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ABSTRACT

In recent years, managers of both private and public organizations in developing countries have been
struggling to double production and improve service delivery in their organizations. Successful orga-
nizations in the western world were, however, identified with the use of Information Technology (IT).
The paper examined the magnitude of IT and its application in human resource management. Four
organizations from private and public sectors were selected from all. Two organizations from each
sector, members of staff, Human Resource (HR) professionals and managers of these organizations were
targeted. A structured questionnaire was used to collect data from the staff and unstructured interviews
were designed to gather data from the HR practitioners and managers of these organizations. A sta-
tistical package for social sciences (SPSS) was used to analyse the data. In general, about 76.9% of the
participants said that IT application in HR functions enhances organizational productivity. The selected
organizations could boast of basic IT facilities, but their numerical strength still remains a challenge
especially among organizations in the public sector. Organizations in both sectors must invest more in
IT and its related accessories as a means of solving problem of inadequacy. Internet connectivity and
company website were lacking in some organizations across both sectors and should be considered so as
to improve upon the human resource functions and quality service delivery in the deprived regions of
Ghana. Staff motivation, wage and salaries, strategic management and organizational leadership were
mentioned as factors when put together with IT would augment productivity in any given economy.
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1. INTRODUCTION

An organization is a consciously coordinated unit formed by groups of persons working
towards the achievement of specific objectives [1]. An organization can also be defined as the
privileges and responsibilities of an individual to contribute to the attainment of organiza-
tional goal devoid of conflict [2]. The Ghana Information and Communication Technology
(ICT) for Accelerated Development Policy indicates that the success of IT in an organization
depends on how the country would be capable of developing and harnessing its human
resource [3]. IT initiates and redefines organizational culture, and maintains socio-economic
development towards an information and knowledge economy [4]. Computerization has
been identified among other management strategies as an effective tool in the management of
various sectors in any given nation [5]. The concept of management information systems
originated in the 1960s with a focus on the computerization of clerical and record-keeping
task [6]. Technology has performed beyond the perception of its being business problem
solving tool [7].

Technology literacy involves being able to use computers to communicate, solve prob-
lems, collect, organize and share information [8]. IT is useful in developing decision
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alternatives, gathering and analysing information required
for evaluating employees’ performance [9]. The ability to
access internet and wireless communications is no longer a
luxury but rather a necessity for economic growth and
development [10]. The world today is described as a global
village as the management of human capital in organizations
is done with the aid of Information Technology [11]. There
is an increasing demand for IT to improve upon socio-
economic development fortunes of nations [12]. Both nat-
ural and acquired resources may not be fully utilized if or-
ganizations do not have enough human capital, sense of
responsibility and technical know-how to apply for a na-
tional development [13]. With the development of tech-
nology and innovative skills, the new global economy is
fuelled by brain power and intellectual capitalism [14]. The
acceptance and practice of IT is no longer for only the
computation of figures and record-keeping, but business
innovative tool for effective management [15]. Most orga-
nizations in deprived regions could not use IT which is
mainly due to not having IT facilities or professionals to
control IT systems and implementation in their areas of
operation [16]. The consequence of adopting or not adopt-
ing IT in HR management is obvious as Biswas [17] states
that not less than 54% of all employees will require signifi-
cant training and development in IT to enable them be
efficient in their current jobs.

However, not much attention has been given to the
spatial dimension with respect to the distribution of IT
facilities especially in the deprived regions [15]. Africa is
still at the bottom in IT knowledge and its applications
[18]. Even organizations that deployed IT still adopt the
traditional approach to file where systems tend to grow
independently [2]. Organizations running by the principles
of the traditional model do not only cause delays in
document processing, but also cause economic burden
leading to inefficiencies in organizations and poor quality
in service delivery [19]. Therefore, it merits exploring the
availability and application of Information Technology
(IT) in HR functions among some organizations in
Northern Ghana. This paper seeks to answer the question;
“What is the magnitude of IT for human resource man-
agement in organizations operating within the deprived
regions of Ghana?” The main objective of the study finds
out if the application of IT in Human Resource Manage-
ment (HRM) functions had an influence on quality service
delivery in organizations.

1.1. Theoretical background

Bawany [20] categorises industrial revolutions as the trans-
port and mechanical production revolution of the late 18th
century, the mass production revolution of the late 19th
century, and the computer revolution of the 1960s, this
explains why technology has become the engine of growth
for so many years. Since 1969, IT has been developed into
digital technology and advanced beyond the 1980s to
become the 4th digital revolution where Internet connec-
tivity is globally experienced [21]. Information Technology

was introduced to trade and industry in the 1970s where
procurement of raw material was done through electronic
system known as Material Requirements Planning (MRP)
[11].

The term Information Technology became popular in
business organizations in 1981 to describe the equipment
and systems introduced to create, store and distribute in-
formation [6]. IT is the fastest provider of information as
and when decision is needed to be taken by management
for the well-being of the organization [2]. Management
acceptance to use IT greatly depends on employees’ ability
to learn new skills for self-development and organizational
performance [22]. Human Resource Management (HRM)
is a multi-disciplinary organizational function which de-
rives its theories and ideas from various fields of study [23].
The application of IT in Human Resource Management
leads to effective cost control management and timely
response to the needs of employees and customers’ demand
[24]. The human resource management is an important
aspect needed in administration for effective and efficient
utilization of resources [13]. HRM requires the involve-
ment of Information Technology (IT) as a strategy and
coherent approach to the management of organisation’s
most valued assets, the people [25, 26]. In this study, “In-
formation Technology (IT)” and “Information and
Communication Technology (ICT)” are used as synonyms.
These concepts when used, are commonly referred to
computers, the Internet, digital network/devices and
various digital applications that are used with these tools
[27].

1.2. Human Resource Management via Information
Technology

Information Technology (IT) has ushered the World into
post-industrial age of automation in which the computer
enables man to operate, compute, control, repair and
maintain other machines [28]. The use of IT in the man-
agement of employees began in the 18th century where
machinery was introduced and workers anticipated its effect
on their jobs [29]. IT alters the rules of competition among
both national and international organizations [30]. Advance
in technology is associated with a high rate of change that
redefines features of modern organizations [31]. Information
Technology (IT) is a tool for improving the socio-economic
development of nations and well-being of the individual
[11–32]. The availability of modern computers, peripherals,
networking and resources within an increasingly diverse
range of technologies is an essential part of an institutional
progress in the 21st century [33]. Key corporate assets such
as intellectual property, core competencies, finance and
human resource are managed through digital means [2].
With IT in HR functions, the organization gets experience in
the electronic-Human Resource Management (e-HRM) in
addition to the financial gains [34].

The practice of IT enables an organization to align
innovative skills with other resources that can mitigate
external factors in order to gain competitive advantage over

2 International Review of Applied Sciences and Engineering

Brought to you by University of Debrecen | Unauthenticated | Downloaded 07/26/21 10:41 AM UTC

http://en.wikipedia.org/wiki/Technology


its competitors [5]. IT improves the Human Resource
Management ability for a sustainable management of
knowledge and asset for organizational growth and socio-
economic development of the employee [25–35]. Technol-
ogy has become a very essential tool for competition in the
21st century human resource management irrespective of
the nature or size of an organization [30]. How Technology
is infused into human resource functions determines the
consistency of quality delivering of service to retain cus-
tomers [26]. The speed, efficiency and cost-effectiveness
associated with technological advancement are the main
reasons for which technology is strongly demanded by hu-
man resource professionals and administrators for effective
performance and cost containment [36]. IT is reliable and
easily responsive to Human Resource (HR) functions [5].
The significance of IT in human resource management is so
marvellous that it cannot be ignored by any nation, because
IT is a platform where people seek information about their
fields of interest, expertise, advertise their talents and works
[37]. The opportunities in IT can reduce cost of production,
and that may increase general productivity of the organi-
zation [38].

The Information Technology (IT) has the potentials of
improving upon the human resource management functions
which include attracting, retaining and motivating em-
ployees [39]. A survey conducted by Tzafrir, Gedaliahu,
Yehuda and Shimon, [40] shows that IT enhances em-
ployees’ development, creates a sense of commitment and
faith in management. IT computerizes the payroll process-
ing, transactional activities and speeds up administrative
processes [39]. The employment of IT in an organization has
enormous benefits for various units or departments, most
especially, the HR department [41]. IT is a perfect tool in the
Human Resource (HR) unit that establishes and maintains
accurate databases for staff development programmes,
retirement preparation courses and designed manpower
needs [6]. Decision Support System (DSS) and Expert Sys-
tem (ES) are IT tools for a very effective decision making in
today’s organizational setting [42].

1.3. The conceptual framework

A conceptual framework was developed to discuss Infor-
mation Technology on human resource management. In-
formation Technology is divided into two major types
namely: IT for converting or processing data into informa-
tion such as calculators, typewriters and computers, and IT
for communicating data and information from one place to
another which includes telegraph, telephone and computer
networks [42]. The United Nations Economic and Social
Commission for Asia and the Pacific (UNESCAP) defined
IT as technologies people use to share, distribute, gather
information, and to communicate through computer net-
works [22]. In this study, IT is viewed as a set of tools that
can be used to process, avail and access information and
communication services or products. The services and
products may include hardware and software, Internet,
telephones/mobile phones, typewriter, photocopy machines,

radios, televisions, hydraulic machines used in industries
among others.

The key areas in the study include IT availability, op-
portunities and practice. Availability seeks to find out the
presence of IT resources in the selected organizations for the
human resource management unit. The opportunities and
practice explain the level at which human resource practi-
tioners use IT to enhance their operations or daily activities.
It is significant to emphasize that the study is not basically
about evaluating the performance and the progress made by
these selected organizations towards the realization of their
set of targets, but on the examination of a possible link
between the deployment and exploitation of IT within the
human resource unit in relation to the organizational
achievement. It is also to illustrate the possible impact that
IT could have as an enabling tool for socio-economic
development in an organization. Information, knowledge
and technology are increasingly becoming the key drivers for
socio-economic development world-wide and IT is
dramatically changing our way of life [7]. Figure 1 shows the
availability and utilization of IT within the Human Resource
(HR) functions. It has explained that the use of IT by the
human resource management unit in any given organiza-
tions provides opportunity for quality product and service
delivery. Also, IT facilitates easy interaction within and
beyond the organizational setting which could lead to pru-
dent management and high productivity.

The individual knowledge in information and
communication technology and private ownership of ICT
facilities within the workforce in organizations can also
bring about easy access to information as shown in Fig. 1.
The model presents the relationship between availability of
IT and ability of personnel to make use of it for the
maximum gain. The approval of Information Technology
(IT) in Human Resource Management (HRM) unit is
greatly influenced by the availability of IT systems and how
they are used to the advantage of HR practitioners. A
country that encourages and provides adequate IT for the
human resource (HR) departments has the opportunity of
attracting foreign investors to speed up economic growth
and development [43].

2. METHODOLOGY

Both qualitative and quantitative methods were used in the
study. With the mixed method through in-depth interviews
and questionnaires respectively, assessing the availability
and practice of IT in deprived regions of Ghana was suc-
cessfully made. Data collected for the study were taken from
both public and private organizations with two from each
sector. The data were in two categories, primary and sec-
ondary data. The primary data were obtained from HR
professionals, members from top management and em-
ployees in these selected organizations. The secondary data
were acquired through libraries, internet and literature
earlier authored by others in textbooks and journals. The
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questionnaires contained both closed-ended and open-
ended items. The Opira [33] questionnaire was adopted and
modified to suit the study. The questionnaires were
administered directly to a target population of one hundred
and four (104). The questionnaires had forty (40) items; four
open-ended items and thirty-six closed-ended items. Both
probability and non-probability sampling were used in this
study. Purposive sampling was deployed to select Human
Resource Professionals, since HR plays a key role in orga-
nizational performance. Random sampling was adopted in
selecting employees, whilst non-random, that is the quota
sampling was used to select a member from the top man-
agement team of each organization. They were not selected
by chance, but because they occupied certain positions at the
time of study.

2.1. Presentation and analysis of data

Data processing and analysis started from the time of the
recording of interviews. This was required to verify,
translate, and transcribe if necessary, code and thereafter,
the analysis. The recorded audio recordings were reviewed
immediately after the event in order to authenticate the
quality of the recording and to follow up the interview if
required. After the data collection, a thorough check was
done on the questionnaires proceeding coding and
entering into software version 22.0 of the Statistical
Package for Social Sciences (SPSS). Microsoft Excel,
among others were used for the analysis of data and with
broad description of the findings presented through per-
centages, frequencies, graphs, mean and standard devia-
tion.

3. DISCUSSIONS AND CONCLUSIONS

3.1. Socio-demographic characteristics of the
respondents

The sex distribution of the respondents indicates that the
male respondents were 60.6%, while the female respondents
were 39.4%. The results reveal that there are more males
employed in the various organizations or sectors than the
females in the study area as showed in Table 1.

The data in Table 2 show that majority of the re-
spondents were between the age brackets of 36–45 repre-
senting 52.9%. The least representation of the respondents’
age group was 5.8% with ages ranging from 56 to 60. The

Table 1. Sex distribution of the respondents

Sex Frequency Percentage

Male 63 60.6
Female 41 39.4
Total 104 100

Table 2. Age groupings of the respondents

Age in years Frequency Percentage

18–35 28 26.9
36–45 55 52.9
46–55 15 14.4
56–60 6 5.8
Total 104 100

Independent Variable
IT Resources 

Availability of IT Facilities: 

Internet/intranet service, 

hardware and software, 

computers, projectors, electronic 

mail, company website, office 

line phone telephones/mobile 

phones,  typewriter, photocopy 

machines, radios, televisions, 

etc.

IT opportunities
● Recruitment Task

● Maintenance and 

Development Task

● Management and 

Planning Task

Dependent Variable
Use of IT in HRM 

Activities

● Fast and Easy Performance 

of HRM Task

● Easy Access to Information

● Increase in Productivity

Extraneous Variable
Ability to own IT Facility

Availability of IT Resources

Personal Ownership of IT Facility

Staff Knowledge in IT

IT Availability

Managers, Directors and 

Stakeholders Attitude towards IT

Fig. 1. The Information Technology availability model, adopted and modified [33]
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remaining 41.3% were ages ranging from 18 to 35 and 46 to
55. The results suggest that about 80% of the respondents
were within active working age range in these organizations.
The data in Fig. 2 demonstrate the level of education of the
respondents involved in the study.

Data in Fig. 2 show that more than half of the re-
spondents involved in the study attained higher education at
the tertiary level representing 54.8%, followed by re-
spondents with A ‘Level/BCE/O’ Level Certificates with
29.8%. The remaining 15.4% were holders of SSCE/Middle
School Certificates and those with no formal education that
is 12.5% and 2.9% respectively. This shows that majority of
the study participants attained higher education by which
the implementation of IT in these organizations can receive
a maximum attention of the employee.

The results on the findings of the mean year of schooling
of the respondents in the study area were presented in Ta-
ble 3. The data show that the mean year of schooling for the
respondents is 15.8 with a standard deviation of 3.2 for the
public sector, whereas the private sector had a mean of 16.6
with a standard deviation of 1.9. This is an indication that
the private organizations employed applicants with a higher
level of qualification than that of the public sector. Collec-
tively, the study shows a T-test of 0.35 years the employees
spend in school. The results show no statistically significant
difference in the number of years spent by staff from either
sector in schooling.

3.2. Assessing individual ownership or usage of IT
facilities

For the assessment of individual worker’s ownership and
practice of IT facilities, Fig. 3 shows that 99% of respondents
use mobile phones indicating nearly 100% of the re-
spondents were mobile phones users in the study area. The
results confirm Wachira [10] findings in which the 21st
century ICTs in use included internet, mobile and wireless
communications as these facilities control and monitor

different appliances and implementation in a comprehensive
manner in organizations. The Radio set was found second
higher ICT facility in use by the study organizations with
72.1% of the respondents, followed by Electronic mail with
71.2% of the respondents. The study revealed 61.5% and
42.3% of the respondents do not use Computer and Tele-
vision set respectively at the time of study as demonstrated
in Fig. 3. The results are evident of a need of Information
and Communication Technology in industries and organi-
zations to enable effective and efficient execution of the HR
and administrative functions in any given organizational
setting.

3.3. Availability of ICT facilities in organizations

Table 4 presents data on available IT facilities in organiza-
tions. This is presented in percentages including the sectors
participated in the study whereas Fig. 4 highlights only the
IT tools involved and their corresponding percentages. In
this case, both Fig. 4 and Table 4 are very necessary for
pictorial view. Therefore, regarding the use of computer as
one of the ICT facilities in various organisations, Table 4
shows that 99% of the respondents responded in affirmative
whiles the remaining 1% responded in the negative. It is
obviously clear that all the organizations that took part in
the study use computers in the performance of their duties.
Table 4 shows that Video Conference Centres were very few
in the study area as they represented by only 15.4% of the
total respondents with 93.1% of the respondents from the
public sector acknowledged the absence of these facilities.
About 94.1% of the respondents from the private organi-
zations responded that Video Conference centres were
available. The results in Table 4 reveal that in total, radio set
has a poor representation especially in the public sector
organizations as its availability was supported by only 27.9%
of respondents. Little over 86% of the respondents from the
public sector said it was not available, while a 100% of the
respondents in the private organizations confirmed its
availability. The statistics concerning the availability of IT
key devices in these organizations is discouraging and the
results are in contrast with literature where it is stated that
IT has become a global knowledge such that no nation,
organization and department/unit would in recent times be
denied of its applications.

12.5

29.8

54.8

2.9
0.0

10.0

20.0

30.0

40.0

50.0

60.0

SSCE/Middle
school

A' Level/BCE/O'
Level

Ter�ary No formal
Educa�on

Pe
rc

en
ta

ge

Level of Educa�on

Fig. 2. Educational background of the respondents

Table 3. The respondents' years in schooling

Sector Frequency Mean Std. deviation T-test

Government 87 15.8 3.2 0.35
Private/NGO 17 16.6 1.9
Total 104

0 20 40 60 80 100

PC

Radio Set

TV Set

Mobile Phone

Email

38.5

72.1

57.7

99

71.2

61.5

27.9

42.3

1

28.8

NO

YES

Fig. 3. Respondents' ownership of IT facilities
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In Table 4, it could also be noted that only 38.5% of the
respondents indicated that they use E-mail, closely supported
by 47.1% of the respondents in the public organization who
consented that they had E-mail addresses and use them, with
23.0% of the respondents having no knowledge about the

existence of an E-mail address in the public sector, while
82.4% of the respondents confirmed that E-mail addresses
were available and 17.6% of the respondents had no idea
about the presence of an E-mail address in the private sector.
The results show 100% of the respondents in the private or-
ganizations confirmed the existence of software applications
in their organizations. About 48.3% of the respondents in the
public organizations confirmed that software was not avail-
able while 24.1% of the respondents were not able to tell the
state of software as an ICT tool in their organizations.

The results in Fig. 4 demonstrate a total percentage of 13.5 of
internet connectivity in the study organizations. The office line
phone, one of the oldest in modern communication as well as a
projector represents 16.3% each whereas development of com-
pany’s website and the use of Fax Machine in these organiza-
tions represent 45.2% and 14.4% respectively. The results
partially agreed with Ilom€aki [27] discovery that IT is a platform
where people seek information about their fields of interest,
expertise, advertise their talents and works. The organizations’
low interest in using the aforementioned IT tools is as a result of
easy access to mobile cell phone with its associated App that
could possibly use to perform almost every activity within and
beyond the organization. Also, the easiest acquisition of a per-
sonal laptop is yet another contributing factor to organizations’
high interest in using modem to access Internet as against the
instalment of Wi-Fi router. Generally, the responses established
the need for IT in management as being emphasized in a survey
conducted by Rhodes and Fincham [31], they stated that the
revolution based on computerised Network-information system
such as email and the internet service had transformed many
organizations in developed nations.

4. USE OF IT FACILITIES

4.1. ICT application in the recruitment task

In Table 5, the data indicate that workers in the study area
had positive attitudes towards IT in position inventory with

Table 4. Availability of IT facilities in organizations presented in
percentage

ICT Facilities Sector
Available

Not
available

No
idea Total

% % % %

Computer Gov. 98.8 1.2 – 99
NGO 100 – –

Internet Gov. – 90.8 9.2 13.5
NGO 82.4 5.9 11.7

Fax machines Gov. – 97.7 2.3 14.4
NGO 88.2 5.8 5.8

Printer Gov. 97.7 2.3 – 98
NGO 100 – –

Photocopier Gov. 96.5 1.2 2.3 97.1
NGO 100 – –

Office line phone Gov. – 100 – 16.3
NGO 100 – –

Projector Gov – 88.5 11.5 16.3
NGO 100 – –

Company
website

Gov. 34.5 43.7 21.8 45.2
NGO 100 – –

Software Gov. 27.6 48.3 24.1 39.4
NGO 100 – –

Radio set Gov. 13.8 86.2 – 27.9
NGO 100 – –

Television set Gov. 100 – – 100
NGO 100 – –

Video conference
centre

Gov. – 93.1 6.9 15.4
NGO 94.1 – 5.9

E–mail use Gov. 29.9 23 47.1 38.5
NGO 82.4 – 17.6

Web portal Gov. 21.8 55.2 23 31.7
NGO 82.4 – 17.6

0

99

13.5 14.4

98 97.1

16.3 16.3

45.2
39.4

27.9

100

15.4

38.5
31.7

0

20

40

60

80

100

120

Available

Not Available

No Idea

Total

Fig. 4. Graphical presentation of availability of IT facilities in organizations
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76.9% of the respondents agreed, while 10.6% of the re-
spondents disagreed that ICT improves position inventory
and 12.5% had no idea. A total of 55.8% respondents agreed
and 44.2% of the respondents either disagreed or had no
idea on recruitment using internet respectively. The study
shows that 40.4% of the respondents disagreed with the fact
that the use of ICT for employment selection is an oppor-
tunity, however, 59.6% of the respondents agreed to the use
of ICT in employment selection as a prospect to increase
productivity in the work place. Also in Table 5, it could be
noted that 33.7% of the total respondents disagreed to the
use of ICT in workforce management. About 66.3% of the
respondents agreed to ICT use in workforce management as
it makes the human resource activities faster and easier. The
statistics validates the conclusion that IT in management
produces and stores job specification and job description
records for review and redevelopment [6]. An advance in IT
holds the promise of meeting the numerous challenges that
face the 21st century human resource management. The IT
in HR enhances its activities such as attracting, retaining and
motivating employees, and meeting the demands for a more
strategic human resource (HR) and administrative functions
[39]. The findings, therefore, imply that regardless of the
difficulty in accessing and the inadequacy of ICT facilities in
most organizations, the study organizations were still mak-
ing great effort to have ICT use in their recruitment task and
processes.

4.2. IT application in the maintenance and
development tasks

The data in Table 5 show 95.2% of the respondents agreed
with only 4.8% of the respondents disagreed including
those who could not determine using ICT in training and
human resource development activities increases produc-
tivity in the human resource unit. Their responses were in
consistent with the findings that employee development is
expected to create a sense of certainty, enhance

employability and faith in management [40]. The results
confirm the statement that employees require significant
training and development in IT to enable them to perform
in their current jobs [17]. Furthermore, in Table 5, it re-
veals that 70.2% of the respondents agreed that ICT im-
proves performance evaluation in any given organizational
settings. However, those respondents that disagreed in
addition to the respondents without an idea were repre-
sented by 29.8% on the assertion that ICT can improve
performance evaluation. The results show that 26% of the
respondents disagreed to the use of ICT in Performance
Appraisal as an opportunity for organizations whereas a
total of 68.2% of the respondents agreed with the fact that
IT improves Performance Appraisal in organizations whilst
5.8% could not decide. Also, in Table 5, the results reveal
that more than half of the respondents representing 69.2%
agreed that tardiness and absenteeism analysis could easily
be done faster in organizations with the aid of ICT, whereas
a total respondent of 30.8% disagreed. The above findings
suggest that ICT offers tools for easy and rapid perfor-
mance of management and development task in the HR
unit in any given organization. It affirms findings that IT
applications in organizational management can reduce the
cost of production, and would in the long-run increase
general productivity of an organization [38].

4.3. Information technology application in
management and planning tasks

The survey reveals that 91.4% of the respondents agreed that
IT plays a vital role in improving Personnel Files and Skills
Inventory while only 8.6% disagreed as being demonstrated
in Table 5. In addition, the data in Table 5 show that 94.3%
of the respondents agreed that IT speeds up the general
administrative activities while a small number, 5.7% dis-
agreed with the assertion that using IT in the general
administrative work makes the HR activities easier and
faster.

Table 5. IT application in Human Resource Management

Recruitment task
Strongly agree. freq.

(%)
Agree. freq.

(%)
Strongly disagree. freq.

(%)
Disagree. freq.

(%)
No idea freq.

(%)

Position Inventory 51 (49.0) 29 (27.9) 2 (1.9) 9 (8.7) 13 (12.5)
Recruitment Using Internet 31 (29.8) 27 (26.0) 9 (8.7) 25 (24.0) 12 (11.5)
Employment Selection 38 (36.5) 24 (23.1) 8 (7.7) 25 (24.0) 9 (8.7)
Workforce Management 52 (50) 17 (16.3) 8 (7.7) 20 (19.2) 7 (6.7)
Maintenance and Development Task
Training and Human Resource
Development

92 (88.5) 7 (6.7) 2 (1.9) 1 (1.0) 2 (1.9)

Performance Evaluation 39 (37.5) 34 (32.7) 2 (1.9) 21 (20.2) 8 (7.7)
Performance Appraisal 41 (39.4) 30 (28.8) 3 (2.9) 24 (23.1) 6 (5.8)
Tardiness and Absenteeism
Analysis

44 (42.3) 28 (26.9) 4 (3.8) 20 (19.2) 8 (7.7)

Maintenance and Planning Task
Personnel Files/Skills Inventory 76 (73.1) 19 (18.3) 1 (1.0) 2 (1.9) 6 (5.8)
General Administration 76 (73.1) 22 (21.2) 2 (1.9) 1 (1.0) 3 (2.9)
Government Reports 55 (52.9) 40 (38.5) 4 (3.8) 2 (1.9) 3 (2.9)
Succession Planning 39 (37.5) 42 (40.4) 2 (1.9) 10 (9.6) 11 (10.6)
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This authenticates the survey by Mishra and Akman [39]
that IT can automate other routine tasks such as payroll
processing, transactional activities and benefits administra-
tion. About 91.4% of the respondents were in agreement that
IT improves reports generated from the HR unit and orga-
nizations to the government whereas the remaining 8.6% of
the respondents disagreed, data in Table 5. The results
further show in Table 5 that 77.9% of the respondents agreed
that IT is a tool for successful Succession Planning and
Implementation in the HRM unit, but only 22.1% of the
respondents did not agree at the time of study that IT im-
proves Succession Planning and Implementation in HR unit.

The respondents’ observation perfectly agreed with the
declaration that Technology is a powerful force for change
and automation, and that placing IT in control of the work
process is not just appealing, but also plausible and
persuasive, because it allows a measure of optimism about
the future of work [31]. It is also supported by Evans [6],
findings of whom confirmed that Personnel Department
(DP) maintains personnel records on computer, establishes
databases of personnel data from which staff development
programmes, retirement preparation course, manpower and
needs are designed. Organizations maintaining job appraisal
and salary review records have always been successful due to
the deployment of IT in HR functions [6]. The findings
suggest that IT helps in Management and Planning Tasks, it
enables users to learn and organize complex information,
recognize communication patterns, draw inferences,
communicate findings and discover better organizational
and problem solving skills. Also, it places emphasis on the
involvement of IT in the HR activities as it leads to the
fastest and easiest performance of HR tasks with potential
increases in productivity.

5. CONCLUSION

Information Technology (IT) has become an efficient tool for
virtually every activity in all sectors of nations’ economies.
The human resource management (HRM) functions can well
be executed on the basis of the accessibility of IT coupled with
satisfactory knowledge of the employee in IT and its appli-
cations. The individual employee can boast of personal
ownership of some basic IT devices for domestic use, but that
may not yield any positive impact on general performance of
the organization. In the face of high qualification attained by
individuals that are employed in these organizations, HR
functions and high productivity still remain a challenge as the
nonexistence of key IT devices such as video conference
centre, company’s website and business software to comple-
ment the effort of these talents so that they can sometime
work from home as and when the need arises.

The office line phone is gradually being taken over by cell
phone whereas the personal computer generally called
Laptop has become a substitute for desktop computer. This
has led to high demand for modem by both employers and
employees so that they can have access to Internet as against

the instalment of Wi-Fi router in their organizations. It is,
therefore, obvious that in less than ten years, office line
phone and desktop computer will no longer be valued in the
system. The incorporation of IT in HR functions has become
an integral part of management since research participants
in the deprived regions where the study demonstrates that
the key IT facilities were unavailable at the time of survey
can still envisage positive effect of IT and its application in
HR functions. However, it is sad that some employees could
not tell the state of Information and Communication
Technology (ICT) in their organizations. Besides, the
introduction of IT and its applications in HR functions can
render some employees redundant. Hence, the reluctant
attitudes of some organizations towards the deployment of
IT in HR functions.

An organization that does not incorporate IT in its HR
management often failed to introduce database management
system (DBMS) to allow efficient management and data
integration. DBMS minimizes isolated data, eliminates
inconsistency, uncouples program-data, and increases access
to available data. In addition, it enables data use, security and
data centralization. The study improves the conventional
(manual) method of keeping records and rendering services.
More importantly, the analysis reveals that the government of
Ghana achieves the Ghana ICT for Accelerated Development
(ICT4AD) Policy and countries elsewhere could accomplish
similar policy objective when the HR professionals and em-
ployees in various organizations are considered in the
implementation stage. The advantage of IT in HR is not
limited to only financial gains, but the experience in elec-
tronic-Human Resource Management (e-HRM).

For the monitoring of employees, training, development,
transfers and deployment, it is recommended that the IT
facilities should adequately be distributed to the HR units all
over the country, because the HR unit is an engine of growth
in all sectors of the Ghanaian economy. Also, the govern-
ment of Ghana and countries with analogous problem must
provide and mandate management and leadership in various
organizations to have IT in their budgetary allocations so
that they can increase the availability and utilization of IT
for a higher productivity. As some organizations in deprived
regions lack professionals to control IT systems and imple-
mentation in their areas of operation, the use of IT can
become a policy in the Labour law that would enforce the
deployment of IT systems in HR unit and the policy should
constantly be amended to facilitate e-HRM in every orga-
nization. Finally, future researchers may take up similar
research in the urban settings so as to ascertain a true state
of Information and Communication Technology incorpo-
ration in human resource management functions within
Ghana’s organizational management system and strategies.
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