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Abstract

The paper discusses how to implement human resource infor-
mation systems. The purpose of the study is to investigate the readi-
ness of Thai companies to implement information systems in the area of
human resource and to find the relationship between human resources
in the organization and information systems. The research tools are
literature review and interviews. The findings indicate that the human
resource manager must have a policy for the implementation and un-
derstand and build readiness of the organization, including infrastruc-
ture, software, hardware, and telephone lines. Sometimes, the manager
may need assistance from a consultant that can provide knowledge and
expertise to make the system run efficiently.

Key words : Human resource information systems, I'T management, and
technology

Since the early 1980s, human resource managers have been receiving
two messages from academic and professional literature regarding how to
increase the competitive capacity of their organizations. The first message
stresses the importance of managing people that are the most valuable re-
sources in an organization's competitive strategy. The second message refers
to the use of technology in human resource work and activities in order to
serve stakeholders more efficiently and effectively.

This paper discusses the use of technology. Human resource manag-
ers are confronted with the problem of how to utilize technology. There are
numerous articles that explain why we need to bring technology into human
resource work. These are summarized in the literature review. Actually, tech-
nology has always been used by people to improve the quality of their work
and enhance productivity. Technology is defined as a tool that assists people
to get the work done with less cost and higher productivity.
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Many CEOs recognize the challenges presented in effectively combin-
ing HRIS professionals and information systems. They have set IT policies
that try to make work operations run more efficiently and professionally.

According to Stambaugh (2002), to implement HRIS the organization
must understand what should be asked of packages and systems. The organi-
zation should be seen as a whole and can not work well without technology.
The organization needs to support HRIS activity and provide easy-to-access
information.

If we see the necessity of HRIS and would like to implement it, we
should begin by learning what is needed by the organization in terms of HRIS.
For example: What needs to be prepared by the organization? How do we
implement HRIS effectively? How can the HR department participate in the
preparations for HRIS?

Problem Statement

An information system (Laudon&Laudon, 2000) is defined as “a set of
interrelated components that collect, process, store, and distribute information
to support decision making and control in an organization.” Such a system
can assist human resource managers in analyzing problems, making deci-
sions, and creating new ways to work.

Since information systems can enhance the value of information in
human resources and offer new opportunities to work efficiently, HRIS can
provide the communication and analytic power that organizations need to
manage HR. In Thailand, there are many organizations interested in imple-
menting HRIS but don't know how to begin or to prepare themselves. Further-
more, there are only a few books and research studies investigating HRIS.
Therefore, it is necessary to study and research the ways in which Thai
companies can implement HRIS so that they can compete with others. Such
knowledge would enable Thai companies to transform their business into a
knowledge-based organization, strengthen their business operation, and chal-
lenge management to become more efficient.
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Purpose of the Study

The purpose of this research is to investigate the readiness of Thai
companies to implement information systems in the area of human resources.
The paper will show the relationship between human resources in the organi-
zation and information systems. It is a growing interdependence between
business strategy, human resource work, information systems, software, hard-
ware, database, and telecommunication. In order to be ready for HRIS, the
companies need to learn about components or factors that are critical to imple-
menting HRIS. A literature review and interviews are employed.

Theoretical Framework

Proposition 1: Human resource managers should understand the rela-
tionship between the organization and human resource information systems.
Laudon & Laudon (2000) state that a business can continue to survive be-
cause of its information system, which has become a necessary tool in making
the job of the organization easier. Therefore, the human resource information
systems affect how a manager decides, plans, and produces products and
services. Some books in the area of information systems suggest that informa-
tion systems play an important role in helping the organization to work effi-
ciently. Research suggests that human resource managers should understand
the relationship between an organization and its human resource information
systems.

Proposition 2: The human resource manager should implement infor-
mation systems in the work of human resources. Cerellion (1991) states, for
example, that the work of human resource management is becoming more
important in the workplace and that technology is developing all the time. If
an organization wishes to compete with others, it must implement IS in hu-
man resource work. Human resource activities and the information systems
need to work together in order to make human resource work efficient and
effective.
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Literature Review

Human resource information systems are a new field in human re-
source development. There are relatively few articles on HRIS in journals and
on the Internet. In Thailand, there are even fewer, especially in the area of
research. It is very difficult to find articles and research papers on this topic.
The literature review section of this study is divided into two parts. The first
part will review articles on how human resource information systems impact
human resource management, how HRIS is essential to human resource
activities, and why we need human resource information systems. The second
part reviews literature on IT policy and the status of HRIS in Thailand in order
to illustrate that Thailand is ready for HRIS.

General HRIS

After the introduction of the PC in the early 1980s, only 16% of em-
ployees and students used computers in their work. According to Carr (2003),
this percentage increased to more than 30% by the year 2000. He estimates
that this percentage will reach 50% by 2010. That means that there are more
and more people using the PC in a variety of work. Today, the world is
changing. Senior executives now talk about the strategic value of information
technology and how to use IT to gain a competitive edge, as well as the
digitization of their business models. Most of the companies have appointed
chief information officers to their senior management teams, and many have
hired strategy consulting firms to provide fresh ideas on how to leverage their
IT investment to their advantage. At present, the core functions of IT - data
storage, data processing and data transport ~ are transforming from potentially
strategic resources into commodity factors of production. Expenses related to
IT are becoming an accepted cost of doing business that must be paid by all,
and human resource managers should be ready for it.

The book Reengineering Human Resources (1995) explains the changes
that are occurring in the business world with a particular focus on information
technology and human resource information systems and how these can help
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HR professionals provide more effective delivery of their services. In addition,
the book analyses workflow and cost-benefits to determine whether it is worth-
while to implement human resource information systems. It shows how new
technologies, reengineered work processes, and retrained employees will bring
about a revolution in the work of human resource professionals.

Spencer (1995) has stated that information technology is transforming
human resource management, and its impact will include outsourcing, auto-
mation, and integration. Eighty percent of major organizations are considering
outsourcing most human resource functions and services. Further, most hu-
man resource work will be handled by personal computers and interactive
voice systems. Human resource functions will be integrated by human re-
source information systems. Spencer explains with real examples the new
approaches to organizing work made possible by combing traditional work
with technology in the areas of human resources, such as record keeping,
employee health care benefits, performance management training, compensa-
tion, and labor relations.

Spencer's ideas are consistent with Emily (1993), who indicated that
more and more organizations are deciding to implement human resource sys-
tems as they are easy to control and provide access to integrated database
information. However, caution is also recommended. One of the problems is
managing the change and turmoil that client-server computing brings to the
enterprise, particularly in the areas of system and network management and
security. Implementing a network is another potential stumbling block when
moving to client-server environments. This process can vary widely depend-
ing on how familiar an organization is with the technology and whether it
already has a network in place. The implementator of client-server human
resource management systems also complains that cost can be surprising,
particular the costs of upgrading workstations, licensing PC products, and
training users. Careful planning can help a company get its client-server hu-

man resource management systems up and running with few snags.
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Rothman (2001) has raised a question concerning what companies
have had the most impact on our world and on the way business is done
today. In his career, he has been a newspaper reporter, a magazine editor, a
book author and other things. He investigated 50 outstanding companies in
the business world to determine how they achieved their success. These
companies are changing the world. Some of the companies are Apple com-
puter, Netscape, Microsoft and Hewlett-Packard. IBM, Intel, and Yahoo are
global companies that show the context of each company’s individual opera-
tion, historical context, and specific industry. Rothman explains how technol-
ogy assisted these companies in improving their strategic alignment, business
intelligence, efficiency, and effectiveness and they can be examples for human
resource information systems development.

Walker (1999) expresses concern that a new model for the human
resource function has evolved in concept and practice over the past years.
Many companies have reduced costs and improved the quality of operational
services by using vendors for services or establishing internal centers to pro-
vide shared services. Such restructuring has been supported by new, more
powerful information systems, such as Peoplesoft, SAP, and online information
access for managers and employees. At the same time, companies have in-
vested in capabilities to enhance business performance and to develop spe-
clalized human resource expertise, such as consultants or leaders within busi-
ness units.

The experiences of such leading companies as IBM, United Technol-
ogy, Clorox, Johnson & Johnson, Dupont, Hewlett-Packard, and Sun Microsystem
have been examined and reported in numerous studies and reports. What
were once innovative practices are now characterized as current practices and
trends in the strategic repositioning of human resource functions.

Willard (2002) interviewed five IT managers regarding how to manage
new IT people. The IT managers were Leo Conner of California State Automo-
bile Associate, Mike Cole of Rockwell International Corp., Chuck Norms of
Aqua-Chem Inc., and Jerry Miller of Sears. These people believe that managers
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should emphasize people in everything and should learn to leverage their
strengths. The key to successful IT management is to understand the business
and the talents of staff.

Hammers (2002) states that some organizations are not successful in
implementing human resource information systems. The system fails because
the various software programs are not integrated and information is often
missing. Some possible ways to prevent or solve these problems are: 1) con-
sider add-ons, 2) get portal power, 3) integrate the system, 4) hire or host, 5)
use what you have, 6) restructure the team, and 7) don't go it alone.

Safran (2002) believes that only big organizations with large numbers
of employees can have a human resource management system because the
system needed by big companies is very expensive and requires a lot of
people to implement it. However, human resource management systems are
also needed by small and medium-size enterprises. Some small companies do
not upgrade their hardware or operating system to current standards, and
many smaller operations do not have an IT staff. This function is either outsourced
to an independent-on-call consultant or to a computer supplier.

This short literature review summarizes a few thoughts about human
resource information systems. The first idea is that technology is a powerful
tool for supporting the work of human resources by reducing paper work and
the complexity of the work process. It shows that technology is changing the
way human resource departments manage and organize recruitment through
use of the Web, employment self-service, call centers, help on-line, or e-records.
The second indea is that technology can provide opportunities for competi-
tiveness in business through integrating the functions of the human resource
department and improving its work processes. The third idea is that new
employees must have technology skills in addition to human resource knowl-
edge. Employees must know how to store, retrieve, analyze, and access infor-
mation from the Internet, an intranet, or an extranet.

These three concepts should be considered by Thai businesses if they
want to compete with others. They need to consider human resource technology
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as a value added activity in the business process since it is a trend in the new
business world.

The IT Situation in Thailand

As it is very difficult to find articles in Thai journals or find research
regarding HRIS, it would be useful to investigate some information technology
situations in Thailand.

Thailand first established a national IT policy in 2001. The National IT
2001 is part of the current National Economic and Social Policy. The govern-
ment believes that it can utilize IT and communication technology to improve
quality of life and compete more effectively in the business world. The govem-
ment also believes that IT can be used as a tool for the development of the
economy, society, and politics in conjunction with its self-sufficient economic
theory and Buddhist thought. By 2010, the government wants the country to
have an e-government, e-commerce, e-industry, e-education, and e-society.
The government is focusing on three projects: 1) development of the software
industry of Thailand, 2) improvement of people skills in IT, and 3) converting
the administration and services of the government to be more IT based (i.e. e-
government).

According to the National Plan of ICT in Thailand 2001-2006, ICT
infrastructure in Thailand will provide Thai people with easy access to the
radio, TV, telephones, computers, and the Internet. Currently there are 12.6
telephones per 100 people and 4,550 schools are connected to the Internet.
Thailand spent only 0.1 of its GDP on research and development in science
and technology and only 0.06% on the development of ICT. Furthermore, Thai
education institutions have produced fewer graduates in the field of computer
science and this has created a lack of people skilled in IT. Consequently, Thai
companies have had to employ people from other countries. Another problem
is that IT changes rapidly and educational institutions cannot adjust their
curriculum to respond to market needs. Table 1 shows the ranking of readi-
ness for IT infrastructure according to country:
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Table 1: Comparison of Information Infrastructure 1999

index Thailand Singapore ‘ Korea Japan

1. Information Infrastructure

- Teledensity 2000 60 20 24 11

- Years to adoption of cellular 15 29 15 2
telephone

-Telecommunication staff 45 14 7 1

- Telephone faults, 2000 33 12 2 4

- Availability of telephone 34 7 31 7

internet access
- Perceptions of broadband 45 4 3 58
internet access
- Price and quality of 36 9 19 43
internet connection
- availability and cost of 54 4 30 12

mobile telephone

2. General infrastructure

- Electricity consumption 63 12 25 9

- Efficiency of electrical 33 3 22 2
system

- Quality of highways 14 15 33 32

- Television penetration 46 43 36 3

- Typical driving speed 12 38 47 52

between cities

- Quality of facilities and 35 1 30 11
waterways
- Quality of air transport 29 1 36 26

Source : iirngi.n ectec.or.th
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According to this table, Thailand is not in a good position regarding
teledensity, telephone lines for business, broadband internet access, electricity
consumption, or quality of facilities. However, the number of internet users in
Thailand increased between 2000-2004.

Table 2 : Internet users in Thailand

Year Users

2000 2,300,000
2001 3,500,000
2002 4,800,000
2003 6,000,000
2004 6,970,000

Source : iirngi.n ectec.or.th

It would appear that Thailand must do something to make itself ready
for an IT world. Today, more than ever, businesses are using information to
gain and sustain a competitive advantage. At present, management informa-
tion systems are very important because they coordinate the use information,
information technology, and people. As we move forward, information technol-
ogy is a key resource to gaining a competitive advantage. The government
must push Thai businesses to use technology. Human resource management
is part of business and IT use should be encouraged and supported within this
important business function.

Findings and discussion

The researcher has reviewed many articles on human resources and
human resource information systems. The researcher has also interviewed
three people working at the management level who maintain a master em-
ployee database including, for example, salary tables, personnel tables, job
classification tables, training tables, and experience tables. These people also
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are responsible for finding staff, such as programmers, analysts, security ex-
perts, data entry people, and auditors with information technology backgrounds
to take care of the system.

The main issues mentioned in the articles or journals deal with poli-
cies governing human resource information systems. Staff responsible for
human resource information systems and infrastructure asked the three man-
agers for their opinions regarding important factors to consider when imple-
menting human resource information systems. The following table (Table 3)
summarizes their responses.

Table 3 : Factors for implementing HRIS

Policy for Staff Infrastructure Vendor/ Others
HRIS Consultant
The first HRIS ICT Must select Hiring a Goalistobeina
interviewee supported by | Department software first consultant to world-class
top maintains the advise and work | organization
manager System on the HRIS
project
Study the HR job is System must be | Be prepared fora | HRIS makes the
preparation divided into easy to access large budget HR job more
for bring HRIS | three efficient and
departments: effective
HRM, HRD,
HR service
Implement Every HR information is
SAP employee on Web-based
application must know system
MS office as
basic
technology
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Table 3 : Factors for implementing HRIS ( continued)

before
implementing the

system

Policy for Staff infrastructure Vendor/ Others
HRIS Consultant
The second Policy for Person that Soflware and Hiring a vendor Make sure the
interviewee organization does HRIS hardware are and IT company need
to implement may nol have very important department act HRIS
IT accurately IT forimplementing | as consultantin
background system the organization
HRIS must be Each position Top manager must
able to can access strongly support
analyze and different
help decision levels of
making data
The third Policy for IT department | Local company Good vendor will | Organization must
interviewee HRIS to takes care of may hire keep promise know the
buy or technical consultant to requirements in
develop issuer cusiomize detail.
application program
program
CEO support Conduct Company must Vendor must Large enough
HRIS training have enough cooperate with budget for the
servers staff in the system
organization
Maintain Planning Attitude of
system infrastructure employees

The original assumption was that the human resource manager would

implement information systems in human resource jobs and understand the

relationship between the organization and the human resource information

systems. The interviewees responded quite similarly to answers relating to

policy, employee attitude, infrastructure, and consultants. They emphasized



122 Spusmaumans

that HRIS that can make the work of human resource management more
effective and efficient. Based on the interviews, HRIS needs to grow in order
for business to prepare to undertake changes and be ready to compete in the
business world. These top managers all see the benefit of HRIS, including
improved accuracy, the provision of timely and quick access to information,
the savings of cost. Their thoughts are consisted with the research of Beckers
and Bsat (2002), who pointed out at least five reasons why companies should
use HRIS. These were that HRIS can increase competitiveness by improving
HR operations, it can produce a great number and variety of HR-related re-
ports, shift the focus of HR from the processing of transactions to strategic
HRM, make employees part of HRIS and reengineer the entire HR function of
companies.

Secondly, the staff taking care of HRIS should come from the human
resource department and have a thorough understanding of human resource
responsibilities and the interaction among the department'’s various functions.
They should be able to coordinate well with staff from the IT department in all
areas of a project, such as data ownership, access, reporting responsibilities
and timing in order to make the work run smoothly. The team should establish
a schedule, budget, and technical standards as well as report on the progress
and contribution of each participant.

Infrastructure, software and hardware, telephone lines are infrastruc-
ture for HRIS. Vendors may refer to packaged software as having one function
or many functions. Additionally, the product may offer a basic data base with
a few functions built in or be one of the popular database management pro-
grams for business application. Therefore, in order to purchase the most ap-
propriate products, it is necessary to communicate with vendors and compare
different products to find the one that best fits the requirements of the com-
pany.

Information technology departments play the role of IT consultants in
order to help human resource departments run their HRIS. The role of a con-
sultant is to provide knowledge and expertise and to point the organization
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toward vendors whose software best meets its criteria. Consultants help
determine the packages to be intergrated or interfaced. Consultants have
expertise in using computers to achieve greater productivity and efficiency.
Sometimes, a business lacks the expertise necessary to perform strategic HRIS
planning - it needs a consultant. A consultant can negotiate with software
vendors and handle the delicate give-and-take of the negotiation process.

The interviewees in this study mentioned that top managers strongly
support HRIS. The support of top management is one of the most important
factors in the successful implementation of HRIS. They even stated that top
managers take primary responsibility for providing sufficient financial support
and adequate resources for building a successful HRIS. They believe that a
lack of financial support and adequate resources will lead to failure. Therefore,
it requires top managers to understand how HRIS can bring the benefits to the
company and that are willing to allocate valuable resources to the effort of
implementation.

Implication for Research and Contribution to HRD

The findings of this study support the research statements. It is ex-
pected that human resource managers should understand information sys-
tems and implement them in human resource work. The literature indicates
that human resource management will change as new technology is imple-
mented and create a new approach to work. Lyler Spencer (1995) has stated
that HRIS can increase data accuracy and increase speed because it can
handle thousands of daily human resource transactions. There are many ben-
efits, such as reduced customer costs, reduction in human resource vendor
costs, and changes in human resource professional roles and competencies.
Information technology can change human resource professionals from being
just administrators to being consultants. Human resource persons can act as
advisors or resource persons and assist line managers and employees in such
activities as providing advice on which training course to send staff to or
which package to buy from contractors. HRIS works well when the database of
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human resource information is shared to help decision-making which, in turn,
helps improve human resource management. Organizations and jobs may need
to be redesigned and skills may need to be redefined.
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