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Abstract - Human Resource departments deal with large amounts of information. For example, performance management, 
recruitment management, training and development management, attendance management, etc. As such, management of 
these information has become a key component in organization. As result our reliance on HRMIS is more apparent than 
ever. Thepurpose of this paper is to identify the need and the importance of HRMIS in Government of Afghanistan. 
Furthermore, this paper discus different modules (functions) in HR sectors to highlight the root causes of effectiveness of 
HRMIS. This study also presents comparison of different core modulesusing case study of Malaysia,Kenya and Georgia in 
order to propose aframework for the better analysis of HRMIS modules and satisfaction of the Government of Afghanistan. 
To identify the level of needed modules, we also provide the summary of case study of Malaysia, Kenya and Georgia. 
Finally, this study adds the expected outcome of implementing HRMIS system. 
 
Note: [1], [5], [7], [8], [9] use HRIS (human resource information system), [2], [4] use HRMIS (human resource 
management information system) and [3] use GHRIS (government human resource information system). These two words 
HRMIS and HRIS represents same meaning in this paper. 
 
Keywords - Human Resource Management Information System, Impact, Government of Afghanistan, Case study, Module 
 
I. INTRODUCTION 
 
According to Tannenbaum [7] defined HRMIS as a 
technology-based system used to acquire, store, 
manipulate, analyze, retrieve, and distribute pertinent 
information regarding an organization’s human 
resources. Kovach [8] defined HRMIS as a 
systematic procedure for collecting, storing, 
maintaining, retrieving, and validating data needed by 
organization about its human resources, personnel 
activities, and organization unit characteristics.  
 
HRMIS is an integration between human resource 
management (HRM) and Information Technology 
(IT) whichhelpsorganization to perform their daily 
functions in effective and systematic way by having 
accurate and sufficient data using centralized and 
secured single platform especially when agencies are 
in multiple location. HRMIS help manager deliver 
vital data that support decision making in the 
organization and provide predefined reports [1]. 
Thus,HRMIS offers sufficient, comprehensive and 
ongoing information about employees. 
Current databases of human resource departments of 
all public sector agencies in Government of 
Afghanistan is either Paper based, Excel based or 
Standalone application which only consist of 
primarydata of civil servants. This causes HR 
Department to go throw stressful Administration 
Process. Public sectors are unable to extract various 
kind of report and more than that, have difficulty in 
providing up-to-date information about civil servants.  

Furthermore, insufficiently and incomprehensively of 
local development of such system in some of the 
public sector. Even though, all agencies in public 
sectors support and encourageany kind of 
development in HR department. 
 
In this paper, we purpose a HRMIS base system with 
specific modules in order to bring transparency, 
efficiency and effectiveness in HR administration 
process. As purposed solution consist of centralized 
HRMIS application to connect all public sector 
agencies to standard database centerconsist of the 
specific needed modules. 
 
The remaining of this paper is organized as follow: 
Section (2) provides a brief overview of different 
modules of HRMISthen section (3)presents Case 
Studyin Malaysia, Georgia and Kenya (4) provides 
the summary of case study module. Section (5) 
presents purposed solution of HRMIS modules for 
government agencies of Afghanistan. Finally 
conclusion of the whole paper is presented in Section 
(6). 
 
II. HRMIS APPLICATION CORE MODULES 
(FUNCTIONS) 
 
The human capital movement over last few decades 
and developments in technology have evolved 
Personnel information System from automated 
employee recordkeeping, from the 1960s in to more 
vital component of organization HRMIS [9]. 
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Kovach and Cathcart [8] note that a HRMIS could be 
used, first, for administrative purpose to reduce costs 
and time and, second, for more analytical decision 
support.  
 
According to the Society for Human Resource 
Management (SHRM) [1], HRMIS serves six vital 
organizational functions: Strategic management, 
workforce planning and employment, human resource 
development, total rewards, employee and labor 
relations, and risk management SHRM (2008). 
HRMIS software is different according to the need of 
organization. In most cases HRMIS consists 
offollowing core modules: 
 
Recruitment Module is used by HRMIS to post 
vacant positions on the internet to identify potential 
applicant from pool of qualified job seekers by 
dedicated applicant tracking system. 
Payroll Module automates the payment process by 
collecting data on employee time and attendance, 
calculating various deductions and taxes, and 
generating periodic payroll and tax reports. Payroll 
Module is often not fully part of the HRMIS, because 
it is heavily integrated in to the system for financial 
management of Organization. 
Training and Development Module provides a 
system for organizations to administer and track 
employee training and development efforts. It allows 
storing and displaying various type of course, books, 
lectures or that suits for employees current and future 
jobs. 
Time and Attendance Module are used to track and 
monitor when employees start and stop works, and 
gathers standardized time and work related efforts.  
Benefits Administration Moduleprovides systems 
for organization to administer and track employee 
participation in benefits programs. These may include 
supplementary health and life insurance, vacation, 
pension, education plans and retirement. 
Planning Module reviews human resources 
requirement to ensure that the organization has the 
required number of employees, with the necessary 
skills, to meet its goal. 
Career Planning and Development Moduleprovides 
personal career related attributes and lifelong series 
of activities that contributes to their career 
fulfillment. 
Performance Management Module is used to 
realize whether the objectives are met and which 
segment should improve in organization. This module 
contains features for monitoring system 
performances, which provides valuable information 
for the management of the company. 
Record keeping Module stores basic information of 
employees such as personal particulars, family, 
particulars, language proficiency, academic 
qualifications, driving license, bank account, number, 
work experience prior to joining the public service 
and awards received. 

 
Employee Self-service Module based on web 
technology which allows employee, together with 
professionals in HR department to manage the 
employee’s database. With the right permission they 
can access their data with read-only or change status. 
 
III. CASE STUDIES: CORE MOUDLES OF 
HRMIS 
 
Malaysia: Public Service Department implemented 
the Human Resource Management Information 
System by 2005. The objectives of HRMIS is to 
improve the performance of public sector delivery 
system, Enable planning of the workforce and 
determine the effective size of public service, 
Automate the operation processes of human resource 
management, effective human resource planning, 
Facilitate horizontal communication and integration, 
coordination of human resource processes and access 
through a single window, Contribute to the creation 
of a paperless environment; and Make available 
flexible and updated information. The public sector of 
Malaysia HRMIS has ten main modules which is 
Personal Record Management, Competency 
Assessment, Career Management, Performance 
Management, Resourcing and Strategy Formulation 
and Review, Development, Employee 
Communication and Behavioral Management, 
Benefit and Rewards, and Establishment Data [2]. 
 
Kenya: Kenya implemented its Government Human 
Resource Information System in 2008. The system 
was developed by the Ministry of State for Public 
Service and is expected to be interface with other 
existing systems like IFMIS, G-PAY and IPPD. 
HRMIS application of Kenya is comprises of five 
main modules which is Recruitment and Selection, 
Employee Management, Training and Development, 
Career Management and Performance Management. 
In addition, this system is expected to interface with 
other existing systems like IFMIS, G-PAY and 
IPPDandthe following organizations will use the 
system for various decision making functions:  
The Public Service Commission – recruitment and 
selection;Ministry of Finance – establishment 
statistics and Personnel Emolument (PE) 
budgeting;Ministry of State for Public Service – HR 
Management, Development, Monitoring and 
Evaluation [3]. 
 
Georgia: Georgia set up a Human Resource 
Management Information in 2011. The Department of 
Civil Service Bureau initiate the HRMIS to deal with 
two major problems:  
(1) Ineffectiveness and wastefulness of local 
development of such systems and  
(2) Incompleteness and incompatibility of the existing 
local systems.  



International Journal of Advances in Electronics and Computer Science, ISSN: 2393-2835    Volume-5, Issue-3, Mar.-2018 
http://iraj.in 

The Impact of Human Resource Management Information System (HRMIS) and it Score Modules in the Government of Afghanistan: A 
Case Study of Malaysia, Kenya & Georgia 

 
45 

The objective and purpose of setting up this system is 
to establish a mechanism to collect, process and 
update comprehensive data, establish an automated 
payroll for the civil service and to support decision-
making on a civil service reform strategy. HRMIS 
contain 3 necessary modules, Administration module 
(Personnel Records Management), Attendance 
module and Payroll module [4]. 
 
IV. SUMMARY OF THE PREVIOUS STUDIES 
 
Based on the case studies, the results firstly indicated 
that HRMIS had a significant impact on all sectors in 
terms of management and planning tasks, and 
secondly, the type of modules used are varies 
according to objectives of HR Departments in public 
sector of Malaysia, Kenya and Georgia. 
 
By comparing the HRMIS Modulesof the three 
countries shown in Table 1, the paper come to the 
following findings.Each system has its own strength. 
HRMIS application of Malaysiahave almost all of the 
core modules. In addition, Malaysia HRMIS system 
is integrated with other existing system like Payroll 
System & Planning and Budget Control System 
(eSPKB), Attendance System (WBB), Recognition 
System (SISRAF), etc. On the other hand, Kenya 
HRMIS application comprises of five main functional 
areas which addresses HR related needs of the Kenya 
Government. Kenya HRMIS systemis expected to 
interface with other existing systems like  
 

 
 
IFMIS, G-PAY and IPPD. Finally, Georgia HRMIS 
application consist of the minimum of program 
components which is dealing only with problem 
mentioned in case studies. Georgia HRMIS 
application is developed for improvement of HR 
management effectiveness and transparency in certain 
departments in the public sector, in general. 
 
V. PURPOSED SOLUTION FOR 
AFGHANISTAN 
 
Based on the mentioned problems, the proposed 
solutionwill be HRMIS application to support HR 
department by providing more service and this 
system willbe consist of 5 modules which is Record 
Keeping Module, Recruitment Module, Training and 
Development Module, Performance Management 
Module and Benefits Administration modules.This 
solution intend to contribute in enhancing the HR 

Department of public agencies to have better HR 
Administration process by centralized single plat 
form HRMIS application, to generate various types of 
report using up to date data provided by the System, 
and to provide Accurate and sufficient data. Since 
only properly implemented systems that permeate the 
entire organization will have maximum positive 
impact. These core module will also solve the 
problems of poor reporting, lack of HR Management 
and Stressful Administration operations. 
 
CONCLUSION 
 
This paper points out the need for a national HRMIS 
application with specific modules. It shows that 
HRMIS will solve current core problems of human 
resource department in the Government of 
Afghanistan. At first, we introduce HRMIS 
applicationto solve thecurrent problems of HR 
Departments in public sectors. Then HRMIS core 
modules were explained to show how HRMIS will 
bring efficiency and effectiveness in HR 
administration process. After that using case study, 
the core modules of HRMIS application of 3 
countries were presented to explain the strength of 
each system. Then, for better analyses summary of 
previous studies is presented and finally, we 
introduced theneed of HRMIS and the specificcore 
modules for Government of Afghanistan. 
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