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Abstract: 
 
 

In the twenty first century with the advancement of information technology and the adoption of   

information   communication   technologies   and   intelligent   information   systems   with embedded 

artificial intelligence, organizations have started integrating its processes and systems, so that the real time 

decision making could further be enhanced and information on a real time basis could be provided, 

transferred and analyzed all over the world. The research emphasizes on Human resource processes and 

the growing pressure on organizations to integrate its HR processes so that in the knowledge and 

information economy data should be processed  at  a higher rate and further it should be transferred and 

obtained on a real time basis. 

 
Key words: Information Technology, Human resource, Human resource development, HRD processes, 
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Background: 

 
Globalization and increasing competition has brought in the realization to organizations that human 

resource is one of the most essential and crucial elements of their successful operation. Firms have begun 

to accept the fact that human resource can decide the success and failure of an organization today, and it 

is quite difficult to acquire quality resources from the market. As a result, companies have begun to lay 

significant emphasis on development of human resource through various mechanisms including training, 

learning, education etc. Human resource development (HRD) is given a lot of attention by organizations 

across the world and human resource managers use several tools for increasing effectiveness of HRD.
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Rapid development of Information Technology (IT) has brought about tremendous changes in the way 

things are carried out in different industries and segments. HRD has not been left untouched by the same, 

and there have been significant developments in the HRD processes as a result of IT. The current study 

has focused on HRD in the present scenario, and how IT plays a role in overcoming the challenges 

associated with HRD. 

 
Research Questions: 

 
i.      What are the challenges facing human resource development in India? 

 
 
 

ii.      What role can information technology play in overcoming these challenges? 
 
 
 

Introduction: 
 

The lack of dominant association in human resource development is one of the issues. The human resource 

development community generally agrees that, HRD is emerging and multidisciplinary. But this concept 

was not accepted by everyone. Some researchers described that disciplines are the body of knowledge 

unique for the purposes of individual (Chalofsky, 

2007). Apart from these, another issue of human resource development is that it acts within the groups 

itself. (Short, Keefer & Stone 2009) mentioned that, human resource development has lack of connection or 

gap between the research and practice. The faulty practitioner is considered as another issue of human 

resource development. (Shoret et al., 2009) mentioned that there are no educational requirements and no 

formal barriers in order to prevent the individual   from claiming   to   be   the   human   resource   

development   professional.   The   human resource development professionals should have responsibility 

to coordinate the environment which is non-threatening, safe and also protective of all the individual 

employees (Reio and Ghosh, 2009). 

 
Research Framework: 

 
The research has been designed taking into consideration the core HRD variables like training and 

development, organization development and career development through information
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technology and the challenges that the organization would encounter while implementing IT for 

HRD. 
 
 
 

  
Figure 1: Proposed framework by researcher 

 
Human resources development is achieving significant improvement over past few years especially in 

developing countries. The role of information technology in  enhancing Human Resource 

Development (HRD) in organizations is facing lot of challenges not only in India but also  other  

developing  countries.  At  first,  attitude  or  culture  is  one  of  the  major  issues  in organizations.  

Different  countries  may  have  different  culture  and  so  the  organization  that operates on several 

countries are in pressure to change according to the culture of the employees of different countries. Human 

Resource Development professionals face lot of challenges with respect to cultural change. Life style or 

habits of an employee is considered most important  for human resource development  professionals 

because they need to understand the behaviors of the employees and then they provide training which 

has capacity to change their behaviors which is suitable for organizational workplace. Skills or technology 

is considered as most important challenge for HRD professionals and this is because they need to
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upgrade their knowledge and skills in order to meet the requirements which are needed for new 

generation. Mostly, organization needs the open environment, which is most challenging factor for HRD 

professionals to create it (Hanna, 1997). The organizational environment must be justice, accountability, 

speed imagination, and fearless. So, human resource development professionals must inspire the employee 

in order to perform the better to create such environment within the organization (Jackson, and Schuler, 

1999). 

 
Major Challenges in HRD: 

 

                                   
     Eliminating the skills gap 

 

                                                                       
     Changing demographics according to the workforce 

 

                                    
     Need for lifelong learning 

 

                                                   
     Competing with the global economy 

 

                                                   
Need for the organizational learning 

 
 
 
 

HRD and IT: 
 

Information technology is driving HR (Human Resource) process from employee management to 

employee as the strategic capability. Information technology not only adds the value dimension to the HR 

function but also Information technology assists the HR department to be competent.  One  of  the  factors  

which  have  strong  impact  towards the  employees  and  the organizations is the changes and  

advancement of the technologies. Information technology plays the key role in the achievement of 

managerial objectives and leadership through the practices that implemented in the human resource 

management. Information Technology and Human  Resource  in  the  organization  are  two elements  

which  act  as  strategic  weapons  to compete with other organizations. (Carol, 1998) mentioned that 

Information Technology and Human Resource are two critical factors which have capacity to lead the HR 

management into a new era. 
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Figure 2: Three major components that needs to be integrated 
 

As   mentioned   in   figure   2,  these   three   components  are   extremely  important   wherein 

information technology is considered as the critical infrastructure in several organizations. Information 

technology acts as an  emerging and  effective contributor to the organizational performance. 

Information technology is also responsible for the success of organization in its consistent delivery, 

strategy, and systems usability. 

 
(Dewett & Jones, 2001) argue that employees have a better understanding of organizational goals and 

objectives with the aid of IT. In the absence of IT employees may only find about the organizational 

policies and goals after they have completed a given task. With IT the organizational policies can be 

communicated easily and usefully with exactly what the organization needs and unnecessary work is thus 

eliminated 

 
(Boateng, 2007) mentioned that, there are several ways to obtain the competitive advantage in 

organization such as managers and employees should know about the Human Resources tasks
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and roles accordingly with main objectives. In addition to these, (Boateng, 2007) mentioned that there 

are 4 objectives in HR activities such as, 

 

                  

- Performance 

 
- Management Change 

 
- Management 

 
- Employment 

 
 

These objectives make the HR department to guarantee the competitive advantage of an employee. All 

these objectives generally depend on the determination of work responsibilities, organization structure 

design, commitment and good motivation. (Bartlett & Ghoshal, 2002) mentioned  that  HR  management  

has  been  shift  from  supportive  training,  retaining  and selecting to the strategic role. Nowadays, HR 

department rather than supportive, it focuses on training, recruiting and taking care of the advantages. 

 
IT implementation to solve HRD issues: 

 
It cannot be denied that HR & IT differ to a great extent. While IT is related to technology and machines, 

HR is related to people (Collier, 2006). Despite both being essential for businesses in current times, their 

interaction has proved to be extremely difficult for researchers and individuals   trying   to   successfully   

implement   IT   especially   in   the   HR   function.   Today’s competitive environment has compelled 

firms to seek new methods to innovate and develop. The requirement for change is compelling the HR 

especially on the recruitment front to resort to social media to search for capable candidates who would 

allow companies to scale new heights. Recruitment in the current times is changing. In fact even internal 

recruitment in firms is being conducted through online processes and through blogs and other social 

media tools including Twitter, Facebook, LinkedIn, YouTube and the like.
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Technology today is permitting the HR departments and candidates to identify more about the crucial 

drivers of a business and the goals and objectives of the business. HR directors in the current times 

prefer to refer to comprehensive recruitment analyses to ensure that they are aware of what is correct or 

what is wrong in their firms and to ensure that the investments made by their firms are being made wisely. 

Firms also prefer to develop their own group of interested candidates to be able to contact them as and 

when possible. This all has become possible thanks to implementation of technology in firms. IT is thus 

providing firms an easy and cost-effective manner to interact and provide requisite particulars that would 

permit firms to utilise the assets of the firms in the best possible manner to gain an upper hand over extant 

competition. 

 
 
 
 
 
 
 
 
 
 
 

HRD 

 
 
 
 
 
 

IT 

 

ORGANIZATION 
 

 

HRD PROCESS                                                                      DEVELOPMENT 
 

 

PROCESS 
 
 
 
 
 

Figure 3: Integration of all major components using IT as a facilitator



All rights reserved. © 2016, Periyar Management and Computer College, New Delhi 

51 
Periyar Journal of Research in Business and Development Studies, 1(1), January-June 2016 

 

 

 
 

As mentioned in the figure 3, the major building blocks of  organizations needs to be fully 

integrated using information technology as facilitator for this change to ensure human resource 

development including the overall organization development. Firms in the current times are investing 

more and more funds in implementing information technology. However, if these funds are invested 

without a proper analysis and without outlining the support and worth they could provide to a firm, it is 

useless to do so. It is impossible to gain a competitive advantage in the current business scenario if firms 

fail to adjust to the changes that are occurring or if they invest in information technology without 

comprehending its benefits and limitations (Tansley et al., 

2001).The  advent  of  information  technology  or  IT  as  it  is  commonly  referred  to  have resulted in 

radical changes in the HR techniques employed by a company. This change however would  be  beneficial  

only  when  IT  is  successful in  the  activities  it  is  implemented  and  can successfully act as an 

alternative mode of functioning for HR professionals. 

 
Conclusion: 

 
In the current scenario of extreme competition it has become essential for companies to adopt and employ 

modern IT in the organization. There  are crucial elements in the organizations which are likely to be 

impacted by IT especially the entire HR domain. Hence, several theorists espouse the usage of IT and 

implore managers to use IT to enhance their strategic growth. Several researches have proved that 

employing IT properly in the HR domain has resulted in improving the tasks undertaken by the HR 

division of a company. A refusal to adopt IT in the HR domain may result in inadequate performance by 

the HR department particularly in context of goal attainment. It is also recommended that all firms must 

invest in a good and intelligent Human Resource Information System (HRIS). 

 
It is also seen that despite investing huge amount of funds in HRIS, majority of the organizations employ 

it merely for routine administrative tasks instead of utilizing it for effective and efficient human resource 

planning. It is illogical to invest funds in HRIS if it is going to be used merely for handling routine 

administrative tasks. Thus, it is recommended that HR managers in the current times must acknowledge 

that the business environment is positively impacted by IT and that implementing IT in the HR function 

permits a human resource manager to focus on the actual tasks he or she is supposed to perform rather 

than wasting time on routine activities which can be automated or easily delegated to juniors. 
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