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The purpose of this study is to find the relationship between Human Resource 
Information System (HRIS) implementation and its impact on organizational 
performance in Small Medium Enterprises (SME). The focus is on collecting information 
based on employee perceptions of change management after the implementation of 
HRIS, especially in SMEs. This study sought to explore the relationship between HRIS 
implementation and employee acceptance of the change that happened after HRIS 
implementation by utilizing quantitative methodology grounded in the 
Technology-Organization-Environment (TOE) framework. Hypotheses are tested by 
means of an empirical study conducted with the data collected from 400 employees in an 
IT company under the SME category. The results from this study indicated that, in SME 
sector, the performance of an organization will improve after the implementation of HRIS 
once the employees accept the change management. The results show the crucial role of 
change management in SME sector where resource availability and adaptability play a 
bigger role. The results can help top-level managers to channel their efforts to the factors 
which affects the employee’s acceptance, which will improve the likelihood of 
participation of the employees. This employee participation will result in the successful 
achievement of the technology implementation. 

1. Introduction   

Human Resource is considered as an organization’s asset 
and efficient human capital management is the foundation 
source of competitive advantage (N. A. Kumar & Paruma
sur, 2013). In the last decade, the significance of infor
mation technology (IT) in industry and commerce has im
proved dramatically. Information technology plays a crucial 
role in enhancing management practices, ensuring efficient 
and reliable service delivery in the e-commerce industry 
and SME industry (Mehmood, 2021; Rasool et al., 2023). 
Automation and IT-enabled process redesign have cut costs 
and cycle times while boosting output quality. Information 
technology is essential for optimizing business processes, 
enhancing efficiency, reducing costs, and improving deci
sion-making in modern enterprises (Wahid et al., 2024). 
This change has caused an optimistic momentum in the 
field of human resource management and control. 

Sometimes an employee’s reaction to change varies in 
ways. Some vehemently resist change and continue the 
same for a long time, even for years. They hesitate to accept 
the change after it is implemented. Hesitation to change 
arises when employees lack adaptive attributes such as 
proactivity, resilience, and learning agility, making it diffi
cult for them to navigate dynamic work environments (Park 
& Park, 2021). Often, this unwillingness is manifested by 
reduced production, employees’ disengagement in work, 
conflicts, and sometimes it even affects the turnover of 
the company (Bridges, 1991). Employees’ unwillingness to 
change often stems from fear of job loss, negative percep
tions, resistance to uncertainty, and a preference for main
taining the status quo (Khaw et al., 2023). Conversely, some 
of the employees seem to make extra efforts to achieve 
change goals, and they start recommending the usefulness 
of the change that happened and how well it can be exe
cuted in the organization (Herscovitch & Meyer, 2002). Em
ployees’ attitude toward change is positively influenced by 
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transformational leadership, fostering commitment, open
ness, and readiness while reducing resistance and cynicism 
(Peng et al., 2021). To identify such differences, the stage 
model is considered to know the experience of the employ
ees before and after the implementation of new technology 
(Bridges, 2003). 

Small and Medium-sized Enterprises (SMEs) are often 
confronted with resource limitations due to their small size. 
Making a strategic decision in SMEs is a complicated 
process. Balancing innovation and structured management 
in SMEs is challenging due to their limited management 
practices and dynamic adaptability (Andrade et al., 2023). If 
they plan to adopt the new technologies, they need to en
dorse the risk mitigating techniques (Köhler & Som, 2014). 
The implementation cost of new technologies in SME’s is 
immensely expensive (Daim et al., 2006; Hogaboam & 
Daim, 2018; Rammel & van den Bergh, 2003). Acceptance 
must be primarily based on a well-analyzed strategic choice 
that takes into account the entire organizational benefits 
(Köhler & Som, 2014). Positive past experiences with 
change foster acceptance through strong job embeddedness 
and individual attachment (Vardaman et al., 2024). 

The power of information technologies and internet 
communication have propelled the HR field and brought 
changes in the strategic management of human resources 
in a dynamic manner. Advanced MIS optimizes HR plan
ning, enhancing efficiency and adaptability in dynamic 
business environments (Rusilowati et al., 2024). Only lim
ited studies till now have studied in detail which HRIS sup
ports to encourage a sense of preparedness for any change 
in employees. Change Management may be the mediating 
factor that aids in exploring the positive or negative rela
tionship between HRIS implementation and organizational 
performance. This study aimed to analyze to what extent 
the introduction of change management as a mediator in
fluences the effect of the HRIS system on organizational 
performance in SMEs. 

2. Literature Review    

Organizations across the world have recognized the im
portance of employees in establishing organizational struc
ture and achieving corporate goals and have started in
vesting in technology, like Human Resource Information 
Systems (HRIS), to recruit, assist, and manage their human 
resources. Several definitions of HRIS are available in the 
literature. (Kavanagh & Johnson, 2017) have defined HRIS 
as a software solution for collecting, storing, modifying, an
alyzing, retrieving, and allocating resources. Grobler (2005) 
described HRIS as ‘The important transaction processor, 
editor, information-keeper, and purposeful utility system 
that sits on the centre of all computerized Human Re
sources (HR) activity.’ Menant et al. (2021) defines HRIS as 
a facilitating computerized system which supports informa
tion management and administrative and strategic tasks as 
well as decision-making by human resource departments. 

HRIS now no longer only consists of system hardware 
and HR-associated software, it additionally encompasses 
people, systems, processes, regulations, procedures, forms, 
and records. HRIS helps to store sufficient personnel, or

ganizational, and HR plan records to fulfil maximum HR 
functions. In the modern times, technology has evolved 
tremendously, so there is a need to replace the paper work 
on collecting employees and organizational data. In tan
dem with technological advancements, the HR profession 
has evolved over time to play a more strategic role in busi
nesses. Almost all HR operations are now computerized, 
thanks to the capabilities of information technology and 
the internet (Kavanagh & Johnson, 2017). 

Human capital is a highly valued resource that provides 
the greatest source of sustainable competitive advantage 
(Song & An, 2013). Despite this, there has been a misalign
ment between how HR practitioners spend their effort and 
time and what would possibly make a distinction to the 
organization’s profitability. Traditionally, HR professionals 
have focused their time and effort primarily on administra
tive tasks, followed by operational and then strategic activ
ities. However, reversing this order by prioritizing strategic 
functions can significantly enhance the value of HR within 
the organization. 

HRIS can give a lot of support to simplify HR functions 
and helps to add value to the organization by ensuring that 
less time is required to be spent on administrative tasks, 
which mainly saves time for strategic tasks. Additionally, 
the need for HRIS is critical because the strategic planning 
process increases the role of human resources in developing 
business. This information is important for management 
to create organizational goals and set and achieve strate
gic goals. (Chauhan et al., 2011). HRIS enhances workforce 
planning, talent management, and strategic decision-mak
ing across all management levels (Bal et al., 2013). HRIS 
significantly enhances organizational performance by im
proving data access, efficiency, and workforce management 
(J. Magege & Ngirwa, 2023). 

Companies started depending more on the function of 
HR to deliver solutions related to management that en
hanced the efficacy of human resources (Hendrickson, 
2003). HRIS has grown into a more complicated tool that 
oversees a wide range of data on a company’s human capi
tal while also providing analytical capabilities to aid in the 
decision making about how assets are managed. Long-term 
strategic planning and company goals are achieved with the 
assistance of well-designed HRIS that help to collate and 
integrate human resource department outcomes (Carrell, 
1998). 

Lengnick-Hall & Moritz (2003) state that HRIS outcomes 
are stated as information efficiencies, time and cost sav
ings, allowing HR departments to focus on performing bet
ter, more reliable analysis of current information to make 
strategic business decisions. Similarly, Shiri (2012) discov
ered that HRIS allows HR professionals to enhance their in
volvement in the firm’s strategic decisions. While HRIS is 
an essential tool for HRM since it can give improved in
formation for decision-making. N. A. Kumar & Parumasur 
(2013) notes that its efficacy is dependent on the problems 
of deployment and proper integration inside the company. 

Successful HRIS implementation enhances job satisfac
tion and streamlines management, fostering a more en
gaged workforce (Maamari & Osta, 2021). HRIS serves as 
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a strategic tool for decision-making, enhancing efficiency 
and business sustainability (Moussa et al., 2025). HRIS and 
AI integration enhance SME productivity, decision-making, 
and competitiveness through digital transformation 
(Mohlala et al., 2024). Optimizing HRIS enhances MSME ef
ficiency, workforce productivity, and overall organizational 
performance (Wakabi & Matovu, 2024). 

2.1. Change Management and HRM      

Change management is an important issue that HR pro
fessionals need to understand. The business world is ever-
changing, and companies must learn to take advantage of 
those changes to successfully navigate these constraints 
(Lauzier et al., 2020; Yilmaz et al., 2013). This applies in 
particular to HR professionals, who are typically at the fore
front of making changes within an organization. While 
HRIS were developed to increase productivity, they can in
crease productivity only when the employees are interested 
in learning how to use the system and become successful 
users (Wilson-Evered & Härtel, 2009). 

The human factor is the most important predictor of 
the performance of Information System (IS) (Härtel et al., 
2008). HR professionals must proactively drive change to 
harness the potential of any new change, despite current 
gaps in readiness and policy support (Nankervis et al., 
2021). HR must adapt to paradigm-shifting disruptions 
from flexible workforces, digitalization, and AI to equip 
practitioners for future challenges (Minbaeva, 2021). 

Employee’s acceptance after the change is vital for the 
achievement of any implementation process (Al-Haddad & 
Kotnour, 2015). Once employees have a tendency to par
ticipate more after the change is implemented, then they 
have a tendency to simply accept it better (Sánchez-Med
ina, 2020). Employers and managers can enjoy the accep
tance and its effect on organizational performance. Miti
gating cognitive biases in decision-making is essential for 
enhancing objectivity in HR practices and successful 
change management (Palmucci, 2024). Integrating HR, 
change management, and knowledge management en
hances employee engagement and improves talent reten
tion in knowledge-intensive industries (Kossyva et al., 
2023). By knowing, what have an impact on employee ac
ceptance, managers can examine those elements earlier 
than beginning the process of implementation of a deliber
ate change. If consequences are favourable, then they are 
able to implement with assurance for enhancing organiza
tional performance, if not, then they have to perform an in
tervention in elements looking to modify them an adequate 
level (Meyer & Herscovitch, 2001). Users of HRIS, includ
ing the HR department, may be oblivious of the function
alities, or change management processes may be too diffi
cult to oversee (Krishnan & Singh, 2007). Effective change 
management is crucial for successful HRIS implementation, 
ensuring employee alignment with organizational vision 
(Dida et al., 2021). 

2.2. Challenges in implementation of new       
technologies in SME’s    

When it involves new technology implementation, 
SME’s should cope with numerous challenging situations. 
These challenging situations consider internal and external 
factors. As stated, limited technical facilities, limited finan
cial, human and time resources, and lack of proper infra
structure are considered as internal factors (Madrid-Gui
jarro et al., 2009; Spielkamp & Rammer, 2006). However, as 
external factors, reduced funding access, lack of relation
ships and networks, not so proper regulations and support 
by the government (Hotho & Champion, 2011; Madrid-Gui
jarro et al., 2009; Rammer et al., 2009). Companies, on 
the other hand, benefit from employees who are motivated 
(Salavou et al., 2004). 

Small and Medium Enterprises (SMEs) in emerging 
economies face significant challenges in adopting Industry 
4.0 technologies, despite recognizing the potential for op
erational efficiency and market advantages. Financial and 
technological risks remain the most critical barriers, pre
venting seamless adoption of digital innovations (Tamvada 
et al., 2022). High initial costs and inadequate infrastruc
ture pose formidable challenges, even though these tech
nologies promise long-term cost savings. Moreover, oper
ational and business risks, such as lack of interoperability 
and limited compliance with industry standards, further 
hinder the smooth integration of digital systems in SMEs 
(Elhusseiny & Crispim, 2022). 

A lack of technical expertise among employees, man
agers, and business owners creates additional hurdles, lim
iting the ability of SMEs to effectively leverage new tech
nologies (Shaikh et al., 2021). Insufficient frameworks to 
manage societal and cybersecurity risks also complicate the 
digital transformation journey, making it difficult for SMEs 
to safeguard their operations while embracing technologi
cal change (Fanelli, 2021). Furthermore, SMEs often strug
gle with aligning technology with their business needs, par
ticularly during crises such as the COVID-19 pandemic (M. 
A. Kumar & Ayedee, 2020). 

Financial constraints exacerbate these challenges, as 
many SMEs operate with limited budgets and receive inad
equate support from governments. The high perceived cost 
of adopting digital technologies, coupled with a lack of top 
management support and insufficient government assis
tance, slows down the pace of technology adoption (Shaha
dat et al., 2023). Complexity and compatibility issues make 
it difficult for SMEs to integrate new ICT solutions, result
ing in further delays in digital transformation. Limited or
ganizational readiness and inadequate trialability prevent 
SMEs from fully exploring and benefiting from digital inno
vations (Hendrawan et al., 2024). 

Regulatory complexity adds another layer of difficulty, 
especially when it comes to financial compliance, where 
the high cost of automated solutions makes it challenging 
for SMEs to meet regulatory standards effectively (Bello 
et al., 2024). In countries like South Africa, SMEs struggle 
with implementing digital systems due to a lack of inte
gration, limited technical expertise, and high development 
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costs (Telukdarie et al., 2023). Similarly, SMEs across devel
oping nations face significant organizational and technical 
barriers in adopting Industry 4.0 technologies, despite rec
ognizing the potential benefits (Oldemeyer et al., 2024). 

The adoption of artificial intelligence (AI) by SMEs is fur
ther hindered by a lack of knowledge, high costs, and in
adequate infrastructure, emphasizing the need for tailored 
support and guidance to facilitate AI integration (Olde
meyer et al., 2024). Addressing these multifaceted chal
lenges requires financial and technical support, along with 
favorable policies and targeted assistance to ensure the 
successful adoption of digital technologies in SMEs, partic
ularly in rural areas (Fanelli, 2021). Without these crucial 
interventions, SMEs in emerging economies will continue 
to lag behind in their digital transformation journey, miss
ing out on the competitive advantages that Industry 4.0 
technologies can offer. 

2.3. HRIS Implementation    

It is important for the organization to create a sup
portive environment and provide sufficient resources for 
the implementation of new technologies (Premkumar & 
Roberts, 1999). Management will identify the business op
portunities through the use of IT from a broader perspec
tive, and their active support and involvement will provide 
the best strategic vision and direction for the implementa
tion of new technologies (Drnevich & Croson, 2013). Man
agement support will also describe the urge of innovation 
and so thereby they overcome organization’s resistance to 
the introduction of the information system and they get 
success in it (Lapointe & Rivard, 2005). This leads to an 
active acceptance of new technologies by the users, which 
makes the transformation of existing work processes 
smoother (Yap, 1989). The intricacy of the HRIS system and 
its effect on employees and managers for the acceptance 
and managers with strategic responsibilities is a challenge 
for the organization during the implementation (Dery et 
al., 2009). HRIS implementation in Indonesian public sec
tors faces challenges due to coercive pressure, requiring 
HRM reforms to effectively enhance employee innovation 
outcomes (Satispi et al., 2023). Implementation of tools like 
HRIS is influenced by the active role of vendors and con
sultants, who exert various pressures on customer organi
zations throughout the adoption process (Jemine & Guil
laume, 2021). This may result in low involvement from 
lower management because of fear of accepting new things, 
or it may be due to a corporate lifestyle that does not allow 
the implementation of any type of change (Cresswell & 
Sheikh, 2013). This study has shown that there are some 
financial and social hurdles to implementing HRIS, espe
cially in SMEs. Krishnan & Singh (2007) mentioned that 
there is knowledge paucity about HRIS applications and the 
absence of importance of the HR department (Altarawneh 
& Al-Shqairat, 2010). This may be for cultural reasons or 
any other reason and may also be the crucial hurdles for im
plementing HRIS in the organizations. 

The intensity of Human Resources Information Systems 
(HRIS) usage, particularly the number of available func
tionalities, significantly enhances organizational perfor

mance, although this impact may also reflect the overall 
maturity of organizational management (Barišić et al., 
2019). HRIS adoption and usage significantly influence or
ganizational performance, with system quality being a key 
predictor, highlighting the need for improved implementa
tion, especially in SMEs (Noutsa et al., 2017). Abuhantash 
(2023) mentions that HRIS implementation enhances orga
nizational performance by improving efficiency, effective
ness, and competitive advantage through centralized and 
automated HR management. With the above insights, we 
hypothesize the following. 

H1: HRIS implementation significantly impacts the Or
ganizational Performance in SME IT companies. 

2.4. Predictors for change Management      

HRIS is a software that manages a company’s employee 
database. It helps in the tracking of various personnel data 
and analysis of the data such as performance, payroll, leave 
management, and other fundamental employee, former 
employee, and candidate qualities (Kähkönen, 2020; Ka
vanagh & Johnson, 2017). HRIS has been designed to meet 
the needs of both businesses and individuals (Bal et al., 
2013). HR operations become more transparent with the 
adoption of HRIS (Sadiq et al., 2013). Many private indus
trial and service sector companies have installed HRIS to 
allow for quick access to information and decision-making 
(Quaosar & Rahman, 2021). This tool produces quick re
sults and promotes successful organizational growth. HR 
departments, employees, and supervisors all use HRIS sys
tems (Sharma et al., 2023). While HRIS is intended to en
hance productivity, it can only do so if employees are will
ing to learn how to utilize the technology and become 
successful users (Wilson-Evered & Härtel, 2009). Change 
management is believed to play a vital role in the successful 
implementation of HRIS (Diefenbach, 2007; Kavanagh & 
Johnson, 2017). 

Ngai & Wat (2006) state that HRIS functionality now in
cludes proper communication among corporates, end-to-
end recruitment process, selection process, negotiation, 
training, compensation fixation, payroll management and 
employee verification and also maintaining all general and 
common information. Holincheck et al. (2007) differentiate 
between back office, skill management, personnel manage
ment, workforce analytics and delivery of service, and De
cision Support System (DSS) applications. Completed a 
transformation to technology-intensive HRM from em
ployee-intensive HRM, a change that is all but simple. Ko
vach et al. (2002) explain that making people accept a newly 
introduced system, which is really a new process for them, 
is the biggest challenge in implementing an HRIS even after 
they decide that HRIS is the only way to attain both strate
gic and administrative plans and merits. 

Beckard & Harris (1987) assume that preparedness for 
change should be related to the organization’s capabilities 
and provide a system to inspect the bond between the or
ganization’s current capabilities and the level of prepared
ness for change. It is identified that an organizational ca
pability check helps the organization place importance on 
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important areas that need improvement and aims to create 
a critical need for change (Maier et al., 2012) . There is a 
concern about operational capabilities and modernization 
capabilities. Operation capabilities are essential to main
tain daily performance (Cepeda & Vera, 2007). Successfully 
implementing a new system differs from what is needed 
for the performance of the current business. Effective im
plementation of a new system in an organization requires 
leaders to shape employees’ agency, mitigate uncertainty, 
and guide them through the change process to ensure suc
cessful adoption (Potosky & Azan, 2023). Implementing a 
new system in an organization requires assessing readiness 
across key dimensions to develop strategies that ensure a 
smooth and effective transformation (Shukla & Shankar, 
2024). For identifying modernization options, a method is 
proposed that encompasses organizational performance 
and development (Bălan, 2009). Development involves the 
development of all the resources and systems that the or
ganization will need in the future (Ackerman, 2023). It is 
an opportunity to dynamically manage the things that help 
the organization perform better and to ensure continuous 
improvement as well as effective change (Gutierrez-Gutier
rez & Antony, 2019). Successful implementation of change 
management will be the result of the developing perfor
mance of the Organization (By, 2005). Organizations that 
can provide employees with opportunities to learn and 
grow have a significant impact on employee perceptions of 
organizational support because growth opportunities sig
nal that the organization cares about their well-being 
(Narang & Singh, 2011). 

Employees should be motivated, encouraged, and re
warded for their efforts, and their skills should be devel
oped, nurtured, and utilized to improve organizational per
formance (Salman et al., 2020). Evidence-based change 
management enhances organizational performance by 
leveraging science-informed practices and multiple sources 
of evidence to guide the change process effec
tively(Rousseau & ten Have, 2022). Transformational lead
ership and a supportive organizational culture positively 
influence change management, enhancing performance in 
virtual teams (Kaur Bagga et al., 2023). This study aimed to 
analyze to what extent the introduction of change manage
ment influences the effect of the HRIS system on organiza
tional performance in SMEs. 

H2: Change management significantly impacts the Or
ganizational Performance in SME IT companies. 
H3: Change management mediates the relationship be
tween HRIS implementation and Organizational Per
formance in IT companies. 

The success of the HRIS relies on the support of employ
ers. An important issue in the implementation of HRIS is 
the refusal to accept the change by the users (Kavanagh et 
al., 1990). 

With the hypotheses mentioned above, we propose the 
research model which explains the impact of Change Man
agement on the effect of HRIS implementation on Organi
zational Performance in IT SME organizations as shown in 
figure 1. 

3. TOE Framework    

The Technology-Organisation-Environment is the 
framework described by Tornatzky et al. (1990) in their 
work ‘The Process of Technology Innovation’. Adoption of 
technology is influenced by a combination of factors both 
inside and outside a firm. These include the technologies 
available, how useful they are perceived to be, and their 
compatibility with the firm’s existing systems (Awa et al., 
2015). 

On the organizational side, factors like the firm’s busi
ness scope, support from top management, organizational 
culture, and the complexity are crucial. The quality of hu
man capital and the firm’s size, as well as issues related to 
its resources and specialization, also matter (Sabherwal et 
al., 2006). The external environment has its own set of in
fluences, including operational facilitators and inhibitors. 
Key factors here include competitive pressure, the readi
ness of trading partners, socio-cultural aspects, govern
ment support, and technology infrastructure such as access 
to skilled ICT consultants (Jeyaraj et al., 2006; Qirim, 2006). 
This framework defines how the company’s context influ
ences the acceptance and execution of new technology in
novations. 

T-O-E framework is that some of the adoption predictors 
it uses are more applicable to large organizations, where 
there’s typically greater stability and fewer complaints, 
than to small and medium-sized enterprises (SMEs) (Awa et 
al., 2011). However, scholars such as Eze et al. (2013) have 
successfully applied the T-O-E framework in their studies, 
finding that the innovation’s characteristics, the organiza
tion’s technology, and the external environment are use
ful in explaining and predicting the rate of adoption. The 
framework is given in figure 2. 

Zhu & Kraemer (2005) highlighted several critical adop
tion factors within the T-O-E framework, including tech
nology competence, firm size, financial commitment, com
petitive pressure, and regulatory support. (Kuan & Chau, 
2001) validated the framework’s applicability in small en
terprises by proposing a perception-based technology 
adoption model that incorporates six key determinants: 
cost structure, technical competence, industry pressure, 
government pressure, direct perceived usefulness, and in
direct perceived usefulness. 

We developed our model based on the TOE framework, 
which consists of three key elements that influence the 
adoption decision: technological context, organizational 
context, and environmental context. These three factors 
play a significant role in shaping technological innovation. 
Following the implementation of HRIS, we focus on em
ployees’ acceptance of the new technology and how change 
management practices post-implementation impact the or
ganization’s performance. 

4. Data Collection and Data Analysis       

Survey method is used to test the proposed model em
pirically. The quantitative study employed empirical meth
ods, utilizing deductive reasoning and a positivist ap
proach. It relied on numerical data to test the proposed 
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Figure 1. Research Model   

Figure 2. T-O-E Framework   

model. The universe of this work is the employees of SMEs 
located in the Chennai region, Tamilnadu, India. The sam
ple size of this study was 400, and the samples were se
lected based on a mix of purposive and snowball sampling 
procedures. The data collection was initiated with a pop
ulation of a small number of individuals who are already 
known to researchers, and the sample size was increased 
by enquiring about those respondents who answered ini
tially to identify others that should participate in the study 
(Ritchie et al., 2013). The data for the research was col
lected using a survey instrument developed by the authors. 
The variables identified from the review of literature were 
operationalized using a survey research instrument. Items 
were derived from prior studies and modified to fit in the 
context of HRIS implementation and organizational perfor
mance with the mediating role of change management. 

The survey instrument included items for all three con
structs. It included 8 items in HRIS implementation (Maa
mari & Osta, 2021 (CA:0.86); Yusliza & Ramayah, 2012 
(CA:0.935)), 10 items in change management (Holt et al., 
2007 (CA:0.86)) and 3 items in organizational performance 
(Jyoti & Rani, 2017 (CA:0.887)). 

A five-point likert scale was used to capture the re
sponses for the variables studied. The range of scale varies 

from one to five for statements in the questionnaire, with 
five denoting strongly agree and one denoting strongly dis
agree. 

4.1. Demographic Profile    

The respondents’ demographic characteristics are shown 
in Table 1. With respect to the gender profile, the majority 
were male (57.0%) and female respondents accounted for 
only 43.0%. Among the respondents, most of them fall into 
the age group of 41–50 years (32.0%), followed by 51–60 
years (28.0%), and 31–40 years (26.0%). Among the re
spondents, most of them were post-graduates (41.3%) and 
graduates (37.0%). Interestingly, 10.3% of the respondents 
have a doctorate degree and 11.5% of the respondents have 
other professional qualifications. Respondents with desig
nation as HR manager and HR staff constituted 32.0% each. 
20.0% of the respondents were Manager (Other) and 16.0% 
were Assistant HR Managers. The experience level of the re
spondents was significant. Among the respondents, 26.0% 
of them have experience of between 11 and 15 years, and 
22.0% have experience of around 16 to 20 years. 
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Table 1. Demographic Profile (N=400)    

Variable Category Frequency Percent 

Gender Male 228 57.0 

Female 172 43.0 

Age (Years) 21-30 56 14.0 

31-40 104 26.0 

41- 50 128 32.0 

51-60 112 28.0 

Qualification Graduate 148 37.0 

Post Graduate 165 41.3 

Doctorate 41 10.3 

Others 46 11.5 

Designation Asst. HR Manager 64 16.0 

HR manager 128 32.0 

HR staff 128 32.0 

Manager (Other) 80 20.0 

Experience Less than 5 years 48 12.0 

6 to 10 years 88 22.0 

11 to 15 years 104 26.0 

16 to 20 years 88 22.0 

Table 2. Descriptive Analysis (N=400)    

Variables No. of Items Mean Std. Deviation Skewness Kurtosis 

HRIS implementation 8 3.38 0.62 0.543 1.43 

Change Management 10 3.47 0.56 0.643 0.92 

Organizational Performance 3 3.76 0.63 0.449 0.08 

4.2. Descriptive Statistics    

The descriptive statistics of the three variables are pre
sented in Table 2. The values of kurtosis and skewness are 
within the range of ±2, indicating that the constructs meet 
the requirement for the normality test and can be subjected 
to different parametric tests. 

4.3. Common method bias     

A total of 400 valid responses were collected, meeting 
the required sample size of 10 responses per item (Hair 
et al., 2010). To assess common method bias, Harman’s 
one-factor test using Exploratory Factor Analysis (EFA) was 
performed (Podsakoff & Organ, 1986). This test checks 
whether a single factor is responsible for explaining the 
majority of the variance. The results showed that a single 
factor accounted for 44% of the variance, which is below the 
50% threshold (Podsakoff et al., 2003), indicating that com
mon method bias is not a significant concern for this study. 

After confirming no significant bias, the study proceeded 
with assessing the model fit and testing the hypotheses. 
For hypothesis testing, the study chose the PROCESS macro 
over other covariance-based SEM programs (e.g., AMOS) for 

several reasons: it is simple, effective, and user-friendly for 
conducting mediational and conditional analysis with ob
served variables (Hayes et al., 2017). Unlike SEM programs 
such as AMOS, the PROCESS macro offers precise statis
tical inferences, including specific conditional indirect ef
fects and moderated mediation indices, with minimal cod
ing effort required from the user (Hayes et al., 2017). It 
also addresses issues that arise with interaction estimates 
in the latent variable approach (Hayes et al., 2017) and 
avoids sample size and degree of freedom restrictions typi
cally found in covariance-based SEM (Hair et al., 2010). 

4.4. Measurement Model    

Confirmatory Factor Analysis (CFA) was conducted to as
sess construct validity. Since the χ2 test is highly sensitive 
to sample size, it is not ideal for testing model fit with large 
sample sizes (Ullman, 2006). As shown in Table 8, the fit in
dices indicate that the model fits the data well. 

Next, convergent and discriminant validity were as
sessed to validate the measurement model. As presented in 
Table 3, all α-coefficients were above 0.7, meeting the rec
ommended threshold (Cronbach, 1951). For convergent va
lidity, the following criteria were checked: (1) Composite 

Agility toward the HRIS advancement at the organization and its impact on performance in SMEs

Journal of Small Business Strategy



Table 3. Measurement model (CA – Cronbach alpha, CR – Composite Reliability, AVE – Average Variance               
Extracted, MSV – Maximum Shared Variance)       

Items Factor loading CA CR AVE MSV 

HRIS implementation 0.84 0.759 0.575 0.051 

HI1 0.967 

HI2 0.807 

HI3 0.928 

HI4 0.917 

HI5 0.878 

HI6 0.941 

HI7 0.864 

HI8 0.825 

Change management 0.753 0.724 0.545 0.501 

CM1 0.775 

CM2 0.919 

CM3 0.784 

CM4 0.974 

CM5 0.773 

CM6 0.812 

CM7 0.792 

CM8 0.86 

CM9 0.837 

CM10 0.732 

Organizational performance 0.902 0.793 0.517 0.410 

OP1 0.948 

OP2 0.842 

OP3 0.804 

Reliability (CR) ≥ 0.7, (2) Average Variance Extracted (AVE) 
≥ 0.5, (3) factor loadings > 0.7 and statistically significant, 
and (4) CR > AVE (Fornell & Larcker, 1981). The results in 
Table 3 show that all these criteria were met, with CR val
ues ranging from 0.790 to 0.970, confirming internal con
sistency (Fornell & Larcker, 1981). AVE values ranged from 
0.550 to 0.850, all factor loadings were above 0.7, and CR 
values exceeded the corresponding AVE values. Items for 
each construct is given in table 4. Correlation among the 
constructs is give in table 5. 

4.5. Model-Mediation Analysis    

Analysis on the mediation variable was conducted to 
study the effect of mediation in Change Management on 
the relationship between HRIS implementation and Orga
nizational Performance. Firstly, the direct effect was mea
sured with HRIS implementation as the independent vari
able and Organizational Performance as the dependent 
variable (Figure 2). 

The outcome of the direct test model tells us that model 
is significant (P<0.05) with a path coefficient value as 0.29 
(Table 6). 

4.6. Indirect Effect of Change Management on        
HRIS implementation Vs Organizational     
Performance  

The indirect effect was calculated by including the me
diating variable (Change Management). From Table 7, the 
mediating variable (Change Management) has a significant 
effect of the predictor variable (HRIS implementation) on 
the dependent variable (Organizational Performance). 
However, the path coefficient of HRIS implementation has 
been reduced from 0.29 to 0.26. The mediation analysis re
sults tell us that ‘partial mediation’ is revealed because of 
the effect of mediation of the variable (Change Manage
ment) on the relationship between HRIS implementation 
and Organizational Performance (Figure 3). 

5. Findings   

5.1. Goodness of Fit Evaluation      

Goodness of Fit is used to assess the overall model fit 
in proposed models (Tenenhaus et al., 2004). We have used 
PROCESS macro to get the Goodness of Fit metrics for 
the model developed. The results are given in table 8. The 
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Table 4. Constructs and items    

Constructs and items Item code 

HRIS implementation 

Overall, I would find the new HRIS useful in my job HI1 

Using the new HRIS enables me to accomplish tasks more quickly HI2 

Using the new HRIS increases my productivity HI3 

If I use the new HRIS, I will increase my chances of getting a raise HI4 

My interaction with the new HRIS would be clear and understandable HI5 

It would be easy for me to become skillful at using new HRIS HI6 

Overall, I would find the new HRIS easy to use HI7 

Learning to operate the new HRIS is easy for me HI8 

Change management 

I think that the organization will benefit from this change. CM1 

It doesn’t make much sense for us to initiate this change. CM2 

There are legitimate reasons for us to make this change. CM3 

This change will improve our organization’s overall efficiency. CM4 

There are a number of rational reasons for this change to be made. CM5 

In the long run, I feel it will be worthwhile for me if the organization adopts this change CM6 

This change makes my job easier. CM7 

When this change is implemented, I don’t believe there is anything for me 
to gain. CM8 

The time we are spending on this change should be spent on something else CM9 

This change matches the priorities of our organization CM10 

Organizational performance 

Service quality has improved as compared to last year OP1 

Number of customer complaints has reduced as compared to last year OP2 

Customer satisfaction has increased as compared to last year OP3 

Table 5. Correlation of constructs    

HRIS implementation Change Management Organizational performance 

HRIS implementation 0.756 

Change Management 0.234 0.738 

Organizational performance 0.198 0.064 0.719 

Figure 3. Direct Effect of HRIS implementation on Organizational Performance         
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Table 6. Direct Effect of HRIS implementation on Organizational Performance         

Beta 
Estimate 

S.E. C.R. 
p – 
value 

Result 

Organizational 
Performance 

<--- 
HRIS 
implementation 

0.29 0.04 5.92 0.001 Significant 

Figure 4. Indirect Effect of Change Management on HRIS implementation Vs Organizational Performance            

Table 7. Indirect Effect of Change Management on HRIS implementation Vs Organizational Performance            

Beta 
Estimate 

S.E. C.R. 
p – 
value 

Result 

HRIS Implementation 
HRIS implementationOrganizational performance 

0.20 .045 4.17 0.001 Significant 

Change management 
Organizational performance 

0.13 .054 2.69 0.007 
H2 
-Significant 

HRIS implementation Change managementOrganizational 
performance 

0.26 .049 5.36 0.001 H3-Significant 

recommended values justify the values of measurements. 
Therefore, the model is a good fit model. 
5.1.1. Goodness of Fit indices.     Comparative fit index 

(CFI) should be greater than 0.9 (Hair et al., 2010), our 
analysis gives 0.976. For Normed fit index (NFI), we got 
0.646 which is higher than the reference value 0.9 (Hair et 
al., 2010; Hu & Bentler, 1999). Root mean square error of 
approximation(RMSEA) should be less than 0.08 (Browne & 
Cudeck, 1992; Hair et al., 2010), we got 0.066. Threshold 
for Root mean square residual (RMR) is 0.05 (Hair et al., 
2010), we have obtained the value as 0.04. Tucker–Lewis in
dex (TLI) should be greater than 0.9 (Hair et al., 2010), and 
our value is 0.846 (McDonald & Ho, 2002). The details of 
the indices are given in Table 5. As all the obtained values 

are within the limits of values given in previous literature, 
we can say that the model is a good fit. 

5.2. Findings on hypotheses     

From the outcome of the SEM analysis, it is derived that 
the hypothesis H1 ‘HRIS implementation significantly im
pacts the Organizational Performance in IT companies’ is 
accepted as the p-value is significant (B = 0.26, p = 0.00). 
Similarly, the hypothesis H2 ‘Change management signifi
cantly impacts the Organizational Performance in IT com
panies’ is accepted as the p-value is significant (B=0.13, 
p=0.007). Finally, the output of the mediation analysis 
shows that the hypothesis H3 ‘Change management me
diates the relationship between HRIS implementation and 
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Table 8. Goodness of Fit    

Variable Obtained Value 

P value .092 

RMSEA .066 

RMR .008 

GFI .994 

AGFI .964 

CFI .976 

TLI .846 

RFI .748 

NFI .946 

Chisq/df 345.513/186 

Organizational Performance in IT companies’ is accepted as 
the p-value is significant (B=0.26, p=0.001). 

6. Discussions and Managerial Implications      

Small and Medium Enterprises (SMEs) have the oppor
tunity to leverage HRIS (Human Resource Information Sys
tems) to drive success. It is clear that individuals with 
higher levels of education are more adept at using HRIS and 
playing an active role in the development of SMEs. The in
fluence on Organizational Performance by HRIS illustrates 
the importance of ensuring effective HRIS implementation. 
HRIS on profitable management can be improved by provid
ing training on how to use the system and finding trained 
users in each section to train employees to use the system 
effectively. Documents must be available in one entity and 
across all HR functions to find the total return on invest
ment in the HRIS. This mirrors the argument of N. A. Ku
mar & Parumasur (2013) that “managerial satisfaction with 
an HRIS may also be affected by the distance and isolation 
that it can create between HR and employees.” It may also 
be that gauging the effective use of HRIS and its ensuing 
paybacks is daunting (Udekwe & de la Harpe, 2017). HRISs 
are intricate systems and this intricacy is one of the reasons 
such systems are not eagerly embraced (Maruru, 2014). 

Though it is SME IT companies, cost effectiveness is 
mainly considered as the pull factor to achieve greater per
formance. Time management is considered the main factor 
for introducing the new innovative technology. The HRIS 
system must be easy to use and navigate and support all 
business related processes, decision-making, and timely 
achievement of corporate goals. Indeed, a well-imple
mented and effective HRIS can drive support for business 
strategy, strategic alignment, and increase organizational 
performance. 

IT adoption in SMEs has been the focus of few re
searches, information technology implementation (such as 
HRIS) in this category of enterprises begs for further inves
tigation in the developing world with limited studies done 
on the effects of HRIS usage (Noutsa Fobang et al., 2019). 
Employee acceptance of new innovative technology is crit
ical for change management success. When the process of 

change involves more employees, they will be more en
gaged. Senior and junior management, as well as employ
ers, can benefit from their knowledge of the new system 
and track record of organizational performance. By under
standing what drives the acceptance, managers can test 
these things before beginning the planned change man
agement process of implementation. If the outcomes are 
favourable, they can proceed with more confidence to im
plement the HRIS; if not, they can choose other options. 

7. Limitations and Future Research      

The main limitations are associated with the failure and 
success of change initiatives as per the plan. The success 
achieved after the implementation of the HRIS was not 
evaluated in this study. While it can be acknowledged that 
certain elements of success were achieved, this study did 
not systematically analyze the extent to which the HRIS 
was successful in enhancing organizational performance. 
This kind of analysis that would have enabled an exami
nation of the relationship between the degree of success 
of quality initiatives and the study variables. This dimen
sion should be seriously considered for future research. 
The study could even be extended to other organizations 
and add more variables related to change management and 
HRIS and the impact on business performance. In future re
search, concentrate more on success factors after the tech
nology implementations and longitudinal studies should be 
conducted to get a better understanding of the growth of 
the organisation. In this study, majority of the respondents 
were from HR department. In future study, this pool could 
be more diverse including employees from across depart
ments. 

8. Conclusion   

The positive effect of the HRIS on organizational perfor
mance highlight the importance to ensure that an efficient 
HRIS is implemented. It highlights several key factors that 
can support the implementation and use of HRIS in man
agement, particularly the importance of system quality to 
ensure reliability, availability, and adaptability in dynamic 
environments during the technology selection process. On 
the other hand, employees must be fully trained for such a 
change in the system. For SMEs, the decision to implement 
a HRIS represents not merely a technological upgrade, but 
a strategic pivot in how human capital is managed and or
ganizational goals are achieved. Management should spend 
a sufficient budget to implement HRIS for better perfor
mance and focus on training employees and actively par
ticipate in follow-up activities. Guidance and daily support 
should be provided. Unlike larger firms, SMEs often operate 
within tight financial margins, with constrained technical 
resources. These unique limitations necessitate a nuanced 
understanding of how HRIS adoption and change manage
ment interact to influence performance outcomes in such 
settings. This study highlights that employee acceptance 
of change serves as a vital link between HRIS implemen
tation and improved organizational performance in SMEs. 
The partial mediation observed in this relationship rein
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forces the idea that technology alone is insufficient. The 
people behind the system and their willingness to engage 
with change are crucial. SMEs must therefore prioritize 
structured change management practices that foster trust, 
address employee concerns, and build technological con
fidence, particularly when introducing HRIS tools. Policy
makers, technology vendors, and SME leaders must collab
orate to reduce adoption barriers through targeted support, 
affordable systems, and contextual training. When ap

proached thoughtfully, HRIS adoption becomes a powerful 
catalyst for SME transformation, enabling them to harness 
digital tools to grow sustainably, adapt rapidly, and com
pete more effectively in evolving markets. 
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