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Executive Summary

This white paper is intended to summarize various HRIS models across organizations and give out a

study on the usage of technology for HR solutions.

Introduction to HRIS:
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Human resource information system (HRIS) is defined as a software or online solution that is used
for data entry, data tracking, and data management of all human resources operations of an
organization. It is thus an accessible, actionable database that enables the smooth operation of all
HR systems hosted either on the organization’s server, the cloud, or on that of an outsourced
vendor. An HRIS is often referred to an HRMS (human resources management system) since it aids

in effective human resource management and planning.
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An HRIS includes under its umbrella a wide range of systems. For example, it includes all aspects of
managing the employee database and directory, applicant tracking, benefits administration, payroll
processes, work scheduling, time and attendance, leaves tracking, electronic signatures, compliance

protocols, customizable insight reports, employee self-service, performance management, and HR

processes taken care of on mobile apps.

e HRIS Models

Now that we have had a glance at the systems and working components that move the human
resource information system machinery, let’s dig into the HRIS models that guide the functioning of

its processes.
1. Input and output model of a basic HRIS

This model enumerates the basic functioning of an HRIS — from input to output. Both environmental
and internal sources provide data for the input subsystems, which are then interpreted into
information and used in recruiting, workforce planning, workforce/talent management, compensation,

benefits, and for various parts of the reporting channel.
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2. Model for HRIS adoption

With a plethora of options available in the market (to the point where the market seems
overcrowded), choosing the right HRIS is a big decision. But once that is done, to ensure that the
organization has invested in a winning system, the right adoption of the HRIS is necessary. Here’s a

model that enumerates the different aspects of adopting the right HRIS and adapting to new

processes.
1
HUMAN DIMENSION TECHNOLOGICAL DIMENSION
« Innovativeness of ‘ « IT Infrastructure
senior executives . Compatibility
- IT capabilities of staff - Complexity
" x

HRIS
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and support
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- Formalisation ‘

3. HRIS success model

The following figure is the integrated HRIS model for success. This is to reiterate how the users’
perception of the system is affected by the quality of system processes, information access and
application, ease of use, and usefulness. The perceived utility of the HRIS is an interesting factor
since it is quite subjective and must make sense to the employee. All these factors together

contribute to the level of user satisfaction and ultimately to the success of the HRIS.
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Technology for HR Solution

“Technology for HR Solution” has become a buzzword in the Human Resource (HR) vertical from
applications for employee management to Artificial Intelligence (Al) applications to filter candidates
for potential job posts. Technology is a new resource that can improve your HR Management.
Enterprises around the world are adopting technology to improve and make the HR process efficient,
it will save time and resources. Alternatively, the enterprises want to reduce the frequent biases that
occur during the candidate selection, so technology gives potentially answer to all the challenges for
the enterprises.

There are more options available for the small and mid-sized enterprises to improve their human
resource process with technology but they have to be aware that the choice will come with a
complexity of adoption, implementation, and support. One consideration that many of the business
leaders adopt is choosing the all-in-one HR solution for all the tasks, while some go in for a single
solution to solve a certain problem. However, both solutions can be adoptively difficult for the
enterprises that have dynamic demands and over-questioning human resource professionals that
find difficult to use the technology.

Many enterprises have adopted cloud-based software solutions for the human resource
requirements that encompass all of them. Furthermore, such solutions can be scalable based on
future demands and flexibility in adoption.
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Requirements before Adopting a Cohesive HR Solution.

1. Optimize the Lifecycle

When you deal with thousands of employee under one roof, it can be overwhelming to see some
leaving and some joining, a need of an automated solution that can process the required documents
and assist the HR professionals to reduce the paperwork. The lifecycle of employee includes
different engagement techniques wherein their whole duration with the enterprises can be tracked
using the tool, from the first day to the last day all can be organized, with all the increments,
promotions and performance reports provided. A lifecycle tool assists HR professionals to make
informed decisions when an employee wants to leave the company or decides to abscond.

2. Data Unification

Data unification will depend on how promptly the enterprise is using a single platform to store the
data. Storing the Employee data in one location can be simplified with a software solution that can
assist HR professionals to maintain all the data records. A single platform acts as a solution to enter
the employee data in the system during the onboarding procedure. Using the paper-based system
can be cumbersome in terms of maintenance and also for future references. Enterprises are
investing in storage solutions to improve the data security and verification process for all the data
entered in the system. Data unification is much more than the data entry solution it will ease the
administrative process easing the tasks for the HR professionals.

3. Management and Usage

HR solution affects the complete business operation and employee stability. The management
should be ready to understand the employee requirements when dealing with HR tools. Will the
solution be able to handle the current load of the requirements and demands? One of the reasons
why adopting an end to end solution is much preferred by small and medium scale enterprises, they
can offer management solutions without costing extra money for developing management
solutions. The HR solution should be able to deliver a managed data defining the properties of each
employee and features that can be applied based on the employee position. Several stages of
access and security should be implemented to improve data usage. An employee should be able to
access the data but to make changes will have to interact with management and HR professionals,
they should provide with a benefit of informed choices. Evaluating HR technology considers the
advantages of the system that manages the entire employee lifecycle.
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4. Software Support

When a solution solves multiple problems it's bound to affect the responsibilities of the working HR
professionals in your enterprises. One such responsibility is to make the complete use of the given
software solution and implement them in the current operational usage. Support for any of the
solution should include training tutorials to assist the employees to make complete usage of the
tools. Suppose for example the enterprises aren’t able to login in the tool due to password or
username loss, the need of a fail-safe system that can assist the admin to retrieve the username

and password along with the data. Software support is one of the most imperative things the
enterprise should look for when adopting a software solution. HR ecosystem should be mounted to a
specific level as it represents the company scenario in front of candidates and also affects the
complete business operation. If you identify the challenges that you face while using a tool, the HR
professionals should be able to create the required training process that can assist the employees.
Scrutinizing the solution based on different requirements and the support can assist in developing
complete HR solutions.

Conclusion

HR solutions have to be scalable, dynamic and flexible depending on the requirement of the
enterprise. Many of the current HR solution providers are using cloud-based technology to improve
the data storage requirements and improved technology flexibility. With innovative technology like
Artificial Intelligence and Big data assisting the HR professionals to improve the decision-making
process, it will be imperative to look for HR solutions that suit your current and future growth
demands.




