

Infrastructure readiness is also crucial. Tampubolon (2022) emphasized that adequate 
technological infrastructure is a key requirement for information system implementation. 
Infrastructure includes networks, hardware, and other supporting systems that must be 
available to support HRIS. Shanti et al. (2024) emphasized that sound IT infrastructure and 
internal control systems contribute to report quality, demonstrating a strong correlation with 
HRIS system effectiveness. 
Impact of HRIS on Efficiency and Decision Making 

HRIS significantly contributes to administrative efficiency and decision-making in 
educational institutions. A study at Tahfiz Darul Adib (Ibnutama et al., 2024) showed that the 
integration of academic and management systems accelerated administrative processes and 
improved academic oversight. Astuti et al. (2024) showed that information systems improved 
teacher and student performance monitoring and supported data-driven decision-making. 
Similar results were obtained by Wijaya and Risdiansyah (2020) in the context of academic 
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information systems. Furthermore, HRIS contributes to the development of inclusive 
education policies through systems such as EMIS, which support educational access for 
marginalized groups (Kurnia et al., 2024). HRIS also increases parental involvement in 
children's education, which has been shown to support better educational achievement 
(Astuti et al., 2024). 
HRIS and Personnel Data Management 

The implementation of HRIS, particularly in the form of SIMPEG, increases 
transparency and accuracy in personnel data management. Wahid and Homaidi (2023) 
demonstrated that this system can significantly improve personnel management. Dumyati 
and Farisi (2025) developed a Rational Unified Process (RUP)-based system that increases 
data processing efficiency. Hao et al. (2024) added that a web-based employee information 
system can reduce data errors and support transparency, despite facing integration 
challenges with national databases. Gulo et al. (2025) and Ferdiansyah & Mardiani (2025) 
stated that HRIS systems improve information access and operational productivity. Taufan 
and Hidayat (2023) and Pilipus et al. (2024) also demonstrated similar benefits, particularly 
in terms of data security and efficiency. 
Resistance to HRIS Implementation 

HRIS implementation is not without resistance, especially individual resistance. Lestari 
(2023) and Jambak et al. (2023) note that resistance arises from fear of change, lack of 
understanding, and perceived threats to the status quo. 
Jambak et al. (2023) and Dirgantara et al. (2023) highlight the importance of communication 
in reducing resistance. Huda & Aslami (2024) show that employee involvement in HRIS 
planning can increase ownership. Irrelevant training exacerbates resistance (Lamirin et al., 
2023). Therefore, a change management strategy that includes open communication, relevant 
training, and management support is necessary (Nazmah, 2022; Duman et al., 2021; Umar & 
Widodo, 2022). 
Strategies to Overcome Technical and Cost Barriers 

To overcome barriers to HRIS implementation, key strategies include technical training, 
cost management, and infrastructure evaluation. Ariani (2023) and Amin et al. (2021) 
emphasize the importance of technical training for all stakeholders. 
Judijanto et al. (2024) suggest a phased implementation approach to manage costs efficiently. 
Triwiyanto et al. (2024) also show that good resource management supports system 
effectiveness. Pradnyana et al. (2024) and Dewangga et al. (2022) emphasize the need for a 
comprehensive infrastructure evaluation to ensure technology readiness before HRIS 
adoption. 
The Role of Transformational Leadership 

Transformational leadership contributes to successful HRIS adoption. Alós-Simó et al. 
(2017) and Troshani et al. (2011) emphasize the importance of leaders as change agents who 
drive innovation and employee engagement. 
Chen et al. (2012) demonstrated that transformational leadership impacts technological 
innovation through its influence on an innovative culture. Elmasry & Bakri (2019) and Le & 
Lei (2019) emphasized the importance of employee motivation and engagement in the 
adoption of new technologies. Jun & Lee (2023) emphasized that commitment to change and 
employee engagement are highly determined by transformational leadership style. 
Digital Management and Culture Commitment 

Management commitment is the foundation for creating a digital culture that supports 
HRIS success. Faizal (2024) and Putro (2024) emphasize that HR management must act as an 
agent of strategic change. The effectiveness of a management system depends on a 
commitment to developing open communication and an effective feedback system (Sebayang 
& Fitriyah, 2024; Hasanah & Supriyanto, 2023). 

Commitment is also evident in management participation in training and development, 
as well as clear communication of the organization's vision (Putri et al., 2022; Zahari et al., 
2022). This creates a sense of ownership among employees, which is crucial for supporting 
sustainable digital transformation. Overall, management commitment is a key driver of 
successful HRIS implementation in educational institutions by fostering a digital culture that 
supports innovation and collaboration. 
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DISCUSSION 

The implementation of Human Resource Information Systems (HRIS) in educational 

institutions is a strategic step to strengthen the human resource (HR) management system, 

which ultimately improves the overall quality of educational services. HRIS is an 

important tool for managing, analyzing, and organizing HR data systematically and 

efficiently (BONITA, 2020). By using HRIS, HR administration processes such as 

recruitment, training, and performance evaluation can be carried out in a more structured 

and accurate manner (Gumulya & Suhendi, 2019). In practice, the use of systems such as 

OrangeHRM has been proven to simplify HR work, accelerate data processing, and 

improve operational efficiency (Gumulya & Suhendi, 2019). 

Effective human resource management directly contributes to improving the quality 

of education. Previous research confirms that an institution's ability to manage human 

resources effectively impacts the quality of learning outcomes and overall academic 

performance (NURHASANAH et al., 2024). The availability of accurate data through 

HRIS facilitates leadership in evaluating and developing data-driven human resource 

development strategies, as stated by Susanto et al. (2024). In this context, leadership that 

supports collaboration and builds an inclusive organizational culture is crucial (Faizal, 

2024). 

The positive impact of HRIS on efficiency and decision-making has been observed in 

various studies. HRIS improves oversight of teacher and administrative staff performance 

(HS et al., 2024) and impacts employee job satisfaction and motivation, which ultimately 

impacts student achievement (Sulistyani & Aryanto, 2024). This demonstrates that HRIS is 

not only an administrative tool but also serves as a driver for improving educational quality 

and institutional reputation (Alhabsyi et al., 2023). 

However, despite its benefits, HRIS implementation faces various challenges. 

Support from top management is essential for optimal HRIS performance (Ngai & Wat, 

2006; Tamrakar & Shrestha, 2022). Lack of this support can lead to system failure and 

employee resistance. Furthermore, technological readiness and staff digital competency are 
key factors. Without sufficient understanding and skills, staff tend to show resistance to new 
technologies (Anitha & Aruna, 2015). 

Staff digital competence and infrastructure readiness are two crucial aspects that must 
be developed simultaneously. Research by Mardani & Yudantara (2023) shows that staff 
digital competence is directly proportional to the accuracy and effectiveness of information 
system reports. Nurhabibah (2023) adds that this competence also enhances staff innovation. 
Furthermore, technological infrastructure readiness is the foundation of all HRIS 
implementation processes (Tampubolon, 2022). Lack of infrastructure hinders access and 
slows down the technology integration process. 

Amid these challenges, training strategies are crucial. As explained by Bensaid (2023), 
comprehensive training empowers users to operate the system. However, resistance to 
training can also arise if its benefits are not communicated well (Lestari, 2023). Therefore, 
employee involvement in the training planning and implementation process is a crucial 
strategy for creating a sense of ownership and reducing resistance (Jambak et al., 2023; 
Lamirin et al., 2023). In the long term, continuing education must become an integral part of 
the educational institution's culture, both through the curriculum and external partnerships 
(Khoirunnisa & Firmansyah, 2024). 

In addition to training, HRIS implementation cost management is crucial. A phased 
implementation strategy allows for more effective budget management (Judijanto et al., 
2024). Budget adjustments and infrastructure evaluations prior to implementation, as 
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recommended by Pradnyana et al. (2024), are crucial initial steps. 
Furthermore, HRIS success is highly dependent on leadership style. Transformational 

leadership has been shown to foster a culture of innovation and employee engagement (Alós- 
Simó et al., 2017; Troshani et al., 2011). Inspiring and visionary leaders tend to encourage 
employees to actively participate in the process of change and technology adoption (Chen et 
al., 2012; Le & Lei, 2019). Managerial support not only facilitates technology transitions but 
also acts as a change agent capable of building a shared vision and fostering open and 
effective communication (Faizal, 2024; Hidayanto et al., 2012). 

Failure to adopt digital transformation, particularly HRIS, can lead to a decline in the 
overall quality of education. Matriano (2023) and Alenezi et al. (2023) warn that graduates 
from institutions that fail to adapt to digital transformation will struggle to compete in the job 
market. Furthermore, institutions that resist digital transformation risk losing relevance 
among prospective students and will face challenges in maintaining operational sustainability 
(Ghufron & Mardiana, 2023). 

From a human resources perspective, resistance to technology reduces the motivation 
and engagement of teaching staff and hinders innovative learning processes (Saragih et al., 
2023; Sismanto et al., 2024). In the long term, institutions that are unresponsive to 
technological change will face difficulties in responding to crises or sudden changes such as 
pandemics (Pu et al., 2022). 

Considering these various dimensions, it is clear that HRIS is a strategic instrument for 
strengthening human resource management and improving educational quality. However, its 
success requires comprehensive support from management, technology, human resources, 
and organizational culture. Therefore, educational institutions must view HRIS not merely as 
an administrative tool, but as an integral part of institutional transformation oriented toward 
innovation and excellence in educational services in the digital age. 

CONCLUSION 
This study highlights the importance of digital readiness, human resource competency, 

and managerial support in the successful implementation of Human Resource Information 
Systems (HRIS) in the education sector. Findings indicate that a combination of technological, 
psychological, organizational, and transformational leadership factors plays a key role in 
ensuring that HRIS systems are not only implemented but also contribute to improving the 
quality of educational services and the efficiency of human resource management. The 
study's primary contribution lies in integrating managerial, technical, and social perspectives 
to understand the dynamics of HRIS implementation in educational institutions. This study 
enriches the literature by highlighting a holistic approach to digital transformation in 
education and offers practical insights for policymakers and institutional management. 
Future research is recommended to explore the evaluation of the long-term impact of HRIS 
implementation through longitudinal studies and primary data-driven approaches. 
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